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Welcome to the Managing for Training Impact Workshop! 

This is the fourth workshop for Africa-based Training Officers organized under HRDA 
since 	1988 and the first arranged under the new core contract by AMEX International,
Inc. and Creative Associates International, Inc. We welcome your active participation
in all workshop activities and hope that you find the sessions informative and directly
useful 	in your work. 

We are all professionals with years of experience in the world of Human Resource 
Development and Training. Within our small group, we share the goals, frustrations 
and satisfactions which accompany our responsibilities as training experts. Through
periodic meetings such as this workshop, we can exchange vital information and ideas 
on how to improve the impact of training, contribute to the overall development effort 
of USAID and, ultimately, make a difference in the lives of individuals and institutions 
around us. Improving the quality and availability of skilled human resources is key to 
sustaining development activities in any country. Our efforts to build human capital
underpin virtually every sectoral development activity, from improving rural health care 
delivery to modernizing communication systems. 

Although most USAID projects contain training components ("technical assistance,
training and commodities") and a few only fund training, such as HRDA and ATLAS,
the field of Human Resources Development is often under-appreciated by
development experts from the technical fields (agriculture, health, etc.). Often we are 
ill-prepared to represent convincingly our contributions to development, or our 
management needs. This workshop will expose Mission training experts to the latest 
information in human resources development and supporting management systems.
You will leave with a deepened understanding of your profession AND many practical 
tools to help you manage training. 

This workbook contains 8 sections which correspond to the agenda set out for our 
eight days together: 

1. 	 INTRODUCTION 
2. 	 ACHIEVING BROADER IMPACT THROUGH TRAINING 
3. 	 MAKING THE MOST OF STAFF AND RESOURCES 
4. 	 RESPONDING TO THE NEEDS OF SPECIAL TARGETS: WOMEN, 

PRIVATE SECTOR AND DEMOCRACY AND GOVERNANCE 
5. 	 RE-INVESTING IN TRAINEES: NETWORKING AND STRENGTHENING 

ALUMNI ASSOCIATIONS 
6. 	 THE VALUE OF INFORMATION 
7. 	 UNDERSTANDING PROGRAMMING CHOICES 
8. 	 SUPPLEMENTARY INFORMATION 

USAID Human Resources DevelopmentAssistance Project (698-0463) March 1994 
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The workbook is designed so that it becomes your individualized documentation 
source for future reference. Feel free to add hand-outs, documents and notes to each 
section, and to arrange your notes along with the yellow dividers included in Section 
8. Tabs 9-12 are also provided for you to customize your workbook. Diskettes will be 
provided with files that include sample SOWs, memos and other useful documents 
which you can take home to load onto your office computer system. 

We look forward to your help in making this workshop a rewarding and enriching 
experience. We welcome your suggestions and criticisms during and after the 
workshop. 

The HRDA Project Staff­

USAID/AFR/Office of New Initiatives 

AMEX International, Inc. 

Creative Associates International, Inc. 

March 22, 1994 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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AGENDA 

DATE / TIME SESSION 

Wednesday, March 23, 1994
 

8:30-9:00 Welcome, Introductions 


9:00-10:00 Latest Perspective on AID 


10:15-10:45 Logistics, Norms for the Workshop 


10:45-12:15 Understanding Mission Strategies 

1:30-2:00 An Impact Interview 

2:00-3:45 Evaluating Training Programs 

4:00-5:00 Managing the Information Resource for Impact: HRDA 
Information System Overview 

Thursday, March 24, 1994 

8:30-10:00 

10:15-12:00 

12:00-12:15 

1:30-2:00 

2:00-2:30 

2:30-3:45 

4:00-5:00 

Friday, March 25, 1994 

8:00-9:30 

9:30-10:30 

10:45-12:00 

12:00-1:00 

Monday, March 28, 1994 

8:30-10:15 

10:30-11:45 

11:30-1:15 

1:30-2:00 

2:00-3:45 

4:00-5:00 

Using Mission Strategies to Develop HRD Objectives 

Case Studies: Using What We Know About Factors that 
Contribute to Impact to Plan aTraining Strategy 

Photo Session 

Group Reports from Morning Sessions 

Beyond Processing: Increasing Training Offico Visibility 

Taking Advantage of the Information Resource 

Increasing Visibility: Experience from the Field 

Drafting PIO/Ps 

PTMS Core Information Gathering and Analysis 

Data Quality and the Value of Information 

Crisis and Closeout Management 

Responding to Needs of Special Targets: Frivate Sector, 
Women 

What Makes Up Civil Society in Africa: Brainstorming 

Luncheon Panel: How Do HRD, Training and 
Democratization/Governance Fit Together? 

Will You Help My Brother Get an MBA? 

Case Studies: Advisory Boards, Recruitment, Selection 

Using Databases to Manage Recruitment and Selection 
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PRESENTER 

Paul Knepp 

Gary Bombardier 

Derry Velardi, 
Rita Wollmering 

Susan Votaw 

Andy Gilboy 

Brenda Bryant 

Hugh Maney 

Susan Votaw 

Susan Votaw 

Team and all 
participants 

Isabel Dillener 

Andy Gilboy 

Martin Hudson 

Isabel Dillerier 

Larraine Denakpo 

Peter Gallagher 

Hugh Maney 

Andy Gilboy 

Donald Hart 

Felipe Tejeda 

Felipe Tejeda 

Andy Gilboy 

Susan Votaw 

Larraine Denskpo 
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DATE / TIME 

Tuesday, March 29, 194 

8:30-10:00 

10:15-12:15 

1:30-2:00 

2:00-3:45 

4:00-5:00 

SESSION 

Understanding Institutional/Individual Needs 

Group Session of Country Strategy Homework 

A Lesson on Buying Shoes 

Quality Control: The Characteristics of a Good Training 
Program 

Getting Your Money's Worth: US Academic Training 

Wednesday, March 30,1994 

8:30-10:00 


10:15-12:15 


Thursday, March 31, 1994
 

8:30-9:30 


9:30-11:15 


11:15-12:15 

1:30-2:00 

2:00-3:15 

4:00-5:00 

Friday, April 1, 1994 

8:00-9:30 

9:45-11:00 

11:00-12:00 

12:00-1:00 

Open Discussion 


Professional Development: Interviewing Techniques 


Looking at Third Country Programming Options 


Training Office Information Needs 


Why Re-Invost? 


Can't USAID Send Me to Another Seminar? 


Basics of Scopes of Work 


Budgeting for Training and Training Services 


Reinforcing the Likelihood of Impact 


Promoting Linkages of Local Associations 


Post-Test, Evaluation 


Lunch and Presentation of Certificates 
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PRESENTER 

Donald Hart 

Brenda Bryant 

Andy Gilboy 

Rita Wollmering 

Isabel Dillener 

Paul Knepp 

HRDM Trainer 

Elizabeth rorrey 
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Donald Hart 
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Stephen Dike 
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Paul Knepp 
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Hajera Abdullahi 

Souley Alima 

Roger Blassou 

Hadiza Bolho 

Alpha Souleymane Diallo 

Moustapha Diallo 

Mamadou Diarra 

Joseph K. Enuson 

Barbara Jensen 

Wilbur Jones 

Anna Jozefowicz 

Lucy Chris Kaliu 

Thierno Kane 

Z. Kristos Minja 

LIST OF PARTICIPANTS 

Training Assistant 
USAID/Ethiopia 

Participant Training Clerk 
USAID/Niger 

Training Officer 
USAID/Benin 

Participant Training Assistant 
USAID/Niger 

Private Sector Training Assistant and PTMS Specialist 
USAID/Guinea 

Training Officer 
USAID/Guinea 

HRDA Project Manager 
USAID/Senegal 

Participant Training Officer 
USAID/Ghana 

Human Resources Development Officer 
USAID/Gambia 

Clark Atlanta Univ. HRDA Manager 
USAID/Zambia 

Program Specialist 
USAID/Poland 

Participant Training Specialist 
USAID/Malawi 

REDSO/WCA, Regional HRDA Project Advisor
 
USAID/Cte d'lvoire
 

Training Officer 
USAID/Tanzania 
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Fatma Ahmed Foad 
Naguib 

Eugene Ndaro 

Methode Ndikumana 

Emmanuel Oche Okochi 

Gilbert Pouho 

Agnes Rakotomalala 

Asina Sibetta 

Emanuel Antero Garcia 
da Veiga 

Dominique Zemrag 

Jeanne Marie Zongo 

Training Office 
USAID/Egypt 

BEST Project Training Administrator 
USAID/Burundi 

Acting BUHRD Project Manager 
USAID/Burundi 

Ag. Head of Training Division/Program Officer for 
Training 

USAID/Nigeria 

Assistant Training Officer 
USAID/Guinea Bissau 

Program Office 
USAID/Madagascar 

HRD Officer 
USAID/Zambia 

General Development Officer 
USAID/Cape Verde 

Participant Training Assistant 
USAID/Morocco 

Training Officer 
USAID/Burkina Faso 
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AID/AA/AFR/DAA 

Gary Bombardier 

AID/AFR/ONI/TPPI 

Paul Knepp 
Freeman Daniels 
Elizabeth Torrey 
Rita Wollmering 

Hugh Maney 
Barbara Keating 

Yvonne Andualem 
Ted Clarke 

AID/HRDM/TSD 

Lucy Sotar 
Toni Mitchell 

LIST OF PRESENTERS
 

Deputy Assistant Administrator, Africa 

Acting Director 
Private Sector Training Specialist, HRDA 
International Programs Specialist, HRDA 
Public Sector Training Specialist, HRDA 
MIS Specialist, HRDA 
Data Administrator and Analyst, HRDA 
Senior Training Advisor, ATLAS 
Associate Training Advisor, ATLAS 

Director of Training and Staff Development 
Training Specialist 

AID/G/OIT (Office of International Training) 

Ron Raphael 

AMEX International, Inc. 

Larraine Denakpo 
Donald (Duca) Hart 

Andrew Gilboy 
Isabel Dillener 
Felipe Tejeda 

Field Service Advisor for Africa and the Newly 
Independent States 

Project Manager, HRDA 
Private Sector Training Coordinator, HRDA 
Private Sector Training Coordinator, HRDA 
Assistant Project Manager, HRDA 
Vice-President and Corporate Monitor, HRDA 

Creative Associates International, Inc. 

Brenda Bryant Vice-President and Corporate Monitor, HRDA 
Susan Votaw Information Dissemination Specialist, HRDA 
Derry Velardi Workshop Logistics Coordinator, HRDA 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
AMEX International, Inc./Creative Associates International, Inc. 7 



HRDA Workshop Notebook: Managing Training for Impact Page 1-8 

InfoStructure, Inc. 

Peter Gallagher President, Information Management Specialist, HRDA 
Martin Hudson Vice-President, Information Management Specialist, 

HRDA 

African American Institute (AAI) 

Heather Monroe Chief of Party, ATLAS 
Niamani Mutima Program Officer, Field Services, ATLAS 

Ken Doucet Placement Officer, ATLAS 

Partners In International Training and Education (PIET) 

Dawn Gayle Placement Specialist 
Carey Needham Programmer, Entrepreneurs International (El) 

US-Africa Chamber of Commerce 

Stephen Dike Director 

Service Corps of Retired Executives (SCORE) 

Peter Pallesen Business Consultant 
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WORKSHOP GOAL 

To manage and administermore effectivelya range of human resource 
development programs in order to increase impact InMission-designated target 
areas. 

WORKSHOP OBJECTIVES 

Participants will: 

be able to analyze the Mission's overall program objectives and develop 
appropriate training strategies; 

gain a better understanding of the need to demonstrate impact as well 
as learn strategies and develop techniques for achieving high impact 
training; 

enhance their skills in utilizing management information (MIS) systems for 
planning and managing HRD activities; 

increase their understanding of the relationship of training implementation
documents - such as PIO/Ps and PIO/Ts - to project management,
evaluation, and impact analysis. 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
AMEX International,Inc./CreativeAssociates International, Inc. 
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GLOSSARY OF FILES ON DISKETTE
 

This workbook is accompanied by diskettes with files that may be of use to you in 
managing your training portfolio for its impact on your Mission's and country's 
development goals. 

The following table lists the files provided, along with the following information for each 
file: 

" the file's name; 
* the format or software the file is in; 
• the use the file is intended to serve; 
• suggestions on how to use each file. 

FILE NAME FORMAT 

ACADQUES WordPerfect 5.1 

ENGORIENT.MEM WordPerfect 5.1 

FRORIENT.MEM WordPerfect 5.1 

PORIENT.MEM WordPerfect 5.1 

HIRING.MEM WordPerfect 5.1 

SKILTEST.MEM WordPerfect 5.1 

SELPROC.MEM WordPerfect 5.1 

EVALCRIT.MEM WordPerfect 5.1 

SPECREJ.MEM WordPerfect 5.1 

SOW-NEED.MEM WordPerfect 5.1 

USE 

Sample questionnaire for participants in 
US training, 

Sample orientation materials in English 
for arrival In the US, including arrival 
instructions for Washington. 

Sample orientation materials in French 
for francophones on their way to 
training Inthe US, Including arrival 
instructions for Washington. 

Sample orientation materials in 
Portuguese for lusophones on their way 
to training in the US, Including arrival 
instructions for Washington. 

Sample job description and 
advertisement in English for aTraining 
Specialist 

Sample skills test for a candidate for the 
Training Specialist's position, 

Selection procedures for a Training 
Specialist. 

Evaluation criteria for a Training 
Specialist 

Sample letter to a candidate who was 
not selected as Training Specialist 

Sample Scope o. Work for aTraining 
Needs Assessment 

COMMENTS 

Fill in Mission and add any 
additional questions. 

Fill in appropriate blanks and add 
any special information. 

Fill in appropriate blanks and add 
any special information. 

Fill In appropriate blanks and add 
any special information. 

Fill In Mission, project-specific 
Information, and any other 
additional information. 

Add any Mission- or project-specific 
information, or follow this format to 
create your own skills test. 

Add any Mission- or project-specific 
Information or procedures, or follow 
this format to create your own 
recruitment process. 

Add any Mission- or project-specific 
information or procedures, or follow 
this format to create your own 
evaluation criteria. 

Fill in particulars or use this format 
to create your own letter. 

Follow this format to develop 
Scopes of Work for in-country 
training needs assessments. 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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FILE NAME FORMAT 

PROVQUES WordPerfect 5.1 

TPLAN.MEM WordPerfect 5.1 

TNGORD.MEM WordPerfect 5.1 

WIDGRANT.MEM WordPerfect 5.1 

ETPAGREE.MEM WordPerfect 5.1 

ALUMASSN.MEM WordPerfect 5.1 

TNGMKT.MEM WordPerfect 5.1 

PICTURES WordPerfect 5.1 

AFRONI.LST WordPerfect 5.1 

OIT.LST WordPerfect 5.1 

HRDA.LST WordPerfect 5.1 

AFRTO.LST WordPerfect 5.1 

rROCHURE WordPerfect 5.1 

3RDPIOP.WK1 Lotus 1-2-3 
version 2.4 

BUDGET.WK1 Lotus 1-2-3 
version 2.4 

LTPIOP.WK1 Lotus 1-2-3 
version 2.4 

STPIOP.WK1 Lotus 1-2-3 
version 2.4 

USE 

Sample questionnaire for local training 
providers, 

Sample Annual Mission Training Plan. 

Sample Mission Training Order. 

Sample memorandum for a Concept 
Paper for an HRD/WID matching grant 
program, 

Sample Inter-Agency Reimbursement 
Agreement to contract for in-country 
English language services with USIS. 

Sample flyer on returned participants' 
association, 

Sample flyer describing a human 
resource development project. 

Graphics that can be used in 
WordPerfect documents. 

List of all personnel at AID/AFR/ONI. 

List of all personnel at OIT. 

Ust of all personnel working on the 
HRDA Project, including AID/AFR/ONI 
and contractors. 

List of all training office personnel in 
African field Missions. 

Sample HRDA info-mational brochure. 

Sample PIO/P budget worksheet for 
third country training, 

Sample worksheot for technical 
services, 

Sample PIO/P budget worksheet for 
long-term training, 

Sample PIO/P budget worksheat for 
short-term training, 

COMMENTS 

Fill in Mission, country, and add 
specific questions as necessary. 

Follcw this format to develop
 
Annual Training Plans for your
 
training office.
 

Fill in Mission-, country- and 
project-specific information, or 
follow this format to develop your 
own Mission Training Order. 

Fill in your country-specific 
information, or use this format to 
justify other kinds of programs. 

Fill in your country-specific
 
information.
 

Fill in your country-specific 
information or use this format to 
create your own flyer. 

Use this format to create your own 
description of HRDA or other 
Mission-specific projects. 

Copy the figure box you want into 
your text, then use WordPerfect to 
edit its size or position if needed. 

Keep current by editing as you 
receive notification of any

personnel changes.
 

Keep current by editing as you 
receive notification of any

personnel changes.
 

Keep current by editing as you 
receive notification of any 
personnel changes. 

Keep current by editing as you 
receive notification of any 
personnel changes. 

Enter any Mission-specific 
information and delete italics. 

Enter specific information to 
complete the budget. 

Enter specific Information to 
complete the budget. 

Enter specific information to 
complete the budget. 

Enter specific information to 
complete the budget. 

SAID Ruan Resources Development Assistance Proje,- (598-0463) March 1994 
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ACHIEVING

BROADER iMPACT
 

THROUGH TRAINING
 

We have been hearing more about impact in Missions recently, especially since 
AID/Washington created the Assessment of Program Impact ("API") in the 1980s. That 
exercise requires that Missions identify baseline data drawn from their sectors of 
interest against which the success of USAID's development interventions can be 
measured. For instance, a health project might record the number of child deaths 
due to dehydration before and after implementation of a USAID-financed health activity
intended to increase the use of oral rehydration techniques. A change in the rato of 
deaths may be attributable to the activity sponsored by USAID. 

There 	are special obstacles in the way when we measure investments in human 
resources and training against anticipated outcomes. We have to consider human 
behavior, unanticipated events, individual intentions and unquantifiable factors to try to 
evaluate the impact of training. How we can evaluate the impact of training and 
achieve broader impact with our limited training resources are addressed in 'his 
section. 

In addition to understanding impact, we need to know how to integrate the Mission's 
strategic development objectives into our training plans. The CPSP helps Missions 
focus its activities while providing the USAID HRD professionals with clear guidance on 
where to devote training resources. How to integrate the CPSP into your training
activities will also be treated, so that your all of the Mission's training investments 
correlate with its development goals and objectives. We will also learn how to use the 
CPSP as a tool to keep training investments targeted. 

In this section and in the workshop sessions related to this theme, participants will: 

+ 	 gain a better understanding of the CPSP as a strategy tool; 
+ 	 understand why demonstrating impact is important; 
+ 	 use the CPSP to develop training strategies; 
+ 	 learn about how to employ training strategies to ensure the greatest 

return on investment; 
+ 	 realize how computer applications are key to impact planning and 

evaluation. 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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A COMBINATION OF FACTORS LED TO A CHANGE IN USAID'S MANAGEMENT SYSTEM
 

Ecorno Budget deficitS 

Desire to show better Response to additional 
program impact, opportunities and 

stewardship of resources responsibilities in a 
and operational efficiency changing world 

Desire to be more results-
Criticism by Congress 

and others of evaluation 
oriented and strengthen 

overall evaluation 
and management system capabilities through a 

performance-based 
management system 

USAID adopts a
strategic 

management 
system 
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STRUCTURE OF THE CPSP OBJECTIVE TREE 

TRE OETIVE ILLUSTRATIVE COUNTRY PROGRAM STRATEGY PLAN EXPLANATION
TREE TERM 

EPAATO 

Overall goal towards which the 
PROGRAM GOAL Increase Participatory Economic Growth Mission Is working; the objective 

lying above the manageable Interst 
of a Mission. 

SUJB-GOALS Decrease Population Increase Real Income in the Higher-level objectives lying above a 
Growth Rate Agrarian Sector Mission's manageable Interest. 

[lir 
The development result that aIncrease Commercial Mission believes Is within Its overallSTRATEGIC Increase Use of Modem Output by Medium and manageable Interest: that theOBJECTIVES Contraceptives Smaller Scale Enterprises Mission can materially affect and for 

and Farmers which it Is willing to be held 
acccuntable. 

Increase Increase ELower-level Misslon objectives thatAvailability of Demand for Expand Small AgrcutalndtiuetA~ftlcontribute h aheeeto htc the achievement of 2he 
TARGETS Quality Family Family Business grcuura strategic objective; also calledPlaning Planing Marketing "Program Outcome." or "Progras 

ServcesServcesoutput*." 

F1.Conserve Biodiversity Missions can direct funds tcwards additional areas forTARGETS OF 1. Cere R sty particular political, historical, humanitarian, practical orOPPORTUNITY Transmission experimental reasons; Targets of Opportunity generally
represent a small portion of the Mission's portfolio. 

Note: These definitions have been extracted from the Agency-wide A.I.D. Program Performance Measurement Guidance drafted 2/21/1992. 
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STRATEGIC OBJECTIVE TREES SPELL OUT ANTICIPATED DEVELOPMENT RESULTS AND ACTIVITIES TO ACHIEVE THEM 

[PP ECVE I
 
TR E TE 
 ILLUSTRATIVE CPSP STRATEGIC OBJECTIVE EXPLANATION 

PROGRAM 
 I Decrease Population Increase R Overall objective lying above the
SUB-GOAL _ _ _ __ manageable Interest of a Mission. 

The development result that a 
STRATEGIC Mission believes Is within its overall 
OBJECTIVE Increase Use of Modern Contraceptives manageable Interest, that it can 

materially affect and for which It Is 
willing to be held accountable. 

Lower-level Mission objectives that 
Increase Availability of Quality Increase Demand for Family contribute to the achievement of theTARGETSFamily Planning Services Planning Services strategic objective; also called

FProgram Outcomes" or *Program 

SOutput. 

F _ _ I 1 -1 
SUB-TARGETS Private Sector Increase Public IncreaseNecessary steps for the Mission toDPiver Sector Delivery of Population and Promotion of arys e e Ms to 

Sector Health Services FP/MCHchIve Its targets. 

HRD Refe rals forMO frWP inFP methods FPR~orOS*Integrated services staff F Interventions the Mission plans toACTIVIES Ns HD in fund In order to achieve its sub­ocial Mktg Community-based counselling and quantitytargets and targets. 
distribution referrals quality of IEC 

outreach 

Note: These definitions have been extracted from the Agency-wide A.I.D. Program Performance Measurement Guidance drafted 2/21/1992. 
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GLOSSARY OF CPSP TERMS
 

CDIE DEFINED A CONSISTENT TERMINOLOGY TO SUPPORT USAID'S
 
DESIRE TO MANAGE FOR RESULTS
 

TERM 

Program 

Strategic Objective 

Country Trends 

Program 
Performance 

Indicators 
Performance 

Standards or Targets 

Performance 
Monitoring 

Program Outputs, 
Program Outcomes 

or Targets 

Unking Studies 

MEANING 

The sum of the project, non-project and policy 
dialogue actions undertaken by a Mission in pursuit
of a given strategic objective. 

The average of 3 highest level objectives on which a 
Mission's activities can be expected to have a 
meaningful impact in the short to medium term. 

Basic national, social, economic, financial, political 
and environmental trends which provide the context 
for and ultimate object of USAID activities. 

Criteria for determining or calibrating performance in 
the attainment of strategic objectives. 

Anticipated levels of accomplishment with respect to 
program performance indicators. 

An institutionalized system for collecting and 
reporting program performance data on a periodic 
(generally annual) basis. 

The major accomplishments for which a Mission is 
willing to assume direct responsibility in its efforts to 
achieve its strategic objectives. 

The special studies sometimes needed to establish 
the relationship between program outputs and 
strategic objectives. 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
AMEX International, Inc.ICreativeAssociates International, Inc. 



HRDA Workshop Notebook: Managing Training for Impact 	 Page 2-6 

Targets of Those objectives included in a Mission's portfolio 
Opportunity 	 which do not contribute in a direct or measurable 

way to the attainment of a Mission's designated 
strategic objectives but which are nevertheless 
retained in the portfolio for historical, political or 
developmental reasons. 
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USAID IS DEVELOPING OBJECTIVES IN A COMPREHENSIVE SET OF AREAS 

SAMPLE AREA OF ILLUSTRATIVE STRATEGIC 
INTERVENTION j OBJECTIVE 

* 	 Broad economic policy 
reform 
Institutional reform and
 

Economic Growth development
 
* 	 Improved infrastructure 
* Production and productivity 
I Increased international trade 

* 	 Strengthened democratic 
representation 

• 	 Supporting human rights
Democratic 	Initiatives 9 Promoting lawful 

governance
* 	 Encouraging democratic 

values 

* 	 Improved child survival 
* 	 Improved health 

Human Development * Improved family planning
H Improved basic education 
* 	 Access to shelter and 

related services 

• Improved natural resource 
Natural Resources management

Improved environmental 
quality 
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ILLUSTRATIVE AGENCY-WIDE PROGRAM OBJECTIVES AND PERFORMANCE
 
INDICATORS
 

CORE STRATEGIC OBJECTIVE 

1. 	Increased Private Sector Growth 

2. 	 Increased Agricultural Productivity 

3. 	 Improved Natural Resource 
Management 

4. 	 More Effective and Enduring 
Democratic Institutions 

5. 	 Increased Use of More Effective 
and Sustainable Human Services 

SAMPLE PERFORMANCE INDICATOR 

Increased private sector proportion of 
GDP 

Increased level of private sector 
employment
 

Increased level of private sector
 
employment
 

Increased productivity for selected
 
crops
 

Increased net farm incomes
 

Increased food security
 

Increased percentage of valuable
 
hectares protected and managed
 

Increased percentage of pollution
 
sources eliminated or reduced
 

Increased ratio of forested areas to
 
deforested areas
 

Increased respect for human rights
 
Increased responsiveness of
 
governments to human need
 

Decreased violence of contests for 
political power
 

Increased consent of the governed to
 
the right of the government to rule
 

Increased literacy rate of school age
 
population
 

Decreased mortality rate
 

Increased life expectancy 

iDecreased population growth rate 
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DETAILED ILLUSTRATION OF PRIVATE SECTOR OBJECTIVES
 

S Porformrnc inikator tProgram Targets 

Incr'ased Private Sector 
Growth 

Reduced Public Sector 
1.1. Strengthened Competitive Market Administration 

Markets • Removal of Import
Restrictions 

1.2. Impro,ed Public Sector • Increased Rate of 
Management of the Privatization 
Economy Improved Economic Policy

Awareness 

1.3. Improved Policy
Environment 

* Policy Reform Promoted to 
Increase Levele of Private 
Investment 

E Currency Exchange 

Liberalization Promoted 

• Increased Credit 

1.4. Increased Private Sector 
Availability
Reduction of Administrative 

Investment Restriction­
* Increase inSavings

Mobilization 

1.5. Expanded Trade and * Reduce Export Restrictions 
Investment • Increase inJoint Ventures 
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DEVELOPMENT IMPACT AND THE ROLE OF HRD
 

Development assistance aims to secure and maintain a basic quality of life for people 
around the world. Development assistance meets this objective by changing and 
improving the economic, social and political conditions that relate directly to people's 
quality of life. The task is complex and requires a variety of interventions to achieve 
results. 

Designing HRD to Ensure Results 

Human resource development projects 
or activities cannot be designed until 
other more comprehensive development 
program plans are in place. The 
strategic direction of the Mission will 
dictate planning for education and 
training. 

There are three steps to designing HRD 
interventions to ensure results: 

• Start with the "big picture." 

Human resource development (HRD) is 
one important tool in development 
assistance. 

HRD builds local capacity and 
contributes to the sustainability of 
economic, social and political change. 
The role of HRD Is to support and 
enhance the effectiveness of other 
development Interventions. 

• 	 Translate the "big picture" into action plans. 
• 	 Move from action plans to training needs. 

These steps are discussed below. 

P 	 Starting with the big picture. 

Because human resource development is a support strategy - one critical to 
sustainable development - HRD interventions must be designed in response to 
Mission plans made with and for the host country. Those plans result from a number 
of inputs that include but may not be limited to the following: 

" 	 Regional priorities defined by the US government and the Agency for 
International Development - an example is the Development Fund for Africa; 

• 	 National priorities established through the government planning process - an 
example is a National Development Plan; 

* 	 Donor agreements that promote collaboration and influence the role of US 
assistance; 
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Strategies that are developed regionally or bilaterally to focus and concentrate 
the USAID investment in a given county - an example is the Country Program 
Strategy Statement (CPSP). 

A key step in the country planning 
process is to articulate the desired There are three steps to designing

impact. USAID must make a HRD Interventions to ensure results:
 
commitment to contributing to promoting

change at the level of the target Start with the "big picture."
 
beneficiary. USAID must answer these • Translate the "big picture" into action
 
questions: plans.
 

Move from action plans to training 
* 	 What changes are we trying to needs. 

effect? An example is lower
 
fertility rates;
 

* 	 What population is the target of change? An example is rural adolescent girls; 

* 	 What is the current situation or status? For example, what is the current fertility 
rate among adolescent girls? 

* What kinds of changes can we expect to the current situation? If possible, a 
numerical target of change should be established th3t is both realistic and in 
line with intended investments. 

• 	 How can the changes be monitored and who will monitor changes? what is the 
USAID plan and what role will the government or other entities play? 

Translating the big picture into actionplans. 

Once the strategic design decisions have been made, the Mission can turn its 
attention to action planning. Programs and projects are developed that are aimed at 
positively affecting the target beneficiaries and contributing to the specified impact.
The Mission may elect to have one or more programs or projects aimed at a single
strategic objective. One sector or several sectors may be involved. For instance, 
lowering fertility rates may involve both the health and population experts and the 
education experts. It is their job to determine how the desired change can best be 
achieved efficiently and effectively. 

The plan of action frequently depends substantially on local capacity - the capacity of 
a variety of organizations and institutions to get certain goods and services to target
beneficiaries. If the capacity to do so is limited or performance is inadequate, then 
training may be an essential additional element of a Mission's strategy. 
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Determining the need for human resource development is part of the action planning 
process. The steps involved in determining HRD needs include: 

Describing the system that is interacting with target beneficiaries. For example, 
describe the institutional network that currently affects fertility rates among rural 
adolescent girls: describe the systems that affect girls' reproductive behavior 
including families, religious institutions, public institutions such as schools, 
health care providers, and so on. 

Describing the institutions that are key to the USAID-funded initiative. The Mission's 
plans probably call for working with some but not all of the institutions and 
organizations identified. For instance, schools and communities may have 
been identified as critical while health care providers will play a limited role in 
the Mission's work with adolescent girl fertility rates. 

" 	 Determining the capacity of the key institutions and organizations to perform their roles 
in the program or project that has been planned. An important element in capacity 
assessment is an assessment of the human resource status. HRD activities 
will be designed according to the identified institutional needs. Institutions that 
are targeted for training may be policy-making bodies, implementing 
organizations, community groups, or other types of organizations that influence 
the delivery of results. Institutional assessment means making judgements 
about both the capacity and current ability of the institution to perform. 

Moving from action plans to training needs. 

Once the limitation in capacity and performance have been identified, those limitations 
that can effectively be addressed by training can be tentatively defined. These needs 
for training must be determinad with the active participation of the targeted institution. 
Training of all types of personnel must be considered: 

* 	 Leadership or executive personnel; 

" 	 Management at senior, middle and supervisory levels; 

" 	 Technicians including personnel that may be considered highly skilled or semi­
skilled; 

" 	 Administrators that support the leadership, managerial, technical or
 
administrative functions.
 

When considering the full range of training needs, types of training options must be 
broadly considered as well. Training options include academic and technical training,
long-term and short-term training as well as training in the US, in-country or 
elsewhere. It is important to consider all types of training for all types of personnel so 
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that the HRD plan is thorough, 
systematic and integrated into 
the broader action plan. 
Guidelines as to what training
to apply to which limitation areprovided under the section 
"Understanding Programming
Choices" in this Workbook. 

Not all limitationsin Institutionalcapacity or 
performance can be remedied through human 

resource development activities. 

For example, restrictive codes may inhibit thegrowth of small businesses. Such a factor would
influence a hypothetical strategic objective toincrease small business activity but cannot be 
directly attacked by training entrepreneurs. 

Training actionplans should take careful note of 
these exogenous variables that limit the impact

Mission-funded HRD activitiescan have. 
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DEVELOPING AN HRD STRATEGY
 

J .STEP ACTION 

1. Examine the context within which 
HRD activities will occur. 

Examine national, regional and Mission 
priorities as spelled out in the CPSP. 

1 1 

2. Examine the systems that deliver 
services in the sectors targeted by 
the CPSP. 

I 

........ 
Map out the variety of public and 
private institutions '.hat affect delivery 
of services to the targeted beneficiaries 
in the targeted sectors. 

I 

3. Determine which institutions are key 
to service delivery, 

Analyze the delivery system to discover 
which institutions play the greatest role 
in service delivery. 

4. Analyze the service delivery system 
to determine where to intervene ........... 

Discover where the bottlenecks to 
service delivery occur and where the 
impact of interventions is likely to be 
highest. 

5. Determine which constraints can be 
relieved by HRD activities, 

Analyze the bottlenecks revealed to 
see if education or training can 
alleviate any of the constraints 
identified to service delivery. 

6. Develop a strategy for HRD 
interventions, 

Determine what types of training and 
for which populations will address 
which constraints. 
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TRAINING FOR IMPACT 

The purpose of a strategy to train for impact is to 

specify: 

" how training serves the Mission's aims; 

" how training can be implemented and managed for 
tangible results. 

Implementing a strategy to train for impact generally requires: 

" assessing a Mission's current training implementation process 

* examining how the impact of training is currently defined and measured;
 

" determining how this system can be improved.
 

WHAT IS IMPACT? 

m Impact is change. At the individual level, impact is change in the quality of life. 
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IMPACT HIERARCHY 

Region
 

Nation
 

Target Beneficiary Population
 

Sector
 

Institution
 

Individual
 

" 	 Development impact occurs on a variety of levels, from individual to institutional to 
sectoral to national-level impact. 

" 	 Training itself is not impact. Impact is what trainees do with their training. Training 
is simply one intervention available to a Mission or institution to produce change. 

" 	 Training is not necessarily a Mission's strategic objective. However, training and 
skills development can be used to contribute to achieving a Mission's strategic 
objectives or targets of opportunity. 

" 	 Demonstrating the impact the Mission has had on a country's development 
requires measuring differences in performance before and since training. 

" 	 Establishing impact means measuring individual and institutional performance prior 
to training and following training. The change in performance identified in this way 
may be the result - the impact - of the training. 

" 	 In order to contribute to USAID's aims for development, training must be 

" responsive to the country's plans for development; 

" fully Integrated into the Mission's programs and projects that support 
these plans; 

" managed strategically as a tool for fostering USAID's defined
 
development outcomes.
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USING TRAINING TO ACHIEVE DEVELOPMENT IMPACT
 

Training for impact may require a change in how the Mission, the government and 
beneficiary organizations perceive human resource development. Training for impact 
on development means changing from a focus on individual skill achievement to 
looking at employing institutions and sector, concentrating on the utilization of training 
at the organizational level. 

" 	 Mission-funded training will only have impact if the recipient organization can 
effectively utilize the training. 

" The utilization of training begins with how USAID, the employing organization and 
the trainee plan for and manage training. 

" 	 Effective utilization of training is the responsibility of the organization whose work 
units and staff benefit from training. 

" 	 Demonstrating impact requires collecting baseline data against which training
impact will be measured and performing longitudinal studies to document change 
over time. 

" 	 Accounting for productivity - demonstrating training impact - should be the 
responsibility of recipient institutions. 
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A STRATEGY TO TRAIN FOR IMPACT HAS MANAGEMENT IMPLICATIONS 

Training is a highly visible and coveted tool at the Mission's disposal to support a
 
country's development goals. Training for impact requires a Mission-wide integrated
 
philosophy which fosters human resource development for its impact across sectors
 
and across projects.
 

A strategy to train for impact has
 
implications about how training is Using trainingto achieve development impact
 
planned, managed, and utilized, means changing perceptionsabout why we
 
It means linking training planning, train and who we train.
 
including nominating candidates,
 
to training's ultimate utilization. WHY: To achieve change in an organization.
 
Indeed, forward and backward
 
links to selection, design and WHO: Individuals who can effect
 
evaluation are key to a organizational change.
 
successful strategy.
 

Training for development impact means changing from a focus on providing an 
individual with needed skills to focusing on providing employing institutions and 
sectors with individuals with the skills required to effect institutional or sectoral change. 

m Development impact is likely if: 	 -wMission-funded training will only 

USAID, the employing produce the desired impact ifthe 
institution and the trainee organization or sectortargeted can 
work together to plan and use the skills of those trained. 
manage the training; 

" 	 the employing institution uses its trained staff effectively. 

* 	 Demonstrating training impact requires: 

0 defining the indicators of impact;
 
0 collecting baseline data on these impact indicators;
 
• 	 ensuring that recipient institutions have set up systems to account for 

changes in productivity; 
* 	 performing longitudinal studies to document change over time. 

* 	 Managing training for its impact on development requires mutually understood 
objectives. 

m 	 Training for impact requires transparent and fair selection procedures. This may 
mean developing procedures for how people are nominated for training so that 
employing institutions are implicated in the application of newly acquired 
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knowledge and are held accountable for utilizing training. Training for impact 
means recipient institutional accountability for tracking productivity. 

m 	 Mission leadership should initiate a dialogue about the meaning of a strategy to
 
train for impact with government policy makers and policy implementers if these
 
procedures are different from existing mechanisms.
 

m 	 Missions should work closely with government and the private sector to gain

commitment to transparency in procedures and to take steps to open up the
 
process for selecting what training to fund.
 

n 	 Missions should take advantage of local institutions to assist in identifying training
 
needs and potential training beneficiaries.
 

m 	 Missions can create human resource development advisory boards to support
implementation of an effective strategy to train for impact. These advisory boards 
can filter and funnel requests for training to USAID and can serve as a critical sieve 
for training requests. They can recruit and pre-screen training candidates, help
with follow-on to assure appropriate utilization of training, and can ensure the 
collection of baseline data against which training impact will be measured. 

n Deciding what training to fund revolves around the employing institution's capacity 
to plan, manage and utilize training. If an institution cannot demonstrate its 
capacity to take the steps necessary to utilize and document the utilization of 
Mission-funded training, the Mission should first focus on supporting this capacity
through technical assistance and training. Together the Mission and employing
institution should work to specify the linkages between training proposed and how 
training will be utilized. This may require marketing the value of staff development 
to employing institutions. 

m 	 Missions can work with representatives of the business community, business 
support organizations, and government to constitute a Private Sector Advisory
Board to support USAID objectives in private sector development. 

* 	 Missions can also revamp the process for identifying institutions and candidates 
for public sector training. Steps to improve the transparency and efficiency of the 
system should link training proposed for funding to how training will be utilized. 
Employer stakes in training include degree equivalencies, career development
plans, salary scales, promotion schemes, as well as collecting the baseline data 
against which training impact will be assessed. 

* 	 Missions can establish a Public Sector Group to ensure transparency in recruiting
public sector candidates for training and to provide a forum for dialogue on the 
exogenous variables-salary scales, degree equivalencies-that affect how training 
is utilized. 
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" 	 Missions should fully utilize all tools available, including the Participant Training 
Management System (PTMS), to manage training and to track training impact. 
Missions can identify PTMS Specialists with a vested interest in maintaining the 
database as well as a role in training other staff and contractors in the system's 
use and utility. The Mission can request PTMS training for this specialist as well as 
for the larger community of PTMS users: project managers, project officers, the 
Human Resources Development Officer (HRDO), Training Officer (TO), Mission 
contractors, and Mission leadership. Fully using PTMS means knowing what 
reports are available to man.qers and how to use them to support managing for 
impact as well as entering training data. 

• 	 Impact - its definition, process, and the pre- and post-intervention data required to 
demonstrate impact - should be fully integrated into new project design. 

" 	 Contracts for future project should spell out specifically how contractors will set up 
and manage the process for training for impact under their projects. 
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PLANNING TRAINING FOR ITS IMPACT ON DEVELOPMENT
 

Impact is defined as changes in the quality of life. Training itself is not impact. Impact
is what trainees do with their training. As such, training is simply a pre-condition for 
impact-change-to occur. 

"Iused to do a, b and c at 
work. Then I benefitted 
from training. Now I do x, 
y and z."* 

The impact of this person's 
training is the difference 
between "a,b and c" and
"X,y and z." 

Training was simply the 
intervention or pre-
condition that enabled 
impact to occur. 

In planning training for impact, 
several considerations must 
be born in mind for impact to 
be established-recognized, 
demonstrated, and 

Training itsef is not impact
 
Impact is what trainees do with their training.
 
"Iused to let the day's emergencies determine 

my day. Then I learned about time 
management. Now I plan my time realisticallyeach morning, and am more productive and 
satisfied." 

"Before obtaining my graduate degree in the
US, I could not organize and analyze large 
amounts of data. Now I enjoy working with 
data and seeing the results of my research." 

The difference in performance before and since
training is its impact. 

measured-following training. These are summarized in the following table. 

CONSIDERATIONS FOR DEMONSTRATING TRAINING IMPACT 

ISSUE 

How will impact be 
recognized? 

How can impact be 
demonstrated? 

How will impact be 
measured? 

SOLUTION 

Clearly define objectives for training 
Clearlydefinebjetiesforrainin
 

Measure it 

Compare baseline (pre-training) 
data to longitudinal (post-training)

I data 

Supporting the Mission's CPSP objectives through training interventions calculated for 
demonstrable impact may require a substantial change in Mission procedures. 
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Training for impact requires certain pre-conditions at the planning stage. These 
include 

" verifying and if necessary, supporting the utilizing organization's capacity to plan, 
manage and utilize training - for example, confirming that professional 
responsibilities increase with advanced degrees or work experience; 

" open, transparent mechanisms for advertising training opportunities, especially for 
candidates falling outside traditional nomination procedures - for instance, women, 
members of non-governmental organizations, or the local private sector; 

" the ability to choose the most appropriate candidates from as large a pool as
 
possible of qualified candidates;
 

" involving all players-participants and employers, individuals and institutions-in
 
designing the training program;
 

* incorporating institutional accountability for utilizing the training at the planning 

stage; 

* establishing the system by which baseline data will be gathered prior to training; 

* determining responsibility for collecting longitudinal data following training; 

" situating responsibility for comparing pre-training and post-training data to
 
evaluate the impact of training.
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SAMPLE CPSP PROGRAM OBJECTVES AND STRATEGY 

GOAL I Increase Participatory Economic Growth 

SUB-GOALS Decrease Population Growth Rate Improve Democratic Governance Increase Real Income in the Agrarian Sector 

STRATEGIC 
OBJECTIVES Increase Use of Modem Contraceptives 

] Increase Accountability of Government Increaso Commercial Output by Medium and 
Smair Scaie Enterprises and Farmers 

TARGETS Increase 
Aaablity 

uliani 

of Demand for 
DelailyFamily PlanningService 

Financial 
Accountability &Control 

Increase 
Responsivenessof Government 

Increase 
Popular 

Participation InPublic Policy 

Expand
Financial & 
BusinessServices 

Expand Ag 
process &Men 

S Formulation Sectors (SMEs) (SMEs) 

TARGETS OF 
OPPORTUNITY 

1. Conserve Biodiversity-improved management of national parks and reserves 
2. Reduce Rate of HIV/AIDS Transmission-targeted IEC, condom social marketing, and STD programs in largest urban centers. 
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SAMPLE CPSP PROGRAM OBJECTIVES AND STRATEGY: POPULATION 

Decrease Poputcton Increase 
Rate 

rl
 
STRATEGIC Increua Use of Modern 
OBJECTIVE Contraceptives 

TARGETS Increase Availability of Quality Familyces eadfo aiyPann 

SUB-TARGETS InraePrivate Sector DeieyIncrease Public Increased Integration of Increased Promotion of 
.9Sector Delivery Population and Health Services FPIMCH 

ACTIVTES: * NGOs *VSC, IUD, Norplant, condoms, * Quality counselling and * Family planning - Referrals for FP services
-Social marketing for family orals, NFP referrals * Prenatal * Increased quantity and quality

planning, HIVIAIDS, and other * Integrated services *Increased MCH use * Postnatal of lEC outreach
STD control - Community-based distribution * HIV/AIDS 

*STIs 
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SAMPLE CPSP PROGRAM OBJECTIVES AND STRATEGY: PRIVATE SECTOR DEVELOPMENT
 

STRATEGIC Increase Commercial Output By
OBJECTIVE Medium and Smeller Scale 

Enterprises 

TARGETS Expand Financial & Business 

Smller Scale Enterprises)SOF e Seysctors (Medium andM 

ca Envitraionentry egulatory cramproratynal 

of Natural ResourcesEntrT I 
ACTIONS •Further policy and regulatory , Modify legal frameworkchanges on registration, entry o Establish regulatory capacity to 

and exititaxation, contracts, monitor and evaluate NRM issuesmarketing (domestically and affected by business activities 

internationally) •Tourism development• Reduce or limit the role of 
parastatals 

V3incorporating 

Expand Agricultural Processing & 

Marketing (Medium and SmallerScale Enterprises) 

rengthen Indigenous 

Satin ur 

Marketing skillso Identifying and adapting 

production techno!ogesoMarket information 

• Credit* Auditing and accounting 
- Entrepreneurial trp:ning 

- Market town infrastructure 
* Business plan development 

NRM concerns 
* Cooperative development 

* Regional markets 
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SAMPLE CPSP PROGRAM OBJECTIVES AND STRATEGY: GOVERNANCE 

STRATEGIC Increase Accountability of
 
OBJECTIVE Government
 

TARGETS Improve Financial Accountability adIncrease Responsiveness o Increase Popular Participation in 

SUB-TARGETS FImprove the Recurrent Budget Stengthen Legislative and Support Development of Publi Inrae Civic Awareness and
T I I I I 

ACTIONS * Analysis and implementation * Civics training Indigenous NGOs * Civics training1 
of budgetary process reform 
 - Support other donor reforms • Business associations •Support decentralization

Improve capacity to design, - Human rights * Environmental action groups

implement and audit * Legal associations * Human rights groups

accounting and control systems 
 * Press associations 

11Z
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EVALUATING A REQUEST FOR TRAINING
 

The Mission should use human reso:,,rce development as a strategic tool to support 
the development objectives in its CPSP. 

The criteria for evaluating a request for training are simple. Does the training
requested support any of the strategic obje6-iiqs in the CPSP? If not, the Mission 
should reject the request for training. 

If the requested training will contribute to a Mission strategic objective, a second 
question arises before a training request should be approved. This concerns the 
potential for impact. Has the requesting organization or ultimate employer
demonstrated the capacity to plan, manage and utilize training? 

If the organization does not have a demonstrated capacity to use the HRD activities 
appropriately, the Mission has a choice. This organizational capacity to plan, manage
and utilize training should be supported before the requested training is funded. Ifthe 
Mission cannot or will not support this organizational capacity before the training 
request is funded, the Mission should not approve the request for training unless 
special circumstances and the approval of senior Mission staff warrant granting the 
request. 

This process is depicted in the following chart. 
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EVALUATING A REQUEST FOR TRAINING 

A request for training Is submitted
 
to the Mission
 

request for training
NORejectrqu--Doesthe rainng 

Does the training requested support 

a CPSP strategic objective? 

FHas the employing institution demonstrated the 

capacity to plan, manage and utilize the requested
training? 

II 

t or' with institution to develop 
capacity to plan, manage and 

utilize requested training 

........................ ............ Proceed with requested training
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MAKING THE MOST
 
OF STAFF AND
 

RESOURCES FOR
 
TRAINING
 

It is all 	well and good to understand the key role played by human resources 
development in achieving USAID objectives in your country. Marshalling the staff 
and resources to get the job done is quite a different matter! 

An effective Training Officer must simultaneously be on top of the complex institutional 
and sectoral training needs in the country as well as the daily demands of managing 
the training process. One without the other will diminish the training office's capacity 
to achieve high impact training. 

How many Training Officers opt to focus on daily emergencies, postpone visiting new 
training institutions, updating current knowledge about employment trends or 
developing long-term training strategies? Too often key Mission officers either fail to 
understand the management needs of the training office, or regard it as a necessary
but obscure "process" facility. This section and the related workshop sessions will 
help enhance your visibility in the Mission and improve your management style. 

Participants will: 

* 	 better understand how HRD and project-related training help Missions 
achieve their development objectives; 

* 	 learn how to increase visibility and participation in key Mission decisions 
affecting training through the use of Annual Training Plans and Mission 
Orders; 

* 	 discover how to plan for crises and close-outs; 
* grow to love and appreciate what a PIO/P can do for youl
4 walk through the process of hiring additional staff for the Training Office; 
+ 	 discover ways to enhance pre-departure orientation and the monitoring 

of long-term trainees. 
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RECURRENT THEMES IN TRAINING IMPLEMENTATION SYSTEMS
 

A step-by-step analysis of a sample training implementation process reveals a number 
of recL'rrent themes. 

accomplished to date. 

o3 Missions may have shortcomings in how training is planned, managed and 
utilized. 

c3 These shortcomings weaken the Mission's ability to train for impact on 
development. 

o3 They may also impede a Mission's ability to demonstrate the impact of training 

Potential weaknesses in a Mission's process for planning, managing and utilizing
training are discussed in the following chart, alongside suggested solutions. 
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ANALYSIS OF A SYSTEM: HYPOTHETICAL PROCESS FOR PLANNING,
 
MANAGING AND UTILIZING PUBLIC SECTOR TRAINING
 

CURRENT ACTIVITY 

4 

Coordinating ministry (Plan, Education, 
Foreign Affairs) contacts various 
ministries to inform them of an 

opportunity for training. 

Various ministries nominate candidates 
for long-term and short-term training. 

L 

Participating ministries determine training 
needs according to their assigned 

category (long-term, short-term, private 
sector trainees). 

The coordinating ministry provides the 
Mission with a list of requested training 
slots from each participating ministry. 

The Mission retains trainees from the 
government's list 

The coordinating n' nistry communicates 
the resuts of LJSAID selection to 

n'irnating ministries. 

.
 

OBSERVATIONS 

4L 

PLANNING FOR TRAINING 

* 	 There is no linkage between nominating ministry and eventual 
utilization of training. 
The recruitment process lacks transparency. 

* 	 There Is no postlbility of impact on work groups through cluster 
training or phased training. 

° There is no concerted planning process.
 
° Nominations are based on the type of training, not on the eventual
 

......... utilization of training or trainees.
 
* The actual private sector has no role in planning for training to support 

private sector development. 
There is no instituonal accountability for utilizing training, 

* Training planning is not linked to a national manpower plan. 
* 	 The means for determining participating ministry training needs is 

unknown.
 
......... * The recruitment mechanism Is not open, leading to cronyism.
 

* 	 The closed recruitment system limits the pool of qualified candidates 
for training. 

* 	 The closed recruitment system Is virtually Inaccessible to women. 

J The communication and recruitment mechanism Is opaque and] vulnerable to cronylsm. 
........ There Is no mechanism for collecting baseline data againg+ which 

Impact will be measured. 
0 Deadlines can be missed because of administrative sluggishness. 

* 	 The ministries may not be fully aware of USAID criteria, procedures, 
regulations.
 

......... * 
 Training is planned on the basis of slots, not on intended utilization. 
0 Consequently, the Mission cannot rationally support the government's

development priorities. 

a This communication does not always take place.
0 Lack of transparency in the government's communication procedures 

........ mean vulnerability to misunderstanding or misuse. 
0 The !nstitutions that will employ trainees (and which will therefore 

utilize the training) have no Input Into the training plan. 
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When training Is managed by aMission 
contractor under a&uctoral project, the 
contractor works with the counterpart 
ministry to devise lists of requested 

training slots. 

The Mission arranges short-term 
In-country training and submits dossiers 

for placement in the US and in third 
countries. 

Placement Issecured. 

I 

[I______________________ 
I 

The government assists trainees with 
departure formalities: passport, exit 
authorizations, professional leave 
permits, or other local regulations. 

I 

The Mission provides advance 
maintenance allowances and, If 

approved, airline tickets. 

I 

The Mission provides pre-departure 
orientation. 

0 	 The procedure Iaopaque and can be misused. 
a 	 Training planning may not be related to post-training utilization of 

......... 	 acquired skills.
 
0 	 The utilization of training Is not always specified. 
0 	 Contractors may not be knowledgeable about USAID training 

regulations. 

* 	 Communication between the Miaion, government and candidates can 
be inadequate. 

......... 	 , Contractors may not have clear guidelines on how to place trainees.
 
Employing (utilizing) institutions may not have sufficient input into the
 
training planning and definition process.
 

a Trainees have virtually no input in training plan.
 
0 Employers are not associated with training plan.

0 The ultimate utilization of the training isnot incorporated into the
 

.......... 	 training plan.
 
* Appropriate pre-conditions for the utilization of training may not be 

taken Into account (career planning, salary and promotion implications, 
other measures to make sure trainees remain Inthe jobs for which they 
are being trained). 

t 

MANAGING TRAINING 

1 J 	

I 

Administrative lethargy can cause bottlenecks, missed deadlines and
 
......... foregone opportunities.
1 There is no built-in mechanism for the Mission to make sure these
 

formalities take place on time.
 

1 1 	
I 

* The government or employing agency may not provide salaries for 
......... 	 employees on long-term training.
 

There may be no system for handling family issues.
 

I 

* 	 Pre-departure orientation may not always take place. 
* 	 Available resources are not fully tapped (USIS, alumni).
* 	 Participants may not emerge from pre-departure orientation fully aware 

......... 	 of what is expected of them (administrative requirements during
 
training and utilization of training).
 

* 	 The utilization envisaged for the individual training event is not always 
fed into the pre-departure orientation program. 
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Participants undergo USAID-funded 
training. 

0 

0 

0 

0 

.
 

• 

0 

0 

Contractors who manage training provide 0 
regular progress reports to the Mission........... 9 

* 

[The Mission communicates about trainee 0 
progress to the coordinating ministry. ......... * 


_ 

The coordinating ministry communicates 0 
about trainee progress within the.. ......... 

government, 

I 

Participant completes training and, If 0 
training was in the US or a third country, 

returns home. 0 

* 
* 

Programs may not always take advantage of the full range of 
Handbook Ten possibilities.

The eventual utilization of training Is not always factored In to the
 
management of the individual training event.
 
Insufficient attention to the ultimate impact of training means individual
 
and Institutional goals are not always met.
 
Academic programs may not be routinely supplemented with practical
 
experiences to assist tranee, in applying the theory acquired in the
 
classroom.
 
Contractors managing Mission-funded training may not communicate
 
with Mission training managers on a timely basis.
 
Mission training managers may not always be aware of special
 
needs-changee in field of emphasis, program extensions-in time to
 
make programming decisions.
 
Mission managers may not always make training programming
 
decisions on the basis of the training event's ultimate impact on the
 
country's development
 
Employers have no financial stake (salaries, support for families,

monitoring costs) in training content or success.
 

Communication from contractors may not always be systematized.
 
There are few Mission control mechanisms.
 
Communication within the Mission may be ad hoc and does not always
 
support training for Impact.
 

Communication within the government on trainees may be inadequate.
 
There is virtually no communication with potential employers about
 
how training will or should be utilized.
 
Responsible ministries are not linked to potential employers.
 

This communication may not take place.
 
The coordinating ministry has no real investment in training because it
 
is not linked to the utilization of training.
 

I 

The job placement process may not be initime4 ivance of the
 
trainee's return home.
 
Individual and Institutional goals for training may not be met which can
 
cause delays in repatriation.
 
Alumni may not be aware of USAID's expectations.
 
Follow-up may not be arranged with the returning participant prior to
completion of the training program.
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1UTIL17JNG TRAINING 

Participant is responsible for securing 
post-training employment, 

The Mission maintains an ongoing 
relationship with alumni. 

* 	 Re-employment contracts are not developed as part of training 
planning phase. 

0 There is no mechanism to enforce re-omployment contracts following 
training. 

0 The government has no responsibility for appropriate utilization of 
USAID-funded trainees. 

0 USAID and the government do not insist that alumni return to positions 
originally envisaged during training planning phase, if there was one. 

0 Participants might return so close to PACDs that they don't work on the 
projects for which they were trained. 

0 	 Pre-tralning and post-training productivity is not measured and 
compared. 

* 	 The government may not have established appropriate equivalencies 
for US degrees. 

0 	 Government salary scales may not be differentiated according to 
education level. 

• 	 Government salary scales can be based on seniority, so trainees who 
were absent for long periods on long-term training may make less 
money upon return than before they left. 

0 	 Training may not be valued by employing institutions, as would be 
demonstrated by promotions, career planning, and other trainee 
utilization programs. 

0 Participants may leave their jobs for International organizations or for 
opportunities outside of their sector or outside of the host country. 

0 The lack of donor coordination allows for the poaching of qualified
personnel. 

0 	 The Mission may not maintain systematized formal contact with all 
Mission-funded alumni. 

0 	 There are often no formal follow-up mechanisms. 
* 	 The PTMS system may not be current or complete; if it doesn't reflect 

all Mission-funded training PTMS cannot be used to facilitate the 
ongoing relationship with alumni. 

.
 The lack of complete data means the Mission cannot demonstrate its 
accomplishments In training. 

0 	 Existing resources like the ATLAS follow-on component are not utilized. 
0 	 There is often no mechanism to observe the impact of training on 

development in the host country. 
0 	 Alumni resources are not fully tapped for Mission needs like pre­

departure orientation. 
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SOMETIMES A MISSION'S HRD IMPLEMENTATION PROCESS IS NOT DESIGNED FOR IMPACT 

Often a Mission's training implementation procedures developed over time, often in response to changing local administrative requirements 
or other factors. These historical procedures often exhibit a number of shortcomings, summarized in the following chart. 

PHASE OF TRAINING I TYPICAL SHORTCOMINGS ILLUSTRATIVE SOLUTIONS 

Phlnning training: The steps taken at the training planning stage set the tone for the entire training experience. This includes, most Importantly, the ultimate application of skills 
acquired to support the country's development goals. 

There may no common understanding of or policy towards training among • 
Mission staff, contractors, and government players. 

The mechanism for training planning, recruitment and selection for the public 
sector is often opaque-this lack of transparency leaves the system vulnerable 
to cronyism and delays and severely limits the pool of qualified candidates for 
training opportunities. 

The links between trainees, their training, and the utilization of their training may
not be adequate, meaning the Mission misses opportunities for impact and 
individual trainees may delay repatriation until personal and institutional goals 
are met. 

Communication between the key players-the Mission, government, the private
sector, Mission contractors, trainees, and their employing institutions-may be 
insufficient to support training for impact. 

There is often no systematized collection of pre-training data against which 
training impact can be measured. 

--- Mechanism for identifying participants from the private sector are sometimes 
inappropriate or inefficient. 

There is often virtually no institutional accountability for USAID-funded training. 

The Mission's training planning process should be revamped. 

Every training program should be linked to its anticipated ultimate impact-how
training will be utilized by the individual and employing institution. 

All stakeholders-USAID, employing institutions, participants themselves-ehould 
be fully integrated into the planning of training and their interesto should be 
clearly identified and expressed. 

The process of planning training should include collecting baseline data against 
which the results of training can be assessed. 

The process for recruiting and selecting candidates should be overhauled. 

Separate mechanisms should be developed for public versus private sector 
training. 
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PHASE OF TRAINING / TYPICAL SHORTCOMINGS ILLUSTRATIVE SOLUTIONS 

Managing Training: How training is managed determines whether program content is sufficient to meet Individual and Institutional objectives defined during training design. 
This phase of the training process also sets the tone for the participant's ultimate long-term relationship with USAID. Training program content, satisfying
development goals and cementing the future relationship between USAID end the participant are all keys to the success of the human resource 
development agenda. 

* Poor communication between players-the Mission, government, employing 
institutions, contractors managing training, participants themselves-can cause
misunderstandings and delays. 

There is often virtually no communication with potential employers about how 
training will or should be utilized, which means training is not managed for 
impact. 

The lack of clarity of individual and institutional goals for training at the planning 
phase can translate into a reduced possibility for impact 

Little attention to the ultimate impact of training can mean short-sighted training 
programming decisions. 

Alumni may not be aware of USAID's expectations of them following the period
of USAID-funded training. 

Training should be managed with the trainee's ultimate utilization in mind. 

Programs should be designed so that the period of training is as enriched as 
possible because training might be a one-shot opportunity to contribute to the 
individual's and organization's efficiency. 

Program enrichment means establishing mentor relationships, complementing 
theoretical training with practical skill utilization experiences, conducting research 
in the home country, as well as the full gamut of Handbook Ten opportunities. 

Employing institutions-the utilizers of training and the loci of impact--ehould
have a stake in the success of training; this stake should ideally be financial. 

Employing institutions should be involved in managing training. 

Participant3 should remain in contact both with USAID and their future employer 
during training. 

Training ber.dficiaries should be fully aware of what Is expected of them by 
USAID and by their employers, during the period of USAID-funded training and 
thereafter. 

Utilizing Training: How training is utilized is the clearly the most Important pre-condition for the Impact of Mission-funded training. Inadequacies in training utilization are manifested by
delayed repatriations, slow post-training re-employment, job dissatisfaction, chronic leaving, and insufficient relations with USAID following training. 

* Inadequate linkages between planning, management and utilization of Mission- * 

funded training can cause re-employment delays, underutilization, and, in worst 
cases, contributes to brain drain. 

* Employing institutions may have no stake in Mission-funded training, 

* The Mission may not have a formal mechanism to guarantee appropriate 
employment of Mission training program alumni. 

There is often no source of reliable, standardized data against which the impact 
- of Mission-funded training can be measured and demonstrated. 

The Mission and the government should have formal mechanisms for ensuring 
appropriate employment and utilization of training. 

Such mechanisms should address issues that affect job satisfaction, including
degree equivalencies, salary scales, possibilities for future training, and other 
such concerns-USAID should only provide training to organizations which 
demonstrate their ability to utilize training and trainees in these regards. 

The post-training phase should include collecting data and comparing this data 
to pre-training data-this is the Mission's only way of demonstrating impact 
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Mission Training ILLUSTRATIVE WORK FLOW: PLANNING TRAINING
Strategy suggests FOR ITS IMPACT ON DEVELOPMENT GOALS 
targeting selected 

institutions and sectors 
for training support. 

HRDO or contractor HRDO or contractor HRDO or contractor 
Training is propoi.cd for assesses institutional works with institution to submits finalized 

an institution, capacity to plan, manage
and utilize training. 

inia for the
indicators for the

requested training. 
Board for pro­

screening. 

HRDO or contractor TO or contractordeigns training program Mission performs final transmits Board- Board pre-selects
and arranges placamen selection, approved requests to requests for training. 

Mission. 

TO or contractor prepares TO or contractor TO and/or contractor Partcipant departs
PIO/P. handles pre-departure provide pre-departure for training.logistics, orientation. 

HRDO = Human Resource Development Officer TO = Training Officer Contractor = for non-Mission-managed training 
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ILLUSTRATIVE WORK FLOW: MANAGING AND UTIUZING TRAINING 

Participant departs for training. 

[.4 L~J Contractor, TO. HRDO and 

Participant undergoes Mission- Contractor,TO and employing employing institution make TO or contractor keeps Board 
funded training. institution monitor training. training ingision s, apprised of training progress.

training programming decisions.
 

institution and utilizes training. Participant Is repatriated. Participant completes training. 

Contractor and TO maintain ongoing 

relationship with participant and 
employing institution. 

Contractor, employing institution and/or 
outside evaluators perform longitudinal 

impact studies. 

A- HRDO = Human Resource Development Officer TO = Training Officer Contractor = for non-Mission-managed training 
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TOOLS TO PLAN AND MANAGE TRAINING 

ANNUAL MISSION TRAINING PLANS 

The Mission Training Office can do a great service for the Mission if it issues annual Mission 
Training Plans that detail, project by project, the projected training starts for the next year. 

The Training Office needs to ensure that top Mission management understand and support 
the need for such plans so that Project Officers and Managers are required to report their 
training plans to the Training Office on an annual basis. 

Once institutionalized, the Annual Plan is an important means by which the Mission can focus 
its training efforts and facilitate its response to a wide range of requests for training 
assistance. 

The Annual Plan also provides an excellent opportunity to present information on the types of 
training provided in the previous year. This information can easily be presented in graphic 
form using data from PTMS. 

A sample Mission Training Plan follows. 

MISSION ORDERS ON TRAINING 

Missions regularly issue Mission Orders to outline the policies and regulations related to 
particular issues. Training Officers should inquire whether a Mission Order (M.O.) on 
Participant Training, In-Country Training or any other training-related issue has ever been 
issued. IfM.O.s have been issued in the past, the Training Office should become familiar with 
their content and determine whether a revised order is required, based on changing 
regulations and policies. 

If no previous Mission Order on Training has been issued, the Training Office should take the 
initiative in proposing that an M.O. be issued. Be prepared to make the first draft which can 
be circulated among all Mission Offices for comments and suggestions. The Mission Order 
provides an excellent medium in which to clarify training-related policies such as the use of 
PIO/Ps versus the use of Invitational Travel Orders. 

A sample Mission Order on Training follows. 
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SAMPLE ANNUAL MISSION TRAINING PLAN 

The purpose of this Annual Training Plan is to describe the various training interventions 
planned during the next calendar year. The Plan enables Project Officers and Managers to 
set reasonable targets for new training starts and to set priority areas for training in 
accordance with their project's stated objectives. The Plan also provides the Mission with an 
overall view of training opportunities available to host country nationals in the next year ­ a 
view which is helpful in enabling Mission staff to respond more knowledgeably to outside 
requests for training assistance. Finally, the Plan enables the Training Office to predict the 
level and type of assistance it will be required to provide - such as approving PIO/Ps,
applying for U.S. visas for participants, and advising Project staff as they carry out their 
specific training programs. 

I. PROJECT DESIGN ACTIVITIES 

During 199x, USAID/x will be actively engaged in the planning and development of major
projects in the fields of xxx and xxx. It is likely that each of these projects will contain both 
participant and in-country training components as part of the "solution" to the problems
encountered in the targeted areas. Project design teams will need to consider the training
elements carefully and make provisions for appropriate needs assessments, budgeting of 
costs, and administrative support early in the design activity. 
For example, an inadequate understanding of the time required or of the administrative 
burden ",fselecting and processing candidates will result in unrealistic budgeting as well as in 
unrealistic scheduling of major project components. 

The Training Office, including the services of the Human Resources Development Advisor (or
other such person), is available to work with those responsible for project design in the 
drafting of scopes of work for needs assessments, estimating budgets for training costs, and 
other technical matters related to training. 

WOMEN'S PARTICIPATIONI1. IN TRAINING ACTIVITIES 

Project Officers and Managers need to ensure that female participation is actively sought for 
all training activities, regardless of content area, training duration, and training location. At 
the very minimum, projects should show evidence of 25% participation in training activities. 
The X Project, as recently amended, has a target of 40% female participation for external 
training activities and 50% for in-country training activities. Each project is required to 
maintain gender-disaggregated data on participants in every training activity. 

III. REPORTING ON IN-COUNTRY TRAINING 

All Projects are required to provide the USAID/X Training Office with information on in-country
training completed. The information is submitted on an annual basis and includes the 
following: 
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- training field
 
- type of training (on-the-job training, workshop, conference, etc)
 
- dates and length of training program
 
- total number of participants
 

- number of men
 
- number of women
 

- cost of the training program.
 

IV. ON-GOING PROJECTS 

A. Project X 

1. Long-term Training 

a. Project X will continue to monitor the progress of the 7 participants currently 
enrolled in academic programs in the United States. 

b. In mid-1 993, approximately 6 private sector candidates and 3 public sector 
candidates (from technical ministries and private sector support institutions) will leave 
for the U.S. to pursue graduate degrees in business-related fields. 

c. Approximately 4 women will be selected to complete their undergraduate training in 
two-year programs in the United States. The women will be selected from recent 
graduates of commercial and agricultural programs and will be encouraged to study in 
fields for which no comparable undergraduate training is available locally. 

d.Approximately 10 (5 public and 5 private sector) individuals will be selected to 
complete long-term technical training in managerial or technical fields selectpd to 
improve the analytic and technical capacity of their institution or business. 

Project X uses the services of PIET to program long-term participant training in the United 

States. 

2. Short-term Training 

a. Approximately 40 host country nationals (30 private sector and 10 public sector) will 
attend short-term training programs in the U.S. or third countries to increase their skills 
in areas that will promote private sector entry into export markets and improve the 
quality of local goods and services. Private sector candidates for training are selected 
by the Project's Private Sector Selection Committee. 

b. Inaddition, training will be provided to approximately 5 persons to improve the 
ability of selected training institutions to serve the needs of the private sector. 

C. 	 The Project will, in consultation with USAID Officers, also continue to respond 
on a case-by-case basis to specific training requests from targeted ministries 
and institutions. Approximately five such programs may be carried out in 199x. 
One program that is currently being developed will improve the accounting 
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skills of women tax inspectors in the Ministry of Firance. Another program will 
provide the leaders of selected women's professional and business 
organizations with learn from the experience of their counterparts in Kenya and 
Tanzania. 

U.S.-based training will be programmed with the assistance of PIET and Entrepreneurs 
International. Third-country training will be managed directly by the Project Office until a 
contract is entered into with a U.S. institutional contractor to provide third-country 
programming assistance. 

3. In-Country Training 

a. In collaboration with the Chamber of Commerce, the Project will continue to provide 
training to small business owners outside City X. The training programs will increase 
the participants' understanding of accounting, marketing, and financial management 
as well as provide them with information an commercial and tax legislation affecting 
their businesses. 

b. The Project will work with the Chamber of Commerce and other training institutions 
to develop a series of training programs designed to meet the needs of employees in 
the formal private sector. Cross-cutting training in skills such as marketing, sales 
promotion and financial management will be provided to employees of interested firms 
on a cost-shared basis. In-depth training needs analyses will be performed in specific 
sectors such as the garment industry. 

c. The Project will also provide support for selected in-country programs that serve as 
follow-on components for past training activities or that are a cost-effective alternative 
to providing third-country or U.S. training. For example, Project X will collaborate with 
the Export Promotion Agency to implement a workshop on the exportation of flowers 
and ornamental plants which will include the active participation of former participants. 
Itwill also consider requests from key ministries and departments for in-country staff 
training in areas that will improve the quality of services the government provides the 
private sector. 

Most in-country training activities will be contracted for through an agreement with the 
Chamber of Commerce. Other activities requiring the services of outside consultants will be 
provided for through the pioposed U.S. institutional contract for management support 
services. 

B. Private Sector Support Project 

1. Group Visits 

2. Individual Marketing Visits 

3. In-Country Training 
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C. Family Planning Project 

1. Short-term Training 

2. In-Country Training 

D. AgriculturalProject 

1. Long-term Training 

2. Short-term Training 

3. In-Country Training 

E. Combatting Diseases Project 

III. CENTRALLY-FUNDED TRAINING 

USAID/X will take advantage of centrally-funded training activities only when such activities fit 
clearly into the Mission's overall development goals. Centrally-funded training must be 
approved by the appropriate technical office as well as by the program office. An unfunded 
PIO/P is required for centrally-funded training and it is the responsibility of the U.S. contractor 
responsible for the centrally funded project to provide USAID/X with the required project and
funding nformation needed to execute the PIO/P. As is the case for all training opportunities,
inadequate lead time (of less than six to eight weeks) will probably lead to the Mission's 
refusal to approve such training activities. 
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SAMPLE MISSION TRAINING ORDER 

ORDER NUMBER: 	 EFFECTIVE DATE: 

ISSUE DATE: 

FROM: The Training Office 
PDO 
Human Resource Development Officer
 
Training Officer
 
PTMS/Training Specialist
 

SUBJECT: Mission Long-Term Training Policy and Participant Training Procedures. 

A. PURPOSE 

This Mission Order is issued to ensure smoother management of the Mission's long-term 
degree participant training programs. 

B. BACKGROUND 

USAID sponsors long-term participant training in the US and other countries to develop 
managerial and technical skills in private individuals and public sector officials in recipient 
countries. 

USAID's Mission Training Strategy is to use training as a strategic tool to advance both 
directly and indirectly the Mission's overall sub-goals and strategic objectives and to support 
our project portfolio. 

C. AUTHORITY 

Handbook 10. 

D. POUCY 

The Mission Notice Is based on AID policy as stated In Handbook 10 and In Africa Bureau 
guidelines, including PTMS. 

E. APPMCABILITY 

The following procedures apply to Mission-funded and centrally-funded long-term participant 
training that is part of the Mission's portfolio (eg. HRDA, ATLAS). 
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F. DEFINIONS
 

1) 	 Participant training describes project-funded or centrally funded training that occurs 
in the United States or in third countries. For this Mission, participant trainees are 
citizens of Country X who are sent abroad for AID-sponsored training. Such trainees 
were formerly referred to as 'Thomas Jefferson Fellows" or 'Thomas Jefferson 
Associates." 

2) 	 Long-term participants or academic participants are those enrolled in an academic
 
institution with the objective of obtaining an academic degree such as AA, BA, BS,
 
MA, MS, MPH, MBA, or PhD.
 

3) 	 Technical participants are those whose training does not have an academic degree 
as an objective; training may be short courses, on-the-job training, observation tours, 
or university courses without the objective of a degree. 

4) 	 The Mission's Country Training Strategy (CTS) describes how training activities
 
within the Mission will be carried out.
 

5) 	 Each project has a project training plan which includes a discussion of the focus of 
the training component within the project, an overview of yearly overseas and in­
country training for the life of the project, criteria for impact indicators and 
measurement instruments, training activities, participant selection process (including 
boards or committees), and a detailed, time-phased, twelve-month implementation 
plan with a list of institutions initially identified for each training activity, pre- and post­
baseline data collection required and the institution responsible for gathering, 
monitoring and evaluating the training event. PTMS inputs are outlined. Other 
activities described include pre-departure activities, alumni association participation 
and testing dates. 

In accordance with Recommendation No. 1c of Audit Report No. 87-05 entitled "Audit 
of Long-Term Participant Training in Africa," a life-of-project (LOP) participant training 
plan must be prepared prior to disbursement of funds for training under all projects 
having a participant training component. 

6) 	 Contract-funded participants are those whose training is fully funded and organized 
by contractors under a USAID-funded bilateral project. Procedures for contract-funded 
participants are generally the same as for non-contract-funded participants. 
Procedures for both contract-funded and non-contract participants are described in 
this Mission Order and the Mission CTS. 

G. 	 PROCEDURES
 

1) 	 Extensions of Training Programs 

AID policy discourages program extensions, and the Mission does not regularly approve 
them. In planning training programs, project managers and contractors should make 
reasonable estimates of the time required to complete the work. 
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If special circumstances occur during the course of a training program that add to the time
 
required to complete it, the project manager (Mission-funded participants) or contractor
 
(contract-funded participant) should prepare a written request for extension following the
 
procedures described in Handbook 10, Chapter 30, and send the request to the Human
 
Resource Development Officer (HRDO) for review.
 

This request should be received well in advance of program completion so that it can be
 
properly reviewed. The HRDO, after a review of the request, will recommend a decision for
 
the Mission Director's approval. 

2) Degree Objectives 

USAID and Mission policy mandate a single degree objective for each training program. Only
the Mission Director can approve a successive degree in accordance with the criteria 
specified in Handbook 10. 

As soon as it appears that a participant might request a successive degree, the Project
Manager or contractor will collaborate with the HRDO, who will prepare a memorandum with 
the details required by Handbook 10, Chapter 2. The HRDO will forward the memorandum 
along with appropriate recommendations to the Mission Director for final decision. 

3) Conditions of Training Forms 

The Training Officer will require all employers with long-term training participants in the US to
 
sign a "conditions-of-training" form (AID-1 381-6) before the individual leaves for training.
 

These forms require the employer to develop a career plan for the participant, designate 
someone in the employing agency to maintain regular contact with the participant during

training, and guarantee the trainee a position upon return which allows him/her to use the
 
training effectively.
 

4) Participant Dependents 

It is USAID policy that individuals in training under USAID sponsorship not be accompanied
by dependents. The Training Officer will inform training candidates as well as departing
trainees of this policy and ensure that participants have well-planned care for families prior to 
departure. 

Project Managers and contractors are also asked to make sure participant trainees have 
considered family issues. Those participants whose family relationships and responsibilities 
make them unsuitable for long-term training absences should be discouraged from 
undertaking long-term training. 

Under exceptional circumstances, participant trainees may request permission for their 
dependents to accompany them during their training in the United States. If the host country
government endorses such a request, the HRDO will consider it and send an appropriate
recommendation to the Mission Director for final decision. The training unit will ensure that 
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participants who request permission for their dependents to accompany them meet the 
conditions required in Handbook 10, Chapter 15. 

5) Graduate Level Research 

It is Mission policy to encourage participants to undertake graduate-level thesis research that 
is directly related to Country X or even that takes place in-country whenever feasible. 

Thesis writing, compiling documents prior to departure, and employing institutions' input into 
graduate research should be addressed by the Training Officer, Project Manager and/or 
contractor prior to pre-departure orientation. These issues should be followed up on at the 
orientation. 

6) English Language Testing 

To improve the screening and selection process for long-term participants, English language 
proficiency and aptitude will be incorporated as one of the criteria for final selection of 
candidates for long-term training in the US. 

USIS's ETC will assist the Mission in evaluating applicants' proficiency and aptitude through 
formal tests and interviews. USAID will request ETC either to recommend appropriate English 
language training or to recommend that candidates not be selected for training based on 
proficiency and aptitude in English. Timing of language activities will be determined by the 
Training Officer. 

7) Mission Training Committee 

A Mission Training Committee will review all candidates nominated by the private or public 
selection boards for long-term US training to ensure that they meet all requirements specified 
in Handbook 10 and in the Mission's training policy. 

The Mission Training Committee is composed of the following: 

Chairperson: HRDO
 
Other members: Training Officer; representatives from the following offices: PRM,
 

ADO, HPO, and CONT. 

The Committee will review and approve all candidates pre-selected by the Boards for long­
term training. The Committee will meet as determined by decision reached by appropriate 
Boards. 

8) Mission-Wide Selection Criteria 

In addition to the AID-wide selection criteria enumerated in Handbook 10, Chapter 4. the 
Mission Training Committee will use the following criteria when reviewing candidates for long­
term US training: 
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(a) 	 candidates must have a good academic background and possess the equivalent of a 
US undergraduate degree (French Ucence/Maitrise, Rwandan Maitrise (high school 
completion degree plus four years of university), Dipl6me d'lng6nieur de Conception
(high school completion degree plus five year of university) or equivalent degree; 

(b) 	 candidates must have at least two years of work experience, preferably in a sector 
related to the desired training program; 

(c) 	 candidates must have a written letter from their employer agreeing to the training
 
requested and for:
 

releasing candidates for in-country English language training (ELT), if 
the course is in an English-speaking country 

releasing candidates for academic training in the US or third country 

identifying a person at the institution to be responsible for the 
participant during training, to receive all records, grades, etc. and to 
send all documentation and local/institutional news to participant 

agreeing to the impact measures identified by the institution, Project 
Manager, contractor, or selection board; 

(d) 	 employers must agree in writing to pay participants' salaries during the ELT in-country 
and during their US academic training and to guarantee a higher position for the 
returned participants in appropriate jobs-this can be based on a trial period for 
assessment of the returnees skills; 

(e) the proposed training must be relevant to the candidates' job upon return and the 
organization's needs and have impact indicators which are known by participant, 
institution and contractor/Project Manager; 

(f) 	 candidates must have good English proficiency and aptitude as evidenced by their 
academic records, test results, and the recommendations of appropriate specialists in 
ETC. 

9) Centralization of Training Files 

Project Managers (Mission-funded training) and contractors (project-funded training) are 
responsible for delivering copies of all documents related to participant training to the 
PTMS/Training Specialist. The PTMS/Training Specialist is responsible for keeping up-to-date
versions of the following documents: correspondences, copies of PIO/Ps, training
implamentation plans (TIPs), academic enrollment and term reports (AETRs), completed 
medical examination forms, and plans of study. 

Project Manager and contractors must use PTMS for completing PIO/Ps and seek advice 
from the PTMS/Training Specialist for correct PIO/P and other documentation completion.
PMs and contractors should have a familiar and frequent relationship with the PTMS/Training
Specialist and ensure that all needed information is documented on PTMS. 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
AMEX International, Inc./CreativeAssociates International, Inc. 



HRDA Workshop Notebook: Managing Training for Impact Page 3-21 

10) Participant Training Management System (PTMS) 

USAID/X has established a computerized. Participant Training Management System (PTMS) to 
track trainees. The PTMS/Training Specialist is responsible for maintaining and updating 
PTMS and must regularly receive, enter and update relevant participant data into PTMS. 

Project Managers are responsible for keeping track of the same information for their centrally­
funded participants as contractors do for their project-funded participants. All must get this 
information to the PTMS/Training Specialist so that it can be maintained in PTMS. All PMs 
and contractors must know how PTMS works, what it can produce, and receive a minimal 
level of training from the PTMS/Training Specialist. 

The PTMS/Training Specialist will send PTMS reports to Mission leadership, Project Officers,
Project Managers, and contractors on a quarterly basis along with the training manager's 
report of training activities. 

11) Follow-On 

Project Managers and contractors will ensure that all returning trainees report to the USAID 
training unit with their employer to meet the Training Officer for a debriefing at which time they
will be required to complete a questionnaire developed by the training unit. Completed 
questionnaires will be used for follow-up and evaluation purposes. Measurement of pre­
determined impact indicators will be discussed with the contractor or Project Manager and 
the employer and the timeline of the institution's and individual's measurement articulated. 

The training unit will complete the returned participants' "Follow-up Activities Reports" by each 
year's end and forward them to OIT. 

H. RESPONSIBILITIES 

1) Office chiefs whose projects have participant training components are responsible for 
ensuring that their Project Managers carry out the procedures described in this 
Mission Order. 

2) The PDO is responsible for ensuring that the training unit carries out the procedures 
described in this Mission Crder. 

3) The chairperson of the Mission Training Committee will take responsibility for deciding
when to schedule committee meetings or how otherwise to discharge committee's 
duties. The chairperson will also be responsible for sending the committee's 
recommendations to the training unit, when reviewing candidates for long-term 
training, and to the Mission Director, when reviewing requests for dependents to 
accompany trainees to the United States. 

4) The Project Manager or contractor as well a3 the employing agency will be 
responsible for maintaining contact with participants while they are in training. The 
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Training Officer will monitor grade reports and requests for extensions and will initiate 
any required action. 

5) 	 For training programs with a research component, the contractor or Project Manager, 
the institution and the individual participant will discuss possible areas of study which 
would benefit the institution and the sector. Documentation needed for such research 
should accompany the participant when leaving for training. 

The academic advisor should ultimately assist the participant to plan and execute 
research which has the most benefit to the institution. The Training Officer will make 
all participants, institutions and boards aware that Mission policy prefers country­
specific or applicable research. Ifin-country research is appropriate, the Training 
Officer will see if funding is available. 

I. 	 Additional Programming Considerations 

1) 	 English language training (ELT) 

AID-funded long-term and short-term participants requiring ELT will take ELT in-country. The 
HRDO will request exceptions to this policy; these must be approved by the Mission Director 
in writing in advance. 

Only participants who are not from Capital City X will receive a maintenance allowance while 
attending ELT in Capital City X. The maintenance allowance will be a set daily rate approved 
by the USAID Controller. Institutions must continue to pay salaries during this time. 

2) 	 Participant Training Procedures 

The procedures outlined in this section are for long-term participants and apply mainly to 
training in the US. Third country long-term training procedures will be similar to those shown 
below except that the Training Officer will arrange the training program through the USAID 
Mission in the country where training will take place. 

All procedures will be in accordance with Handbook 10. 

3) 	 Procedures for Non-Contract-Funded, Mission-Managed Training 

Mission leadership, including the HRDO, and GOX officials will discuss policy changes 
concerning guaranteed salaries during training, establishing degree equivalencies, post­
training job guarantees and institution accountability for training utilization. 

a) 	 Private and Public Sector Selection Boards 

Two boards, one private and one public, will be set up and managed by the HRDO to 
improve upon the transparency of the institutional and individual selection process. 
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The boards will review: 

the type of training (academic or technical) and its relevance to the institution and 
targeted sector 

* duration 
* location (US, third country or in-country) 
* degree objective 
* the position or alternate position to which participant will be scheduled to return 
* degree equivalencies 
* the identification of impact indicators and measurement. 

b) Final Selection Procedures 

Once institutions or organizational units have been selected and individuals identified, the 
relevant GOX ministry must send a letter of commitment to the Training Officer stating that the 
participant will be released from official duties during his/her training period. In addition, all 
GOX employers with long-term training participants in the US must sign a "conditions-of­
training" form (AID-1 381-6) before their personnel leave for training. Training will not be 
approved without these written assurances. 

The training period will include time required for ELT in-country. The GOX will assure in 
writing that each long-term participant, upon his/her return, will occupy a position at the same 
or higher level as the position before training. The participant agrees to return to Country X 
and accept the job assigned by the unit or GOX agency. 

c) Developing and Processing the PIO/P 

The HRDO and Training Officer will jointly review the selection process to ensure the most 
open process to attract the most qualified candidates. 

The Training Officer uses PTMS to draft a PIO/P. 

The PTMS/Training Specialist checks with the controller's office to verify availability of funds. 

The controllers' office assigns a PIO/P number and fiscal data. 

The PTMSiTraining Specialist issues the PIO/P in final form and routes it for the following 
signatures: 

Clearances: 
* Training Officer 
• HRDO
 
" Project Manager
 
" Office chief of originating office
 
" Controller
 

GOX approval: GOX responsible counterpart (project officer to arrange) 
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USAID Approval: PDO 

The PTMS/Training Specialist reproduces the PIO/P and distributes it as follows: 

* 2 copies to Controller 
* 2 copies to ASU 
* 2 copies to the Project Officer 
• 2 copies to GOX project manager. 

d) Participant Files 

The PTMS/Training Specialist establishes an official file, which is maintained in the training 
unit, with participant's name and PIO/P number. The Training Officer must send copies of all 
correspondence concerning the participant to the PTMS/Training Specialist for the official file. 
Likewise, the PTMS/Training Specialist will send the Training and Project Manager copies of 
all correspondence the training unit receives concerning the participant. 

e) Processin, Training Documents 

The participant submits the following to the PTMS/Training Specialist: 

* 4 certified copies of transcripts and grades; 
* 4 certified copies of diplomas; 
* 6 ID pictures; and 
* 3 letters of recommendation. 

The participant turns in original and translated transcripts and letters of recommendation (or 
alternatively a contract is made with the USIS ELC for such services). 

The Training Officer will pouch ten copies of the PIO/P-.including biodata form-and all 
documents to: 

ST/IFT 
Room 201 -D SA-1 6
 
Agency for International Development
 
Washington, DC 20523
 

The Training Officer cables AID/W advising the date documents were pouched and requesting 
notification of receipt. 

f) Pro-Departure Processing 

The Training Officer maintains an action log and follows up by cable as necessary to ensure 
that training is properly scheduled and that the call forward (CF) is received on time, whether 
training takes place in the US or in third countries. 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
AMEX International, Inc./Creative Associates International, Inc. 



HRDA Workshop Notebook: Managing Training for Impact Page 3-25 

The Training Officer arranges for the participant to start ELT in-country, if required. The 
training unit follows progress of the participant in ELT. 

The PTMS/Training Specialist requests tickets from USAID's travel section. Participants are 
prohibited from changing the routing and from making their own reservations. If they do, and 
the reservations are canceled by the airline (double bookings are automatically canceled), the 
HRDO may cancel the training program. 

The PTMS/Training Specialist prepares and submits visa application forms and photos for US 
visa to the US Consular Officer when necessary for US training. For third country training, the 
PTMS/Training Specialist arranges to obtain a visa for the country of training. 

The PTMS/Training Specialist sets up an appointment with the USAID-approved doctor for the 
participant's medical examination and notifies the participant of the date, time and place of 
the medical exam. Medical exams are required for any participant attending a training course 
of more than two months' duration. 

The PTMS/Training Specialist submits a request for maintenance advance to the Controller in 
time to allow receipt of the check prior to departure. 

The PTMS/Training Specialist communicates procedures and status of each participant to the 
Training Officer by memo. 

The Training Officer cables AID/W or, for third-country training, the country of training,
advising them of participants' ETA, and provides maintenance advance and ticket to 
participant. 

The Training Officer organizes pre-departure orientations for participan'., preferably with other 
participants departing during the same time. Alumni of US and third 'ountry training will be 
invited to share their training experiences as well. Research possibilities, US university
procedures, family maintenance, health, ana other pertinent issues are covered during the 
Training Officer's pre-departure orientation. 

All participants sign "conditions for ticketing" forms. 

g) PIO/P Extensions and Amendments 

Long-term training of more than one year is more easily administered if the total estimated 
amount for training is earmarked in the first year under a single PIO/P. It is Mission policy to 
fully fund all PIO/Ps. However, if available funds are insufficient in the first year of training, the 
training unit will amend the PIO/P or issue a new PIO/P when further funding becomes 
available. 

Requests for extension will be handled as described in the first part of this Mission Order. If a 
participant wants to change the area of study, the participant and employing institution must 
inform the Project Manager in writing. If the change Is justified, the Projoct Manager will 
obtain the Project Officer's signature and will request the PTMS/Training Specialist to modify
the PIO/P as appropriate. 
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The PTMSlTraining Specialist checks with the Controller to verify the availability of funds. 

The PTMS/Training Specialist uses PTMS to amend the original PIO/P or to issue a new 
PIO/P to provide continuing funding. The Project Officer clears amended PIO/P. 

The PTMS/Training Specialist obtains signatures on PIO/P amendments according to the 
procedures outlined previously. 

The PTMS/Training Specialist distributes the PIO/P amendments according to the procedures 
outlined above. 

GOX officials and selection boards must be informed that extensions are given only on an 
exceptional basis. 

J. Procedures for Contract-Funded Partlipants 

Contract-funded participants are those participants whose training is fully funded and 
organized by contractors under certain USAID-funded bilateral projects. 

The procedures for contract-funded participants are generally the same as those described 
for non-contract-funded participants, except that the contractor, rather than the training unit, 
will be responsible for most of the processing actions. 

Since the role of the contractor in the selection process will vary from contract to contract and 
board to board, the contract will specify the contractor's actions and responsibilities for most 
of the processing actions. In general, contractors may: 

* 	 participate on selection boards 
* 	 meut with institutions to present the Mission's strategy and to ensure impact indicators 

and measurement instruments are formulated 
* 	 fill out PIO/Ps under the guidance of the PTMS/Training Specialist 
* 	 maintain all participant records and forward copies to the PTMS/Training Specialist 
* 	 learn how to use PTMS 
* 	 ensure that baseline data is gathered and verified 
* 	 ensure that impact is measured at the pre-determined time by the pre-determined
 

institution
 
" 	 participate on appropriate boards with Project Managers, the HRDO and the Training 

Officer. 
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MONITORING PARTICIPANT PROGRESS 

One of the most difficult aspects of managing participant training is understanding the 
problems and daily concerns of participants, especially those in long-term training programs. 
Mission Training Offices are usually several steps removed from ;.he participants since the 
bulk of monitoring is done by U.S. contractors such as PIET and AAL. 

Yet experience has shown that maintaining contact 
with participants in training is a crucial factor in Missions with participantsin 
alumni long-term relationships with USAID. long-term trainingneed to 

develop strategies forkeeping in
 
Here are several ways to keep in touch: touch with those participants.
 

Monthly or quarterly newsletters One strategy is to keep in touch 
sent to participants. by mail. Computerized mailing 

lists and address labels make this 
* Have a contractor organize a very easy. 

meeting or workshop during the 
university spring or summer break. 
This could be attended by 
government officials, Mission staff, and participants. Participants welcome 
these activities, not only as a support group of fellow nationals, but also as an 
opportunity to talk with country and Mission representatives. 

" A yearly questionnaire on topics of concern to participants. 

* Greeting cards at New Year's or for the Host Country's national holiday. 

The following attachment provides a sample questionnaire sent to participants who had been 
in U.S. academic training for at least one year. 
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USAID/X SPONSORED PARTICIPANT QUESTIONNAIRE
 

The purpose of this questionnaire is to help the USAID Training Office (1) understand how we 
can better serve your needs, (2) ensure that your training objectives are met in the most 
satisfactory fashion, and (3) provide better orientation services for new participants. 

Your responses to this questionnaire will be tallied with other responses to produce an 
anonymous report which will be made available to USAIDIX staff and other institutions as 
required. As soon as the global report is prepared, your individual responses will be 
destroyed. 

1. Full Name: 

2. U.S. Mailing Address: 

3. 	Phone contacts: Home:
 
Other (where?)
 

4. May we provide your address and phone number to other Country X participants prior to
 
their departure for the U.S.? YES NO
 

5. What is the 	name of your programmer (also called Education and Training Specialist)? 

6. How often are you do you talk to your programmer? 

At least once a month
 
At least once every three months
 
Only when I have a major problem
 
Never
 

7. Do you think your programmer has a good understanding of your academic concerns? 

YES NO Please explain your response. 

8. Do you think your programmer has a good understanding of the problems confronting you 
on a daily basis? 

YES NO Please explain your response. 

J. In addition to communicating with your programmer, would you like to have regular 
contact directly with the USAID/Training Office in Country X? YES NO 

If you answered yes, do you have any suggestions as to what kind of contact would be the 
most effective? 
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10. Do the following services exist on your campus? If so, which ones do you take 
advantage of the most? 

SERVICE EXISTS? VERY
USEFUL 

SOMEWHAT 
USEFUL 

NOT 
USEFUL 

International Student Office 

African Students 
Association 

Academic Advisor 

11. Which of the following aspects of your daily life causes you the most headaches? Explain 
below why you checked specific items. 

Using English 
Housing 
Getting Food/Meals/Cooking 
Using Ubrary and Research Facilities 
Amount of Reading Required 
Amount of Writing Required 
Shopping for Basic Needs 
Interacting with Americans 
Interacting with Faculty 
Interacting with other Students 
the Weather 
Transportation (or Lack of) 
Medical/Health Concerns 
Cost of Rent, Telephone, and Utilities 
Worrying about Family 
Other (Please Ust) 

Please explain here. 

12. Do you think you will be able to complete your training objective in the time allotted? If 
not, please explain. (Honest answers here will enable us to better assess requests for 
extensions.) 
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13. Given the amount of time you have already spent in the U.S. and the academic progress 
you have made, are you PLEASED with the academic program you are enrolled in? 
YES NO Why? 

14. Do you think the coursework you are taking will provide you with skills and knowledge
 
that you can put to use in Country X?
 
YES NO Why? 

15. Are your spouse or children with you? YES NO 

If so, what is the main benefit of having them with you? 

Ifso, what is the main disadvantage of having them with you? 

16. How often do you talk to or contact with countrymates (not in your immediate family) who 
live in the United States? 

Every Day
 
More Than Once a Week
 
More Than Once a Month
 
Every Two or Three Months
 
Rarely
 
Never
 

17. What was your most recent TOEFL score before you began academic coursework? 

18. Did you study English at the American Cultural Center in Country X prior to going to the
 
U.S.? YES NO
 

Compared to the English language training you had in the United States, how would you rate 

the English language training you had in Country X at the Amedcan Cultural Center? 

EXCELLENT VERY GOOD GOOD SATISFACTORY WEAK POOR 

19. Do you think you were adequately prepared for studying in the U.S. when you started 
your academic coursework? YES NO 

Ifno, what additional preparation would you suggest for future participants? 
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More English Language Training 
More Information About Academic Programs 
More Information About Area of Specialization 
More Information About U.S. Culture and Customs 
Other - Please Explain: 

20. What is your overall impression of the time you have spent in the United States so far? 

VERY SATISFACTORY - SATISFACTORY - SOMEWHAT FRUSTRATING - VERY 
FRUSTRATING 

Your comments/suggestions on any aspect of your program are 
more than welcome. Also feel free to ask any questions that you would 
like to have the head of USAID/X's Training Office answer for you. 

THANK YOU FOR COMPLETING THIS QUESTIONNAIRE. PLEASE MAIL IT TO US AT 
THE FOLLOWING ADDRESS: 

TRAINING OFFICE
 
USAID/X
 
Agency for International Development
 
Washington, D.C. 20521-XXXX
 

YOU WILL NEED TO ADD A 29 CENT STAMP. 
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PRE-DEPARTURE BRIEFINGS AND ORIENTATION 

After participants are selected for training, the momentum of programming and travel 
arrangements often detracts from the need to make sure that all parties (the Mission, the 
nominating institution or firm, and the participant) understand and are comfortable with the 
final training request. 

Training Office and/or Project Office 
staff should spend time with 
participants and nominating 
institutions to go over the final 
training request (which is spelled 
out on page two of the PIO/P) and 
discuss expectations about the 
training, 

As the departure date approaches, 
pre-departure information on 
logistics and program content 
should be sent to participants and 
time should be made available for 
individual or group discussions of 
pre-departure materials. 

Pro-departure orientationsets the stage for 
the ongoing relationshipbetween the Mission 

and the participant. 

Pre-departure orientation allows Missions to 
make sure that the HRD intervention will have 
the impact intended during its planning. 

Pre-departure orientation also allows Missions to 
make sure trainees understand what is expected 
of them during training and upon return. 

The Training Office (or Project Office) will find that pre-departure briefings will be more 
effective if a "package" of standard materials is designed and printed. For each training 
activity specific information on itineraries, maintenance allowances and other details can be 
typed in. 

The following package is a sample of materials in English, French and Portuguese. These 
materials are included on the accompanying diskette so that each office can tailor them to its 
specific needs. 
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PRE-DEPAPTURE INFORMATION FOR PROJECT-X FUNDED PARTICIPANTS TRAVELLING
 
TO THE UNITED STATES
 

TRAVEL ITINERARY:
 

YOUR 	PROGRAMMER: 

The person responsible for you and your training program while you are in the United 
States is 

Mr/Ms/Mrs 

He/She is a staff person of PIET (Partners for International Education and Training) located in 

the New York office of the African-American Institute (AAI). 

" 	 The address of the African American Institute is: 

AFRICAN AMERICAN INSTITUTE 
333 UNITED NATIONS PLAZA, NEW YORK, NEW YORK 10017 

* 	 The telephone number is:
 

949-5666 or 1-800-323-1236
 

The second number is "toll-free" and can be used anywhere in the United States except In 
New York City. 

MONEY MATTERS 

Before you lea-e City X, you will receive the following amounts of money as part of your 
maintenance allowance: 

in cash 

in check which you can either cash at a local bank and convert into 
U.S. dollar Travellers Cheques before you depart or cash at a bank in 
the United States. 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
AMEX International, Inc./CreativeAssociates International, Inc. 



HRDA Workshop Notebook: Managing Training for Impact Page 3-34 

Remember that these funds are not meant to be used during your travel to the U.S., but are 
intended to be used during the first 10 to 15 days of your stay in the U.S. You are required 
to use these funds (and others which your Programmer provides you) for your lodging, meals 
and miscellaneous personal expenses during your training program. 

The maintenance allowance that you will receive is calculated based on your location in the 

U.S. and the number of days you spend at each location. 

The amounts you will receive has been calculated as follows: 

New York: 

Washington, DC: 

San Diego: 

Your Programmer will advise you of any changes in the Rmounts estimated above. 

OTHER EXPENSES 

You will receive $60.00 for the purchase of books for your training program as well as $60.00 
for shipping the books back to your home country. You will not be required to present a 
receipt for these expenses. 

As you travel from one location to another, always ask for a receipt for transportation you pay
for to travel from an airport to a hotel or from a hotel to the airport. You are required to use 
the least expensive form of transportation available for such travel. This usually means taking 
an Airport Bus or Limousine. 

Submit your receipts to your Programmer before you leave the U.S. or to XXX at USAID/X 
when you return home. 

Travel between the airport and hotel and back is an allowable expense which will usually be 
reimbursed. If your training prograwi calls for individual visits to businesses or offices and 
you are required to take public transportation or taxis for such visits, you should also keep 
your receipts and present them to your Programmer for reimbursement at the end of your 
program. 
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QUESTIONS OF SECURITY 

Never keep money, travellers cheques, travel 
documents such as passports and airplane 
tickets in your hotel room unattended. Ask 
at the hotel reception for a safe deposit box 
where you can safely store your valuables. 
Take care not to lose the key to your safe 
deposit box! 

Don't leave your baggage and belongings 
unattended in the airport or elsewhere. Use 
common sense and stay on the alert as you 
walk about cities, especially in the evening. 
Ifyour belongings should be stolen or if you 
are a victim of an attack or criminal incident, 
report the incident to the police immediately 
and seek advice from your Progri.immer by 
calling the toll-free number. 

YOUR HEALTH 

From the time you leave your home country, during your stay in the U.S. until your return to 
X, you will be covered by a medical and health insurance coverage called the HAC Insurance 
Program. This coverage is in effect as long as your are in training or traveling directly to or 
from your training program. You will not be covered should you change your itinerary from 
the one originally approved. While the HAC Program will cover most medical expenses, you 
may be required to purchase services or medicines yourself and then submit a claim for 
reimbursement. Your Programmer will provide you with full details on the HAC Program. 

YOUR RESPONSIBILITIES 

Your primary responsibility is to focus your time and energy on the successful completion of 
your training program. Your goal is to accomplish the training objectives set out on page 2 of 
the PIO/P which is provided here as an attachment. 

Ifyou feel that your original objectives can not bg attained, contact your Programmer so that 
adjustments can be made, if possible. Remember that your Programmer can not make major
changes in your training program, including extensions or changes in the major training 
objective, without the prior approval of USAID/X. 

You are also responsible for ensuring that all hotel bills, telephone charges, and other bills for 
services or goods you purchased, including charges for excess baggage, are paid in full 
before you leavo the United States. 
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AIRUNE RESERVATIONS 

You will be provided with a round-trip ticket before you leave for training. All necessary airline 
reservations have been made and confirmed. You will need to re-confirm your onward flights
directly with the airline companies concerned. Once in the U.S. this is very easy and can be 
done by telephone, usually 24 hours a day. You can obtain the toll-free number of the airline 
company you will be using by calling Information at tel: 1-800-555-1212. 

EXCESS BAGGAGE 

You will receive $60.00 for shipping books back to your home country. This money can be 
used to pay excess baggage charges at the airport. 

On international flights leaving the United States, the baggage allowance is 2 pieces of 
luggage. Each piece can weigh up to approximately 25 kilos. What is most important is the 
number of pieces and not the weight. Ifyou travel directly from the U.S. to your country
without a long stopover in Europe, you can take advantage of the baggage system by piece if 
you check your luggage to travel directly to your home country. 

If you are required to stopover in Europe, you may have to collect your luggage in Europe 
and register them again after the stopover. In that case, your bags will be weighted an a 20 
kilo limit imposed and the fines for excess baggage can be quite expensive. 

In either case, it is your sole responsibi;ity to ensure that you have adequate funds to pay 
excess be,-gage fees s hould you be required to do so. 

Upon re-entry into your home country, you may also be required to pay customs fees for any 
merchandise you purchased in the United States. 
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YOUR ARRIVAL IN WASHINGTON, DC, THE FEDERAL CAPITAL 

ARRIVAL INFORMATION 
Upon arrival at National Airport in Washington, DC, you will be met by 

a staff person of the Meridian House International Center (MIC). You
 
should look for someone holding a sign with your name. MIC staff
 
will assist you in finding the appropriate transport to your hotel.
 

If no one from MIC meets you at the airport, you should follow the 
signs marked "Ground Transportation" and take either the 
Washington Flyer bus (about $15.00) or, if no bus is scheduled, take 
a taxi (about $25.00) to your hotel. 

YOUR HOTEL IN WASHINGTON: 

The Windsor Park Hotel
 
2116 Kalorama Road
 
Washington, DC
 
Telephone: 202-483-7700
 

ORIENTATION PROGRAM 

In Washington, DC, you will participate in an Orientation Program at the Meridian House 
International Center (MIC) from 

to 

This orientation program will help you become acquainted with American customs and life. 
You will also learn how to use the public transportation systems and how to make business 
and social contacts with Americans. During the program, you will also have an opportunity to 
visit some of Washington's interesting sites. 

" You are scheduled to begin your program on at 8:30 a.m. You 
should go directly to MIC at 1630 Crescent Place, in Northwest Washington. It 
is not far from your hotel and you can ask for directions from the Hotel 
reception. 

" MIC's telephone number is 202-939-5552. 
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GUIDE DU VOYAGEUR VERS LES ETATS-UNIS A L'INTENTION DES 
BOURSIERS DU PROJET X, USAID X 

Ce qu'il faut savoir avant votre d6part vers 
les Etats-Unis: 

Votre itin6raire: 

Votre 	responsable du programme 

* 	 La personne charg~e de vous et de votre progra'-me pendant tout votre s~jour 
aux Etats-Unis est 

M./Mme. 

C'est un membre du personnel de PIET (Partners for International Education and Training) 
bas6 h New York dans les enceintes de I'African-American Institute (AAI). 

• 	 L'adresse de I'African-American Institute est la suivante: 

AFRICAN AMERICAN INSTITUTE 
833 United Nations Plaza, New York, NY 10017
 

" Leur num6ro do t6l6phone est le suivant:
 

949-5666 ou blen 1-800-323-1236 

(Ce deuxibme num~ro est gratuit et peut Otre utilis6 partout aux Etats-Unis sauf ANew York 
City.) 
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AFFAIRES D'ARGENT 

Avant votre d~part de X, ilvous sera remis pour frais de subsistence 

on liquide 

en cheques, que vous pourrez toucher dans une banque locale et 
acheter des cheques de voyage avant votre d6part. 

Attention, cet argent nest pas destin6 Ades d~penses durant le voyage. II%'iusservira 
pendant les premiers 10 A15 jours aux Etats-Unis. En effet, I'hctel sera Avotre charge; les 
repas et les autres besoins seront couverts par cet argent recu au d6part. 

Le montant de la bourse qui vous sera octroy6e pendant votre s6jour aux Etats-Unis est 
calcule on fonction de votre localit6 et de la dur6e du s6jour. 

Les taux applicables Avotre programme sont indiqu6s ci-dessous: 

Votre responsable de programme vous avisera de tout changement. 

Autres frals: 

Vous recevrez 60 dollars pour 'achat de livres en rapport avec votre programme et 60 dollars 
pour leur transport jusqu'A Ville X. IIne sera pas n6cessaire de pr6senter des regus pour ces 
d6penses.
 

Lors de vos d6placements d'une destination Aune autre, demandez toujours les regus des 
billets de transport do 'a6roport vers I'hctel ou de 'h6tel vers l'a6roport. D'une mani~re 
g6n6rale, il vous est conseill6 de prendre le bus ou la "limousine" plut6t que le taxi qui est 
beaucoup plus cher. 

Remettez tous vos regus Avotre programmateur 6 AAl avant votre d6part des Etats-Unis ou A 
M/Mme X A I'USAID/X 6 votre retour de formation. 

IIsera proc6d6 au remboursement de toutes les sommes d6pens6es pour le transport h~tel­
a~roport. Dans le cas oO votre programme comporterait des visites Ades entreprises ou 
autres bureaux, visites organis6es par votre programmateur, veillez Agarder tous les reus de 
transport par taxis et par bus. Ces d6penses vous seront rembours6es A la fin de votre 
formation. 
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VOTRE SECURITE 

Ne gardez jamais argent, cheques de
 
voyage, documents de voyage comme le
 
passeport, les billets d'avion et autres biens
 
dans votre chambre d'h~tel. Demandez
 
plut6t 6 la r6ception de I'h6tel de mettre un
 
coffre Avotre disposition oiO vous pourrez
 
d~poser vos biens de valeur. Dans ce cas, .
 

prenez soin de ne pas perdre la c16 du 4
 

coffre.
 

Ne vous 6loignez jamais du vos bagages A 
I'a~roport ou ailleurs. 
Usez du bon sens et soyez alerte lors de vos 
promenades dans les grandes villes, en 
particulier le soir. Si par hasard vos biens 
6taient vol6s ou si vous dtiez victime d'un 
incident quelconque, appelez 
immm~diatement le num6ro gratuit de votre progi mmeur afin de signaler I'incident et 
demander conseil. 

VOTRE SANTE 

Au cours de votre voyage en direction ou en provenance de votre programme de formation, 
et tout au long de votre s6jour aux Etats-Unis, vous 6tes couvert par une assurance maladies 
et accidents dite " HAC Insurance Program". Mais parfois vous serez oblig6 d'acheter des 
m6dicaments et de payer des soins m~dicaux de votre poche en tant que patient ext~rieur, 
avant dc vous faire rembourser. 

VOS RESPONSABIUTES 

Votre responsabilit6 majeure est de consacrer le maximum de votre temps et de vos 6nergies 
Avotre programme de formation et A I'accomplissement des objectifs de formation y assign6s 
tels qu'indiqu6s Ala page 2 du dossier du participant (PIO/P) ci-joint. 

Si vous avez le sentim6nt que les objectifs initialement poursuivis ne seront pas atteints, 
entrez directement on contact avec votre programmateur pour que des ajustements soient, si 
possible, op6r6s. Cependant, vous devrez garder A I'esprit que le programmateur ne portera 
pas de changements notoires & votre programme qua ce soit au niveau de l'extension ou au 
niveau des objectifs sans s'en r6f6rer AI'USAID/X. 

Prenez 6galement toutes vos dispositions afin qu'avant votre depart des Etats-Unis vous ayez 
liquid6 toutes vos factures d'h6tel, de t6l6phone, et pay6 les frais d'exc~s de bagages. 

Si pour une raison ou une autre vous vous avisiez & intorrompre votre prograrlme de 
formation vous devrez en ce cas rembourser A I'USAID/X tous les frais de s~jour qui vous 
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auront 6t6 vers6s AI'avance, pour la p6riode pendant laquelle vous auriez do3 6tre en 
formation. 

RESERVATIONS D'AVIONS 

Un billet d'avion aller-retour vous a 6t6 pr6par6 AI'avance; ilvous suffit seulement de 
confirmer votre r6servation. Notez que c'est Avous seul qu'incombe la responsabilit6 de 
reconfirmer les r6serations aupr~s des compagnies d'aviation concern6es. Au moment o6 
vL..js vous trouvez P.x Etats-Unis, vous pouvez les contacter par t6l6phone au num6ro 
gratuit. Demandez ce num6ro A 'op6rateur au t6l6phone No.1-800-555-1212. 

EXCES DE BAGAGES 

IIvous sera accord6 un montant de 60 dollars comme frais de transport de livres dont une 
partie pourra ezrvir Acouvrir les frais d'exc~s de bagages. Sur les vols internationaux en 
provenance des Etats-Unis, la limite normale de bagages est de 2 bagages. Chaque bagage
peut peser jusqu'aux environo de 25 kilos. L'important n'est donc pas le poids mais le 
nombre de bagages. Si vou, voyagez directement des Etats-Unis vers Pays X sans escale 
en Europo, vous pouvez profiter de ce principe de deux bagages et enregistrer directement 
vos bagages sur Pays X. Mais si vous devez faire escale en Europe, vous aurez A reprendre 
vos bagages A r'escale et les faire enregistrer de nouveau vers Pays X. 

A ce moment le syst~me europ6en qui limite le poids des bagages C20 kilos sera appliqu6 et 
vous risquerez de payer les frais d'excbs de bagages d'Europe APays X. Remarquez que 
ces frais peuvent s'av~rer trbs 61ev(s. Ceci peut vous coOter trbs cher puisque c'est votre 
responsabilit6 de payer la totalit6 des frais d'exc6s de bagages et ceux-ci ne sont pas
remboursables. Tous les effets que vous ramenez des Etats-Unis sont susceptibles d'otre 
frapp6s par la douane du Pays X. 

USAID Human Resources Development Assistanne Project (698-0463) March 1994 
AMEX International, Inc./Creative Associates International, Inc. 



HRDA Workshop Notebook: Managing Training for Impact Page 3-42 

VOTRE ARRIVEE A WASHINGTON DC LA CAPITALE FEDERALE 

Information h l'arriv6e: 

D~s votre arriv6e AI'A6roport National de Washington, vous serez 
accueilli par un employ6 de Meridian House International Center 
(MHIC). IIvous faudra rep6rer quelqu'un qui tient un pannoau sur 
lequel est inscrit votre nom. La personne pr~pos6e par MHIC pour 
vous accueillir vous aidera &trouver un moyen de transport vers 
I'hbtel. 

Si personne n'est venu Avotre rencontre AI'a6roport, vous suivrez 
alors la direction des signes "GROUND TRANSPORTATION' pour 
prendre soit le bus (Apeu prbs 15$) soit le taxi (A peu pros 35$) 
pour arriver Avotre h6tel. 

VOTRE HOTEL A WASHINGTON, DC 

The Windsor Park Hotel
 
2116, Kalcrama Road
 
Washington, DC
 
T6 l6phone: 202-483-7700
 

PROGRAMME D'ORIENTATION 

Une fois AWashington, vous participerez d'abord Aun programme d'orientation au Meridian 
International Center (MIC) du au . Ce programme d'orientation 
est destin6 Avous familiariser avec la culture et la socit6 am~ricaines. Vous y apprendrez
aussi d'utiles et int~ressantes informations au sujet du syst~me des transports, i'utilisation du 
t6l6phone, 'art de faire les achats, de prendre des contacts d'affaires, etc. C'est aussi 
pendant l'orientation que vous pourrez visiter certains des sites touristiques de Washington. 

Le A8 houres et demie du matin vous vous rendrez au MIC, situ6 au Nord-
West de Washington DC, 1630 Crescent Place. 

Le num~ro de t l6phone est le 202-939-5552. 

En fait, MIC se trouve non loin de votre h6tel. Vous pouvez obtenir A la r6ception de l'h6tel 
les renseignements pour y arriver. 
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GUIA DO VIAJANTE PARA OS ESTADOS UNIDOS NO QUADRO DOS
 
BOLSISTAS DO PROJETO X
 

USAID/X
 

O que voc6 precisa saber antes
 
da sua partida aos
 
Estados Unidos
 

0 seu 	Itinerfirlo: 

Vi 

O encarregado do seu programs: 

0 	 a pessoa respons~vel por voc6 e o seu programa durante toda a sua estadia 

nos Estados Unidos 6: 

Mr./Mrs. 

Esta pessoa faz parts do efetivo de PIET, que 6 situado em New York na sede do African 
American Institute (AAI) 

* 	 0 ender6go do African American Institute 6: 

AFRICAN-AMERICAN INSTITUTE 
833 UNITED NATIONS PLAZA, NEW YORK, NY 10017 

* 	 0 nimero de telefone do AAI 6:
 

949-5666 / 1-800-323-1236
 

(0 segundo nC'mero 6 chamada gratuita e pode ser utilizado em qualquer lugar dos EEUU 
fora New York City. 
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ASSUNTOS FINANCEIROS 

Antes de sua partida de X, voc6 receberd para despesas de subsistoncia: 

cash (dinheiro em esp6cie) 
cheques, que voc6 poder6 trocar por travelers checks antes de partir. 

N.B: esta import~ncia n~o Ihe 6 providenciada para despesas de viagem. Ao contr6rio, vai 
Ihe servir durante os primeiros 10-15 dias nos EEUU. Ela ndo deve ser gasta para di6ria de 
hotel, o que 6 sua responsabilidade, mas sim para refeig6es e outras despesas. 

O restante da bolsa que Ihe serA entregue ao longo de sua estadia nos EEUU 6 calculado 
em fungo de sua localidade e do prazo da visita. 

A di~ria (per diem) estabelecida para seu programa 6 indicada abaixo: 

O encarregado de seu programa avisar-lhe-A de qualquer mudanga nos t6rmos financeiros. 

Outraa despesas: 

Voc6 receber6 US$60 para a aquisigdo de livros relacionados ao seu programa e US$60 
para o transporte dos mesmos at6 X. Ndo 6 necess6rio apresentar recibo para essas 
despesas.
 

Quando voce viajar, exija sempre urn comprovante de pagamento pelo transporte do 
aeroporto ao hotel e vice-versa. Em geral, voc6 6 aconselhado a pegar urn Cnibus ou 
"limousine" em vez de taxi, sendo este bern mais caro. 

Entregue todos os seus recibos ao ceu encarregado do AAl antes de deixar os EEUU; 
alternativamente, pode rernetO-Ios a M/Mme X a USAID/X uma vez de volta do programa. 

o procedimento descrito acima 6 v6lido para toda import~ncia gasta para transporte 
aeroporto-hotel. Da mesma maneira, se o seu programa inclui visitas a empresas ou diversos 
lugares-visitas organizadas pelo seu encarregado-guarde todos os recibos de taxi e 6nibus. 
Vocd serA reembolsado no fim de sua visita. 
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PARA A SUA SEGURANQ;A 

Jamais deixe dinheiro, cheques de viajem, 
passaporte ou outros documentos 
importantes, passagens a6reas, ou outros 
bens de valor no seu quarto de hotel. Pega 
Arecepg;o para colocar estes objetos num 
cofre. Cuidado para n~o perder a chave do 
cofre. 

Nunca deixe sua bagagem desacompanhada 
no aeroporto ou em outro lugar piblico. 
Tambem, cabe a todos precaver-se durante 
passeios nas grandes cidades, sobretudo a 
noite. Se por acaso tiver o azar de ser 
roubado, assaltado, ou for vitima de 
qualquer incidente, ligue imediatamente ao 
seu encarregado, usando o nimero gratuito, 
para pedir orientagdo. 

SUA SAUDE 

Ao momento de partir para comegar o seu programa de formagdo, e durante toda a sua 
estadia nos EEUU, voc& ter6 cobertura para problemas de sa~de ou de acidente atrav6s de 
uma seguradora chamada "HAC". No entanto, ocasionalmente, vocb ter6 de comprar 
medicamentos ou pagar consultas corn fundos pr6prios antes de ser reembolsado. 

SUAS RESPONSABIUDADES 

Sua major responsabilidade serA de dar o m6ximo do si mesmo ao seu programa de 
formag o e A realizag&o dos objetivos estabelecidos e indicados na pagina 2 do seu "PIO/P". 

Se vocO sentir que os objetivos ndo serdo realizados, entre diretamente em contato corn o 
seu encarregado para discutir possfveis modificag6es. Lembre-se, contudo, que o 
encarregado no poderA efetuar modificac6es no seu programa sem o consentimento de 
USAID/X. Queira igualmente ter o m6ximo z6lo em liquidar todas as suas dfvidas, inclusive 
faturas de hotel e telefone, antes de deixar o3 EEUU. Vocd ter6 tambem de pagar excesso 
de bagagem. 

Se por qualquer motivo voc6 dever ou se decidir a interromper o seu programa antes do fim, 
voc6 ter6 que reembolsar USAID/X todas as despesas de viagem que Ihe foram adiantadas 
no infcio, por todo o perfodo contando de sua desist~ncia at6 o fim normal do programa. 

RESERVAS DE AViAO 

Voc6 receberA adiantado uma passagem a6rea de ida e volta; por6m, caber6 a vocO culdar 
de reconfirmar as viagens. Esta responsabilidade 6 inteiramente sua. Uma vez nos EEUU, 
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poderA ligar a qualquer ag~ncia a6rea por chamada gratuita. Descubra o numero ligando 
informag6es como segue: 1-800-555-1212. 

EXCESSO DE BAGAGEM 

VocO receberA US$60 destinados a transportar livros; uma parte dessa soma poder6 ser 
proporcionada a excesso de bagagem. Em v6os internacionais partindo dos EEUU, o 
passageiro tern direito a duas malas, quo podem pesar at6 25 kg. 0 que importa, portanto,
6 menos o peso que o ntmero de pegas. No entanto se vocb quiser registrar sua bagagem
s6 at6 a Europa, voc6 ter6 q je seguir um outro sistema a partir de 16. 

0 sistema europeu limita o peso da bagagem a 20 kg., e se iocd tiver que pagar algum 
excesso, i6,o pode ser oneroso. Qualquer despesa por excesso de bagagem seri 
inteiramente a sua responsabilidade; ndo 6 ressarcida. Lembre-se tambem que voc6 estarA 
sujeito a tarifas alfandeg~rias ao chegar ao X. 
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SUA CHEGADA A WASHINGTON, DC, A CAPITAL FEDERAL 

informacao , chegada: 

A partir de sua chegada ao aeroporto Nacional de Washington, voc8 sers acolhido por urn 
funcion~rio de Meridian International Center (MIC). Procure uma pessoa que carrega uma 
placa corn o seu norne escrito. Este indivfduo o ajudar6 a encontrar c-auqdo at6 o seu 
hotel. 

Se por acaso ndo houver alguem Asua espera, procure o "GROUND TRANSPORTATION" 
para pegar o 6nibus (mais ou menos US$15) ou urn taxi (mais ou menos $35) para ir ao 
hotel. 

SEU HOTEL EM WASHINGTON 

The 

PROGRAMA DE ORIENTAqAO 

Urna vez em Washington, voc6 participarA de urn prograrna de orientago no Meridian 
International Center (MIC) do dia xx ao xx. Este programa 6 oferecido para Ihe proporcionar 
urna certa familiarizag&o corn a cultura e a sociedade americanas. Voca vai aprender tarnbern 
muita coisa Citil e interessante sobre o sisterna de transporte, o uso do telefone, corno fazer 
compras ou contatos oficiais. Durante este prograrna vocd ser6 beneficiado, tendo a 
oportunidade de visitar certos lugares turfsticos de Washington. 

0 dia xx 6s 08:30 voce deve ir au MIC, a 1630 Crescent Place.
 

0 niimero de telefone do MIC 6: 202-939-5552.
 
De fato, MIC fica perto do seu hotel. Pergunta na recep9do como chegar at6 16.
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AVAILABLE RESOURCES
 

Missions enjoy a number of resources that can be tapped for support to implement a strategy 
to train for impact, emphasizing using existing tools in its implementation. 

" 	 Before deciding on which option to use, Mission should first analyze the training 
required to provide support for its strategic objectives. 

" 	 Depending on the country's circumstances, the amount of donor aid available (or 
previously available), and the types and levels of US-funded training previously 
provided, the Mission may want to carry out an evaluation of past training and of 
local training providers as well as carry out training needs assessments in sectors of 
priority importance to the Mission. The results of these evaluations and needs 
assessments will also be important to the development of technical projects in other 
fields (democratization/governance, health, agriculture, natural resource management, 
and so on). 

" Finally, the Mission should develop a Country Training Strategy (usually done for a 
five-year period) which will set out the Mission's needs and provide the foundation for 
making choices on training programming and management which affect the Mission's 
entire portfolio. 

Relationships with other US agencies could Retzources are available for training, 
be formalized, and resources are available for technicalassistanceto support 
for other aspects of training management. Implementing the Mission's strategy to 
They include: tj,. Infor impact, and for data-related 

aspects of measuring and 
• 	 bilateral projects; demonstratingimpact. 
* 	 Mission-managed projects; 
* 	 contractor-managed projects; 
* 	 the HRDA project; 
* 	 the ATLAS project; 
* 	 Partners for International Education and Training (PIET); 
* 	 the HERNS activity; 
* 	 African Women in Development (AFWID) advisors and support; 
* 	 USIS offices and programs in-country; 
• 	 Peace Corps offices and programs in-country; 
* 	 local alumni associations; 
* the PTMS system:
 
* other data sources:
 
* 	 PASAs; 
• 	 IQCs. 

These rioaurces are discussed below and summarized in a chart. 
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Bilateral Projects 

Missions can develop a bilateral project tailored to the Mission's strategic objectives or to the 
country's most pressing HRD needs. Bilateral Human Resources Development Projects can 
offer various types of training. Basic decisions need to be made during project development 
on the mix of training types and the management mechanisms to be used for each training 
type. 

Bilateral projects can be managed by contractors or by the Mission itself. Separate sections 
below discuss the pros and cons of Mission-managed versus contractor-managed projects, 
including ATLAS and PIET. 

Mission-Managed Projects 

Missions can opt to manage their own HRD endeavors rather than procuring contractor 
services. 

Mission management of US-based training under HRD projects is handled through AID's 
Office of International Training's participant programming contract with Partners for 
International Education and Training (PIET), discussed in a separate section below. 

Missions can also manage their own third countrytraining activities. While many Missions 
have tried to manage these kinds of programs without outside management assistance, it is 
often difficult unless the Mission sets up special mechanisms with individual training providers 
in third countries. This will work if the bulk of participants can receive "off the shelf' or 
standardized training at a very small number of institutions. 

Missions should consider several factors before opting to manage their own in-country 
training programs. 

" 	 What levels and types of training will be required? Will the training be done in a local 
language?
 

* 	 Do local training providers have the expertise, staff and resources required to design 
and implement the training required, or will outside expertise be needed? 

* Is the Mission willing to use project funds to provide the local management support 
required for carrying out the activities? Is Mission staff available to manage such 
activities? 

Mission management of in-country training is most attractive if local resources and training 
providers are available to provide the training needed and if the bilateral project can hire a 
local or US PSC to manage the training. This option is especially helpful if levels of training 
are high and if the Mission wants to be able to carry out needs assessments, evaluations, 
and follow-on programs with a minimum of US contracting. 
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Contractor-Managed Projects 

US programming can be provided through an Institutional cortractwith a US university or 
firm. This mechanism is most useful when the contractor is also required to provide other 
types of technical assistance, in-country or third country training, or other management 
support.
 

Missions :an also contract with firms or training providers to manage third countrytraining.
This can be a contract to provide specific training programs (at Institution X in Country Y) or 
to provide a certain level of services over a fixed period of time. Such services can also be 
included in the scope of work of a larger contract to provide other types o, training-related 
assistance. 

The Mission can contract directiy with local firm or training providers if local firms have the 
capacity required to carry out training programs (either as discrete programs or as part of a 
series of courses). The Mission may want to consider whether it wants to use project funds 
to increase the institutional capacity of local public or private institutions to provide training or 
training management services as this could be an important component of the bilateral 
project that should be made clear during project design. There are many different ways that 
local institutions can be supported while they provide training services compatible with the 
project's objectives. 

Institutional contracts must be competitively bid and a PIO/IT issued for contractor services. 
As is the case for other major project procurement actions, the time required for issuing a 
PIO/T, requesting proposals, reviewing proposals, and completing negotiations can be from 
six months to a year. Before the institutional contract is in place, the Mission may want to 
have a mechanism available for providing training. One method is to set up the project's
budget with some training funds outside the line-item for the institutional contract. This allows 
the Mission to access PIET (through PIO/Ps) or to manage some third-country traiiing early 
on in the project while procurement of the institutional contract is being finalized. 

HRDA 

The Human Resources Development Assistance (HRDA) Project is a successor to the African 
Manpower Development Projects. Major HRDA mandates are increased attention to human 
resources development for the private sector, with a target of 50 percent of the project's 
trainees designated for this purpose, and 35 percent of the total training opportunities for 
African women. 

The project emphasizes training activities in Africa: in-country, in third countries and at 
regional in-Africa seminars. HRDA is highly flexible, and may be utilized by USAID Missions in 
creative ways. HRDA funds can be disbursed to support Institutional capacity to plan, 
manage and utilize training, both training providers and receivers, as well as to improve the 
training procedures and programs of contractors and to support the development of private 
sector advisory boards. 

HRDA is a cross-sectoral project that will be completed on September 30, 1997. It is 
anticipated that AID/Washington and Congress will approve a successor project. 
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HRDA offers Missions a variety of HRD management services. 

* 	 Field supportservices can assist requestingMissions with a range of endeavors, 
from developing strategies and training plans or strengthening the training 
management process to process and impact evaluations of Mission training 
activities over tirle. 

* 	 The quarterly nuw'ctter, HRDA Directions, features topical articles on 
planning and managing training as well as schedules of upcoming activities. 

* 	 Missions can buy into HRDA for technicalassistanceto assist contractors,
 
sub-contractors, or local organizations to bettor, plan, mangge and utilize
 
training. Technical assistance c;3n also be deployed to help establish a
 
private sector advisory board, public sector training selection group, or to
 
strengthen the mechanisms and communication between the Mission and
 
its community of contractors.
 

* 	 When HRDA is sponsoring a regionalworkshop, a Mission can send 
participants by issuing a PIO/P from a bilateral project. In this case the 
actual workshop costs would be picked up through the HRDA core activity, 
so the Mission only has to provide travel and maintenance for its
 
participants.
 

* 	 If a Mission wants to hold its own in-country orregionalworkshop, it can
 
issue a PlO/T to request HRDA to design, implement and manage the
 
workshop. The Mission would thus finance workshop costs as well as
 
individual participants' travel and maintenance costs.
 

Missions use an OYB transfer of funds or sign a Limited Scope Grant Agreement in order to 
participate in HRDA. The OYB transfer may limit the use of funds obligated to a two-year 
period. The LGSA provides greater flexibility of project funding (funds can be used until 
the PACD) and may imply closer host-country dialogue and management of the use of 
funds. 

ATLAS 

The African Training for Leadership and Advanced Skills (ATLAS) Project, the successor to 
the African Graduate Fellowship (AFGRAD) Programs, offers a variety of services. 

* 	 ATLAS offers undergraduate, graduate, and postgraduate fellowships for
 
highly qualifi3d Africans to undertake academic programs in the United
 
States.
 

* 	 ATL/PS offers undergraduate tuition scholarships for women in non­
traditional fields of study, even when there is a university in her country.
 

* 	 ATLAS is a cooperative effort of participating governments, American
 
universities, the Council of Graduate Schools in the L.iittid States, and
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USAID. The project's goal is to improve the ability of African institutions 
and organizations to plan and promote sustainable development. 

* 	 ATLAS provides advanced studies in disciplines critical to development, 
such as economics, business, administration, public health, agriculture and 
engineering. 

* 	 At least 30 percent of ATLAS awards are reserved for women in order to 
increase their ability to fill leadership and non-traditional roles in African 
development. 

* 	 ATLAS is a Mission's most cost effective vehicle for long-term US training 
because participating colleges and universities provide tuition scholarships 
for qualified candidates. Pre-selection of candidates is conducted 
collaboratively, usually by a selection committee which may include the 
following: AAI staff, AAI representatives serving in Africa, AIDIW ATLAS 
staff, USAID Mission personnel and/or host country cfficials. 

While final selection is not determined by USAID Missions, any candidate who is not
 
retained through ATLAS's selection process can be funded under HRDA or other project
 
funds if such funds are available and time before PACD permits.
 

ATLAS provides post-training professional enhancement activities beyond long-term
 
training:
 

" 	 Grants of up to $30,000 to local organizations such as alumni groups, 
professional voluntary organizations, NGOs, and PVOs which have an 
active number of US government-supported former trainees, including 
USAID and USIS - applications are found in IROKO and ATLAS Alert, two 
project publications; 

* 	 Publication of the annual AFGRAD/ATLAS Alwnni Directory, of IROKO,
 
ATLAS's networking bulletin, and of ATLAS Alert, a publication which
 
features project activities;
 

" 	 Two annual regional conferences, workshops or seminars in Africa as well
 
as national conferences;
 

* 	 ATLAS funds can be used for short-term training in the United States for
 
former long-term trainees who may want to develop new skills or become
 
familiar with the latest techniques. No English language training is
 
provided. Participants are placed in three to six month programs at a cost 
of approximately $15.,000 to 20,000 per participant. Several USAID 
Missions exclusively use ATLAS in this way. 
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Missions wishing to participate in ATLAS's US programs can do so through an OYB 
transfer of funds. ATLAS staff can provide Missions with information on budgeting
requirements for the number of long-term participants anticipated over the next several 
years. Missions are required to fully fund participants through program completion. 

ATLAS offers a number of features: 

* Tuition scholarships are provided by the participating universities 
throughout the participant's academic degree program. 

* 	 Missions spend no time on contracting for US management of the 
program. 

* 	 Missions spend less time on management including little
 
administrative burdens: the contractor assists with visas,
 
maintenance checks, and airline tickets.
 

* 	 ATLAS staff assist in the selection of participants. 

* 	 PIO/Ts are prepared by AID/Washington. 

* 	 ATLAS offers post-training enhancement programs. 

* 	 More than 200 universities and colleges - including HBCUs ­
participate in ATLAS.
 

Missions can maximize the benefit of using ATLAS by assuring that ATLAS candidates are
 
selected from fields which are linked to the Mission's overall strategy and by being

involved in the selection process, ensuring an open fair nomination process.
 

ATLAS may not be a Mission's only participant training mechanism and most Missions use
 
it in conjunction with HRDA or bilateral programs. If a Mission's training strategy has
 
identified the need for long-term academic training in the US, the Mission should seriously
 
consider what ATLAS can offer, preferably by entering into a dialogue with AFR/ONIITPPI's
ATLAS staff. In addition, Missions should consider to what extent they want to take 
advantage of ATLAS to implement follow-on activities for US trained returnees. The 
impact of USAID-funded training in a country with a large number of former US 
participants from AFGRAD, ATLAS, or other USAID bilateral projects can be substantially
increased if a Mission recognizes the importance of connecting (and re-connecting) with 
returnees. A .LAS can also provide an excellent mechanism for implementing follow-on 
and networking programs for returnees. 

As under HRDA, Missions can issue a PIO/P to sponsor participants at ATLAS-funded 
regional workshops. Actual worksThop costs would be picked uf: through the ATLAS's core 
activity, so the Mission would only provide travel and maintenance for its participants. 
Missions can also issue a PIO/T to request ATLAS to design, im-plement and manage an in-
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country workshop. In such a case, the Mission would be responsible for workshop costs 
as well as individual participants' travel and maintenance costs. 

Partners for International Education and Training (PIET) 

Programming of US training is provided through AID's Office of International Training 
which has a participant programming contract with PIET (Partners in International 
Education and Training). 

Participant programming refers to the series of management activities required to identify 
(sometimes) and enroll a participant in an appropriate training program or activity and 
provide the administrative support required to ensure that the Mission's training request is 
carried out and paid for. The AID PIO/P form is used to earmark and reserve funds for the 
activity and to provide the programmer with instructions on the type of training required 
and the participants. The Mission is usually responsible for recruiting and selecting 
participants as well as for issuing the PIO/P. The Mission must also manage the 
monitoring, evaluation and follow-on activities required for its training programs. More 
detailed information on managing US participant training can be found in AID's Handbook 
10. 

Using the PIET mechanism for US training is less burdensome than negotiating a separate 
contract with a US-based firm or institution to provide programming services. PIET's 
services can be utilized as soon as the project grant agreement is signed and the Mission 
issues a PIO/P. Mission management is usually done through the Training Office or with 
professional level PSCs working in the Mission. Financial tracking and reporting are 
simplified if the Mission has MACS input directly into its PTMS system. 

OIT's contract with PIET for participant programming now allows Missions to access a 
requirement contract for third-country training. This invol..es "buying in" to PIET's 
contract with a PIO/T for the services requested. This option is attractive in cases where 
the Mission wants to send more than a few participants to off-the-shelf courses offered at 
a third country institution and it may be an excellent option for implementing training 
programs that are well-designed and targeted to respond to specific needs. Since 
programming third-country training is a new area for PIET, Missions may first want to 
query others who have tried PIET's third-country training services. 

Human and Educational Resources Network Support (HERNS) Activity 

The Office of International Training (OIT) has developed the HERNS activity "in response to 
the Agency's mandate to assist Missions in designing and implementing their training 
programs in a manner that enhances the impact of participant training activities on Agency 
and Mission development objectives." Specifically, HERNS can assist Missions with 
training program design and implementation (including the design of a training component 
cf a technical project), with process and impact evaluations of training, and with 
information management for participant training. 

Missions interested in accessing HERNS for technical support should recuest additional 
information from AFR/ONI/TPPI. 
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African Women InDevelopment 

In the last several years, AID/W's Africa Bureau has strengthened its commitment to women's 
participation ir, development by designating three Africa-based women to serve as regional
advisors on these issues. The African Women in Development (AFWID) Advisors have 
regional responsibilities and are located in C6te d'lvoire, Botswana, and Kenya. 

AFWID Advisors are available to travel to USAID Missions within their respective regions to 
undertake any gender-related activity, for example, conducting research on gender issues,
meeting and working with women's groups, or making recommendations on how to improve
the recruitment and selection of women for USAID training. 

Missions can cable the appropriate REDSO office to request an AFWID Advisor, providing a 
scope of work in the cable. REDSOs fund such consultancies. Missions can also request
the Africa Advisor out of AIDW, Glohal Bureau, R&D/WID, again providing a scope of work. 
R&D/WID would determine the source of financing for an R&D/WID consultancy, which could 
incorporate training, technical assistance, or information. 

United States Information Service (USIS) 

The United States Information Service (USIS) is a close complement to the resources 
available at a USAID Mission. USIS's English Language Training Centers (ETC) generally
offer both informal and intensive English language classes on a quarterly basis, an important 
component of pre-departure orientation for trainees. 

USAID can contract with USIS for ETC Directors to work closely with potential trainees and 
with those selected for training regarding the application process, the US academic system,
and cros' cultural issues. 

USIS usually offers a library and an audiovisual section. Their programs provide for the 
teaching of the English language and for a better understanding of American institutions and 
culture. USIS serves as a resource center for English language books and video tapes, and 
as an organization working directly with trainees and potential training participants. 

Peace Corps 

The United States Peace Corps often has experience fielding Volunteers in areas relating to a 
USAID Mission's CPSP objectives. The Peace Corps staff and volunteers often can prove a 
valuable resource in support of Mission objectives. 

Alumni Associations 

An alumni association of former USAID trainees can greatly facilitate the recruitment, pre­
selection, pro-departure orientation, and return activities of training participants, be they short­
term, long-term or in-country. Mis;-,n can tap into local alumni associations for a variety of 
services. Alumni associations can also apply for ATLAS grants, described above. 
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Participant Training Management System (PTMS) 

The Participant Training Management System (PTMS) is a tool that responds to the 
administration, management and information needs of individual USAID Missions in the field. 
The system assists Training Office staff to monitor the many steps related to training activities 
while providing Project Officers and Managers, the Controller and Mission leadership with 
summary reports. 

PTMS maintains two categories of information: 

* the training funded under the Mission's project portfolio; 

* Mission project information.
 

For each project, PTMS maintains data on:
 

* the participants themselves-biographical data;
 

" the training undertaken;
 

" how training was funded;
 

" participants' employment and the impact of training on participant career patterns;
 

* the steps required to process training.
 

Africa Bureau central funds allow basic, intermediate and advanced PTMS training visits to 
USAID Missions as well as workshops in Washington, DC and regionally in Africa, targeting 
both Mission staff, leadership and contractors. 

Additional Sources of Data 

Missions can take advantago of a number of reports from other data sources, including 
reports from AAI, the AFGRAD and ATLAS contractor, and from PTIS, OIT's US-based training 
management information system. Participant files, MACS reports, PIO/Ps, 
PIOiTs and PILs represent other sources of data on participants and their training. 

Data from these sources can be used as the basis for auditing the data in a Mission's PTMS 
system. Data anomalies should be corrected, and the backlog of Mission-funded training 
entered into the system so that it can serve its purpose as the Mission's primary management 
information tool fo; training. 

Other Training Resources 

Resources and assistance are available from USAID/Washington, including the Office of 
International Training (OIT), Bureau of Africa/Operations and New Initiatives/Technical 
Programs and Project Implementation (ONI/TPPI) and current HRDA Washington- based 
contractors such as Amex International/Creative Associates International, Inc. 
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Information on HRD opportunities and experiences is also available from other USAID 
missions in Africa. While attendance at US or regional workshops may not always be 
possible, contact either by official Africa-wide cable or by fax should be encouraged when 
queries, problems can be answered by other Missions, particularly other HRDOs and Training
Officers. Visits to neighboring Missions' Training Offices could also be advocated as a 
source of input and new ideas for managing training. 

PASAs 

A Participating Agency Support Agreement (PASA) is an agreement between two overseas 
government agencies. This would be the appropriate mechanism for establishing and 
clarifying the relationthip between the Mission and other overseas agencies (USIS, US Peace 
Corps), particularly for human resources, training, financing and project implementation 
responsibilities. 

IQCs 

An Indefinite Quantity Contract (IQC) is a short-term contract which must be carried out within 
120 days of the start date. It is a faster mechanism than many others available within USAID 
which is particularly appropriate for short-term technical assistance. 
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A RANGE OF VEHICLES ALLOW MISSIONS TO CHOOSE THE ASSISTANCE THEY WANT 

TYPE OF REQUEST BILAT.
PROJ. 

MSN-MGD
PROJ. 

CON-
TRACTORS 

LOCAL 
FIRMS 

HRDA ATLAS PIET HERNS AFWID USIS 

Develop a CTS , ,/ I V/ 

Develop a CTP: V" I 
bilateral project 

Develop CTP: regional , .. 
project 

Set up or train ' " " 
Advisory Boards 

Design US-based f O V f V e 
training 

Design third country f Of I 
training 

Design In-country V V oe f I 
training 

Set up/manage in- VI ,f 
country ELT 

Set up/manage US- V 1 1 / 
based ELT 

Manage regional / I VI / 
workshop 

Manage US-based I , 
training 

Manage third country / ,'. I 
training 

Manage in-country Of f V I 

.S\ training 

PTMS training 
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TYPE OF REQUEST BILAT.PROJ. MSN-MGDPROJ. CON-TRACTORS LOCALFIRMS HRDA ATLAS PIET HERNS AFWID USIS 

Set up/manage 

mechanisms to involve 
more women 

O I I fI I .1j 

Set up/manage 

mechanisms for 
private sector HRD 

f/ V V f V 

Set up/manage 
mechanisms for HRD 
:o support 
democratization 

/ " " VI I . 

Provide follow-on I I I " I V" " 

Set up alumni 

association 

" I Of" I 

Evaluate training V Of V V V V 
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MANAGEMENT AND STAFFING IMPUCATIONS
 

Managing training within a Mission is a difficult task. A well-defined project integration system 
must be in place so that participants can be recruited, selected, trained, monitored and 
evaluated. 

Without this system, the Mission has no way of either measuring its impact on development 
or conducting any type of cost-benefit analysis. 

Certain key questions must be raised to 
evaluate a Mission's capacity to manage The Mission'sabilityto design,
training for its impact on development manage and evaluate the training 
objectives. Interventions required to support 

strategic objectives Is directly 
" What are the Training Office's linked to the stature and resources 

responsibilities? of the Training Office. 

" 	 Is the Training Office responsible for
 
managing millions of dollars of training
 
interventions?
 

* 	 What are the Training Office's responsibilities in the management and implementation 
of programs primarily managed from other offices (such as Agriculture, Health, 
Democracy and Governance)? 

" Does the Training Office have the programmatic, managerial, administrative and 
clerical staff it needs to manage its portfolio? Is the Training Office's staff comparable 
to the project staff of a similarly sized technical project? 

" 	 Is there a full-time, dedicated PTMS Specialist in the Training Office? 

The HRDA Project can assist a Mission in determining whether they have the staff and 
resources required to ensure that it can achieve its training strategies successfully. 
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ROLE OF THE TRAINING OFFICE 

The Training Office has five major functions: 

" to participate in Mission training decisions relating to policy such as HRD 
strategy, recruitment, selection, and processing issues; 

" to serve as Project Manager when USAID is its own on-site contractor, for 
instance, under HRDA, ATLAS, and other buy-ins; 

m to facilitate the departure of USAID-funded participants; 

" to conduct all follow-on activities with alumni of USAID-funded HRD activities; 

" to document all training events in collaboration with project managers and 
contractors ­ this includes entering data into PTMS on all trainees, including in­
country training, following up with all training reports from training institutions, 
and follow-up with post-training employment placements. 
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STAFFING UP
 

Missions frequently underestimate the staff requirements to design, implement. monitor and
 
evaluate training programs. During project development and project evaluations, Missions
 
should assess the staffing needs of Mission-manager training programs and the staff
 
requirements of monitoring programs managed outside the Mission. In the African region,
 
Missions can request the HRDA Project to provide assistance in determining their training
 
management needs.
 

How to justify the need for additional staff? 

* 	 Increased workload (new project, project expansion, new activities or activities 
that usually get short shrift, i.e. evaluation, follow-on, orientation); 

* 	 Decreased support from direct-hire staff in supervision, design, and 
management functions. 

Where 	can the money come from? 
The decisionabout whether and when 

0 	 OE-funded (from the to hire new staffIs usually based on 
Mission's Operating three factors: 
Expenses). This is unlikely. 

* Need - can the office supervisor 
0 	 Project funded by one or clearly justify the need for an 

several projects (HRDA, a additional person? 
bilateral HRD Project, bilateral • Money - is there money available for 
technical projects with a new position? 
training components). • Staff time - who will be responsible 

for the time consuming process of 
Who's going to do the work? hiring someone? 

0 	 the Training Officer (FSN, 
PSC) can take the lead - thus
 
unburdening both the DH Supervisor (Program Officer, GDO) and the EXO.
 
Taking the lead requires scrupulous adherence to USAID practices, getting the
 
process down on paper and making it as transparent as possible.
 

The Recruitment and Selection Process 

1. 	 Write a position description and get it approved by your Supervisor and the 
Executive Officer. 

Look at previously prepared position descriptions (such as for Participant Training 
Clerk, Assistant, Officer, etc). Modify existing positions descriptions or create a new 
one. Don't get caught up in trying to decide what level the position is: that's the 
Executive Officer's responsibility and the position-level will be based on the 
description. 
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A sample Position Description for a Project-funded Training Specialist is provided. 

2. 	 Ensure that funding is available. If the position Is to be Project-funded, draft a 
PIO/T for the Project Officer. 

3. 	 Prepare a memo to the Executive Officer from your Supervisor. The memo should 
appoint a Selection Committee and describe the recruitment and selection procedures 
to be followed. 

This memo must be very carefully thought out since you do not want to change
procedures in mid-stream. Make sure that the Committee members and the Executive 
Officer have reviewed the draft memo before it is issued in final form and before any
recruitment or selection procedures are Initiated. 

4. 	 Proceed with recruitment and selection. 

Make sure that every step is carefully documented and that copies of position
announcements are kept. Essential data from applications received should be 
recorded, preferably in a database, so that rejection letters and invitations to tests and 
interviews are facilitated. Test scores and interview scores should also be entered in 
the database. 

5. 	 Draft a selection memo to the Executive Officer. 

Providing a summary of the process, the results and the Committee's 
recommendation. Remember that the final decision will be made by the Executive 
Officer based on his/her negotiations with the candidates recommended by the 
Committee. 
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SAMPLE POSION DESCRIPTION: TRAINING SPECIAUST 

I. POSITION TITLE: TRAINING SPECIALIST 

II. BASIC FUNCTION OF POSITION: 

Performs a full range of advisory, planning, evaluative, and service functions in support of 
Project X-funded training activities. The main area of responsibility will be the implementatiun 
of in-country training programs, pre-departure orientations, and follow-on activities for all 
participants. 

Ill. MAJOR DUTIES AND RESPONSIBILITIES: 

A. Provides advice on designing, implementing and evaluating training pro-grams. 

In collaboration with the Project Manager, develops plans to put into action USAID 
agreements with the host government with respect to project-funded training. 

Serves as one of the Mission's agents in the execution of in-country training activities 
financed by Project X. 

Consults with host country officials and nationals, answers inquiries and explains policy, 
training programs and correct procedure regarding Project X training activities. 

In consultation with the Project Manager, host country officials and private sector 
representatives, determines the types of training needed, prepares training plans, scopes of 
work and other documents required to carry out planned training activities. 

As needed in the implementation of in-country training, organizes meetings with appropriate 
host-country institutions to develop training plans and define training objectives. 

B. Provides support in participant selection, departure and follow-on activities. 

In collaboration with the Project Manager and host-country officials, ensures that nomination 
and selection of participants are carried out according to guidelines. 

Prepares correspondence related to participant selection and to the development of training 
programs. 

Interviews and debriefs former participants to evaluate the effectiveness of their training 
programs and to assess the 'short and long-term impact of training received In accomplishing 
the Mission's stated goals. 

Participates with the Project Manager in defining training needs of host-country institutions 
and designing appropriate training programs. 

Implements pre-departure briefings and orientation for U.S.-based and third country training. 
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Designs and carries out follow-on activities at regular intervals with all former participants. 
Reports on such activities on a regular basis. 

C. 	 Provides administrative services for the Training Office. 

Ensures that the Mission's PTMS database and the database on training programs are kept 
up-to-date and provides relevant reports as required. 

In collaboration with the Training Assistant, prepares PIO/Ps for Project X and reviews draft 
PIO/Ps 	for other training programs. 

Prepares reports on training programs, meetings of selection committees and other summary 
reports 	as required. 

Oversees the training assistant's activities in specific areas as assigned. This may include 
oversight of filing and documentation of project files, pre-departure preparations for 
participants, routine correspondence with the local government and offices in AID/W. 

Drafts 	correspondence in both French and English to respond to routine requests from local 
and AID/W offices. 

Ensures that Handbook 10 regulations and other policy directives are followed and serves as 
advisor on basic participant training issues to managers of other AID projects with training 
programs. 

Assists the Project Manager in carrying out his/her responsibilities. This includes, but is not 
limited to, assisting in the preparation of SPIRs, annual training plans, and tracking of the 
Mission's overall participant training program. 

Serves as Project Manager and Mission Training Officer, under the direct supervision of the
 
Program Officer, during the absence of the Project Manager.
 

IV. 	 DESIRED QUALIFICATIONS: 

A. 	 Education: 

* 	 Undergraduate degree is required, with evidence of above-average grades. 

B. 	 Prior Work Experience: 

At least two-years' full-time experience in a managerial or professional (including 
teaching) position. 

C. Post Entry Training: 

" Review of Handbook 10 
• 	 Attendance at Training Officers' Workshop
 

(after first year of service)
 
* PTMS Training and other word-processing or software training 
" Project Implementation Training (after two years' or more of service) 
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D. Language Proficiency:
 

" Advanced English skills (equivalent of TOEFL 600)
 

* 	 Fluent French and local language
 

E. Knowledges:
 

Required as selection criteria:
 

" Comprehensive knowledge of various training facilities which are available locally as
 
well as a good understanding of host country's educational and vocational training 
systems. 

" Good understanding of the principles of adult education. 

* 	 Good understanding of host country government hierarchy, the key private sector
 
enterprises, and education and employment issues as they relate to women.
 

To be 	acquired on-the-job: 

" 	 Comprehensive knowledge of AID's Handbook 10 and other directives about
 
participant training,
 

" 	 Good understanding of a number of database and word-processing programs, 
including the use of PTMS and GTI. 

F. 	 Abilities and skills: 

* Must have excellent written and spoken communication skills. 

" Must have excellent interpersonal skills. 

* 	 Must be able to develop and maintain a range of working and some senior-level 
contacts in governmental, educational and private sector circles. 

" 	 Must have the ability to render advice clearly and objectively. 

* 	 Must be able to interpret regulatory directives. 

* 	 Must demonstrate initiative and good judgement in dealing with special or unusual 
circumstances. 

V. 	 POSITION ELEMENTS: 

A. 	 Supervision Received: 

General supervision from the Training Advisor 
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B. 	 Available Guidelines: 

0 	 AID Handbook 10 and other directives 

C. Exercise of Judgement:
 

" Tact and diplomacy required in interactions with participants, host government officials
 
and other Mission personnel; 

" Fairness required in the application of regulations and policies; 

" Ability to make decisions or seek outside help in extraordinary circumstances. 

D. Authority to Make Commitments: 

0 None. 

E. 	 Nature, Level and Purpose of Contacts: 

" 	 Deals with officials at intermediate to senior levels in the host government, education 
and private sectors to discuss the implementation of Project X training programs. 

* 	 Daily contact with AID and Embassy personnel on matters related to training. 

• 	 Daily contact with participants during the implementation of training programs or in 
evaluation or follow-on activities. 

F. 	 Supervision Exercised: 

0 	 Some supervision of the Training Assistant for specific tasks as assigned by the 
Project Manager. 

G. 	 Time Required to Perform Full Range of Duties: 

• 	 Twelve to eighteen months depending on prior experience. 
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SAMPLE ADVERTISEMENT FOR A TRAINING SPECIAUST
 

Project X is recruiting an Assistant Project Manager and/or Training Specialist. This position 
is for a period of at least two years with possibility for renewal. We are looking for a Country 
X national with previous managerial and professional experience in a field directly related to 
human resources development or economic development. While an undergraduate degree is 
preferred, we will accept applications from other candidates having considerable professional
experience in a relevant field. Candidates must be results-oriented, possess excellent 
communication and interpersonal skills, and have had successful managerial and supervisory 
experience. Advanced English language skills and computer skills will be viewed as 
significant assets. The successful candidate will be required to quickly assume major 
responsibilities for implementing all aspects of the Project as well as contributing substantially 
in the day-to-day operation of the project's training activities. For a position description as 
well as detailed information on application procedures, please pick up application materials 
from the USAID receptionist. The deadline for receipt of completed application materials is 
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HIRING A TRAINING SPECIAUST: SAMPLE TESTING INSTRUMENT 

This is a sample testing instrument for a Training Specialist's position. The questions on 
interpreting regulations should be graded to assess the candidate's ability to support his/her 
interpretation and are not meant to imply prior knowledge of USAID regulations. 

CANDIDATE'S BIRTH DATE: TODAY'S DATE: 
DO NOT WRITE YOUR NAME. 

TEST TRAINING ASSISTANT 

I. Language Skills 

(An exercise on memo writing in English and/or another language could be used. Non-native 
English speakers could be tested at the local USIS Center.) 

I. Interpretation of Regulations 

Instructions: 

In the following section you will be provided with excerpts adapted from U.S.A.I.D.'s 
manual on Participant Training Regulations. Several questions about the contents of the 
regulation will follow each paragraph and then you will then be given specifics on a 
particular case and asked to make a recommendation based on the facts you have and 
your Interpretation of the regulations. There may not be a right or wrong answer ­
what Is Important Is the way you explain your recommendation. Write your answer In the 
space provided or on the back of the page Ifneeded. 

REGULATION: "It is policy that dependents of individuals in training under AID sponsorship 
should not accompany them to join them in their country of training. The presence of 
participant dependents in the country of training is discouraged because of cost, the 
possibility of program disruption and the possibility that the obiective of the training would 
ultimately be frustrated if an American citizen child were born during spouse residence in the 
United States. However, if both the host government and the mission [this means the USAID 
office in Burundi, for example] approve, dependents may join participants while in training in 
the United States." 

Question: 

1. Explain the meaning of the underlined portion of the above regulation. 
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REGULATION: "Ifboth the host government and the mission approve, dependent relatives 
may join participants while they are in training provided ...that the following conditions are
 
met:
 

a. The participant has remained in one place for at least six months. 

b.The participant has successfully completed one academic or training term in the country of 
training. 

c. The participant has furnished proof of adequate financial resources in addition to the AID
 
monthly allowance. Participants and/or their dependents may not work for the purpose of
 
dependent support. A general rule for adequate financial resources is that 50% of the
 
monthly allowance is required for each accompanying dependent.
 

d. The participant must furnish prior to the arrival of dependents proof (e.g. funds in a United 
States bank for at least six months) that he/she can provide adequate support throughout the 
length of stay. 

e. The participant must furnish proof of health insurance for all dependents to begin on the
 
date that the dependent arrives and to be valid for at least one year.
 

f. The participant must provide advance purchase of a non-refundable round-trip ticket." 

Questions: 

2. What do you think is the justification for condition "a"above? 

3. Mr. Ndiaye is studying at Kansas State University. His monthly allowance is $650.00. He 
would like his wife and two sons to join him. Assuming that he has fulfilled all the other 
conditions required above, how much additional money must he have in his U.S. bank 
account to be granted permission for his dependents to join him? 

4. Mr. Sabimana went to the U.S. s.Y months ago and has recently submitted a petition for his 
wife to join him in the U.S. His wife has come to see you to request your assistance in 
speeding up the process since she is pregnant and would like to have her child in the U.S. -­
in the company of her husband. How would you respond to this request? Provide as 
detailed a response as you can. 

5. Mrs. Bitoke has been selected for long-term degree training and is scheduled to depart in 
about two months. She has already participated in a pre-departure orientation in which 
USAID regulations about all aspects of participant training were explained. A man claiming to 
be her husband has come to see you to ask whether he would be allowed to accompany his 
wife on her training program. You asked him whether his wife had already talked to him 
about this. He explained that his wife husband had told him that USAID regulations strictly
prohibit dependents from joining participants in the U.S. Describe what you would now tell 
this man and what, if anything, you would tell Mrs. Bitoke about dependent travel. 
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III. Knowledge of Local Educational and Training Institutions (15 minutes) 

Read the following profiles of host country nationals working In the private sector. After 
each profile describe where the individual might be able to get the training he/she needs 
without leaving the country. If no training Is available locally, please write NONE 
AVAILABLE. 

1. A group of women in Kitunga have formed a sewing cooperative. They would like to learn 
advanced sewing and embroidery techniques; in addition, they would like to learn how to 
better use their resources so that they can purchase more sophisticated equipment. Where 
can they get training? 

2. Mrs. Dodonay works at a local financial institution. She has a B.S. in economics. She 
needs to be proficient in using a computer to analyze financial data, but she doesn't even 
know how to type. Where can she get training? 

3. Mr. Imex has a large spare parts shop in Nodogou. She would like two of her employees 
to learn about stock management. Where can they be trained? 
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SAMPLE MEMORANDUM ON THE SELECTION PROCEDURES FOR A TRAINING
 
ASSISTANT
 

DATE: 

FROM: 	 Training Advisor 
Chairperson, Selection Committee 

TO: Selection Committee Members: 
Program Officer 
Private Enterprise Officer 

SUBJECT: 	 SELECTION PROCEDURES FOR POSITION OF TRAINING ASSISTANT 

Background: This position has been advertised for in the local newspaper, radio, and in the 
US Mission newsletter. The final deadline for submission of applications is COB April 

A copy of the required application materials are attached. 

ACTION REQUIRED: 

Please review the attached description of the selection process and the draft scoresheet for 
the evaluation of candidates. 

Your comments and suggestions will be most helpful. I look forward to receiving them a/o 
April _. 

Your cooperation is most appreciated. 

cc: EXO 
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SAMPLE SELECTION PROCESS FOR A TRAINING ASSISTANT 

1. 	 INITIAL REVIEW OF APPLICATIONS BY CHAIRPERSON 

Disqualify any incomplete applications 

Disqualify any applications net meeting basic requirements: university degree 
and two year's professional experience.
 

Reject clearly uncompetitive application letters - i.e. in weak, unclear English or
 
not per instructions.
 

2. 	 ENGLISH LANGUAGE TESTING OF APPLICANTS 
Includes standard test and a case study to determine ability to interpret 

regulations. 

Reject applicants with less than XXX score. 

Reward supee ior skills with 15 POINTS to those with scores over XXX. 

Select top 75-50% for personal interviews (BETWEEN 10-15 APPLICANTS). 

3. 	 REVIEW OF APPLICATION MATERIALS BY FULL COMMITTEE USING SCORESHEET 

Select 8-10 for personal Interviews. 

4. 	 SCHEDULE FIRST ROUND OF INTERVIEWS WITH 8-10 APPLICANTS 

Committee reviews application materials and uses scoresheet during
 
interviews.
 

Select top three to five candidates for second round of interviews.
 

5. 	 MAKE REFERENCE CHECKS OF TOP CANDIDATES 

_ Report results to committee prior to second interviews. 

6. 	 SCHEDULE SECOND ROUND OF INTERVIEWS WITH TOP THREE TO FIVE 
APPLICANTS 

Determine final ranking of applicants and submit names of top finalists to 
Executive Officer. 
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Candidate Evaluator Date 

SAMPLE EVALUATION CRITERIA SCORESHEET (TRAINING ASSISTANT) 

REVIEW OF APPLICATION MATERIALS 

ACADEMIC EXCELLENCE (15) 

Based on:
 

Review of university grades, 

"Distinction" for thesis or
 
any academic years
 

No failed years 


Excellent grades 

in particularly challenging 
or relevant field 

APPLICATION LE1TER (25) 

Relevance of Content 
to Position 

Written Expression 

Appearance/Neatness, etc 

SPECIAL EXPERIENCE (20) 

Experience working in/with 
private sector 

Experience working outside 
capital city 

Experience/knowledge of 
adult education 

Other special skills 
list: 

SUBTOTAL 

MAXIMUM BEFORE AFTER 
POINTS INTERVIEW INT'V 

60/150 

05 

05 

05 

10 

10 

05 

05 

05 

05 

05 

60 
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Candidate Evaluator Date 

Page2 

EVALUATION CRITERIA SCORESHEET 
TRAINING ASSISTANT 

MAXIMUM 
POINTS 

BEFORE 
INTERVIEW 

AFTER 
INT'V 

PERSONAL INTERVIEWS 

KNOWLEDGE AND INTERPERSONAL SKILLS 50/150 

Communication 
Interpersonal skills 

20 

Understanding of local 
educational system 

10 

Potential for learning new 
skills and working hard 

10 

Understanding of job 
responsibilities 

10 

REFERENCE CHECK (AFTER INTERVIEW) 20/130 

GRAND TOTAL 130 
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SAMPLE LETTER TO AN UNSUCCESSFUL CANDIDATE (TRAINING ASSISTANT) 

Dear Mr. xxx, 

USAID/x would like to thank you for your application for employment as the Training 
Specialist. 

The Selection Committee ranked you among the top 3 candidates for this position. We have, 
however, selected another highly qualified applicant to fill this position. 

We appreciate having had this opportunity to learn more about you and your work. We will 
keep your application and curriculum vitae on file and consider you should similar positions in 
your area of expertise become available. 

Again, thank you for your interest in our programs, and I regret that I cannot be more positive 
in my response at this time. 

Sincerely, 

Executive Officer 

drafted: TRNG: 
CLEARED: PROG: 
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MARKETING TRAINING OPPORTUNITIES 

In order to reach target audiences and inform them about USAID's human resource 
development activities and training opportunitios, the Mission's Training Office may want to 
develop brochures, newspaper advertisements or other mechanisms to tell the widest 
possible audience about a specific project or about the Mission's country training strategy. 

The brochure on the next page was developed 
in both French and English and was used by The Training Office may find that it 
the BUHRD Project in Burundi for distribution at receives fewer unsolicited requests
the Chamber of Commerce's annual trade fair. for training by making available 

concise descriptions of the training 
Itwas developed using WordPerfect 5.1 and opportunitiesoffered and the target 
another software program called By Design audiences. 
which operates "inside" WordPerfect. 

Africa Bureau Missions that would like to 
increase staff capabilities to design and produce effective training marketing vehicles can 
request HRDA assistance. 
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•INVESTING IN PEOPLE IS OUR BUSINESS"
 

The Burundi Human Resources Development Project (BUHRD) of the Government of Burundi 
and the U.S. Agency for International Development provides quality academic and technical 
training to Burundians in fields directly related to agricultural and economic development. 
The ten-year project, which began in 1987, has already provided training to over 600 
Burundians. To date, 8 have completed graduate degrees in agriculture, agri-business, and 
business. Approximately 150 have attended short-term technical training in the United States 
or third countries and approximately 500 have benefitted from in-country training programs. 

Seventy percent of the project's trainees work in the private sector and the project has a 
mandate to ensure that at least 40% of its training opportunities benefit women. 

In the next year, a number of external and in-country training programs are planned. 
Approximately 30 Burundians from the private sector will be selected for short-term 
individualized training programs of two weeks to three months. Fifteen Burundians working in 
the private sector will be selected for long-term technical training of approximately one year in 
technical fields for which no comparable training is available in Burundi. Much of the training 
will be provided in other Francophone countries so that Burundians are not handicapped by 
their language skills. 

In addition, BUHRD will embark on a new, expanded program of in-country training. First, the 
project will contract with local training institutions to carry out needs assessments of small 
and medium-sized businesses. The first two assessments will concentrate on the areas of 
financial management and marketing. Private businesses which would like to participate by 
having an assessment made of their training needs in these areas can ccntact the BUHRD 
Project Manager for consideration. 

When these initial assessments are completed, the project will use the results to develop 
training opportunities to improve the human resources capabilities of local firms. Innovative 
training programs, including on-site training in selected firms, will enable a wide range of 
businesses to benefit. 

BUHRD continues to provide training to enable public sector personnel and private sector 
support institutions, such as the CCIB and the APEE, to develop and implement programs 
that are directly supportive of private sector development, especially in the critical areas of 
exports and the marketing of agricultural inputs throughout Burundi. These training programs 
are developed in collaboration with the departments involved and require considerable 
commitment on the part of trainees to achieve consensus on objectives after completion of 
the training program. 

Finally, BUHRD is working with selected local training institutions to support their efforts to 
provide quality training to meet private sector needs. 

Candidates for training in the United States or other countries are selected in a competitive 
process several times a year. Twice a year the Private Sector Selection Committee (PSSC), 
made up of private and public sector representatives as well as representatives from USAID 
and from among returned participants, selects between twenty and thirty candidates for trai­
ning. The candidates must be sponsored from a privately owned firm or be independent 
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entrepreneurs. Priority consideration is given to candidates from firms operating in an agri­
business sector or firms which could generate jobs for a number of Burundians. 

In September 1993, a newly named PSSC will finalize the selection of candidates nominated 
earlier this year. Another selection will be made in January 1994. 

In addition to the open, general selection process, BUHRD often solicits candidates for other 
training programs in specific areas of priority interest. For example, in 1993 BUHRD made 
special selections of candidates to attend a Free Trade Zone Promotion trip to Mauritius, a 
Study Tour to Kenya and Tanzania for the leaders of Women's Associations promoting 
economic development, and a two-month program in the United States on the marketing and 
distribution of fertilizers and other agricultural inputs. Selection for such programs is done 
competitively based on applications submitted in response to radio and newspaper 
advertisements. Business firms or individuals who would like to suggest topics or training 
programs for consideration as special programs, should contact the BUHRD Project Manager.
If the program suggested isof sufficient interest, it could be included in the 1994 schedule. 
However, participation of a particular firm or individual cannot be guaranteed and must be 
based on an open selection process. The BUHRD Project Manager would especially like to 
hear from business associations about the training needs of a particular sector. 

The following examples provide information on training already provided by BUHRD. This 
does not mean that these are areas in which additional training will be provided in the future. 
During the selection process, the Committee has found that the firms or individuals most 
often selected are those that clearly express real and felt needs for external training and con­
tacts. 

ERCO IMPORT-EXPORT: Mr. Aloys Nyandwi attended a course in Agribusiness 
Management in the United States. He learned techniques for managing the workforce, 
maintaining, irrigating and harvesting crops as well as methods of packaging in the field. 

LE FLAMBOYANT: Mrs. Leocadie Binagana participated in coursework and on-the-job
training in restaurant and kitchen management at Johnson and Wales University in the U.S. 
She returned home with increased skills in food preparation and storage as well as practical
tips for training and motivating restaurant personnel. 

GRAPHIM: Mr. Claude Bigayimpunzi attended several months of technical training in off-set 
and computer assisted printing. He was able to convince GRAPHIM's management to invest 
in computerized printing equipment to make them more competitive in the local market. 

FLORIMEX" Mrs. Juliette Ndikumana attended a one-month program in Mauritius where she 
learned the daily operations of a greenhouse and the care and packaging of fresh flowers. 
She was also trained in the art of flower arrangements using fresh, dried, and artificial flowers. 

For more Information about the BUHRD Project and its trainingopportunities,please
contactBUHRD Project staff: Project Manager, Larraine Denakpo; Training Specialists, 
Methode Ndlkumana and Germaine Basita. Telephone 225951 or 226575 for an appoint­
ment or write to BUHRD Project, USAID, B.P. 1930, Bujumbura, Burund!. 
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RESPONDING TO THE
 
TRAINING NEEDS OF
 
SPECIAL TARGETS:
 

WOMEN, PRIVATE SECTOR,
DEMOCRATIZATION AND
 
GOVERNANCE
 

The HRDA Project broke new ground in building bridges to groups previously under­
represented in USAID human resources development efforts. Targets were 
incorporated into the Project Paper and in individual country obligation documents to 
ensure that women participated at a minimum level of 35 percent and that the private 
sector benefitted from at least 50 percent of HRDA training. To assist Missions in 
reaching these goals, core support was arranged for assessments, workshops,
technical assistance and regional conferences to enlarge USAID's outreach to these 
new communities. 

The HRDA Project Paper set forward the innovative idea that Missions create Private 
Sector Advisory Boards (PSABs) to incorporate local business expertise into the 
planning and, in some cases, implementation of training targeted for local private 
sector development. Likewise, many Missions put teeth into their targets for 
participation by women by including precise language in LSGAs and PIO/Ts requiring
that women candidates be selected, not merely nominated. 

After six years of project implementation, we can demonstrate considerable 
accomplishments in designing and implementing training aimed at these two special 
groups of beneficiaries. This section is a forum to share information on the successes 
and failures of a variety of approaches tried by your offices. 

Several years after HRDA was obligated, USAID/Washington adopted Agency-wide
goals to sustain democracy and governance in developing countries. This trend 
parallelea the end of the Cold War, increased attention paid to human rights
worldwide, and a shift from politically-driven foreign aid to performance-led devel­
opment assistance. 
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The HRDA Project became a convenient - and appropriate - instrument for Missions 
to reach a new constituency involved in promoting democratic governance, especially 
in non-governmental organizations. Many of us were suddenly thrust into initiating in­
country training programs or technical assistance to strengthen private voluntary 
groups, women's associations, legal defence organizations and electoral commissions. 
How have we fared with these new demands? Are we equipped to deal with manage­
ment-intensive, in-country training aimed at grass-roots organizations and politically 
sensitive national lobbies? 

The workbook contains preliminary materials such as information on conducting a 
needs assessment using a local organization and ideas on how to develop non­
traditional recruitment mechanism to help you get started in reaching these new 
constituencies. The workshop sessions will develop additional themes intended to: 

4 	 increase your understanding of the link between private-sector growth 
and democratization; 

+ 	 integrate needs assessments into your training plans; 
+ 	 learn new approaches to reaching special targets. 
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GUIDELINES FOR A PRIVATE SECTOR ADVISORY BOARD 

Implementing a private sector training strategy requires a series of tasks to plan,
 
manage and assure appropriate utilization of Mission-funded training, including
 

" 	 identifying private sector training

needs; 
 A Mission can establish a Private 

Sector AdvisoryBoard to assist in: 
" 	 ensuring that these contribute to 

the strategic objectives identified * defining training needs; 
in the CPSP; • Identifying private sector entities to 

receive training; 
" finding suitable candidates for • recruiting and pre-screening private

training; 	 sector candidates for training;* assuring appropriate utilization of 
private sector training;

" 	 collecting the baseline data * collecting the baseline data againstagainst which the impact of which private sector training impacttraining will be measured; 	 can be measured. 

* 	 developing training plans; 

" 	 managing the training process; 

" 	 evaluating private sector training activities; 

" 	 collecting longitudinal data to assess the impact of training. 

Missions can begin by constituting a Private Sector Advisory Board (PSAB) to
 
support the implementation of these tasks.
 

Establishing A Private Sector Advisory Board 

A PSAB should be constituted according to the lines recommended below for 
management structure, composition, and role and responsibilities in implementing the 
Mission's private sector training strategy. 

Purpose of the Private Sector Advisory Board 

The purpose of the Private Sector Advisory Board (PSAB) is to support the Mission's 
strategy for training to contribute to private sector development. PSAB activities can 
include recruiting and pre-screening private sector candidates for training, assuring 
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appropriate utilization of private sector trainees, and collecting baseline data against 
which training impact can be measured. For example: 

" 	 The PSAB can provide the primary technical review of private sector training 
requests and proposals. This includes reviewing the indicators against which 
each training event's impact will be assessed. 

" 	 The PSAB can perform a critical PSABs have proven most effective 
role in ensuring that all training when theircomposition,roles, 
activities that USAID funds are responsibilitiesand restrictions are 
reasonable and will achieve the clearly outlinedat the outset 
anticipated impacts. Clearly enunciated guidelines limit 

misunderstandings and allow PSAB" 	 The PSAB can play an advocacy members to contribute most fully to 
role for the constituencies it advancing the Mission's objectives. 
represents to ensure that all 
groups have an opportunity to 
access the training the Mission 
offers to support private sector development. 

" 	 The PSAB can report to USAID on the utilizatio'n of training in the private 
sector. 

Recommended PSAB Composition 

Many countries have seen the recent development of a number of business support 
organizations, each representing a particular constituency including small businesses, 
larger businesses, and women entrepreneurs. These business support organizations 
are ideal candidates for representation on the Mission's PSAB. 

Since the PSAB's purpose is to The PSAB shouldrepresent the various 
support the Mission's strategy constituenciesthe Mission wishes to reach with 
for training in the private sector, its private sectorHRD strategy. 
at least one human resource
 
development professional from This can include appropriate representatives from:
 
the private sector would be an - business support organizations;
 
ideal PSAB member. 	 * organizations supporting women in business; 

-	 the private sector HRD community;
* 	government agencies regulating private sector

To encourage government development;
 
support of the Mission's private * other organizations that are key to the delivery
 
sector training strategy, a of services In the sector the Mission wishes to
 
member of a coordinating affect;
 
ministry (such as the Ministry of * USAID.
 
Plan, of Foreign Affairs or a
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cooperating technical ministry) can also be invited to sit as a voting member of the 
Mission's PSAB. 

Ifthe Mission chooses, other ministries who determine the environment within which 
the private sector operates can also be included on the PSAB. This might include 
ministries responsible for labor codes, financial matters, or others at Mission 
discretion. 

Environmental issues that are a specified objective or cross-cutting concern within the 
CPSP should be addressed in training supporting private sector development. In 
such cases, a representative from the appropriate government ministry or from an 
environmental NGO could thus also be invited to become PSAB members. 

USAID should also be represented on the PSAB. Appropriate representation depends 
on the Mission's staffing pattern. Generally, at a minimum, the HRDO, Training Officer
and Private Sector Development Officer sit on the PSAB. However, since the PSAB's 
role in recommending training activities is purely advisory and since USAID should 
have final authority to approve training activities the PSAB recommends for funding,
USAID staff should be non-voting members of the PSAB. 

The PSAB's role in supporting the Mission's private sector training strategy is such 
that PSAB composition should evolve as the PSAB is tested and its role refined over 
time. 

The PSAB should first be established to support the Mission with private sector 
training under HRDA. As the PSAB evolves, it can be used under other Mission 
piojects. These projects'
implementing contractors can Missions can use HRD to supportprivate
ultimately sit as non-voting members sector development Intwo Cssentlal 
of the PSAB and can assure ways: 
secretariat services to support PSAB 
operations if this function is written into Training can be destined for privatetheir contracts. sector operators, existing small andmedium scale businesses, or new
 

business start-ups;

Training can be provided for the public
Planning Private Sector Training sector environment governing the 

Activities private sector - this training should 
target both public sector target policyThe private sector training planning makers and day-to-day implementors of 

process begins with the organizations, government policy governing the private
cooperatives and companies who will sector. 
ultimately benefit from training. 

The planning process begins by
supporting organizations that request training for their staff to develop specific and 
detailed plans for this training. 
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These plans for training include commitments of how the organizations will ultimately 
utilize Mission-funded training, and through what data this will be demonstrated. 

" 	 The Mission should strive whenever possible to emphasize cluster 
training - training work groups rather than individuals. 

* 	 Whenever possible, the Mission should emphasize follow-on 
training-training a same corps of people sequentially, in phases, as new 
skills are applied and new training needs are perceived. 

The PSAB can play an important role in the process of planning training to support 
private sector development. The PSAB can work with organizations requesting 
training to define the requested training activity and to develop proposals for training. 

Fortunately, this is easy in the 
private sector: private sector Impact criteria shouldbe defined as each 
entities generally won't set aside trainingactivityis designed, including: 
time for training unless it is for a 
specific, clearly defined reason. * what baseline data exists;* where this data is housed; 

- what baseline data will be collected;The guidelines governing Mission * who 	is responsible for collecting baselinetraining in general should apply toda; 
how this data will be gathered;private sector as well. The 

Mission should work to develop a • when and by whom longitudinal impact 
local training capacity when needs studies will be conducted to evaluate the 
for training are recurrent. impact of the training requested. 
Selection of training 
type-academic or non­
degree-and training location-US, 
third country or in-country-should be made according to the general recommended 
implementation plan. 

Managing Private Sector Training Activities 

The impact of Mission-funded training on development goals will be maximized if the 
Mission, its contractors, the PSAB and beneficiary organizations and companies share 
the responsibility for managing private sector training activities. 

Mission staff or contractors oversee the administration of private sector training 
activities. Employers should be encouraged to keep in touch with trainees to ensure 
that training remains fully appropriate. The PSAB should be kept abreast of 
developments during training for their information and to enhance their role in planning 
future training activities. 
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Assessing the Impact of Private Sector Training Activities 

Assessing private sector training activity impact can be the shared responsibility of the 
PSAB, the institutions receiving training and Mission staff. 

Depending on the Mission's staffing scenario, HRDO and Training Office staff can 
work with employers to develop their institutional capacity to assess the impact of 
private sector training activities against the baseline data collected during the training
planning phase. 

Contractors and Training Office staff manage the process. Longitudinal studies can 
be the responsibility of outside evaluators if they fall outside project completion dates. 

Who Does What? 

Under the implementation plan proposed, the management structure can be 
described as follows. 

" The Mission is responsible for overall management of private sector training
activities, including working with the PSAB to establish initial operational 
guidelines, approving requests for training, measuring the impact of training,
and, in association with the PSAB, keeping the PSAB guidelines relevant, timely
and responsive to private sector needs. The Mission also provides secretariat 
services for the PSAB unless this function is written into project contractors' 
contracts. 

" The PSAB is responsible for supporting training planning, reviewing, selecting
and recommending training proposals to the Mission for approval and, in 
conjunction with the Mission, for creating initial implementation guidelines and 
for keeping these guidelines timely, relevant and responsive. 

" 	 Organizations requesting Mission-funded training are responsible for 
developing complete training proposals, for defining the impact of training
proposed, for gathering the baseline data against which the impact of training
will be measured, for participating in the management of training activities, and 
for appropriately utilizing Mission-funded trainees and training. 

Potential Bottlenecks in Implementing the Private Sector Training Strategy 

The Mission may encounter bottlenecks to implementing its private sector training 
strategy. Government policy, a host country's other particular constraints, and the 
general environment in which the private sector functions are not discussed here,
since this section deals with potential bottlenecks to implementing the Mission's 
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private sector training strategy, not constraints to the private sector's operation in the 
host country. 

POTENTIAL BOTTLENECKS AND SOLUTIONS IN IMPLEMENTING A PRIVATE 

BOTTLENECK 

Establishing the 

PSAB 


Obtaining requests 

for training 


Determining what 

training should 


accomplish 


Identifying providers 

of requested 


training
 

PSAB operations 


USAID 
administrative 
requirements 

SECTOR TRAINING STRATEGY 

POSSIBLE SOLUTIONS 

- Initiate discussions with leaders within the private sector and 
business support organizations to identify potential PSAB 
members. 
Call in technical assistance using HRDA funds as necessary to 
supplement Mission staff endeavors. 

- Advertise training opportunities using a variety of media 
(newspapers; radio; TV; signs posted where potential 
beneficiaries are likely to congregate). 

-	 Use PSAB members to mobilize their various constituencies. 

* 	Work with companies requesting training to support capacity to 
plan, manage and utilize training. 

- Work with PSAB to train members to evaluate training requests. 

* Work with recognized accomplished training providers. 
- Work to develop local capacity to meet recurrent training needs. 

- Establish PSAB procedures, including rotation provisions, 
quorum requirements, and clear guidelines on conflict of interest 
to make sure that the PSAB functions smoothly. 

* 	 Make sure that each member knows the PSAB's mandate and 
parameters. 

- Establish guidelines and procedures for selecting training 
activities - if the PSAB is trained enough to be screening 
training requests properly, most requests reaching USAID will be 
admissible. 

- As much as possible, work with the same training providers so 
that they become knowledgeable about USAID contractual 
requirements and procedures. 

* 	 Minimize required USAID approvals and signators. 
* 	 Minimize administrative turnaround time - organize a single 

meeting once PSAB training activity recommendations are 
received to allow one-time discussion and signature of training 
task orders. 

* 	 Explore contracting mechanisms that minimize turnaround time. 
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GUIDELINES FOR A PUBLIC SECTOR GROUP
 

The Mission can establish a vehicle to support public sector training. A board similar 
to the Private Sector Advisory Board could be constituted to support training for the 
public sector. 

Purpose 

The 	Public Sector Group (PSG) can have multiple purposes: 

" 	 to ensure transparency in recruiting public sector candidates for training; 

" 	 to involve non-private-sector groups that do not fall specifically within the
 
government, as in the case of training in support of governance and
 
democratization;
 

" to provide a forum for dialogue on exogenous variables affecting the utilization 
of training, issues that must be solved through public policy decisions. 

Transparency In Public Sector Recruitment 

Building transparency into the nomination process reduces the system's vulnerability 
to pressure and cronyism. At the same time, an open recruitment process allows 
USAID to choose candidates for training from among as large a pool as possible of 
qualified people, which will in turn contribute to higher training success rates. 

Transparency In publicsector 
Role In Addressing Exogenous recrufment advances Mission aims by: 
Variables Affecting The Utilization Of 
Training • linking the planning of the HRD 

intervention to its intended use; 
Often the existing USAID-to-government @concentrating on the employing 
mechanism for planning and utilizing organizational capacity to plan, 

manage and utilize HRD activities;public sector training reveals issues that • promoting responsibility within 
must be solved through public policy employing institutions for accounting
decisions. These issues affect the for productivity and demonstrating the 
utilization of training and can range from impact of Mission-funded training. 
degree equivalencies to post-training 
professional absorption-including issues 
such as salaries, promotions, post­
training employment opportunities and professional responsibilities. 
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Implementation of a strategy to train for impact can take a phased approach. While it 
is understood that resolution of these issues may not occur right away, it is 
appropriate that these issues be raised and discussed as a pre-condition for their 
eventual resolution. 

Suggested Composition 

The compositK .i of the PSG should reflect the roles of the various ministries in the
 
Group's objectives:
 

m supporting the achievement of A Public Sector Group's roles and 
CPSP objectives; responsbilitiescan mirror those 

handled by a Private Sector Advisory 
n 	 providing a forum for dialogue Board: 

about and resolution of 
exogenous variables affecting the •* assessing employing institutionalidentifying training needs; 
utilization of training in the host capacity to plan, manage and utilize 
country. training; 

* finding suitable candidates for
The Mission should invite as members training;
 
government officials who are likely to * collecting the baseline data against
 
contribute to these objectives. While the which the impact of training will be
 
final list of officials is the Mission's measured;
 
decision, the following institutions could • developing training plans;
 
be represented on the PSG: - managing the training process;
 

- evaluating public sector training 
" the Ministry of Plan activities; 
" the Ministry of Foreign Affairs 9 collecting longitudinal data to assess 

the 	Impact of training." the Ministry of Higher Education 
" the University The PSG shouldserve in an advisory 
" 	 sectoral ministries (Health, capacity to the Mission, who retains 

Agriculture, Environment, for finalauthorityovertraining funding. 
instance) when training is to be 
awarded in support of sectoral 
fields. 

USAID should sit as a non-voting member of the PSG, represented by the HRDO and 
Training Officer. 

As the PSG evolves, its usage could be expanded to other Mission projects. These 
projects' contractors could be included in PSG functioning, ultimately eventually 
assuring secretariat services for the PSG. In the interim, secretariat functions would 
be provided by the Training Office. 
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Who Does What?
 

A PSG's management structure can be summarized as follows.
 

" 	 The Mission is responsible for overall management of public sector training
activities, including interpreting the implications of a strategy to train for impact
to government policy-makers, inviting Ministry representatives to sit on the 
PSG, working with the PSG to establish initial operational guidelines, approving 
requests for training, measuring the impact of training, and, in association with 
the PSG, keeping tho PSG guiJsdinGs relevant, timely and responsive to the 
host country's and Mission's needs. 

* Ifthe PSG evolves to serve other projects, those projects' contractors can 
assume responsibility for PSAB secretariat services. 

" 	 The PSG is responsible for supporting training planning, reviewing, selecting
and recommending training proposals to the Mission for approval; for 
discussing the exogenous variables affecting the utilization of public sector 
training; in conjunction with the Mission, for creating initial implementation
guidelines and for keeping these guidelines timely, relevant and responsive. 

* 	 Organizations or ministries requesting Mission-funded training are responsible
for developing complete training proposals, for defining the impact of training
proposed, for gathering the baseline data against which the impact of training
will be measured, for participating in the management of training activities, and 
for appropriately utilizing Mission-funded trainees and training. 
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TAKING ADVANTAGE OF ADDITIONAL RESOURCES TO ACCOMPLISH HRD
 
OBJECTIVES
 

Mission staff can take advantage of additional resources for training and technical 
assistance ifthey are willing to invest a certain level of time and effort to making 
something different work. Training Office staff can actively search for cost-sharing 
opportunities with other donors, NGOs and PVOs. By learning as much as possible 
about what others are doing in your country you may be able to "create" a special 
opportunity. 

For example, perhaps a local association has experience training people in 
organizational development but is unable to provide per diem to local participants. 
You might be able to work out an arrangement where the association agrees to train a 
certain number of participants and a bilateral project provides per diem expenses for 
participants. 

Sometimes there are resources available at a regional office of USAID or a multi-lateral 
organization that are available just "for the asking" or can be requested from a visiting 
consultant. 

Should you become aware of an interesting opportunity, you should suggest it to your
supervisors through a memo in which you describe the opportunity and what it would 
"cost' the Mission in terms of staff time, cost, resources and what the benefits of the 
opportunity might be. 

The attached memo is an example of "selling" an idea to the rest of the Mission. 
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MEMORANDUM
 

SUBJECT: 	 SAMPLE CONCEPT PAPER FOR A HRD/WID MATCHING GRANT
 
PROGRAM
 

Your comments/suggestions on the attached will be greatly appreciated. 

BACKGROUND
 

Over the last year the X Project has been working with the Regional AFWID Advisor to 
develop activities to strengthen the organizational development of newly established 
non-governmental associations whose objective is to empower women by helping
 
them to improve their economic and legal status.
 

The initial activity undertaken was the identification of a number of women's 
associations and the selection of a group of them to participate in a two-country study 
tour and organizational development training. Nine women, representing the 
leadership of eight associations, attended the training program in countries Y and Z 
last May. 

In September 1993, the Regional AFWID Advisor and staff from the Project X Office 
carried out post-training interviews with the participants at the study tour. The short 
term impact of the training received was remarkable: many of the associations are 
working on detailed action plans for the next year and two have obtained financial and 
in-kind support for some of their activities. The AFWID Advisor's September Trip
Report contains information on the progress made to date and the current needs of 
the various associations. 

NEED FOR CONTINUED TRAINING AND INSTITUTIONAL SUPPORT 

Given the relative youth of the local NGO community in X, it is important that USAID 
continue to seek out innovative ways to encourage the growth of these associations. 
As part of the final evaluation process of the May Study Tour, additional training in 
organizational development will be provided to those institutions that participated. Our 
initial survey of association needs show that much more is needed especially in-
terms of helping the associations carry out their own agendas. 

The Project X Office has already talked to the Regional Director of VOCA about the 
possibility of having VOCA volunteers work with the Women's Credit Association 
(WCA). He seemed interested and Project X will work directly with WCA to help them 
develop a request for this assistance. 
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Many 	of the associations do not need outside technical support but need to be able 
to train their executive staff, their members and their target beneficiaries. Training in 
skills ranging from organizational development, strategic planning, marketing, training 
of trainers, development of materials, etc is needed by almost all of the associations. 
They also need resources such as office supplies and, possibly, computers and 
photocopying machines. 

USING MATCHING GRANT MECHANISM TO RESPOND TO ASSOCIATION 
NEEDS 

The WID Office has a Matching Grant mechanism available to Missions for the design 
and implementation of WID activities. Project X has funds available for the purpose of 
in-country training programs (the target for women's participation in 50%). Project X 
and WID could join funds and create an opportunity for the Mission to support both 
training and the institutional development of these associations (and others like them). 
The process involved would be something like this: 

1. 	 $40,000 (50% Project X and 50% WID) is set aside for FY94. 

2. 	 Project X issues a request for proposals to local NGOs meeting specific 
criteria (to be spelled out later). 

3. 	 Project X provides at least one training activity in proposal writing for 
interested associations. 

4. 	 Proposals must contain a clearly defined training activity that the 
association wants to carry out to benefit its staff, members, or target 
beneficiaries. The activity proposed must provide training to at least x 
number of persons over x number days. The proposal will include a 
budget for the activity itself as well as a budget for overhead costs 
related to the activity but which would also have long term use for the 
association - such as the purchase of a computer, or the one time 
purchase of office supplies. 

5. 	 A special selection committee reviews proposals and selects 5 to 10 (for 
amounts ranging from $3,000 to $5,000). Purchase Order contracts with 
clearly defined deliverables (such as training reports and evaluations and 
evidence that at least x number persons were trained) are established 
with the selected associations and a time-frame given for the 
accomplishment of the activity. The associations would have to justify 
the use of the funds based on some simple accounting requirements 
and would have to be willing to provide us with short- and long- term 
evaluations of the impact of the training provided. 
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CONCLUSION 

Obviously more thinking is required on the whole process. The Mission needs to 
understand the mechanics of requesting the WID funds and we would need to figure
out exactly where those ftinds could go (could they go directly into Project X). In 
addition, every step of the selection, funding and implementation process needs to be 
worked out. 

All of that can be done if the Mission is willing to enter into this new area of interaction. 
The potential impact on the growth of local NGOs and on the growth of women's 
ownership of development activities directly related to them is enormous. 
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CONDUCTING TRAiNING NEEDS ASSESSMENTS USING LOCAL RESOURCES 

After the Mission develops a Country Training Strategy, an in-depth needs assessment 
may be required to identify the training noeds of a target group. In some cases, local 
firms or training providers may be able to design and carry out a limited needs 
assessment that will help the Mission to plan the types and levels of training needed, 
especially for locally provided training. 

If a preliminary review of local resources fails to identify firms or individuals with 
experience conducting needs assessments, the Mission may want to consider 
providing, as support to a local training provider, staff training in the design and 
conduct of needs assessments. 

While local firms may not have extensive experience in needs assessment per se, they 
may be quite capable of gathering and analyzing the data required if given enough
direction. In many cases, having USAID procure such services from local firms ­
trying them out and testing their capabilities - is just as important as traditional staff 
training and goes a long way towards improving the local capacity to perform 
assessments. 

A scope of work is attached for an assessment of the training needs in marketing at 
small- and medium-sized businesses in a small African city. A local firm with both 
expatriate and host country staff was selected to carry out the assessment. 
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SAMPLE STATEMENT OF WORK
 
TRAINING NEEDS ASSESSMENT
 

MARKETING MANAGEMENT CAPABILITIES OF SMES
 
UNDER X Project
 

ARTICLE I - TITLE 

Training Needs Assessment of Marketing Management Capabilities of SMEs in X 

ARTICLE II- BACKGROUND 

The X Project will increase the number and types of in-country training opportunities it 
provides to benefit small business owners in Country X. These training activities will 
be implemented using mat3rials developed based on the recommendations and 
findings of targeted training needs assessments. The first series of assessments will 
analyze the needs of businesses in the crucial areas of financial and marketing 
management. 

ARTICLE III - OBJECTIVE 

The objective of this contract is to secure the services of a consulting firm to design
and carry out a training needs assessment of the marketing management 'apabilities 
in small- and medium-sized enterprises (hereafter referred to as "SMEs") ir Cty X. 

ARTICLE IV - STATEMENT OF WORK 

This statement of work covers the following actions: 

A. Design of a training needs assessment (two weeks) 

The contractor will, in a period not to exceed two weeks, design and prepare all 
necessary documentation and questionnaires for a training needs assessment. The 
consultants will work in City X. At the end of the first week, the consultants will meet 
with the USAID/X Project Manager to discuss progress to date and to submit a draft 
of the checklists described in Section Al below. The following specific activities will be 
carried out by the consultants: 

1. Description of Standard Marketing Standards 

Based on their own experience working in the private sector and based on information 
from other sources, the consultants will develop two checklists of minimal standards of 
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performance in marketing management. This will include, but not be limited to: 
marketing research, sales forecasting, product planning, sales supervision, and 
advertising. 

One checklist will provide standards for smaller SMEs with fewer than twenty 
employees and/or reported annual earnings of less than . The second 
checklist will provide "state-of-the-art' standards for a larger business with more than 
twenty employees and/or reported annual earnings of more than . The 
consultants will describe the equipment, personnel, training, or other material or 
human resources that are usually required to ensure that the standards of each level 
are met. 

The consultants will develop these standards of performance to serve as guidelines for 
the assessment. During the assessment process, the consultants will determine to 
what extent each company meets acceptable standards (for its size) and will, as a 
result, propose what measures (including training) should be taken to bring the 
company up to generally accepted levels of performance. 

2. Design of Assessment Activity 

The consultants will determine the means by which they will carry out the assessment 
(based on the time limitations described in section B below). They will describe the 
amount of time they plan to spend in each company, the level of access to marketing 
information they require, and the level and duration of contacts required with 
enterprise personnel and senior management. 

In addition, the consultants will outline the contents of their assessment of each 
company as well as the contents of their overall assessment of marketing 
management systems in SMEs. 

3. Proposal of SMES to Participate In the Assessment 

The consultants will use available records in the Ministries of Commerce and Finance, 
USAID, and the Chamber of Commerce to develop a list of smaller and larger 
companies to participate in the assessment. They will contact companies to 
determine their availability to participate in the assessment and propose a list of 
approximately 20 smaller and approximately 15 larger companies for the assessment. 

The following information must be included about each company proposed: 

• Name of enterprise, street and mail address, telephone; 
• Legal status; 
* Name of CEO; 
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Number of employees, percentage of employees who are host country
nationals; number, nationality and sex of employees involved in the 
marketing management of the firm; 

* Major activities of the firm; 
* Reported annual earnings for last reported period. 

All of the companies proposed must be 51 %privately owned. At least 50% of the 
companies proposed must be engaged in an activity related to agricultural (or
livestock) production (such as increasing the value added of a local product or 
exporting agricultural products) and at least 20% of the companies must be woman­
owned or managed. (The final choice of companies to participate will be made by the 
USAID/X Project's Private Sector Selection Committee.) 

Within three working days from the end of the design period, the consultants will 
submit a preliminary report containing the following elements: standards of 
performance, activity design, and list of companies proposed for the assessment. The 
report will be delivered in two hard copies as well as with a diskette version (in
WordPerfect) to the USAID/X Project Manager. 

Within two weeks of receipt of the Contractor's design materials, the Project Manager
will notify th. Contractor in writing if the design isacceptable. If acceptable, the 
Project Manager will propose a starting date for the Assessment. 

B. Performing the Assessment (three weeks) 

Upon successful completion of the design phase, the contractor will provide the 
services of two qualified individuals for a period of three weeks to carry out the 
Assessment. The consultants will work in City X. 

At the end of the each week of the assessment, the consultants will meet with the 
Project Manager and the Director of Training at the Chamber of Commerce to discuss 
progress to date. 

C. Final Report (one week) 

The Contractor will prepare a single report describing the results of the assessment 
(by category of "smaller" and "larger" business). The report should present realistic 
remedies that could be undertaken to improve the standards of marketing 
management among similar SMEs. The Contractor may include options for 
businesses such as bringing in specialists to perform certain tasks in lieu of employee
training, but the focus of the recommendations should be on ways to improve
employee performance in critical areas. The description of training activities, while not 
meant to provide complete course descriptions, should contain specific suggestions 
on training objectives and should specify clearly the audience of such training (i.e. in 
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larger companies, marketing directors without formal training in marketing generally
need an intensive course of approximately 30 hours in designing marketing strategies 
or sales representatives with secondary school training would benefit most from an 
applied course in salesmanship and improving client satisfaction.) Training
suggestions should focus on what is "doable" locally, although in exceptional cases 
short-term training abroad may be suggested. 

The body of the report should not exceed 25 pages and must be single spaced and
 
written in French. The specific results at the firm level will be included in an annex.
 

The final written report must be submitted no later than 10 days after the completion

of the actual assessment. The Contractor will provide 10 copies of the report in
 
French as well as a diskette of the final report (inWordPerfect).
 

ARTICLE V - CONTRACTOR CAPABILITIES AND QUALIFICATIONS 

The Contractor must have the resources required to design and carry out these
 
activities. This includes office space, secretarial services, computer facilities,
 
telephone, vehicle use, etc.
 
The consultants who will carry out the activities described above should have the
 
following minimal qualifications:
 

* 	 Education: Minimum BA/BS in Business Management, Economics, 
Marketing; Knowledge of communication and media strategies for 
marketing required. 

* 	 Experience: Minimum of three years direct experience in the marketing 
management of a private or parastatal firm; additional experience
providing marketing analysis and strategies to private sector firms also 
required. At least one member of the team should have experience
providing training in areas directly related to marketing and promotion. 

0 	 Other: Excellent French skills and ability to understand technical 
documents in English. At least one of the consultants must speak the 
local language. Extensive knowledge of the formal private sector, 
especially the agri-business sector, in Country X. 

ARTICLE VI - RELATIONSHIPS AND RESPONSIBILITIES 

The Consultants will work under the general supervision of the USAID/X Project 
Manager. 
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ARTICLE VII - PERFORMANCE PERIOD 

The desired performance period for the Contractor to begin the TNA design is 

ARTICLE VIII - LEVEL OF EFFORT 

The total level of effort required for carrying out the activities described above is 72
 
person days (6 days a week x 6 weeks x 2 persons). A six-day workweek is
 
authorized.
 

ARTICLE IX - ILLUSTRATIVE BUDGET 

1. 	 Salary (72 workdays @ rate of $x/day) 

2. 	 Miscellaneous 
(1) Paper and other Supplies 
(2) Local Transport 

3. 	 Fixed Fee 
4. 	 Total 

ARTICLE X - EVALUATION CRITERIA 

This contract will be accorded based on an evaluation of the offeror's Technical and
 
Cost Proposals according to the following scale.
 

1. 	 Technical Proposal 

A. 	 Level of understanding of services required 20% 

B. 	 Evidence of Institutional Capabilities io 20%
 
perform services required
 

C. 	 Qualifications and Experience of Design 40% 
and Assessment Team 

Sub-Total 80% 

2. 	 Cost Proposal 

Reasonableness and Completeness of 20% 
Costs
 

TOTAL 100%
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REINVESTING IN
 
TRAINEES:
NETWORKING AND
 

STRENGTHENING
 
ALUMNI
 

ASSOCIATIONS
 

Who among us builds a house carefully designed to take into account the precise
needs of our family, then does nothing to maintain the structure? We all admit that 
when completed, our new home requires regular attention in order to extend its 
usefulness to family members, our intended beneficiaries. 

Building human capacity is no different. We recruit, select and place participants in 
expensive, well-designed training programs, then cut short the follow-on maintenance 
once the trainee has returned. Training for high impact demands an entirely different 
approach from the Mission, which will be discussed during these sessions. 

The popular term 'follow-on" implies a sustained relationship cultivated between USAID 
and the participant, beginning at the inception of selection and continuing lor.g after 
application of the acquired skills at the work place. We have all been exposed to this 
new concept, but few of us have absorbed the ramifications - or recognized the 
benefits - of well-conceived, comprehensive follow-on programs. The sessions under 
"Re-investing in Trainees" will upgrade our knowledge of the importance of follow-on,
and give us practical ways to embark on workable - and manageable - post-training 
activities. 

By appreciating "impact' and fine-tuning the management of our resources, we then 
recognize that USAID should not simply train individuals, hoping that they will apply 
their know!odge to their country's development. We need to establish multiple
relations - between employer, trainee and USAID - to ensure that our human resource 
investments produce positive changes, both at the individual and institutional level. If 
we're fortunate along the way, the investments will effect change in a sector, among a 
target group, nationally or regionally. But first, we must "re-invest"' in the trainee in a 
planned, proactive way. 
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A variety of topics will be addressed under this theme so that participants will: 

* 	 appreciate the key role played by follow-on in achieving high-impact 
training; 

* 	 learn strategies for strengthening alumni associations and supporting 
professional networks; 

* 	 learn how to draft scopes of work and budgets for training services and 
technical assistance. 
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RE-INVESTMENT STRATEGIES
 

One way to increase the long-term impact of training is not to forget about participants
after they have finished their training program. By recognizing the importance of "re­
investment" or "follow-on" and making available staff time and resources to support 
creative activities, USAID will increase its "return" on participant training investments. 

Many Missions have tried a number of strategies - some successful, some failures ­
and what works in one country with one group of participants may not work with
 
others.
 

In general, Mission should look at two potential groups of participants for their re­
investment activities.
 

THE "FORGOTTEN" GENERATION 

The first group is those who have already returned from U.S. or third-country training 
or who benefitted from a program delivered in their own country. In most cases, they
have already been "forgotten" for some time. The Mission will have to invest time in 
learning about these participants to discover what they can contribute to achieving 
development objectives. Some ways to learn about these individuals are: 

* Sponsor "returnees" meetings. Many Mission employees may be 
interested in meeting and getting to know returnees. The meetings 
could focus on a particular sector such as Health or could bring together
all the graduates of American universities. Put ideas for such a meeting 
in a memo and circulate it in the Mission and within the American 
community. You might be surprised at the response Make sure each 
meeting has a well-defined objective and a clear agenda. The meeting
could generate an article for the local paper or serve as a brainstorming
session for a new project design. 

* Initiate a Mentors Program. One idea is to seek American and returnee 
volunteers to assign to advise a newly selected candidate for a graduate 
degree. Organize an initial get-together for everyone to meet and share 
phone numbers. This activity requires a strong leader in the Mission to 
give everyone a push. Itwas started very successfully in Burundi - with 
a game show organized to bring together the first group of mentors and 
"mentees." 

" Meet with returnees to discuss their starting a Returned Participants
Association. A sample discussion piece for such a meeting is attached 
and is included on the workshop diskette. 
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* 	 Actively seek out returnees and involve them in Recruitment and 
Selection Panels, pre-departure orientations, and question and answer 
sessions during in-country English Language Training. 

THE NEXT GENERATION 

USAID's greatest potential for re-investment success is with the generation of 
participants that are currently in training or who have just been selected for training. 
By involving each participant and his/her nominating institution more fully in the design 
and implementation of the training program, the Mission will make an early investment 
in commitment-building that, if carefully nurtured, will show tremendous returns. 

Here are some simple ways to connect with participants now so that you will not "lose" 
them later on: 

• 	 Communicatel If your office has several professionals working in it, 
assign each participant to a specific individual. The participant will know 
who to talk to and the training specialist will be responsible for knowing 
all the details of that trainee's program. Visit the participant's workplace. 
Meet with his or her supervisor. Seek out ways to keep in touch at every 
step. 

" 	 Clarify commitments. Make sure that the participant understands 
his/her responsibilities towards the nominating firm or institution, towards 
USAID, and towards the home country. Spell out the estimated length of 
the program and the potential sacrifices. 

* 	 Encourage networking. Encourage trainees to network with other 
trainees from their country, to establish long-distance relationships with 
their nominating institution, and to give of their own time and energy to 
institutions and groups in the country of training. Often the most 
valuable lessons are learned from serving in community and volunteer 
groups and not in the classroom. 
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Xihat is a Returned Participants Association? 
A Returned Participant Association is what its members want it to be. It can help members maintain contacts with 
people, places and ideas encountered during training. It can utilize the resources and knowledge of its members 
to pursue professional objectives and promote the economic development of Country Y. It can provide a vehicle 
for sharing ideas and resources. 

Iow can we start one? 
Returned Participants themselves must be the guiding force behind the Association. Depending on local
 
circumstances, it can be a club, a membership association, or even a non-governmental "not-for-profit"

organization. The group will need to rely heavily on its membership for resources and expertise as well as
 
personal sacrifices of time to organize and implement programs and activities.
 

~an USAID help? 
Probably. The x Project of USAID is required to implement a number of follow-on and evaluation activities with 
returned participants. If a Returned Participants Association makes proposals to the X Project for specific
activities with professional and development objectives, the Project may provide funding assistance to implement 
selected activities. 

The Association might also be able to provide a number of services to the X Project such as assistance in pre­
departure orientations, helping participants to define training objectives, meeting with returnees to evaluate training
effectiveness and carrying out impact evaluations of training on the development of the private sector in Country Y. 

USAID and the X Project can only provide funding for services and activities if the Association has well-defined 
goals and a membership willing to serve. 

Iihat now? 
You tell us. If there is an interest in forming such an association, please contact the X Office at USAID/Y.
Returnees need to be the makers and shapers - but we are willing to provide moral support and other assistance 
to help you try to form such an association. The ball is in your courtl 
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THE VALUE OF
 
INFORMATION
 

In fulfilling our responsibilities as USAID training experts, we become full-time 
information managers. No USAID section receives and disseminates more information 
than the Training Office. Hundreds of training announcements, requests for training,
confirmation cables, program designs, candidate biographic information, academic 
performance reports and training evaluations flow in and out of our busy offices every
day. 	 Coping with such a complex information highway can determine the level of our 
effectiveness as human resource specialists. ;ut simply, is your information highway a 
traffic jam or a smooth-flowing expressway - a "go-slow or a fast dual carriageway", 
an embouteillage ou une autoroute? 

Information has many meanings in the world of USAID participant training. For 
example, we try to stimulate the flow of professional information between returned 
participants and colleagues overseas by distributing newsletters, sponsoring post­
doctoral training, or promoting in-country topical workshops. At the same time, we 
collect information about many things, including: 

+ 	 training programs in neighboring countries; 
+ 	 local training institutions; 
+ 	 women participants likely to qualify for upcoming USAID training 

opportunities; 
+ 	 credible local institutions in need of capacity-building; 
+ 	 target populations in need of special attention; 
+ 	 training statistics from past and current USAID projects. 

Since 1988, the HRDA Project has promoted the use of the Participant Training
Management System as the principal tool to manage diverse types of information 
needed by the Training Office. Through its various revisions, PTMS has become an 
integral component of every USAID Training Office in Africa. We know how it enables 
us to provide supervisors with up-to-date data on participants, historical perspectives 
on training, and data for the annual budget reviews and Congressional Presentations. 
PTMS serves as the principal data source for external evaluators and auditors. We no 
longer need convincing of its utility - only more organizational skill in adapting it to our 
needs. 
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This section contains information to help you integrate PTMS and other information 
systems into your everyday management operation. Collected in this section of your 
workbook as well is a series of articles expressing the ultimate value of information. 
These articles are representative of the general trends in information management and 
are provided to provoke thought as to how information technology may be applied in 
our work. 

Technology, ifproperly applied, is only one tool in this endeavor. Resource 
management is the key. There are limits to the resources we have to work with, and 
the rational application of these resources is critical to any measure of our success. 

What are our resources? Simply put, they are time, personnel, money, and 
information. Itis only through timely, accurate information that we can rationally 
allocate time, money and personnel. The key word here is "rational." It has already 
been repeatedly demonstrated that we can allocate time, money and personnel almost 
at will - some would argue at random. We must continue to strive for the rational 
application of these resources. 

This workshop will include the following sessions on the value of information: 

+ 	 Managing the Infoi mation Resource for Impact: HRDA's Information 
System Overview; 

+ 	 Taking Advantage of the Information Resource; 
+ 	 PTMS Core Information Gathering and Analysis; 
+ 	 Data Quality and the Value of Information; 
+ 	 Training Office Information Needs; 
+ 	 Using Databases to Manage Recruitment and Selection. 

The following articles will also be distributed: 

+ 	 "Data Conversion and Audits;" 
+ 	 "Giving Federal Workers the Tools They Need to Do Their Jobs;" 
S 'The Technology Payoff;" 

+ 	 "The Power of Software;" 
+ 	 'What Computers Are For;" 
+ 	 'The Gold Mine of Data in Customer Service." 
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USAID'S MANAGEMENT INFORMATION SYSTEMS
 

There are three management information systems that track Mission-funded training. 

n The Mission-based Participant Training Management System (PTMS) 

o The Training Information Management System (TIMS), based at AID/AFR 

m The Participant Training Information System (PTIS), maintained at AID/W by 
OIT. 

These three management information systems differ in terms of purpose, scale, scope, 
usage, and community of users, as depicted in the following table. 

PTMS, TIMS AND PTIS 

DIFFERENCE PTMS 	 TIMS 

Purpose Mission-level tool for day-to- Macro-level comparisons of 
day management and training achievements among 
implementation of the training countries, multilateral projects 
portfolio 	 and Africa Bureau geographic 

offices 

Scope 	 All Mission-funded training: All Bureau-funded training: US, 
US, third country and in- third country and In-country 
country training under soctoral training 
and training projects 

Scale 	 Each Mission has its own TIMS compiles data from 
PTMS system Bureau PTMS systems 

Usage 	 Day-to-day implementation of Management and decision-
training portfolio supporting tool on Bureau 

training; responses to 
Congressional and other 
inquiries on Bureau-funded 
training 

Source of Data 	 PIO/Ps, PIO/Ts, PILa funding PTMS systems throughout the 
training, participant files Bureau 

Users Mission staff Involved in Africa Bureau management 
training management: training 
office, HRDO, project 
managers, projact officers, 
Mission leadership 

PTIS 

Comparisons of achievements 
in US training among all 
USAID countries 

US training 

PTIS compiles US training 
data worldwide 

Management and decision­
supporting tool on AID-funded 
training; responses to 
Congressional and other 
inquiries 

Participant Data Forms (PDFs) 
submitted by US contractors 

AID/W management 
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PTMS: A TOOL SERVING A WIDE COMMUNITY OF INTERESTED PARTIES 

PTMS is the Mission's most important tool for planning and following up on training. 

PTMS offers information that is of interest to Mission staff 
and management beyond the training office. 

The larger community of PTMS users can include: 

oi Mission leadership - Director, Deputy Director; 

o3 the PDO; 

oi Project Officers; 

o3 Mission contractors; 

o 	 Training Office management: the HRDO, Training Officer and Training 
Assistants/PTMS Specialists. 

PTMS data must be complete and up-to-date in order for the system to serve this 
wide community's information needs. 

This means that the system must incorporate current data for all training, be it in the 
US, in third countries or in-country. 

DEVELOPING AND PRIORITIZING A PTMS WORKPLAN 

Ifyour PTMS system is not current, you should develop and prioritize a PTMS workplan. 
Suggestions are to: 

[] 	 Begin by correcting the existing database - run the anomaly reports, send 
reports to Mission project managers for review and complete current data. 

[] 	 Check available resources (PTIS reports, AAI reports, participant files) to obtain 
current data. 

o3 	 Continue entering data for participants back to 1990. 
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o 	 Move on to high profile projects such as AFGRAD and ATLAS and enter all 
participant, training and employment data. 

o3 	 Work back from 1990 to enter the remaining outstanding data back to 1985 as 
time permits. 
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MANAGING TRAINING WITH PTMS
 

PTMS is the Mission's management tool to track training interventions over time. 
PTMS is programmed so that it can be used to monitor individual training programs 
as well as the institutions that send participants and employ alumni. 

PTMS allows Missions to track information on: 

" participants themselves; 

" their training; 

" the projects providing funding; 

" the steps required to process participants for training; 

" training management details such as receipt of semesterly progress reports 
and participant grade point averages. 

PTMS should be fully utilized to assist Missions in managing their training portfolios. 

PTMS includes a built-in feature to generate USAID-mandated PIO/P and Biodata 
forms. Using the PTMS PIO/P generator has clear advantages: 

" 	 staff preparing PIO/Ps and Biodata forms can make unlimited corrections 
without having to retype entire forms; 

" 	 initiating the PIO/P generation process requires inputting basic data into the 
system on the participant(s), training, and funding project information, serving 
as the platform to encourage PTMS operators to enter and ultimately maintain 
Mission training data. 

Monitoring Training Outcomes and Repatriation 

The Africa Bureau indicates that Missions should use their Participant Training 
Management System (PTMS) tc track three sets of training outcomes: 

" the outcome of individual training programs-whether programs were 
successfully completed 

" reasons for unsuccessful training programs-termination reasons 

" each participant's repatriation status following the completion of training. 
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PTMS offers the following categories for these training outcomes and repatriation 
possibilities. 

Training program outcomes are tracked for each training component within each 
training program. This allows Mission managers to track the status of participants
who should be departing for training, participants currently in training, including those 
who should be returning, and the overall success of Mission-funded training 
programs. 

MONITORING TRAINING PROGRAM OUTCOMES 

CODE OUTCOME MEANING 

P Planned Training component has not yet begun 

A Active Training component is currently underway 

C Completed Training component was successfully
completed 

L Canceled Training component was planned and was 
canceled before it began 

T Transfer 
Participant transferred from the training 
component into another component under 
the same training event 

X Terminated 
Training component was not successfully
completed-see codes to track termination 
reasons 

PTMS can be used to monitor reasons for unsuccessful training by tracking those 
training components which were not completed successfully. Trends in unsuccessful 
training can be analyzed to point to future preventive measures. 
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REASONS FOR TERMINATIONS (UNSUCCESSFUL TRAINING)
 

CODE 
TERMINATION 

REASON MEANING 

A Academic Training component was terminated for 
academic reasons 

P 

H 

Personal 

Health 

Participant terminated training 
component for personal reasons 

Training component was terminated for 
health reasons 

E Employment 
Participant's employer terminated thetraining component 

0 Other Training component was unsuccessfulfor another reason 

Once a training event is completed (all training components are completed), PTMS 
should be used to track each participant's repatriation status according to the 
following possibilities. 
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PTMS REPATRIATION CODES 

CODE MEANING 

C Returned to home country 

R Returned to another African country 

Remained in country of training under 
other USAID funding 

Remained in country of training under 
participant's own funding 

Remained in country of training in another 
status 

D Deceased 

O Other repatriation status 

Not applicable--used for in-country 

N training, or when participant is continuing
in another training component under the 
same training event 

X Non-Returnee 

Non-Returnees 

According to the Africa Bureau, as shown in the previous table of PTMS repatriation 
status codes, participants are only designated as non-returnees when there is no 
possibility that they will ever return to their country or region of origin and when all 
avenues to effectuate this return have been exhausted. 

The Africa Bureau's repatriation classifications differ from OIT's categories, which only
recognize "partially financed" participants, corresponding to Code F above. The Africa 
Bureau's repatriation classifications respond to requests field Missions expressed to 
distinguish among alumni who returned home, those who were still studying under 
various financial auspices, those who were working in the Africa region-representing 
at least some return on USAID's investment in development of the region-and those 
who would make no contribution to African development. 

Non-returnee status is thus reserved for participants who have successfully obtained 
waivers of their foreign residency requirements, who have secured permanent 
residency in the US, or who have "disappeared" following their training. 
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According to the Africa Bureau's PTMS classifications, participants whose return is 
delayed or who have left their country of training for another African country fall into 
repatriation status categories other than "non-returnee." 
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PURPOSE OF THIS SESSION:
 

To understand how human resource development
 

objectives can be used to support a Mission's CPSP.
 



HOW DOES THE CPSP HELP THE MISSION? 

The CPSP... 

" 	 is a strategic planning tool; 

" 	helps Missions assess where they're going and how 
they're doing by providing benchmarks against 
which impact can be measured; 

" helps Missions justify and explain development 
programs to local government and private sector 
leaders; 

" helps USAID dovetail its programs with other
 
donors - Peace Corps, Embassy, PVOs;
 

" forces USAID to be accountable to
 
AID/Washington, Congress, and oversight
 
authorities - GAO, IGs.
 



HOW DOES THE CPSP HELP THE TRAINING OFFICE? 

The CPSP... 

" 	 leads to a Country Training Strategy which links the 
Mission's objectives and targets of opportunity with 
training components of existing and planned projects; 

" 	 links Mission development objectives with Country
Training Plans which spell out what training should be 
implemented; 

" empowers Training Offices to focus their HRD activities, 
plan where they're going and build in impact indicators. 



THE PROGRAM GOAL AND STRATEGIC OBJECTIVES IN THE CPSP
 
INDICATE HOW THE MISSION SHOULD USE TRAINING
 

PROGRAM GOAL 

S...STRATEGIC OBJECTIVE 

I OUNTRY TRAINING STRATEGY 

COUNTRY TRAINING
PLAN 

TRAINING
 
EVENTS
 



HRD AND IMPACT
 

" 	 Training itself is not impact. 

* 	 Impact is what trainees do with their training. 

* 	 "1used to do a, b and c at work. 

" 	Then I benefitted from training. 

" 	Now ldo x, y and z." 

" 	The impact of this person's training is the difference between ua, b and c" and "x, y and z.0 

" 	*Iused to let the day's emergencies determine my day. Then I learned about time 
management. Now I plan my time realistically each morning, and am more productive and 
satisfied." 

* 	 'Before obtaining my graduate degree in the US, I could not organize and analyze large 
amounts of data. Now I enjoy working with data and seeing the results of my research." 

-Te 
The difference in performance before and since training is its impact. 



The purpose of a strategy to train for impact is to specify:
 

* 	 how training serves the Mission's aims; 

* 	 how training can be implemented and managed for 
tangible results. 



Designing HRD interventions to ensure results:
 

Start with the "big picture."
 

Translate the big picture into action plans.
 

Move from action plans to training needs.
 



FACTORS CONTRIBUTING TO IMPACT:
 

NEEDS ASSESSMENTS ARE THE FOUNDATION FOR 
DETERMINING WHAT HRD INTEflVENTIONS TO SUPPORT 

Institutional needsI 
assessment I 

-<* Training needs 
assessment 

Recommendations
 
for interventions
 0 



YOU CAN'T DO EVERYTHING:
 

LIMITED HRD RESOURCES and
 

THE ART OF JUDICIOUS CHOICE
 

What is the most 
strategic use of What resources are available? 

Mission HRD 
funds?-­

-
STRATEGY + RESOURCES PRIORITIES.... 

1471: i 
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U[NDERST1ANDINGJ
 

CHOICESI 

Inprogressing through this workbook, we can see how each section supports 
managing training for impact: 

Using Staff F Responding to
 
Resources Special Targets
 

Reinvesting in Managing Training Understanding 
Trainees for Impact Programming 

_ _ Choices 

Valuing Information 

After understanding how to aim for development impact, marshall our staff resources,
aim at special targets, organize follow-on activities and manage our information flow, 
we ultimately arrive at the need to make some programming choices. How do we 
decide where to send a participant for training? In what field? F-or how long? And at 
what cost? Many variables need to be scrupulously analyzed in order to match the 
training program with the candidate AND the institution, the Mission's objectives with 
your training plan, and the estimated training cost with your budget. 

This section of the workbook will present some of the factors to consider to design
appropriate training programs. Sessions will address how to handle requests for 
extensions (shouldn't everyone go for the PhD?), juggle the advantages of third-

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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country training with U.S., and understand the specific fields of study in relation to the 
institutional needs. 

The training program you create, taking into consideration many of the elcmL, li, 
presented in this section, must also conform to your Missirn's management capability. 
Remember that a well-designed, well-intentioned, well-financed training program will 
not succeed without solid Mission management, from recruitment and selection 
through monitoring, follow-on and evaluation. Juxtaposing all of these critical factors 
effectively calls for a Training Officer with solid knowledge about programming choices 
and familiarity with the rek.tive advantages and cost benofits of each. We hope this 
section provides some help. 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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TECHNICAL ASSISTANCE FOR AN IN-COUNTRY TRAINING PROGRAM
 
OR SUPPORTING A LOCAL TRAINING INSTITUTION'S CAPACITY?
 

Indetermining which training activities to fund, the Mission has two choices: 

" 	 funding technical assistance for a specific one-time training activity; 

" 	 supporting a local training institution's capacity. 

The rule of thumb is as follows. 

SHOULD THE MISSION SUPPORT LOCAL TRAINING
 
CAPACITY OR HAVE TECHNICAL ASSISTANTS
 

DEVELOP AN IN-COUNTRY COURSE?
 

Training strategy and 
plan developedI 
Training need 

Identified 

Bringi n technical aaalstants 	 Support local capacity toto provide an In-country provide training that will 
course thlat will handle thc: fulfill the need each time It 

need once and for all. arises. 

" The Mission should provide technical assistance for a specific training activity 
to meet one-shot training needs that will not recur; 

" 	 The Mission should support local training capacity when a given need for 
training is likely to recur and whon there is a suitable locus for the training
capacity to be developed. 

USAID Human Resources Develcpment Assistance Project (698-0463) March 1994 
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LONG-TERM ACADEMIC OR SHORT-TERM NON-DEGREE
 
TRAINING?
 

USAID can fund long-term training that aims at academic degree objectives as well as 
short-term, non-degree training. 

Each training type offers advantages and disadvantages. The type of training 
selected depends on the Impact desired for each training event. 

The following table compares the advantages and disadvantages of academic and 
non-degree training. 

PROS AND CONS OF LONG-TERM ACADEMIC 
VERSUS SHORT-TERM NON-DEGREE TRAINING 

LONG-TERM ACADEMIC TRAINING 	 SHORT-TERM NON-DEGREE TRAINING 

PROS • wide scope 	 0 specia:zed skills 
* professional credibility 	 * short absence 
* individual marketability 	 0 regional possibilities 
* research & analytical skills developed 	 * phased training possible 
* technical experience 	 * can train entire work groups/respond to institutional 
* develop writing abilities 	 needs 
* exposure to management techniques 	 practical 
* puts country Into international arena 	 can promote local network 
* 	 extracurricular activities/research * can deliver training in local language 

0 can often reach more women 
* can reach more private sector participants 
* participants might continue to receive salary 
* less expense 
* can use more local training providers 

CONS • lorg absence 	 * limited scope 
• prerequisites limit pool of qualified candidates 	 0 may not afford enough time to develop/become 
* expense 	 comfortable with techniques 
• degree equivalency issue in some countries 	 * can be perceived as not significant 
* salary suspension for some employees 	 0 per diem issue 
* family relationships strained 	 * no contribution to individual marketability 
* possibly uncertain employment situation upon return 
* culture shock 
* attitudes/work habits of colleagues who did not receive 

training
 
Sre-entry to the workplace
 
* sense of isolatilo from development needs 

I'SAID Human Resources Development Assistance Project (698-0463) March 1994 
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US, THIRD COUNTRY OR IN-COUNTRY TRAINING?
 

Missions can fund training in the United States, in third countries, and within the host 
country. 

Each training location offers distinct advantages and disadvantages. The training
location selected depends on the Impact desired for each training event. 

The following compares the advantages and disadvantages of US, third country and 
in-country training. 

PROS AND CONS O TRAINING THAT TAKES PLACE IN THE US, IN THIRD COUNTRIES, AND IN-COUNTRY

E US TRAINING THIRD COUNTRY TRAINING IN-COUNTRY TRAINING 

PROS * comparative advantage In * similar scope 0 hands-on training
technical areas * training can take place in similar o 	 local 

* 	 research skills context 0 applicable
" practical training to complement 0 applicability * no family issues 

theory * may not require language 0 builds local training capacity
* 	 leadership development training 0 short absences 
* 	 participants learn English 0 	 network building 0 multiplier effect if TOT 
* 	 exposure to US work methods 0 	 cost * no language difficulties or 
* 	 exposure to other international restrictions 

students a 	 can reach higher numbers of 
people 

• 	 relatively inexpensive 
* 	 allows practicing content within 

local context 
* 	 no wider scope necessary 

CONS • ELT requirement lengthens 0 ELT can lengthen program if 0 no real international contacts 
program required unless program Includes other 

" culture shock * role/responsibility of receiving nationalities 
* 	 attitudes/work habits of Mission unclear 0 language skills not anhanced 

colleagues who did not receive 0 can be logistically complicated 0 per diem issue 
training 0 limited scope • 	 motivation factor 

• 	 re-entry to the workplace 0 less flexible program content * requires quality training and 
" sense of isolation from * requires quality training and logistics

development needs 	 logistics 0 dependence on contractors 
" requires quality training a d 

logistics 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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BACHELORS, MASTERS OR DOCTORAL DEGREE?
 

USAID can provide university training leading to undergraduate, masters degrees, or 
PhDs. 

Each academic training objective responds to different utilization requirements. The 
training objective selected depends on the Impact desired for each training event. 

The following compares the advantages and disadvantages of undergraduate,
 
masters and aoctoral education.
 

PROS AND CONS OF UNDERMRADUATE, MASTERS AND DOCTORAL-LEVEL EDUCATION 

UNERRDUATE DEGREES ][- MASTERS DEGREES IF DOCTORAL DEGREES 

PROS 	 0 broad-basod training * prepares for management • high-level research skills 
" flexibility positions In technical fields * develops analytical skills 
" practical training to complement * broad technical base • develops critical faculties 

theory 	 * broad theoretical bse * develops writing skills 
" exposure to work methods * thesis can relate to country or * good for university faculty 
" teaches seff-startingnoss region development 
" academic prerequisites mean can * research can be applied to 

choose from a large pool of country or region 
candidates * expands country's visibility 

* 	 more women can qualify (more worldwide 
women have secondary school 
credentials) 

" 	 undergraduate trainees are
 
younger, meaning they have
 
fewer family responsibilites
 
(especially single women: more
 
willing to undertake lengthy
 
training)
 

CONS * 	 no prior work experience to justify 0 length of training • post-training job does not 
degree • thesis topic not always pertinent alwa,s justify depth of 

* 	 established training work force to post-training job research/analytical skills 
with basic knowledge and skills * advisors not always familiar with 0 not technically oriented 

* 	 length of training country 0 length of training 
* 	 existing degree programs at local 0 advisors not always familiar with 0 expensive 

universities preclude USAID USAID regulations • dissertation topic not always 
funding too many undergraduate pertinent to post-training 
degrees 	 utilization 

* 	 advisors not always familiar with 
country 

* 	 advisors not always familiar with 
USAID regulations 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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TAKING ADVANTAGE OF LONG-TERM TECHNICAL TRAINING 

Long-term technical training - at the post-secondary, undergraduate or post-graduate
level - offers an alternative to academic degree training. In many cases such a 
program can offer the kind of skills and hands-on practical experience that a 
participant needs tc enable his/her firm to improve its managerial or technical 
capacity. 

In other cases, a semester's graduate coursework in economic planning may provide
 
the combination of study and research needed for a public sector employee of the
 
Ministry ;if Plan and is more cost-effective than a full Masters degree program.
 

By including long-term technical programs as a training option, Missions may find that 
they attract more women candidates for technical programs since more women may 
be eligible for post-secondary training than for graduate-level training. 

The following list is lood for thought' about the kinds of long-term technical programs

available in many U.S. community colleges, junior colleges and vocational schools.
 

LIST OF U.S. UNIVERSITIES WITH ANNUAL OUT-OF STATE GRADUATE TUITION
 
LESS THAN $6,000.00, BASED ON 1991 DATA FROM THE CHRONICLE OF
 

HIGHER EDUCATION
 

NAME STATE COST 

Alabama A&M Alabama 4,634 

University of Alabama, Birmingham Alabama 5,594 

Arkansas State University Arkansas 4,270 

University of Central Arkansas Arkansas 5,416 

Central Connecticut State University Connecticut 5,967 

University of the District of Columbia DC 3,531 

Georgia State University Georgia 5,906 

Savannah State University Georgia 4,761 

Idaho State University Idaho 4,354 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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Lewis and Clark State University 

University of Idaho 

Valparaiso University 

Emporia State University 

Kansas State University, Manhattan 

Pittsburgh State University 

University of Kansas 

Eastern Kentucky University 

Kentucky State University 

Western Kentucky University 

Grambling State College 

Louisiana State, Shreveport 

Northeast Louisiana State University 

University of New Orleans 

Husson College 

Bowie State University 

Frostburg State University 

Morgan State University 

University of Baltimore 

Salem State College 

Eastern Michigan University 

Northern Michigan University 

Mankato State University 

Page 7-8 

Idaho 4,120 

Idaho 4,769 

Indiana 4,995 

Kansas 5,510 

Kansas 5,617 

Kansas 4,224 

Kansas 5,672 

Kentucky 4,968 

Kentucky 5,711 

Kentucky 4,621 

Louisiana 4,730 

Louisiana 5,148 

Louisiana 4,759 

Louisiana 3,495 

Maine 5,445 

Maryland 3,677 

Maryland 4,222 

Maryland 3,649 

Maryland 3,316 

Massachusetts 4,788 

Michigan 3,607 

Michigan 5,401 

Minnesota 4,936 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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Alcorn State University 

Jackson State University 

Mississippi State University 

University of Mississippi 

Lincoln University 

Montana State University 

University of Montana 

Kearney State College 

University of Nebraska 

University of Nevada 

Mayville State University 

North Dakota State University 

Central State University 

Lewis and Clark College 

Reed College 

Clarion University 

Indiana University of Pennsylvania 

Lincoln University 

Millersville University 

West Chester State University 

Clemson University 

South Carolina State University 

South Dakota State University 
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Mississippi 4,060 

Mississippi 4,120 

Mississippi 5,203 

Mississippi 4,788 

Missouri 3,685 

Montana 5,110 

Montana 4,711 

Nebraska 2,624 

Nebraska 5,200 

Nevada 5,964 

North Dakota 4,349 

North Dakota 2,448 

Oklahoma 3,918 

Oregon 3,180 

Oregon 3,180 

Pennsylvania 4,355 

Pennsylvania 5,241 

Pennsylvania 5,650 

Pennsylvania 5,267 

Pennsylvania 5,301 

South Carolina 3,655 

South Carolina 3,873 

South Dakota 4,528 

USAID Human Rescurces Development Assistance Project (6!78-0463) March 1994 
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University of Tennessee, Nashville 

Angleo State University 

Prairie View A&M 

St. Mary's University 

Sam Houston State University 

S.W. Texas State University 

Texas A&M 

University of Houston 

University of Texas 

University of Utah 

St. Michaels College 

Vermont College 

Radford University 

Virginia Tech 

Virginia State College 
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Tennessee 3,774 

Texas 4,222 

Texas 5,868 

Texas 5,600 

Texas 5,661 

Texas 5,842 

Texas 4,946 

Texas 4,438 

Texas 5,064 

Utah 2,718 

Vermont 5,830 

Vermont 5,864 

Virginia 3,644 

Virginia 5,180 

Virginia 2,233 

LIST OF US UNIVERSITIES WITH ANNUAL OUT OF STATE GRADUATE TUITION
 
BETWEEN $6,000.00 AND $10,000, BASED ON 1991 DATA FROM THE
 

CHRONICLE OF HIGHER EDUCATION
 

Name 

Auburn University 

Tuskeegee Institute 

Arizona State University 

State Cost
 

Alabama 6,518
 

Alabama 7,890
 

Arizona 7,398
 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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Northern Arizona University 

University of Arizona 

Harding 

University of Arkansas 

Azusa Pacific College 

California Polytechnics and California State 

San Diego State 

San Francisco State 

San Jose State 

University of Colorado 

University of Hartford 

Strayer College 

Barry University 

Florida Atlantic University 

Florida State University 

University of Central Florida 

University of Florida 

University of North Florida 

University of South Florida 

University of Tampa 

Clark Atlanta University 

University of Georgia 

De Paul University 

Arizona 

Arizona 

Arkansas 

Arkansas 

California 

California 

California 

California 

California 

Colorado 

Connecticut 

DC 

Florida 

Florida 

Florida 

Florida 

Florida 

Florida 

Florida 

Florida 

Georgia 

Georgia 

Illinois 
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6,378 

7,114 

7,120 

7,705 

7,200 

6,500 to 
9,700 
6,870 

6,702 

8,533 

9,517 

9,745 

7,799 

9,270 

8,089 

8,653 

8,674 

7,708 

8,769 

8,862 

6,450 

7,385 

7,659 

9,742 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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Loyola University 

Northern Illinois University 

Southern Illinois University 

Western Illinois University 

Ball State University 

Indiana State University 

Indiana University 

University of Iowa 

University of Northern Iowa 

Wichita State University 

Murray State University 

University of Kentucky 

Loyola University 

University of Southern Maine 

University of Maryland 

Boston State College 

Michigan State University 

Western Michigan University 

University of Minnesota 

University of Missouri 

Creighton University 

New Hampshire Collega 

Rutgers University 
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Illinois 8,280 

Illinois 7,258 

Illinois 7,823 

Illinois 6,840 

Indiana 7,214 

Indiana 6,657 

Indiana 7,525 

Iowa 9,364 

Iowa 8,103 

Kansas 7.918 

Kentucky 6,674 

Kentucky 6,284 

Louisiana 8,955 

Maine 9,280 

Maryland 7,070 

Massachusetts 8,355 

Michigan 9,586 

Michigan 8,719 

Minnesota 7,201 

Missouri 7,634 

Nebraska 8,366 

New Hampshire 9,719 

New Jersey 9,529 

USAID Human Resources Development Assistance Project (698-0463) March 1994 
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New Mexico State University 

University of New Mexico 

Hofstra University 

SUNY (State University of New York) 

University of North Carolina 

Ashland University 

Cleveland State University 

Kent State University 

University of Cincinnati 

University of Oklahoma 

Oregon State University 

University of Portland 

Edinboro State 

Shippensburg University 

Swarthmore College 

University of Pittsburgh 

Villanova 

Johnson and Wales 

University of Rhode Island 

Tennessee State University 

University of Tennessee 

North Texas State 

Rice University 
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New Mexico 8,398 

New Mexico 7,320 

New York 8,850 

New York 8,700 

North Carolina 8,885 

Ohio 8,138 

Ohio 9,629 

Ohio 9,420 

Ohio 7,634 

Oklahoma 6,589 

Oregon 8,327 

Oregon 8,545 

Pennsylvania 6,250 

Pennsylvania 6,283 

Pennsylvania 9,149 

Pennsylvania 8,882 

Pennsylvania 9,149 

Rhode Island 9,406 

Rhode Island 9,483 

Tennessee 7,750 

Tennessee 9,050 

Texas 8,368 

Texas 9,267 
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Texas Southern University Texas 6,225 

Norfolk State University Virginia 8,368 

Old Dominion University Virginia 8,499 

University of Virginia Virginia 8,874 

Washington State University Washington 8,768 

Marquette University Wisconsin 9,975 
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DEGREE EQUIVALENCIES
 

Establishing degree equivelencies is the process of determining a local match for an 
academic degree received through an academic system that differs from the home 
country's. 

Inaccurate degree equivalencies 
can be a difficulty for students 
who have received degrees
abroad, with negativeconsequences both on 
professional positions and 

Mission and contractorstaff in francophone 
countries shouldnot calla US masters degree 

a "marerise." 

A French maltrise is a four-year undergraduate
degree, undertaken following secondary school 

salaries. Unsuitable degree 
equivalencies thus directly affect 

(baccalaur6at). 
An American masters degree is a two-year 

the utilization of USAID-funded 
training, and accordingly 
minimize the impact this training 
can have on a country's 
development goals. 

graduate degree, undertaken after 
undergraduate school (bachelor's degree). 

Mission staff and contractors in francophone 
countrieC, should simply use the English words 
"masters degree," even in French, since the term 

Establishing equivalencies 
between American and local I 

is well recognized. 

degrees is a policy matter. 
USAID should work with the suitable government and/or university officials to establish 
correct and appropriate degree equivalencies in countries where these have not 
already been determined. 

The following tables provide recommended degree equivalencies between certain US, 
European and African degrees. 
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RECOMMEMDED EQUIVALENCIES BETWEEN AMERICAN AND FRENCH DEGREES 

------ ................. FRENCH SYSTEM ...........AMERICAN SYSTEM 

SECONDARY SCHOOL 

12 years High School Diploma" 

13 years Baccalaur6st" 

UNIVERSITY: 

2 years Associates Degree' 2 yarm Dilplme d'Eludo UnIversltalree 
G&4rale, (DEUG)" 
Dlplkmo Unlversltalre d'Etudes 
Littrares (DUEL)* 
Dlp6me Universitalre d'Etudw% 
Sclwenlques (DUES)* 
Dipmno dlng6niour do Travaux" 
Dipl6no d'Ing6niour-Tochnlclen 
Dipl6m. do Profeosour do Premier 
Cycio do I'Enselgnemenl 
Secondalro" 

1 year Ucence 

2 year. Bachelors Degree' 2 years Maltrso" 

2 years Masters Degree* 2 years Doctoral do Trolenbme Cycle' (pro­
1984 syetem) 

2-5 years Ph.D. 2 years Doctoral d'Etat (pro-1994 system) 

Recommended equivalency 
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RECOMMENDED EQUIVALENCIES BETWEEN AMERICAN AND RWANDAN DEGREES 

...... AMERICAN SYSTEM ................. RWANDAN SYSTEM 

SECONDARY SCHOOL 

10 years Dlpisme A3
 

12 years High School ODipoma" 12 years DIpkme A2"
 

UNIVERSITY: 

2 years Asociaes Degree' 2-3 years Baccalaur6t" 

2 years Bachelors Degree' 2 years Ucence" (all UNR fields of study 
except medIcine) 

2 years Masters Degree* 2 years Ucence" (medicIne) 

SRecommended equivalency 

Note that the Rwandan higher education system currelntly does not grant degrees above the Ucence. 
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RECOMMENDED EQUIVALENCIES BETWEEN EUROPEAN AND RWANDAN DEGREES 

EUROPEAN 

SECONDARY SCHOOL* 

------ SYSTEM .................. 


13 years 	 Baccalsurdat" 

UNIVERSITY: 

2 years 	 Dlpl6me d'Etudes Universitalree 
G6n6rales-DEUG" 

I year 	 Ucence 

1 year 	 Maltrise 

1 year DlplIne d'Etude 
Approfondie,-OEA" 

I year Doctoral de Troisibme Cycle 

3-.5 years Doctorat d'tat 

Recommended 	 9qulvalency 

10 years 

12 years 

2 years 

1 year 

2 years 
beyond 
Baccalaur6 

2 years 

RWANDAN SYSTEM ............
 

Dipl6me A3 

Dipwm. A2' 

Baccalaurdat" (all UNR fields of
 
study except medicine, agronomy,
 
and applied sciences)
 

Baccalaur6at' (medicine, agronomy, 
applied sciences at UNR) 

Uconce" (all UNR fields of study
 
except medicine)
 

Licence' (medicine) 

No equivalent UNR degree 

No equivalent UNR degree 

Note that the Rwandan higher education system currently does not grant degrees above the Licence. 
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CRITERIA FOR MAXIMIZING THE EFFECTIVENESS OF TRAINING PROGRAMS 

Certain elements are correlated with enhanced training program success. 

The selection of the training
 
program is another major Direct communicationbetween employer and
 
ingredient in successful training employee and between contractorand
 
programs. The following criteria employeris a major factorin program
 
have been shown to maximize success.
 
the effectiveness of training Formalized systems for communication should
 
programs. be part of the training program's pre-departure
 

Academic training is most acfivites.
 
effective when: USAID should mandate follow-up by the
 

contractor and monitor communication links.
* a wider scope is desired; 

• 	 professional skill 
enhancement is desired, including public speaking, management, initiative; 

" 	participants have had work experience in the;r field; 

" 	a competitive job market exists - for instance, when a limited number of jobs
available or an increased number of better qualified applicants and degrees are 
used as a screening process; 

• 	 research capabilities are desired; 

* 	the employing institution's commitment is clear and the institution iscapable of 
providing required monitoring and follow-on; 

• 	 internships or other practical training are included as part of the program; 

* local or regional linkages are explored as possible research sites;
 

* 
theses or research are directly related to the country, institution, job or job 
position; 

• 	 related extra-curricular activities are pursued. 

Advisors may be most effective when: 

* 	participants require assistance with course selection; 

• 	 they have country, project or foreign student experience. 
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Participants are most likely to have effective long-term experiences when: 

* 	they are involved in training institution and course selection; 

* 	family maintenance and well-being are discussed and clarified prior to departure; 

* 	 USAID and contractors disseminate consistent information; 

* 	 follow-on and re-entry programs are provided to participants upon return from 
training; 

" dynamic communication exists between the Mission and the participant. 

Short-term training is most effective when: 

* 	participants cannot be released for long absences, for professional or personal 
reasons; 

• 	 technical expertise or area specialization is desired; 

* 	 participants and employing institutions help identify the need for the specialized 
skill; 

* 	funding is restricted; 

* 	 the training context takes the local context into consideration. 

In-country training is most effective when: 

" a large number of participants is required to achieve a stated goal; 

* 	funding is restricted; 

* the participant must be close to family or to the work institution;
 

" training content must be practiced within the local context;
 

* 	 no wider exposure is needed; 

* local training institution-building is desired;
 

" other terhnical assistance is available in-country.
 

Training outside of the home country (in the US or a third country) is most effective 
when: 
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• 	a single person or small number of participants is required to achieve a stated 
goal; 

• 	 funding is not restricted; 

• 	 the participant can afford to be away from family or the work institution; 

* wider exposure is needed;
 

" no local training institution can provide the required training.
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CONSIDERING ALL THE OPTIONS
 

One of the most important parts of designing effective solutions to training problems is 
creativity. Creative solutions are those that place objectives first and look beyond 
what has been done before. 

" 	 Problem: The Mission has been unable to increase the number of women
 
trained at the Masters and PhD programs in Health and Agriculture.
 

4, 	 Typical Solution: Increase numbers of women in short-term and in­
country programs. 

4 	 Another Solution: Create long-term training opportunities at the post­
secondary and undergraduate levels where there are likely to be more 
female applicants. 

* 	 Problem: The local private sector lacks mid-level accounting personnel. 

*, 	 Typical Solution: Provide long-term academic training in accounting for 
university staff. 

4 	 Another Solution: Increase the capability of local training providers to 
conduct in-house training of private sector accounting staff. 

Finding creative ways to solve training problems is not difficult. 

One way is to find out what others have done: 

" Network with your colleagues in other Missions 

Find out how you can e-mail other Missions. Ask others for their suggestions on 
specific training solutions. 

* Read project evaluations and impact analyses 

Look for List of Recent Publications by CDIE. These usually circulate in the 
Mission. Order publications on programs similar to yours. Read the 
publicationsl 

* Seek out specialized information. 

Ifyou don't find a course description that meets the needs of your target group,
ask your Participant Programmer to identify additional courses or to design a 
special program. 
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The attachments that follow provide useful information on a variety of topics that will 
help you find creative solutions. 
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FIELDS FOR LONG-TERM TRAINING
 
NON DEGREE OR ASSOCIATE DEGREE
 

(A.A. or B.S. level) 

Accounting 
Actuarial Sciences 
Advertising 
Agricultural Business 
Agricultural Economics 
Agricultural Education 
Agricultural Technologies 
Architectural Technologies 
Architecture 
Bacteriology 
Biochemistry 
Biotechnology 
Broadcasting 
Botany/Plant Sciences 
Business 
Admin/Commerce/Mgmt 
Business Education 
Business Machines Technology 
Carpentry 
Ceramic Engineering 
Ceramic Sciences 
Commercial Art 
Communication 
Communication Equipment 
Technology 
Computer Information Systems 
Computer Management 
Computer Programming 
Construction Management 
Constructioi Technologies 
Consumer Technologies 
Dairy Sciences 
Drafting and Design 
Electrical & Electronics 
Technologies 
Electrical Engineering 
Electrical Engineering 
Technology 
Electromechanical Technology 
Engineering and Applied 
Sciences 

Hospitality Services 
Hotel and Restaurant Management 
Human Services 
Industrial Administration 
Industrial & Heavy Equipment Maintenance 
Industrial Arts 
Industrial Engineering Technology 
Information Sciences 
Insurance 
Interior Design 
International Business 
Jewelry & Metalworking 
Laboratory Technologies 
Library Science 
Machine and Tool Technologies 
Mgmt Information Sciences 
Manufacturing Technology 
Marketing/Retailing/Merchandising 
Mechanical Engineering 
Mechanical Engineering Technologies 
Microbiology 
Mining Technology 
Ornamental Horticulture 
Pest Control Technology 
Plastics Engineering 
Poultry Science 
Printing Technologies 
Public Relations 
Quality Control Technology 
Purchasing/Inventory Management 
Retail Management 
Sacred Music 
Sculpture 
Secretarial Studies/Office Mgmt 
Soil Conservation 
Solar Technc,!ogies 
Statistics 
Surveying Technology 
Technical Writing 
Textile Arts 
Textile Engineering 
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Engineering Technology 
Fashion Design and Technology 
Farm and Ranch Management 
Fashion Merchandising 
Finance/Banking 
Food Marketing 
Food Sciences 
Funeral Service 
Geological Engineering 
Heating/Refrig/Air Conditioning 
Horticulture 

Textiles and Clothing 
Tourism and Travel 
Transportation Technology 
Veterinary Sciences 
Vocational Education 
Welding Engineering 
Welding Technology 
Wood Sciences 
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SELECTING TRAINING INSTITUTIONS OR PROVIDERS FOR PROJECT SUPPORT 

Developing an institutional capacity to provide training in-country in areas supportive 
of the Mission's objectives is one way to increase the likelihood of training impact. 
The HRDA Project, bilateral HRD Projects and bilateral Technical Projects (in Health, 
Agriculture, Democracy and Governance) can be used to provide direct support to 
selected local training firms, non-governmental associations, professional associations 
or volunteer groups. 

Once the Mission has a clearly stated Human Resources Development Strategy (in the 
form of a Country Training Strategy) it may want to examine the possibility of 
strengthening a local institution to enable it to carry out some of the in-country training 
required. 

WHAT KIND OF SUPPORT CAN BE PROJECT-FUNDED? 

Support to a Training Provider (TP) should not be provided on an ad hoc basis. 
Analysis and a budget for such support should be provided in the Project Paper (of a 
Bilateral Project) or in the Mission's yearly Training Plan (for a buy-in to HRDA). TP 
support can include: 

* 	 Technical assistance to evaluate the TP's current programs and future 
capabilities; 

" 	 Staff training, in the form of short-term external programs, training of trainers 
courses, or in-house training in specific areas; 

• 	 Commodities: training related equipment and supplies; 

" 	 "Subsidies" to support the development and delivery of mutually agreed upon 
programs. This is most easily accomplished by purchasing a service from the 
TP. For example, project funds can be used to "buy" the development of a 
course on Marketing Fruits and Vugetables which would be offered in-country 
to approximately 150 participants; 

* 	 Technical assistance to help the TP develop coursework, set up systems for 
evaluation and follow-on and other tasks. The technical assistance could be 
provided through a contract with an outside or local firm; 

* 	 Involving the TP in the recruitment, selection and processing of participants. 
This could be accomplished through participation on an Advisory Board or by 
contracting with the TP to provide selected services. 
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WHAT'S THE PROCESS FOR IDENTIFYING, EVALUATING AND SELECTING
 
TRAINING PROVIDERS FOR PROJECT SUPPORT?
 

Selection Criteria 

1) What qualifies as a training institution? 

An institution which has training as one of its main objectives and which has 
committed or will commit financial resources to providing the staff, materials 
and infrastructure required to carry out training programs; 

2) What kind of training are we talking about? 

This will vary depending on your overall training strategy. 

One possibility might be 'Training that is intended to enhance the managerial 
skills of mid-level employees of private sector firms." 

3) Who are the beneficiaries? 

Again, this will vary from Mission to Mission. One possibility is "Adult 
employees of private sector firms; entrepreneurs and business owners." 

The Process:
 

1) 	 Develop a questionnaire to gather basic information about each institution, 
including its financial resources, staff, and target audience(s); 

2) 	 Send questionnaire to target institutions - also seek other participation via 
newspaper and radio announcements. Collect at least 10 to 15 completed 
questionnaires; 

3) 	 Review submitted questionnaires and make an initial selection of 6 to 8 
institutions; 

4) 	 Do follow-on site visits and interviews at pre-selected institutions to gather even 
more information about training and resource needs; 

5) 	 Require submission of an institutional action plan for a two to three year period
(including financial requirements, training needs of staff and material needs;
also including a calendar of training programs with brief descriptions); 

6) 	 Review action plans submitted and select 3-5 institutions for support. 
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SAMPLE QUESTIONNAIRE TO TRAINING PROVIDERS
 

I. Name of Institution: 

Address: B.P. 

Telephone: 

Street Address: 

Fax: 

Are there other locations where the institution carries out its activities? 

Where? 

Name and Title of Director: 

II. History of Institution: 

When was it founded? Why? 

III. Source(s) of financing: 

For the last year, what percentage of the budget came from 

private sources (including tuition) 

the Government 

Donors (list principal donors) 

Other (explain) 

Attach a copy of the financial statement for the last fiscal year. 

Was the institution audited? If so, submit a summary of the audit report. 

IV. Institutional Mission: 

What are the principal objectives of the institution? 

Is training an integral part of the institution's mission? Why or why not? 
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V. 	 Most recent training activities: 

Ust (or provide an attachment) the training activities completed inthe last 
twelve months (Sept. 91 to Sept. 92). Provide for each: 

" 	 the title of the program
# of classroom hours 
# of trainees 

• Name and relevant qualifications of trainers 
" Whether the trainees paid a tuition fee. Ifso, how much? 

Vi. 	 Institutional Structure and Infrastructure: 

Provide an organizational chart for the personnel of the institution. 

Who, on the permanent staff, is responsible for developing and managing
training programs? Attach a C.V.for each person who has full-time 
responsibilities for training development or implementation. 

Are outside consultants, volunteers or part-time staff used to carry out training
programs? If so, please describe the circumstances. 

What infrastructure does the institution have available to support training
activities? 

classrooms large classrooms (for 
over 50) 

audio-visual equipment overhead projectors 

typewriters computers 
printers 

(Attach an inventory of equipment if possible). 

VII. 	 Identification of Training Needs: 

Who decides what training to deliver? Based on what?
 

Does the institution deliver training "on demand"? Why or why not?
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VIII. 	 Planning: 

Does the institution have an action plan for the future (1 to 5 years)? If so, 

please attach it. 

Respond to the following (if it is not addressed in an institutional action plan) 

What are the five most serious obstacles facing your institution? 

What 	plans have been made to overcome the problems described above? 

In a "best-case" scenario, what are the major activities (training or others) that 
the institution can accomplish in the next one to five years? 
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SAMPLE ADVERTISEMENT TO IDENTIFY LOCAL INSTITUTIONS 

The following is a sample ADVERTISEMENT to be placed in local newspapers. 

A new element of the HRD Project is to provide staff training and equipment to several 
local training institutions and to work closely with the institutions over the next 4 years
to provide quality training, in X languages, to support private sector development. The 
training institutions selected to participate in this strengthening program must show a 
willingness to devote staff, time, and infrastructure to the design and delivery of 
in-country training programs. 

Interested public sector or private sector institutions, which provide training to adults in 
X City or elsewhere in Country X, are invited to apply. The application process
includes completing a detailed questionnaire on the institution's staff, infrastructure 
and financial resources. Site visits to the institutions as well as interviews with staff 
and recent trainees will provide additional information to the Selection Committee 
before a decision is reached on which institutions will be supported by the HRD 
Project. 

Questionnaires are available at the HRD Project Office. The completed questionnaires 
must be returned to the same office no later than 
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CONTRACTING FOR IN-COUNTRY ENGLISH LANGUAGE SERVICES 

Infrancophone and lusophone countries, the need for in-country English language 
training can be met by contracting with local institutions or firms for such services. In 
most countries, an agreement is entered into with the United States Information 
Agency's local English Language Program to provide such services. This 
arrangement is made using a mechanism called a Participating Agency Service 
Agreement or PASA. 

From USAID's perspective a PASA is 
entered into by issuing a PIO/T which USIS-provlded in-country English 
provides funding, often on an annual 
basis, for the English language services 

language services are less costlythan 
US-based training. 

required during the upcoming year. Inmany Missions the training USIS 
USIS is not party to the PIO/T (that i a s ben t h ra ted by 
means that they do not clear or sign the provides has been highly rated by 
PIO/T). USIS regulations call for an participants. 
"Inter-Agency Reimbursement 
Agreement" which describes the types 
and levels of services required and the agreed upon reimbursement rates. 

Missions have used various documents to formalize the inter-agency agreement, some 
of them are quite detailed, others provide only a brief outline of the services required. 

Attached here you will find a sample Inter-Agency Agreement which was incorporated 
as the Description of Services for a project-funded PIOJT. The issuing Mission used 
the same template agreement every year, making modifications depending on the 
numbers and types of services required. 

Suggestions 

Ensure that USIS staff and teachers are as knowledgeable as possible 
about the participants' professional objectives and training plans. 

* 	 Work with USIS to develop special courses for special needs. For 
example, participants attending short-term programs in the U.S. may 
benefit greatly from a 20-hour Advanced Conversation class prior to their 
departure. Find out whether USIS can arrange a special TOEFL or 
GMAT preparation class. 

• 	 Check out other options. Has a private competitor to USIS sprung up? 
Consider whether strengthening a local firm's capacity to provide English 
training might provide broader development impact than using USIS 
exclusively. Maybe USIS would like to work with USAID to develop a 
local training capacity. 
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SAMPLE INTER-AGENCY REIMBURSEMENT AGREEMENT
 
NO.
 

between 
THE UNITED STATES AGENCY FOR INTERNATIONAL DEVELOPMENT 

COUNTRY X 

and 

THE UNITED STATES INFORMATION SERVICE
 
COUNTRY X
 

The following agreement applies to additional intensive, semi-intensive and non­
intensive English language instruction of USAID participant trainees at the USIS
 
English Teaching Program (ETP) and does not provide supplemental funding for
 
previously negotiated instruction.
 

SECTION ONE: INTENSIVE ENGLISH LANGUAGE TRAINING 

ARTICLE I - LEVEL OF EFFORT 

A. It is estimated that 750 hours of intensive English instruction will be provided
under this agreement. This instruction will be provided over three 250-hour periods.
Each course will be limited to a maximum of eight participant trainees, of equivalent
level, to be nominated at the discretion of USAID. These courses will begin between 
March 1, 199-X and August 1, 199-X. Students for each 250-hour course will be
 
tested simultaneously to determine their level of English proficiency at least three
 
weeks before entering the program on a schedule determined by the ETP. 

B. For the purpose of this agreement, English language instructors will work on
 
schedules agreed to between them and the ETP, and they will be paid according to
 
ETP's policies. Students will be assigned to classes based upon the ETP's
 
recommendations as determined by the students' availabilities and capabilities.
 

ARTICLE II - SCOPE OF WORK 

A. The ETP will establish a training program and schedule and submit the 
schedule to USAID for approval. Once the course begins the terms of the schedule 
are not subject to change without mutual agreement. 

B. Adequate teaching materials will be provided by the ETP. 
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C. The ETP will maintain student progress reports and provide such reports to 
USAID as specified below: 

1. 	 A report on test results including an estimate of the training time required 
prior to commencement of university studies in English. 

2. 	 A progress report covering all participants (indicating whether average 
progress has been made, evaluating students' motivation, and noting 
problems or recommendations) shall be provided to USAID at the end of 
each month. The final monthly report for each program will include a 
comparison of pre- and post-test scores for each participant. 

3. 	 Special progress reports as deemed necessary by the ETP. 

4. 	 USAID will be given prompt notification if at any time it is felt that any 
student(s) in the program is (are) incapable or unwilling to make normal 
progress. 

D. 	 The ETP will provide classes as specified below: 

1. 	 The intensive course will run approximately 23 hours a week for a total of 
250 hours, beginning on a schedule to be agreed upon by USIS and 
USAID. USAID will be charged for tuition and administrative costs for 
each intensive course of 250 hours. 

2. 	 The ETP will register and process all students enrolled in intensive 
courses for the next appropriate TOEFL session. The fee of $50.00 per 
student is based on the actual ETS fee schedule (currently $45.00) plus 
a processing fee of $5.00 per application. 

ARTICLE III - COST OF INTENSIVE PROGRAM 

A. The ETP will be reimbursed the following fees in U.S. dollars for services related 
to intensive programs: 

1. 	 Tuition cost per 250-hour course = $ 
(with 1 to 8 students). This cost 
includes all books and classroom supplies 
for the students. 

2. 	 Administrative cost per 250-hour course = $ 

3. 	 TOEFL testing ($50/test) $ 
(up to 15 tests with $200.00 reserved for 

-

DHL costs if needed) 
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4. 	 Administrative cost for each additional = $ 
placement test scheduled ($55/test) 

B. 	 An estimated 250 hours of intensive language instruction, the actual cost of 
TOEFL registration and processing (not to exceed $ ), and the actual cost of 
additional placement exams (not to exceed $ J are foreseen for a total amount 
of $._ 

SECTION TWO: SEMI-INTENSIVE PROGRAM 

ARTICLE I - LEVEL OF EFFORT 

A. It is estimated that 350 hours of semi-intensive English instruction will be 
provided under this agreement. This instruction will be given through courses of 50 
hours each. These courses will preferably be held in the afternoon or early evening
for 4-12 hours a week for up to 350 hours of instruction. Each semi-intensive course 
will begin on a mutually agreed upon date; the first semi-intensive course is scheduled 
to begin on or around October 4, 199-X, and the last one will begin no later than 
August 1, 199-X. Course content for these classes will vary considerably, but may
include components to strengthen English skills for academic and non-academic 
training, opportunities to improve business English skills, and to discuss cross-cultural 
topics. 

B. 	 USAID participants selected for somi-intensive courses will be tested at USIS at 
least two weeks before the start of classes and will be put in classes according to
 
English ability. Class size will be between 1 and 12 students.
 

C. 	 The ETP will maintain student progress reports and provide such reports to 

USAID 	as specified below: 

1. 	 A report on placement test results. 

2. 	 A mid-term and final progress report for each student. 

3. 	 USAID will be given prompt notification if at any time it is felt that any 
student(s) is (are) incapable or willing to make normal progress. 

ARTICLE II - COST OF SEMI-INTENSIVE PROGRAM 

A. The ETP will be reimbursed the following fees in U.S. dollars for services related 
to semi-intensive programs: 

1. 	 Tuition cost per 50-hour course $ 
(1 to 12 students) This cost includes 
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all books and classroom supplies for students. 

2. 	 Administrative cost per 50 hour class $-

3. 	 Administrative cost for each additional = $ 
placement test scheduled ($55.00) 

B. 	 An estimated 350 hours (i.e. 7 courses of 50 hours each) of semi-intensive 
language instruction plus the actual cost of additional placement exams (not to exceed 
$ ) are foreseen for a total amount of $__ 

SECTION THREE: NON-INTENSIVE ENGLISH LANGUAGE TRAINING 

ARTICLE I - LEVEL OF EFFORT 

The ETP agrees to admit USAID participants into its regular evening English language 
program. New candidates must take the placement exam following the schedule 
published for new students. The names of the candidates for the ETP are to be 
submitted to USIA by the second day of registration announced before each term. 
Notice of placement exams and registration dates will be given in writing, not less than 
five working days prior to the beginning of the registration period by memo addressed 
to the USAID Executive Officer with another copy provided directly to the USAID 
Training Office. 

ARTICLE II- SCOPE OF WORK 

A. The ETP agrees to report on the attendance of all enrolled personnel at mid­
term and on their attendance and progress after each completed term. 

B. The ETP agrees to register continuing students the first day of registration upon 
notification from USAID of those candidates' eligibility for re-enrollment. 

C. The ETP reserves the right to refuse to register any continuing student whose 
previous work was not deemed satisfactory. 

ARTICLE III - COST OF NON-INTENSIVE PROGRAM 

A. USAID agrees to reimburse USIA the tuition and book fees announced for Host 
Country Nationals for each of its enrolled candidates. Currently the tuition fees are xxx 
francs per term for classes meeting 4 hours a week and xxx francs for classes 
meeting 2 hours a week. The book fee is currently xxx francs per book, which is 
usually used over the period of two terms. 
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B. USAID agrees to pay an administrative fee of the equivalent of xxx francs per 
term for each student registered. 

C. The maximum amount payable under this agreement for non-intensive English 
training is $_ . 

SECTION FOUR: REIMBURSEMENT IN U.S. DOLLARS 

ARTICLE I - REIMBURSEMENT PROCEDURES 

A. USIS will request reimbursements from USAID for the services described above 
on a quarterly basis. 

B. Reimbursement requests will be submitted to USAID on Standard Form 1080 or 
1081 to effect an inter-agency reimbursement in U.S. dollars. 

C. Reimbursement requests under this agreement, together with dates and types
of services provided with the names of the individuals enrolled in each program, 
should be submitted to: 

USAID
 
Controller's Office
 
P.O. Box XXX
 
City X, Country X
 

D. Reimbursement will be made no later than one month after proper requests are 
submitted. All reimbursements must be made by August 20, 199-X. 

ARTICLE II - TOTAL AMOUNT OF AGREEMENT 

A. The maximum amount payable under this agreement is $ which 
includes: 

a. Intensive English language instruction and TOEFL Testing $ 
b. Semi-Intensive English instruction $ 
c. Non-intensive Evening English instruction $ 

TOTAL NTE: $ 

B. The ETP will keep a close account of all costs incurred and accrued hereunder 
and will promptly notify the AID Director whenever, in its opinion, the said maximum 
will not be sufficient to cover all reimbursable costs anticipated under this agreement. 
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SECTION FIVE: LIFE OF AGREEMENT 

A. This agreement goes into effect on October 1, 199-X and continues in force 
until September 30, 199-X. 

B. This agreement can be revoked in writing by either party by giving 30 days'
notice. The revocation will not effect programs already in progress at the time of 
revocation nor those scheduled to begin within the 30 day period. 

SIGNED on this day 

Public Affairs Officer Administrative Officer 
USIS US Embassy 

Director/Representative 
USAID 
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DESIGNING AND IMPLEMENTING GROUP STUDY TOURS
 

The group study tour, which takes place in one or several countries, is a relatively new 
training activity that has been carried out with success in recent years. This type of 
training program has grown out of a need to provide participants with an opportunity 
to view a specific problem or issue from a variety of perspectives - and to make direct 
contact with others who have already worked through varying solutions to the 
problem. 

The best study tours are highly focused. Objectives are clearly defined for 
participants with similar needs. Often a study tour is an opportunity to provide 
participants with differing points of view 
on an issue with a better understanding The third-countrystudy tour often 
of possible solutions. The hope that responds to a need to view situations 
participants' divergent views will meet Insimilarenvironments - which is often 
often underlies such programs. not the case when African participants 

travel to the United States. 
From a Mission viewpoint, the third- _____ ........... ... ............ . ....
 
country study tour is one of the most 
difficult training programs to design and implement, unless the Mission has an 
institutional contract in place which can provide for such an activity. When that is not 
the case the Mission has several options such as securing a direct contract with an 
outside firm or "buying in"to an existing requirements contract. In each case, the 
Mission's Contracting Officer (or Regional Contracting Officer) should be consulted for 
advice on the most expeditious contracting mechanism to use. 

A sample scope of work follows. 
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SAMPLE SCOPE OF WORK 

East African Study Tour for Organizational
 

Development Support of Women's Groups
 

1. BACKGROUND
 

In Country X, women's principal economic role is to produce food crops to feed their 
families. In addition, women process basic foods for daily use, market their harvests 
in local and regional markets, and, increasingly, produce and market cash crops as 
well as engage in other non-agricultural productive activities (such as basket making 
and sewing) to augment their household incomes. 

In the capital and secondary towns, businesswomen and professionals are increasing 
in number and the traditional role of woman as homemaker is being eroded as 
women begin to provide significant contributions to family incomes. 

Women are using a variety of strategies to cope with their changing economic roles, 
and, as in many other countries, associations of like-minded women are emerging and 
are struggling to carry out agendas designed to increase women's skills and 
competitiveness as well as provide mentoring and networking support. Many of these 
newly developed women's associations in Burundi are experiencing growing pains as 
they attempt to attract new members, set long-term goals, implement operational 
strategies and develop organizational skills to carry out the tasks they have set for 
themselves. 

USAID/X's development program aims to strengthen domestic and export markets for 
Burundian agricultural produce and products. Women will continue to provide most of 
the labor required for agricultural production here and it is important that women 
become effective and efficient managers of the processes required to increase 
production and sales of processed ("value-added") agricultural products. 

Experience in other African countries has shown that women's groups, cooperatives, 
associations, and 'tontines" provide an important framework for empowering women. 
Since these associations are just being to emerge (and in many cases women are 
only just talking about forming such associations), it is opportune to provide selected 
women from the economic sector with knowledge of the growth and organization of 
such groups. We hope that such a "nudge" will enable women here to move forward 
more surely. 

These associations will benefit greatly from an opportunity to learn about the 
development of similar organizations inneighboring countries. Direct contacts with 
the members of "sister" organizations will provide Burundian women with guidance 
and skills in organizational development that they need to ensure the successful 
growth of their own associations. 
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A two-week study tour will be organized for a group of approximately 9 host country
nationals selected for their positions officers of selected women's associations (see 
Attachment II for a list and brief description of the associations concerned) and one 
government official who collaborates and supports the activities of these associations. 
The participants will be selected, in part, based on their English and Swahili skills in 
order to minimize reliance on interpreters. 

II. DESCRIPTION OF THE TRAINING PROGRAM 

A. Training Objective 

The study tour will offer members of the women's associations an opportunity to meet 
with other similar organizations and to foster networks among associations in the 
region. It will provide them with specific management and planning tools for 
improving the organizational development of their member associations 

B. Duration 

The study tour will be two weeks in length and will be scheduled for February or 
March 1993. It will include approximately 4 days in Tanzania and approximately 10 
days in Kenya. 

C. Management of the Study Tour 

USAID/X will request REDSO/ESA RCO assistance to contract with a private firm in 
Kenya to undertake the arrangements and management of the study tour, including
the hiring of a trainer and interpreters. The Contractor will work closely with the 
AFWID advisor in Nairobi and the USAID/X Training Office in the planning and 
Implementation of the study tour. 

D. Contractor's Responsibilities 

1. General 

The Contractor will be responsible for providing for airport to hotel transportation, 
assistance in clearing customs and immigration, making hotel and local transport 
arrangements, scheduling meetings with the appropriate women's groups, providing 
interpreters, accompanying the group to all meetings and visits, arranging for and 
implementing meetings of the participants and for a two-day training program for the 
participants, arranging for two working luncheons. 

The Contractor will be responsible for making all arrangements (except for air travel 
from City X-Dar Es Salaam-Nairobi-City X) for this training program, including but not 
limited to the following: 
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a. 	 Providing USAID/X, for its approval, with detailed information on the 
training program including scheduled meetings and an outline of topics 
to be covered during the workshop sessions at least three weeks prior 
to the start of the training program; 

b. 	 Providing a workshop organizer who will meet the participants in 
Tanzania and accompany them throughout the training program; 

c. 	 Making appropriate hotel reservations for the participants; 

d. 	 Contracting with personnel for training and translation services; 

e. 	 Arranging for all training-related transportation in Tanzania and Kenya as 
well as arranging for airport to hotel transportation throughout; 

f. 	 Setting up meetings as appropriate with women's associations; 

g. 	 Providing assistance to participants in case of emergency or accident, 
including making arrangements for medical consultations if required, 
and; 

h. 	 Providing USAID/X with a final report summarizing the activities, providing 
copies of handouts used during the workshop sessions, assessing the 
participation of the Burundians throughout the program, and evaluating 
the effectiveness of the program in reaching the training objectives. 

2. 	 Specific 

a. 	 Pre-departure Briefing 

After the initial description of the study tour (see II.D.1.a above) is approved, the 
Contractor will provide USAID/X's HRD Project Manager with full details 
including information on program logistics, lodging information, etc. for the 
study 	tour at least two weeks prior to the departure of the group from Country 
X. USAID/X will provide a pre-departure briefing to ensure that all the 
participants are aware of the objectives of the training program and their 
individual responsibilities. 

In general, the participants should spend between six and eight hours a day in 
meetings or visits directly related to the objectives of the study tour. 

b. 	 Tanzania Visit 
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Sunday: Arrival, free evening. 

The participants, will leave City X for Dar Es Salaam on a Sunday (Air
Tanzania). The Contractor will meet the participants at the airport and provide 
them with transportation to their hotel. 

The Contractor will ensure that the participants are registered at the hotel and 
will provide them with information on nearby restaurants, prices of taxis, and 
other related information to enable the participants to organize their evening 
themselves. 

Monday Morning: The Contractor will arrange a meeting of the participants with 
representatives from several organizations. The morning can be spent making
introductions, reviewing the objectives of the program and learning about some 
of the Tanzanian organizations. The Tanzanian organizations should provide
information on the history of their association, how they organized for regional
and national membership, the structure of the assn, governing bodies, day to 
day operations, etc. 

Monday Afternoon to Wednesday: The Contractor will arrange for and 
accompany participants to meetings and site visits with several women's 
associations. During each meeting, the Burundians should have an opportunity 
to ask questions about the other organization and to meet with some of the 
organization's leaders and members. 

The contractor will provide logistic support and provide for local translation 
services (Swahili to French) if required.
Visits will be arranged to offices or project sites of selected associations and 
participants will learn about the role of the officers in the association and how 
its governing board works. 

One working luncheon should be arranged for the participants and their local 
counterparts. The luncheon should be arranged at a women's assn facility and 
not at a hotel or restaurant; the luncheon will be a chance for the participants to 
learn about local foods and customs and to discuss informally with their 
Tanzanian counterparts. 

If possible, one morning or day might be spent traveling to another location to 
see how the regional office of one of the associations works. The location 
should not be more than two hours' ride from Dar es Salaam. 

C. Kenya Visit 
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Thursday: Travel to Nairobi. Depending on the airline schedule, the Contractor 
may arrange for additional activities in Tanzania in the morning. 

The Contractor will meet participants at the airport and provide transportation to 
their lodging at a site outside Nairobi, but within approximately two hours drive 
from the city. 

Friday and Saturday: 

The Contractor will organize and implement a two-day workshop in French to 
provide the participants with an opportunity to brainstorm on what was viewed 
in Tanzania, its applicability to Burundi, and to list questions and other areas to 
be explored. Sessions will include: 

* the process of organizational development; 
• working within a membership organization; 
• setting agendas;
 
• organizing productive meetings;
 
• encouraging membership growth; 
* setting organizational goals; 
• developing annual plans, etc. 

Sunday: free day: The Contractor will provide the participants with suggestions 

for possible activities (shopping, restaurants, etc) for this free day. 

Monday: remain at site outside Nairobi: 

The Contractor will airange meetings and site visits similar to what took place in 
Tanzania. 

Tuesday morning: The Contractor will provide participants with transportation 
to return to Nairobi and to settle in new accommodations. 

Tuesday afternoon, Wednesday and Thursday morning: 

The Contractor will set up separate meetings for smaller groups or individuals -­
for example, the representative of the Women's Lawyers Association should 
spend at least one full day learning about the "sister" organization in Kenya. 
Depending on the English and Swahili skills of the participants, the Contractor 
may have to provide translation services (English to French) for some of the 
groups. 

As in Tanzania, on one of the days in Nairobi (possibly Thursday) the
 
Contractor will arrange for a working lunch with local counterparts.
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Thursday afternoon: Synthesis Exercise. The Contractor will arrange for and 
implement a Jession with all of the participants to review what was learned, 
gained from the Study Tour. Each participant should make a list of new ideas 
and suggestions for strengthening her association. During this session, the 
Contractor will also provide the participants with an opportunity to evaluate the 
Contractor's performance and to evaluate the usefulness of specific visits and 
of the training sessions. 

Friday mo, ning: return to Country X on Kenya Airways: The Contractor will 
provide transportation from the hotel to the airport and will ensure that 
participants meet all regulations prior to their departure. 

d. 	 Post Training Meeting 

USAID/X will meet with participants within two weeks of their return to discuss and 
evaluate the training program. In addition, approximately six months after completion
of the training the Training Office, in consultation with the AFWID Advisor will develop 
an evaluation mechanism to assess the impact of the training on the organizational 
development of the associations involved. 

E. 	 Interpreter's Services 

Participants will not require full-time interpreter services, since many of them will speak
either English or Swahili and can be expected to assist each other during much of the 
program. For visits that do not involve the entire group, such as those to be 
scheduled at the end of the tour in Nairobi, the Contractor should arrange to have an 
interpreter available to accompany some of the groups, especially for those visits of a 
more professional nature (such as the Women's Lawyers Group). The workshop 
organizer, who must be proficient in French, will also be available to serve as 
interpreter on occasion. 

F. 	 USAID/X'S Responsibilities 

USAID/X will be responsible for making the following arrangements for the 
implementation of the training program: 

1. 	 Selection of participants; 

2. 	 Pre-departure briefing; 

3. 	 Ensuring that participants have the necessary visas, health and travel 
documents; 

4. 	 Ensuring that participants are provided with full maintenance; allowances 
(for direct payment of hotels, meals, etc) prior to their departure; 
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5. 	 Approving the final program description for the training program; 

6. 	 Booking international flights and providing participants with fully-paid 
confirmed tickets prior to their departure; 

7. 	 Enrolling participants in a medical insurance program that will provide for 
reimbursement of major medical expenses incurred during their training 
program; 

8. 	 Post-training muting and iullow-on activities. 

III. 	 CONTRACTOR'S QUALIFICATIONS 

A. 	 Workshop Organizer 

Qualifications: At least two years' experience organizing workshops and/or study 
tours, in a professional or volunteer capacity is required. 

Advanced French language proficiency, evidenced by previous professional work 
using 	French as the language of communication, is required. 

Evidence of an interest in and understanding of women's associations and activities in 
Kenya and Tanzania is preferred. 

B. 	 Trainer/Facilitator: 

Minimal Qualifications: At least three years' professional experience working with 
non-governmental and volunteer associations, including experience conducting 
training sessions on organizational development. 

Advanced French language proficiency, evidenced by previous professional work 
using 	French as the language of communication, is required. 

At least two years' experience, in a professional or volunteer capacity, as officer or 
board member of a prominent Kenyan or Tanzanian women's association, is 
preferred. 

C. 	 Institutional Capacity: 

The Contractor must provide evidence of institutional capacity required to carry out 
contract responsibilities. This evidence includes, but is not limited to, information on 
completion of similar responsibilities, information on office staff and resources 
(including fax and telephone lines), as well as on contacts within Tanzania, for the 
Tanzania portion of the trip. 
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IV. 	 EVALUATION CRITERIA 

Technical Proposal: 75% 

The Technical Proposal should be no more than 10 single-spaced typed pages and
 
should be organized as follows:
 

1. 	 Proposed Technical Approach.
2. 	 Institutional Capacity and Key Personnel. 

The proposal will be evaluated based on the following criteria: 

1. 	 Proposed Technical Approach (35 pts) 
* 	 Understanding of Contract Responsibilities 
* 	 Tanzania Portion 
• 	 Kenya Portion 

2. 	 Institutional Capacity and Key Personnel (40 pts)
• 	 Appropriateness of Previous Experience 
* 	 Appropriateness of Resources 
• 	 Experience, Qualifications and French Language Skills of 

Key Personnel 
* 	 Previous Experience working directly with Women's 

Associations 

Cost 	Proposal: 25% 

Cost Proposals should include all costs associated with the design and 
implementation of the study tour except those directly related to the trainees' airline
 
travel, lodging, per diem, visas, airport taxes and health insurance. These latter costs
 
will be provided for the trainees by USAID/X.
 

V. 	 ESTIMATED BUDGET 

A. 	 Staff Costs: 
Workshop Organizer 

Salary 30 days @ $250/day $ 7,500 
Travel NBO/DAR/NBO 500 
Perdiem: 

Tanzania: 10 days @ $107/day 1,070 
Kenya: 4 days @ $100/day 400 

Trainer/Facilitator 
Salary 5 days @ $250/each 1,250
Perdiem: 3 days @ $100/each 300 

Interpreters
 
Salary 5 days @ $350/day 	 1,750 
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Sub-Total: Staff Costs: 	 $12,770 

B. Administrative Costs: 
Rent meeting space: 14 days @ $100/each 1,400 
Communications 250 
Photocopying/Secretarial 250 
Local transport: 14 days @ $100/each 1,400 
Working Lunches (25-30 participants): 

Tanzania: 30 @ $15/each 450 
Kenya: 30 @ $15/each 450 

Overhead costs 500 

Sub-Total: Staff Costs: 	 $ 4,700 

Contingency @ 10% 	 $1,747 

Sub-Total: Administrative Costs: 	 $ 6,447 

TOTAL BUDGET: 	 $19,217 

VI. 	 PAYMENT SCHEDULE 

Payment to the Contractor will be based upon the following schedule: 

* 	 40% of total costs payable upon approval of detailed information on 
training program as specified in I.D.l.a (p.2) above. 

* 	 Final Payment upon receipt and acceptance of final report as specified in 
II.D.l.i 	(p. 3) above. 
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S UOPLE MENTA RY
 
INFORMVATION
 

In the spirit of training for impact, we have designed this workshop with impact in 
mind. We have worked to change and improve how you, the Africa-based USAID 
HRD professionals, manage your Missions' training portfolios in support of USAID 
development objectives throughout the continent. 

Change - the application of the skills you acquired and ideas you discussed during
this workshop - will continue well beyond this short time together in Washington. This 
workbook is thus intended to grow with you, during this workshop and in the months 
to come. 

Please use this section to organize your own HRD materials. To get you started, we 
have included dividers for each of the major themes of the workshop as well as one 
for your own professional developm6nt. Tabs 9 through 12 are also included for you 
to customize your workbook to meet your own needs. 

We are including the following print-outs and articles to help you get started. 

HRDA Directions, March, 1994
 
ATLAS Alert, June, 1993
 

Iroko, August, 1993
 
Fact Sheet on ATLAS Services
 

0IT Acronyms
 
Africa: A Flicker of Light


State Department Finds Widespread Abuse of World's Women
 
Data Conversion and Audits
 

Develpoment, Democracy and the Village Telephone
 
The Gold Mine of Data in Customer Service
 

The Power of Software
 
The Technology Payoff
 

What Computers Are For.
 

Good luck! 
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U.S. Age!ncy for internlationalDe'velopmlent

A Quarh'rilyBulletin of the IHunian Resources Developmentl Assistance (IIRDA1) Project 

HRDA: Innovations
 
Built on Experience
 

Who cal remember HRDA's predecessors? We all know that 
the grandparent of USAID training in Africa isAFGRAD, but in 
reality IRDA was born from a marriage between the African 
Manpower Development Project (AMDP) and three incarnations 
of the Sahel Manpower Development Project (SMDP). These 
regional Africa Bureau training projects, begun in the mid-1970s,
parented the child we know today as HIRDA. 

To complement AFGRAD's concentration on U.S. graduate
education, the AMDP and SMDP projects offered Missions a 
mechanism to fund short-term nanagement training and 
in-country activities without the limitations associated with 
bilateral projects. These regional "manpower" development

* 	 efforts helped Missions in Africa achieve short-term, 
country-specific objectives through specialized training. 

Mission management of these early projects yielded valuable 
experience and led directly to many innovations designed into the 
HRDA we know today. By the time HIRDA retires in a few years, 
we will have watched a young, unsure project-faced with'nmany 
challenges-grow into a matutre development prototype. 

Along the way, many notable achievements have accrued to 
HRDA's credit. By any measure, HRDA has changed the face of 
USAID human resources development initiatives in Africa-and 
stimulated improvements in the lives of thousands of Africans. 
Through this newsletter, we hope to share with our readers 
HIRDA's accomplishments as well as the lessons learned. We are 
anxious to hear from our readers about their activities and 
concerns. Directions will spotlight selected Mission activities and 
participants in future issues. 

--	 . 

In this Issue .Private 
HRDA: Innovations Built on Experience ........................................ 

A New Partnership..............................	 2 

Defining and Demonstrating Impact .......... ........ 3 

Understanding PO/Ps ...................... . ............. ,,

Calendar of Upcoming Events......... ....... ....5 

News from Near and Far .................................................... 

* Plts Special Inserts on Accessing HRDA and MIS Support 

For readers not familiar with 
HRDA's Successes, here is a quick look at 
some of the innovations HIRDA has 
helped introduce to a Mission's portfolio 
of training options: 

V Iln-coutrV training geared to 
private-sector demand 

V Mission contracting 

mechanisms to access training 
countries 
conies
 
f
Mission access to U.S. experts 
for short-tenn consulting to 
support private-sector training

V Entrepreneurial internships for 
business owners and managers 

V Increased participation by 
women 

V 	 Regional workshops and 
management support for 
Mission staff 

V 	 Participant Training 
Management System (PTMS) 
support and improvements

V 	 Mechanisms to hire local and 
U.S. Personal Services 
Contractors 

V Support for Mission linkages to 
the private sector through 

Sector Advisory Boards 
V U.S. contractor support for 

project activities 
V Evaluation of training to 

measure impact
V Follow-on and professional 

networking support to enhance 
Sntwrinabiiy of training 
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A New Paul Knepp is the lIRDA Project Officer. 
€ /7/] _workedr_ [] P r er h 	 Before joiningin tile theOfficeAfricaof InternationalBureau this MayTraining.Paul He 

-.. ) . comes'to 1-IRDA project managemnlit with a Wealtl 
of experience about A.I.D.-sponsored training and a 

AFR/ONI/T1P recently awarded AMEX sharp sensitivity to the needs and frustrations of 
International, and its subcontractor Creative Associates Training Offices.
 
International, Inc. a two-year contract to assist Missions
 
and USAID Washington with the
 
implementation of the HRDA Project. The 
AMEX/CAII management team brings
 
knowledge of the African private sector,
 
hands-on experience with project,; and an
 
understanding of the tools and services
 
offered to Missions over the last five years
 
of the HRDA Project, as well as English,
 
French and Portuguese-speaking
 
professional sta ff.
 

AMEX International, Inc. 

Based in Washington, D.C., AMEX
 
International, Inc. (AMEX) is a management
 
development consulting firm committed to
 
promoting meaningful, sustained economic
 
growth in developing coIntries. Through 
training and technical assistance, AMEX's 
43 employees have contributed to private 
sector development initiatives in Africa. back Row': I lugh Manejq,Amdi Gilboy, Elizabeth li,'rey,Brenda Brya,nt 

Creative Associates International, Inc. 	 Freeman Daniels, Isabel Dilh'e'r, and Felipe 7ijeda. Fre'it Row: Rita
 
Wollinering, Larraine Denakpo, Paul Knepp, and l-arbal, <eatihk.
Creative Associates International, Inc. 

(CAI) is an international professional and 
technical services organization located in 
Washington D.C. Since 1979, CAll has designed, Larraiue Denakpo, HIRDA Project Mnager, has 
managed and evaluated education, training, and returned to the U.S. after eleven years in Burundi 
human resource development projects. -most recently as USAID/Bu rundi's -IRD 
Who's Who at HRDA Advisor and Project Manager for the BUHRD 

l'roject. Larraine knows the ins and outs of training 
The HRDA Project is managed by the Africa design, delivery and management from the Mission 

Bureau's Office of Operations and New Initiatives perspective. She provides practical, impact­
(ONI), Technical Projects and Program Imple- oriented management skills to Mission staff and 
mentation (TPPI) division. Paul Knepp (see box) is local training providers. 
Project Manager for HRDA, AFGIRA D and ATLAS. 
Paul's HRDA staff works directly with Missions on the 
design and implementation of HRDA-funded activities. 

Denakpo (see box), oversees a staff of experienced HRD 

professionals including the two Private Sector Training 
Coordinators, Andrew Gilboy and Donald Hart; the 
Project Assistant Isabel Dillener and consultant Felipe Directions ispublished by,AMEX International and 
Tejeda. Other consultants include CAll's Brenda Creative Associates Internalional, Inc. for the 11SAID 
Bryant and Susan Votaw who will also be devoting Human Resources Development Assiance Project 
time to HRDA. (698-0463) under 11te Africa Bureauns AFR/ONI/TPPI 

Office. Please direct comments, sulnissions for articles, or 
requests for infornation to Paul Knepp, USAID IIRDA 
Project Officer at AFR/ONI/TPPI. 
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luman Resources Development Assistanc IroptI (lIRD) ) 

Timely, ProfessionalSupport for Your HRD Needs 

Assisting with Training Management 

Vll-ria naeid tri ini enlh1,atCes it, inllct "lechricwaI assistance .Can1 impr've day-to-day rrianagement of
 
the trainini, flice, train l0tifalf ati develop lissri training strategies and multi-yeMar paTs. The devehloment
M 

ulItiVt'Iar trainirig plans, and the il'g of training tnponents in project ictivitie- r tgrdless t cIn -- are 
enhanced, lv tliororigi conlidTralti1,s Of the pOtenlial implact ot the training ' ip, isel0 . I I1II)A/.ANI'X stall an1d
 
its snllbtrmtiir, ( reative ..\s-eciatt International, Inc., have considerable e,\pe(rtisC ill impact analysvis in Africa.
 
I IR'D.\A -All.\
-tall ian work with iiteet,-hd .lissiors. to identifv.ways to Ichieve greater training impact Ich ,as
 
re-invet irtigt etned part aMd nl,radin. the iutrality Of trainingq otereid bv local providers.
nl ipaInt, 

Supporting Technical Field WISHFUL THINKING
 
and Outreach Services
 

Tnhriin ffitcr: I'tr ke to have more input in the
 
lIC grea test tinlliped rt"'sHltie lor private sector miN Of aCtVitieS that make nil the Nission's training
 

develoIiri in :\ttiia is its ple, many ol portfoliO.
1t1i1s 
whom have Iretitted tror l.,.-, ,-red training. rI ShhcoI cold ntrea th ipaIct O
 
I IR),A/:.NIl' stipport-, netw+,orking an1d otttreach i programs.
 
within the :\lriC,,a buitiess, ciirrtrntr it\ v llIl ing , I ' I i'l,,,nIiit ( )flicC1r: I \\'rlt to gct tCedt rical
PAjrCC 
Nl isitinS dCvelop)1utrea lha local offices to locus on training as a teveloprment toolih nistC(,- hI 
b i,-,iness a-,s itiI )ris, 'iiitrt ri g participa tion (iff j gtr. /IV.Sig 
rttutnees in dii-isctt-,i in grotp,, and trte air' ,0 Project Mrnr'i: I'm tired ot lengthy contracting 
a rrt iti gr1n iidt,lbl,,tl ,YAtrica,.,t~ltreprrenlerr, to procedures and frtrated becauS ICant get the kind 
-,tiare t iir i,tt1 '-,.se of technical support I Wa r i I Ineed it. 

0
0 

T(, help) streriV tl'ni hlcal trainiri,,g lrt'I'ideIrs, 0
 
'0
I IRI /",I.X 'tafl can Conluct traiing ridees O 

a,-,. rr e. lva t ,hate the capacity local traini 
prOVIiOrs and assist in the imletih'tatii 0Il IRI)A 
tra ining ,It i\vities1. Institutional strengthening of 
trainin;g prihr" can iticlnde on-site coaching Of trainers, or training-of-trainers, cOu'Ss to improve skills in 
,IsesnLtnt tI-digtra i1d Ctt delivetr. create training ad visor\, boards to work withnMMe IlRI )A ciu also hi, 
Nlissi Hi, to rc0ririt aid lect particilpart, Mrhelp training advisory groups to work more effectivel, bv 
streariliririe puiClti.ris itoeis.,ure' both trWpan ,rertcv arid efficiency. 

Developing Outlines for Scopes of Work 

LJ' ,\ 11)"Vashi ihii ,isi iinW stalfta I XMissionr draftling so'opes of work (S(O)¥ to enabIlei issi ronsto cccess 
tCcli riCii I er'ic e 10vnirire l ui ky. "aimple ( )Ws-, are available for services MOst frcIVucrt lv reIlnested. NIMissiiis Car 
obtirt aSisLance( on 1lRI )-rteltcd ta,k, ranging from initial pro0ject dLesigris tO imlact anay'ses of training 

Exchanging Information 

l'articilanit training,rind in-irit ryl training, are two)I f tlnwnl()t eflectiv, tools lir ichieving dt'ehipn.nI 
oljeiti s iti l' 1I1R )A is' cu)Iriiritteilfit improving training roar gerrtert tlersirrl nia\rruitrii iror,,pact. 
I IRI)A /, MI'Ix ,tIf fackilitaIte iifrriiatiir l lgIeI.'hthrou INhitrilictit M 11di wr irksli ..iipI)i'clins is p1ublished
iIrartrlv to)proide, iifrroialii on innovative idLea, strati, ie, aIdI progr,am, to irtl1)i)V trainin rirri, agemerl 

),\ i.\NI can also help NhisiiiuI IRA X.\stiff aIii hicl training,griltrieprliviltrs. their i,,!i riwsli'tters ir design 
Inrd cotihtt .giimal otirksiips tlrgetig, speoiial Irairiritg niceds. 

F%¢7 ,A',.AJi :P[F Cri"y 
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Humnan Resources Develomentil Assistance Project (IIRDA) 

Accessing HRDA Services 
To receive techiiical field supip rt, mIi>t NIisions ca ,CCe'ss ANF.X anId itls ,ulcontractr ('reive Associates 

International, Ino.. (CAII), i) provide ,ervices throgh I R.),,'s requirements or "Q"'coltracl---frei 1IIently called a 

''buv-in"--utsili lLnd ,Ilreldv obliIttcd to I I1R),A Or to ,notHher MissiOl project. I'rOCedures fr usinlg the Q 
contral are ceecnl telaiel hn proCedrre IQC (Indlfinite Quantity ('onlt',Lt) and ar hesr f0r using an 
tinrC-coIntlsnlilg than most 0t1lt'l' pl'Ocl'lIl'nt optiollns. 

4 AlI-i,()NIiII rt",'iews, n1d approves the
 
Tile Steps O)\\' and tstimldtd buoyret or recoinl"lends
 

ilodilicahtios to the \liion. 

1 	 Nl isjon identities HlRI)A activity or services 5 Approved .()SW is enit by the PImnjecLt Officer to 
rItVu ire'd" the Office ol I'ri 'cire ten I which reviewvs and 

tII'\P'IVtS thIL' ')\V an11d tht'n forwa'Vlrds it to 
2 Mlission queries AFIk -R). II110 aboult the A\MIX. 

s'rxices needed. ,\I' (}NI/ IT I 1 ,tfll 
provides NMission with sample dcMint and( 6 AxI LX prepare, orial resIponse , to reqiuest 
iitorr'iatiori oil sirrijir )ativ'iti(. '11(id subm its it it) the' I roj'ct ( lticer. 

3 Iiion prep,Vl'lPR t with copC of work 7 AI:I/()NI /TI'I COItnhcl't lission to discuss 
(SO)V),lnd htldl4t-1, tPR)/ 1 11 '']I it),IIRID.Ote technical astanc, cand id,les, proposed 
Pro(ject ()tier I',url IlT, i /rtimeline and O ri ssuesin AF ( )/I 
foi aCtion. Note: A diskette in Wordperfect 
format contIaining the scope of work should 
accompany all PIO/Ts and be sent via 8 OffikV Of [>lOCHlt01/t'lt t'vtiU!OS AM:X'S 
international courier service to: Paul Knepp, pIopIisa lg d1ia t's terni, and issues deliveryI, i 

AFR/ONI/TII'i, Room 30 I-M, 515 22nd Order.
 
Street, N.W., Washington, I).C. 20523.
 
Telephone: (202) 663-2713. 9 	 Mission provides concurrence for field visit. 

Followinig completion of he deliver \' orde; 

For more information, contact AFR/ONI/TPII staff at: ANILX colnducts a de-briefing with Mission. 

Contact 	 Telephone Fax/E-mail Mailing Address 

(2 02) 03-2713
 
Paul Knepp (202) 663-2692 ll Kpp@frni
 
H RDA Project Officer @aif


@aidw
 

Freeman Daniels AFR/ON I/TI'TI'
 
Private Sector (703) 235-4442 Room 301-M
 
.raining Advisor SA-2
 

,i -o.re. .. USAID
 
Elizabeth Torre( Washington, D.C.
 
Internatimnal Program (703) 235-9091 1 20523-023
 
Specialist . ... ... 3-.2.
 

Rita Wollimering 
Plublic Sctor (703) 235-5.12 
Training Advisor i 

larraine Dernakpo, I IRDA/AMEX I'roject Manager, and DornalId I Ialrt and Andrewv Gilbov the 'rivate Sector 
Training Cordilors, and other AMEX/CAll staff should be conlcte'd through AFR/ONI/TPI. 

For yotir files ... 	 A'lrchJI 1994 ] 
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HRDA Information Management Strategy 
USAID s ability to support human resources development relies on coordinated efforts at all levels to 

effectively target and manage training. The information generated from training programs is a vital Agency 
resource. Without basic participant, project and cost data there is no hope of demonstrating the impact of 
Agency-funded training. 

A primary objective of HRDA is to facilitate and support the collection, analysis and reporting of training
information for all USAID projects. In support of this objective, HRDA has developed the Mission-level 
Participant Training Management System (PTMS) and the Washington-based Training Information Management
System (TIMS) to provide the capability to manage, analyze and report on all training. Efforts have also begun to 
identify and make available materials on training providers and courses and related information through the 
prototype Global Training Information (GTI) system. Together these systems form the basis of a comprehensive 
training management system. 

In the coming years, an increased emphasis will be placed on efforts that support human resources 
development in three strategic areas: data analysis, information sharing (networking), and in closing what can be 
described as the "information gap". 

• 	 Data Analysis: PTMS is being enhanced to provide improved capability for strategic data analysis and 
reporting at the Mission level. At the Bureau level, participant training data collected from each Mission 
are being aggregated to provide trend, cross-country and regional analysis. Now that a significant amount 
of data has been accumulated, AFR/ONI/TPPI is also providing greater TIMS-level support. 

:. 	 Information Sharing: The ability of professionals to exchange ideas, procedures and information is 
critical to the success and progression of their activities. Ideally, training professionals in all 
organizations-whether with USAID or any NGO, university, bilateral or multilateral organization­
should be able to communicate easily. AFR/ONI/TPPI is committed to fostering communication 

etworksand expanding the use of technology to improve linkages between groups and organizations. 
One element of this strategy, the Global Training Information (GTI) system, is being evaluated and 
modified to better meet Mission needs. 

The Information Gap: The inability of most Missions to provide comprehensive training information on 
projects results in an information gap. For example, many training offices use contractors to program 
participants who, for various reasons, are not accurately recorded. USAID's policy-and HRDA's 
objectives- are to report all training for all projects. Closing this information gap is critical to the 
rational planning and implementation of future training. AFR/ONI/TPPI helps Missions and 
USAID/Washington to identify areas where improvements to information systems can be made 

Point of Contact 

AFR/ONI/TPPI supports information
 
management needs by providing highly experienced
 
technical, training and systems development
 
personnel. The contact point at AFR/ONI/TPPI for
 
MIS support is Hugh Maney. Other MIS Support staff
 
include Barbara Keating, Amex, for Data
 
Administration and Analysis and PeterGallagher,
 
David Hunsberger, and Martin Hudson, Infostructure
 
International, for Systems Design, Analysis, Training
 
and Technicil Support (see photo). For information or
 
assistance, contact:
 

Hugh Maney Telephone: (703) 235-9084 
HRDA MIS Specialist Fax:( 703) 235-9086 
AFR/ONI/TPPI 
E-mail Hugh Maney, @afr.oni,ros@aidw Standing: Martin Iludst,, PeterGallalgher,David Ihmslberger,Seatd: 

F "lnternet: HManey@USAID.GOV. 	 Barbara Keali::g, hugh Maney. 
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Directions 	 -----­

* Defining and Demonstrating Impact
 
.More and more USAID Mission, in Africawant to 

demonstrate and measure the impact of their programs Froni t1l LISAID/Canwroon Impact
by: Evaitltion of Participant Training 

" 	 developing indicators to measure tile impact Cameroon 1961-199.3 
of training on USAID-sponsored individuals, nte Iwas thefirst person in mum,'aini 
institutions and nations; hta l t' atiol. I was se lctdllti 

* designing training projects that incorporate exainniation in 1963 for aU.S. education in geology.
mechanisms for measuring impact; and Frontihitnontentoil, not onhl timl lift hutt tilly'irect 

* 	 assessing the impact of training on f!nilmh.s situation drnialial!'chnlged. Whe'ill ly
individuals, countries and regions. sister, bolth saw, how miy' lift inproved as a rsnll of 

educatlhi, tihey reholed their efforts anid completed
In 1991, the Africa Bureau asked Creative their degress localll. 77Tey are now both fidlyll

Associates International (CAll) to develop a framework enpldoled,whereas iil,'brother, who scoffed at book 
and methodology to be used to help Africa Missions harning,has never gone atniwhere. 
determine how training can better meet USAID 
strategic development objectives. (Returned Participant) 

In October 1991, CAll published A Raining
Impact Evaltation Methodology atd InitialOperational
Guide which examined the development of training the broadest level, impact is an appreciable change in
impact indicators and addressed the reporting the quality of life of individuals, institutions,
systems, management resources, and collection communities and governnments. Training itself does
mechanisms needed to improve the impact of training not guarantee impact. The impact framework and 
on development. According to this methodology, at methodology applied in four countries brought to light 

a ]lumber of points: 
41"USAID/Swaziland: "rraining 

has been a powerful tool within 
ANHIEARCYIPAC / kev economic sectors atAN IMPACT HIERARCHY 
 / individual and institutional 

/\17 levels. 

Continent 	 / *. USATD/Rwanda: Institutions
/ play a kev role in ensuring 

Nt' training impact. 
Nation "USAID/Tanzania: Maintaining

,£ 	 / both pre-training and 
// post-training data are essential 

Target Beneficiary Population to assessing changes ill
Iindividuals 

aind institutions. 
Sector 4. USAID/Ca neroon: The ability 

/ i 	 of institultions to absorb trained 
cadres is as important as the

Institution quality of the training arranged 
/ for their staff. 

Individual What's Next: Future Impact Ac­
tivities 

fIROA will produce a synopsis
/of tile les.. ois learned from tile 

*design and evaluation of training 
for impact. Already a number of 

// **USAID Missions are planning 
activities based on the impact 
methodology. 
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Directions 

News from Near & Far
 
In August 1993, HRDA ­

sponsored 2 one-week workshops 
on entrepreneurship and 
networking in Accra, Ghana and 
Bujumbura, Burundi. Mr. Michael 
Sudarkasa and other team 
members from the consulting firm 
21st Century Africa, Inc. led the 
participants through a variety of 
exercises to improve business 
planning skills and to make the 
most out of business networks and 
professional relationships. 

Lucia Quachey, a former 
Entrepreneurs International (El) 
participant and head of the El 
alumni association in Ghana 
reports that, as a result of the 
Ghana workshop, participants 
have completed the by-laws for a 
new association which members 

. are registering with the govern- . 
ment. We will publish the 
association's address in a future 
issue of the Directions. 

Approximately 20 Burundians 
and three Malagasy attended the 
second workshop, most of them 
having benefitted from previous 
AFGRAD, AMDP, or BUHRD 
training programs. The 
USAID/Bunmdi Private Sector 
Officer sparked considerable 
interest by introducing new 
concepts of modern salesmanship. 

; 


'Can you give me 
Directions... 

to improve the Mission's 

training impact? 
0 to manage in-country 

workshops? 
0 to draft a SOW? 

D-I-R-E-C-T-I-O-N-S is the 
new name for the HRDA quarterly 
bulletin, formerly the HRDA 
UPDATE. Webster's Dictionary 
defines it as the way of advance-
ment, furtherance or cultivation, 
The first and subsequent issues will 
stimulate new ideas and offer 
solutions and resources to meet your 
needs. We chose Directionsfor the 
sense of movement. Assistance and 
future it conveys. Directionswill 
be a forum where those committed 
to advancement through human 
resources development, education 
and training can share their points 
of view. Let us know what you think! 

Recent visits to Washington. 

- Roberta Jacobs from 
USAID/Cameroon in July. 

* 	 Nyembezi Mnthambela, FSN 
of the Year, from 
USAID/Malawi i July 64T IM). 

U 
° USAID/Tanzania's Magdalena 

Hiza in September. 
• 	 Sherry Suggs, Program Officer 

from USAID/Benin, in October. 
6 	 Scott Hudson from 

USAID/Mozambique in 
November. 

S Fatou Rigolo from
 
REDSO/WCA in early
 
November.
 

* 	 EdwardSpriggs, AID 
Representative, 
USAID/Nanibia, in late 
February. 

USAID Award Winning Employee 

Nyembezi Mnthambela, winner of the 1993 FSN 
Support Staff Award, started at USAID/Malawi in the 
Health Office and then moved to the Education and 
Training Office. Ms. Mnthambela was nominated by the 
Mission because of her diligence and attention to detail, 
her willingness to contribute and actively participate in 
Mission activities, and her demonstrated ability L exceed 
the expectations and requirements of her position. Ms. 
Carol Peasley, former Director of the Lilongwe Mission, 
stated that Ms. Mnthambela showed tireless initiative in 
working to make sense of complicated financial records 
and even taught herself how to use PTMS. She then passed 
her new skills to others and provided contractors and staff 
in Washington with solid ideas on how PTMS could be 
improved. 

The FSN of the Year award is given every year by 
A.I.D. to support and professional staff in each geographic 
bureau. Ms. Mnthambela was honored at a luncheon in 
Washington, D.C. in July 1993. 

Mardi 1994, No, 1	 .AAlA 
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* 	 A Calendarof Upcoming Events from 
-AFR/ONI/TPPI__ __-

Agribusiness Education in Agribusiness 
Strategic Planning Managing Africa: Strategic Planning

EVENT and Training for Resources and 
Development Impact Workshop and Development

Workshop Linkages Workshop 

DATE March 6 to March 23 to May 16 to 
& March 12, 1994 April 1, 1994 May 20, 1994 May 1994 

LOCATION Abidjan Washington DC Windhoek Kampala 

Private and Public Training and USAID-funded Private and Public 
Sector Participants Project Office Staff African returnees Sector Participants 

CONTACT Freeman Daniels RitaWollnering Yvonne Andualem Freeman Daniels
ATLAS Project 

Special Announcements 

Training Workshop Set for March '94 	 Agribusiness Workshop Scheduled 

Mission staff involved in the design, evaluation This spring, the HRDA Project will sponsor two 
and management of human resources development workshops on Agribusiness Strategic Planning and 
projects or the training components of other projects Development. The March workshop in Abidjan will 
should begin planning now for the workshop, be conducted in French by qualified French-speaking
Managing Training for Impact, to be held in the agribusiness specialists from USDA and Auburn 
Washington, D.C. area, March 23 to April 1, 1994. University. The May workshop will be held in 

Direct hire, ISC, and FSN staff from Mission Kampala, Uganda for English-speaking participants.
technical offices (Program, Project Design, Private Missions are encouraged to identify both private
Sector, D/G, and l-IPN) as well as Training Offices are sector business persons and public sector officials who 
urged to attend. This year's workshop, sponsored by could benefit from this interactive training. Field trips,
AFR/ONI, will focus on how to increase the develop- business planning and case studies are some of the 
ment impact of training in key USAID strategic areas. sessions planned. Due to the nature of these 
We would like to hear from you if you have ideas or workshops, the number of participants will be limited. 
particular concerns you would like addressed at the Missions are urged to reserve space for their nominees 
workshop. now 

HRDA Entrepreneurial Fellowship Program 

HRDA sponsors scholars for research fellowships in entrepreneurship at American universities. 
Currently, Ms. Delina Mohapi, Director of Adult Education at the National University of Lesotho, is an
IRDA fellow at Jackson State University's School of Business. Professor James Chipeta, AssociateProfessorat th0e Faculty of Commerce, University of Malawi,isatthe Uniersityof Pennsylvania' Snider ofess 

Entrepreneurial Center. Fellowships are funded by HRDA;but salaries of participants must be paid by their 
home institutions. For more details, watch for the next announcement cable in early March, or contact 
AFR/ONI/TPPI. 
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Directionis ... ......... .....
 

Understanding 

PlO /ri[e 
A PIO/P is a USAID document required for 

participant training. USAID defines a parlicilhintas 
someone who receives academic or technical training 
in the U.S. or a third country. The term P10/P stands for 
Project Implementation Order/Participant and is one 
of three project implementation documents. The lO/T 
is for technical services and the PIO/C is for 
commodities. 
What is the purpose of the PIO/P? 

USAID regulations require P10/P documentation 

7i.rovide invalle data on traiin prris,trainling costs and participatts. 

informaition conitainiediiI a PlO/I' isentered­
into the Mission's Participant Training Management 
System (PT MS) and provides an excellent database 
which can be used during project evalations, impact 
assessments, cost analyses, and follow-on activities. In 
addition, once entered, the data can be retrieved as 
reports during the preparation of semi-annual Project 
Implementation Reports (PIRs), Assessment of 
lProgram Impact (APls), and annual Congressional 
Presentations (Cl's). 

The answers to the question Why shotii 
Missions use lI0/ls? are simple: 

for all AID-sponsored participants, howezver nanalged1 Yet have to; it is an Ageicy Handbook 10 
and funded and wherever trained. (LISAID I hiiulbook 10 
Chapter 6A). P10/Ps are used: 

+ 	 'l) set aside'tfundsfor traiin orprovide a blulg,'t for 

training, 


The Face Sheet of a funded PIO/P provides 
evidence that bilateral funds are available for training. 
A funded PIO/P serves as a "purchase order" to a 
programmer or to a receiving Mission for procurement 
of training services. 

The Face Sheet of a non-funded I'IO/P shows 
what a contractor or programming agent estimates it 
will spend on the training. Non-funded PIO/Ps are 
used when the Mission has an institutional contract in 

funded project for training andplace or uses a centrally fundediprjet A 
does not directly control fund disbursements. Astoring
non-funded PlO/P will show contract numbers instead 
of the appropriation and allotment numbers and fund 
cites used on a funded PlO/P. 

4. 	 Tl detail training oljectives. 

Page two of tile PO/P is similar to the scope of 
work required for a PIO/T. It tells the world-lhe 
participant, contractors, programmlers, evaluators, 
auditors and inspectors-the objectives of the training 
program, how it will respond to specific project or 
Mission objectives, and the anticipated short-term 
result of the training, 

+ 	 'lb provide LISA ID Mission atI host govern nnt'itt
approval fr training. 

A completed PIO/P documents both Mission and 
host government approval for the training request 
through the clearances and signatures required on page 
one and through references to Project Implementation 
Letters, host government correspondence, or decisions 
of selection committees and advisory boards. 

requirement.
2 The information you provide in a properly 

executed PIO/IP enables programmers to 
provide participant training that meets the 

Mission's development objectives. 

Tracking In-Country Training 

The number of USAID-financed host 

country nationals trained ill-country is often 
under-reported since few Missions maintain a 

such records. 
The HRDA Project would like ideas from 
Missions on how they record and maintain 
data on project-funded in-country training. 

Does your Mission have a system in place that 
works well or do you search through filing 
cabinets every time your Director asks for a 
special report? Can you tell how many women 
have received training in fertilizer use or 
family planning? Does the Training Office have 
access to Project Implementation Reports 
which contain information on in-country 
training activities? 

In a future issue we will share your ideas
and 	provide strategies to improve access to the 
data you need for evaluations, reports, ald 

impact assessments. 
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A THE AFRICAN-AMERICAN INSTITUTE 
AI J IN I T ' D NATIONS PLAZA N F W YORK NEW YORK 1OO17 

S 2 1 2) 949 666 C , L A F RAM 

ATLAS 

AFRICAN TRAINING FOR LEADERSHIP AND ADVANCED SKILLS 

We are pleased to announce that the African-American Institute (AAI) has been awarded 
a five-year contract with the Agency for International Development to administer the African 
Training for Leadership and Advanced Skills (ATL.AS) Project, PhaseIl. ATLAS is a 
cooperative effort of participating governments, American universities, the Council of 
Graduate Schools in the United States, and the Agency for International Development 
(A.I.D.). 

The goal of the ATLAS Project is to improve the ability of African institutions and 
organizations to plan and promote sustainable development. The project's objective is to 
strengthen leadership and technical abilities and enhance the professional excellence of 
individuals serving in African public and private sector entities, including universities, 
research centers and other key development institutions. 

The ATLAS Project, as a successor to the African Graduate Fellowship (AFGRAD) 
Programs, will continue to offer undergraduate, graduate and postgraduate fellowships for 
highly qualified Africans to undertake academic programs in the United States. ATLAS will 
provide advanced studies in disciplines critical to development, such as economics, business 
administration, public health, agriculture and engineering. At least thirty percent of the 
awards will go to women in order to increase their ability to fill leadership and non­
traditional roles in African development. It is estimated that approximately 600 participants 
will be trained during the five year period, with the first to begin their programs in the 1991­
92 academic year. 

The most significant departure from the AFGRAD Program is the elimination of A.I.D. 
centrally-funded scholarships. Primary funding for ATLAS Fellowships will be provided by 
the participating USAID Missions. The African-American Institute's cooperative 
relationship with the Council of Graduate Schools and the contribution of tuition 
scholarships by U.S. universities will continue under the ATIAS Project. 

USAID Missions participating in ATLAS will determine their training needs in relation to 
their overall and sector strategies and the objectives of A.I.D.'s Development Fund fur 
Africa (DFA). Briefly put, the overall goal of the DFA is to encourage broad-based, 
sustainable economic growth. 

;z4i
 



An exciting component of ATLAS is the post-training professional enhancement program. 

The enhancement program encourages profession,, development and networking among 

as among returned participants from other USAID-
AFGRAD and ATLAS alumni as well 


funded training programs. The new field activities will include:
 

" 	national and regional symposia on topics critical to African development 

* 	support grants to African professional societies and organizations 

* 	 re-entry work,,hots in Africa 
* 	 regularly updated directories and newsletters for alumni and networking through 

alumni associations 

to 	assist in meeting the challenges of ATLAS:AAI selected four subcontractors 

The African Academy of Sciences 	(AAS), based in Nairobi, will be" 
primarily involved in the symposia and other field activities 

The National Association for Equal Opportunity in Higher Education (NAFEO)" 
will be the liaison with historically 	black colleges and universities 

Arthur D. Little, Inc. (ADL) will design special seminars for participants
* 


in the U.S. and provide expertise for some of the field activities
 

* 	 Management Systems International (MSI) will assist AAI in refining the 

existing AAI management information system to meet the requirements of ATLAS. 

For further information contact: 	 (Mrs.) Heather Monroe
 
Chief ot Party, VFLAS
 
The African-American Institute
 
833 United Nations Plaza
 
New York, N.Y. 10017
 



Al THE AFRICAN-AMERICAN 	 INSTITUTE
833 UNITED NATIONS PLAZA NEW YORK . NEW YORK 10017 

TEL 1221 949-5666 FAX (212) 682-6174 TELEX 666-5e5 CABLE: AFRAM 

FACT SHEET ON ATLAS FIELD SERVICES 

Background 
In planning the African Training for Leadership and Advanced Skills Project (USAID 

AFR 698-0475), one of the major concerns was how to keep the skills and knowledge acquired 
in long-term US training programs current and relevant among returned participants. What could 
be done in terms of follow-on programs for the more than 2,500 AFGRAD alumni and the 
thousands of USAID-financed participants across the continent? 

These issues prompted a concern with what the Project Paper was to call "professional 
enhancement." It was decided that enhancement could take several forms, both individually as 
well as institutionally. To cover all the individuals which AFGRAD had trained, a networking 
newsbulletin was established, called IROKO: also the Project would update its "Directory of 
AFGRAD/ATLAS Fellows" every year, and mail a copy to every single alumnus. In addition 
there wculd be a series of professional seminars, conferences, workshops, colloquia, and 
symposia on themes of general development importance. Finally, to promote institution-building 
and sustainable enhancement environments, ATLAS planners incorporated a small grants 
program to voluntary associations and professional societies in Africa whose membership 
included USAID-financed participants. Together, these four major activities areas comprise what 
is called ATLAS Field Services: 

" Publication of the AFGRAD/ATLAS Alumni Directory; 
* 	Publication of IROKO, the Project's networking bulletin; 
* 	Conferences, workshops and seminars in Africa (2 per year); 
* 	Small grants to voluntary associations whose goal is the professional
 

enhancement of their members
 

Objectives, Results and Future Activities 

Both IROKO and the Alumni Directory began publication in Fall 1991. and response to 
date has been very encouraging. To the extent possible, IROKO is written by former AFGRAD 
alumni and current ATLAS students, but IROKO is far more than an alumni newsletter. 
Substantively, its goal is to provide useful information on issues and activities pertaining directly 
to African development, and the Prcject will continue to make IROKO's field relevance the 
main thrust of the publication. In terms of conferences and workshops, ATLAS has sponsored 
activities on the the African Family in Uganda; on Governance in Senegal; on Export Marketing 
in Tanzania and Ghana; and plans to hold conferences on the Environment and on Science 
Education in Africa in 1993. The Grants Program will be operational by early 1993, and the 
Project continues to receive Grant applications. Candidates must be voluntary associations which 
number USAID-trained participants as members; grants are given only once, up to a maximum 
of $30,000. Application forms are sent out to AFGRAD and ATLAS alumni via IROKO and 
also to USAID Missions via another Project publication, ATLAS ALERT. Interested persons 
should also contact his or her local AAI Program Representative. 
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In our continuing efforto to moot commonly encountered 
keep rnoaoiona informed and to when working with OIT and: a 
omooih the flow of Information aecond which oonfair com­
between you ard ua. hio QI mon ocronym uod within 
Imining Tioio devoted (by Ing forma here, at lead by having AID, includirg onea tht are 
popular demand) to lating the moot them epelled out and available for general to the field of development. If 
commonl uce ecfonflym witin AID quick reference, you're work may be you como acrouo an unuoual acronym 
and O1T. If you feel that you don't al- made a ittle eagier. There are two oeo- that you think ahould be included in 
wayo underaeand what comeone iore- tiona: one which deala with acronyme thi Training Tip, cend it in to Diane 
ferring to when they cay "RFP, Pavitt. OIT/PETA. FYI. ou can e-mail 
OYB2, 'AIDAR*, or 'OODBU',you are or fax me ot (703) 87;-4229. I will 

not alonel Although we are of defin- (. tru to make reviaiona A-AP[ 

ACCRAO American Associaio.- of Collegiate Registrars and Admissions Officers 
AB9 Annual Budget Submission 
AED Academy for Educational Development 
AETR Academic Enrollment and Term Report 
AFR Bureau for Africa 
AFR/ONI/TPPI Bureau for Africa/Office of Operations and New Initiatives/Technical Projects 

and Program Implementation 
AIDAR Agency for International Development Aquisiion Regulation 
AID/W Agency for International Development/Washihgton, DC 
ALI/GU American Language Institute/Georgetown University 
AMA Advanced Mainfainance Allowance 
AMIDEAGT American-Mideast Education and Training 
API Assessment of Program Impact 
ASIA Bureau for Asia 
ATLAS African Training for Leadership and Advanced Skills 
BW9 Budget Worksheef 
CAPO Central American Peace Scholarship Program 
CASP Central American Scholarship Program 
CAG9 Cooperative Association for Otate Scholarships 
CBI Caribbean Basin Initiative 
CDOG Country Development Strategy Statement 
CEU Continuing Education Units 
CF Call Forward 
CID Consortium on International Development 
CIs Commonwealth of Independent States 
CLASP Central and Latin American Scholarship Program 
CM Chief of Mission 
CO Contracting Officer 
COTR Contracting Officer Technical Representative 
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CPaP Country Program Ofrafegic Plan 
CTP Country Training Plan 
DCM Deputy Chief of Mission 
DDIR Depuftj Director 

Development Associates (does not curronfly use acronym) 
DH Direct Hire 
DIR Director: Office of the Director 
DPA Designated Programming Agent 
EHRDO Education and Human Resources Development Office(r) 
EHRT9 Education and Human Resources Technical Services 
El Enfrepreneurs Internafional F .M. 
ELT English Language Training 
EPT English Proficiency Tes_ 

ET'3 Educational Testing Service . 

EUR Buteau for Europe _ 

FAA Foreign Assistance Act ____.____ 

FAR Federal Aquisition Regulation _-=----_ --­ , 
FHA Bureau for Food and Humanitarian Assistance ............... __ 

FM Office of Financial Management 
FGN Foreign Service National Off af, 
FTA Field Training Advisor 
FTE 
GC 

Full Time Equivalent 
Office of the General ConselM if 

ODO 
HAC 

General Development Office(r) 
Health and Accident Coverage nfr mnt 

HBIO Handbook 10; Participant Training 
HBCUs Historically Black Colleges and Universities 
HC Host Counfry 
HERNO Human and Educational Resources Network Qupporf 
HOPS il Honduras Peace Scholarship Program 
HRDA Human Resources Development Assistance 
HRDO Human Resources Development Office(r) 
IAP6O University form requesting J-1 (exchange visitor.) visa 
IAP66A University form requesting J-1 (exhange visifor) visa for AID participants ory 
I0 Office of the Inspector General 
lIE Instifute of International Education 
ING Immigration and Naturalization Service 
IRS Internal Revenue Service 
IP Information Bystems/Otrategio Plan 
LAO Bureau for Latin America and the Caribbean 
LAOPAU Latin American Ocholarship Programs ot American Universities 
LEG Bureau for Legislative Affairs 
LOOFRAME Logical Framework 
LOP Length of Project 
MDA Master Disbursing Account 
MEDEVAC Medical Evacuation 
META Maria Elana Torano Associates, Inc. 
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* 	MIC Meridian International Center (formerly Washington International Center) 
MMA Monthly Maintenance Allowance 
MOU Memo of Understanding 
MTO Mission Training Order 
MUCIA Midwest Universities Consortium for International Activities 
NAFEO National Association for Equal Opportunity In Higher Education 
NAFOA NAFGA: Association of International Educators 

(formerly NAFQA: National Association of Foreign gfudenf Affairs) 
NAPA National Association of Partners of the Americsa 
NA9ULOC National Association of Otate Universities and Land 

ch j* TGrant Colleges 
NCIV National Couneil for International Visitors 
NE Bureau for the Near East 

On-the-Job-
NIB 
NO 

Newly Independent Otates (Task Force) 
New Otate Department Building (Main State) 

Training OE 
OIT 

Operating Expenses 
Office of International Training 

4- OIT/DR Office of the Director 
, OIT/PETA Policy, Evaluation and Technical Assistance DMsion 

/ ,OIT/PP Participant Programming Division 
OIT/Rg Resources and Oupport Division 

" OIT/RTP Reimbursable Training Program 
S-OJT On-the-Job Training 

F.OgDBU Office of Bmall and Disadvantaged Business Utilization 
* PAAD Program Assistance Approval Document 
" PACD Project Assistance Completion Date 

PAF Project Authorization and Request for Allotment of Funds 
PAgA Participating Agency Gervices Agreement 
PBg Program Budget gubmission 
PDM Program Design and Management 
PDO Project Development Office(r) 
PDF Participant Data Form 
PD&g Program Development and 0upport 
PEC Program Evaluation Committee 
PERT Program Evaluation Review Technique 
PEg Program Evaluation gystem; Project Evaluation gummary 
PETA Policy, Evaluation and Technical Assistance Division 
PID Project Identification Document 
PIET Partners for International Education and Training 
PIL Project Implementation Letter 
PlO Project Implementation Order 
PlO/C Project Implementation Order/Commodity 
PIO/P Project Implementation Order/Participant 
PIOIT Project Implementation Order/Technical Gervices 
PIP Project Implementation Plan 
PIR Project Implementation Report 
PMI9 Project Management Information Oystem 
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PO Program Office(r); Purchase Order 
POD Program Objectives Document 
PP Participant Programming Division; Project Paper 
PRE Bureau for Private Enterprise 
PRIGM Program Information Bysfem for Otrafegio Management 
PROAG Project Agreement 
PROG Program; Program Information Oystems 
POTNA Private Dector Training Needs Assessment 
PTIG Participant Training Information Gytem 
PTM9 Participant Training Management 9ystem 
PTN Participant Training Notice 
RADIA9 R&D Information Access Oysfem 
R&D Bureau for Research and Development 
R&D/AuR Office of Agriculture 
R&D/E&I Office of Energy and Infrastructure 
R&D/EID Office of Economic and Institutional Development 
R&D/ED Office of Educafior, 
R&D/ENR Office of Environment and Natural Resources 
R&D/H Office of Health 
R&D/MGT Office of Management 
R&D/N Office of Nutrition 
R&D/Oh Office of International Training 
R&D/PO Office of Program 
R&D/POP Office of Population 
R&D/R Office of Research 
R&D/UC Center for Universitj Cooperation in Development 
R&D/W1D Office of Women in Development 
RDO Regional Development Office 
RDO/C Regional Development Office/Caribbean 
REDSO Regional Economic Development Gervice Office 
REDgO/EA REDgO/East Africa (Kenya) 
REDDO/WA REDOO/West Africa (Ivory Coast) 
RFP Request for Proposal 
ROCAP Regional Office for Central American Program 
RD Resources and Oupport Division 
RggA Resources Oupporf gervices Agreement 
RTAC 11 LAC Regional Technical Aid Center 
RTP Reimbursable Training Program 
9A Otate Annex; Opecial Assistant 
gl1IMO fafisfical and Information Management Ofaff 
Dow Ocope of Work 
TA Travel Authorization 

W'h11rl CourntrVV 



Office of International Training Page 5 

OIT Training Tips
 

TOA Training Oost Analysis 
TON Third Ocuntry National 
TOG The CenTech Group, Inc. 
TOT Third Country Training 
TDD Terminal Disbursement Date 
TDY Temporary Duty 
TE9 Training Evaluation and Oupporf Services 
TIP Training Implementation Plan 
TJF Thomas Jefferson Fellow 
TJFP Thomas Jefferson Fellowship Program 
TNA Training Needs Assessment 

.TNAG Training Needs Assessment Guide 
TOEFL Test of English as a Foreign Language 
TPM Training Program Manager 
USAID Country Mission of the U.S. Agency for International Development 
USDH United States Direct Hire 
UOIA United States Information Agency (Washington, DO) 
UG9 United States Information Gervice (overseas) 
U9TTI U.S. Telecommunications Training Institute 
WD Women in Development 

World Leaning (does not currently use acronym) 
(formerly The Experiment in International Living) 

Assistant Administrator 
AAAS American Academy for the Advancement of Science 
A/AID Administrator; Office of the Administrator 
ACT Action 
AD Administrative Decision 
ADO Advanced Developing Country 
AFDB (F) African Development Bank (Fund) 
AG Auditor General 
AID Agency for International Development 
AID/AR Bureau for Africa 
AID/A9 Office of Administrative Services 
AID/A8lA Bureau for Asia 
AID/B Office of Budget 
AID/CDIE Center for Development Informaion and Evaluation 
AID/EOP Office of Equal Opportunity Programs 
AID/EQ Office of Executive Decretariat 
AID/EUR Bureau for Europe 
AID/FA Directorate for Finance and Administration 
AID/FHA Bureau for Food and Humanitarian Assistance 
AID/FM Office of Financial Managmenf 
AID/GO Office of the General Counsel 

")
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AIDIHRDM Office of Human Resources Development and Management
 
AID/IDP Office of International Donor Programs
 
AID/IG Office of the Insector General
 
AID/IRM Office of Information Resources Management
 
AID/LAO Bureau for Latin A.nerica and the Caribbean
 
AID/LEO Bureau for Legislative Affairs
 
AID/NE Bureau for the Near East
 
AID/NIG Newly Independent Otates Task Force
 
AID/OMS Office of Overseas Management Oupporf
 
AID/OP Office of Procurement
 
AID/OP9 Direeforaf6 for Operations
 
AID/OQDBU Office of Omall and Disadvantaged Business Utilization


AID/ AR O 'fie ofPoli~j nal~~is nd ~ sou ees...................................................................

*AID/PAR Office of Policy Analysis and Resources 

AID/POL Directorate for Policy 
AID/PRE Bureau for Private Enterprise 
AID/R&D Bureau for Research and Development 
AID/OP Office of Otratagic Planning 

AID/XA Office of External Affairs
 
AID9 Acquired Immune Deficiency gyndrome
 
AIFLD American Institute for Free Labor Development

AL Annual Leave -

APO Army Post Office l~ j 
ASAP As goon as Possible 

,AODB (F) Asian Development Bank (Fund) 
AOEAN Association of Gouth East Asian Nations 
BIFADEC Board for International Food and Agricultural Congressional 

Development and Economic Cooperation Notification 
C/AID Counselor (AID) 
CDO Center for Disease Control 
CDIE Center for Development Information and Evaluation 
CIDA Canadian International Development Agency
 
CM Office of Contract Management
 
ON Congressional Notification
 
COB Close of Business
 
CP Congressional Presentation
 
CR0 Congressional Research Gervice
 
CROP Collaborative Research Oupporf Program
 
CTIO Center for Trade and Investment Gervices
 
cWg Church World Gervices
 
CY Calendar Year
 
DA Development Assistkice
 
DA/AID Deputj Administrator of AID
 
DAC Development A5,sisfance Committee (of the Organization for
 

Economic Cooperation and Development) 
DCC Development Coordination Commitfoe 
DEA U.D. Drug Enforcement Agency 
DFA Development Fu'nd for Africa 
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EC European Community; Economic Council 
ECA UN Economic Commission for Africa 
ECE UN Economic Commission for Europe 
ECLA UN Economic Commission for Latin America 
ECOSOC United Nations Economic and Gocial Council 
EDC Education and Development Center 
EDF European Development Fund 
EEC European Economic Community 
EER Employmenf Evaluation Report 
EO Executive Order 
E9 Office of the Executive Becrefary 
EQOAP Economic and Gocial Commission for Asia and the Pacific (UN) 
EgD Economic and gocial Data gervice 
EDF Economic Supporf Fund 
ETA Estimafed Time of Arrival 
ETD Estimated lime of Departure 
EXIM Export-Import Bank of the U.9.. 
EXO Executive Officer 
FACI Financial Accounting Control ystern 
FAO Food and Agriculture Organization of the United Nations 
FAD Foreign Agricultural Gervice 
FF Ford Foundation 
FPO Fleet Post Office 
F9 Foreign Qervice I.).I. 
F91 Foreign Service lnstifufe \ 
F9O Foreign Service Officer Srignervice Intitute 
FY Fiscal Year (Oct. I - 9epf. 30) 
FYI For Your Information 
GATT General Agreement on Tariffs and Trade 
GDP Gross Domestic Product 
GNP Gross National Producf 
Go General 9chedule 
IAF Inter-American Foundation 
IBRD International Bank for Recons-ruetion and Development (World Bank) 
IDA International Development Association (World Bank); 

International Disaster Assisfance 
IDB Infer-American Development Bank; Islamic Development Bank 
IDCA International Development Cooperation Agency 
IFAD International Fund for Agricultural Development (UN) 
SIFO International Finance Corporation (World Bank) 
IMF International Monetary Fund 
IRM Information Resources Management 
JOTC Institute for Ocienfifio and Technical Coope"ation 
JICA Japan International Cooperation Agency 
LDC Less Developed Country 
LIO Low Income Country 
LLDO Least Developed Country 
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MIC 	 Middle Income Country 
MI9 	 Management Information D sem 
NGO 	 Non-Government Organization 
NIC 	 Newly Industrialized Counfrj 
NTE 	 Not to Exceed 
OAD 	 Organization of American Ofates 
OD 	 Office of Director; Other Donor; Organizational Development 
ODA 	 Office of Development Assistance; Official Development Assistance 
OECD 	 Organization for Economic Cooperation and Development 
OFDA 	 Office of Foreign Disaster Assistance 
OIOD 	 Office of International Cooperation and Development (UGDA) 
OMB 	 Office of Management and Budgqf 
OPEC 	 Overseas Petroleum Exporting Countries 
OPIC 	 Overseas Private Investmenf Corporation 
0/9 	 Overseas 
OYB 	 Operational Year Budget 
PADF 	 Pan American Development Foundation 
PAR 	 Performance Appraisal Report; Project Appraisal Report; 

Office of Policy Analysis and Resources 
PD 	 Position Description 
PL 480 	 The Agricultural Trade, Development and Assistance Act (Food for Peace) 

Title I - loans 
Tifle I! - grants 
Title Ill - loan, but conditional grant 
Gec. 416 - surplus commodities 

POE 	 Ports of Enftr 
PalP 	 Private Deefor Investment Program 
PTIIC 	 Presidential Training Initiative for the Islands Caribbean 
PVO 	 Private Voluntary Organization 
RCA 	 Request for Contracts Action 
RCO 	 Regional Contracting Officer 
RF 	 Rockefeller Foundation 
RHUDO 	 Regional Housing and Urban Development Office 
OAC 	 9enate Appropriafions Committee 
*ADOC 	 Douthern Africa Development Coordination Conference 
GECID 	 Doufh East Consortium for International Development 
GEED 	 Dupport for Eastern Europe Democracy Act 
OF 	 Standard Form (e.g. OF 171) 
OFRO 	 Genate Foreign Relations Committee 
OHORTLIOT 	 A listing of potential confractors deemed qualified after an evaluation 

of submitted prequalificafion Information 

upp'~t4 ~ Fwp&Peisoc~acgACt 
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) 	GID Gociety for International Development 
STATE United States Department of Otate 
T&A Time and Attendance 
TDA Trade and Development Agency 
TDP U.S.Trade and Development Program 
TF Task Force 
TIC Time in Class; Trade and Investment Council 
TITLE XII Section of the Foreign Assistance Act which places emphasis on utilization 

of land grant universities and other instifulions in fostering development 
in food and agriculture
 

UN United Nations
 
UNCDF United Nations Capital Development Fund
 
UNCOTD United Nations Conference on Science and Technology for Development 
UNCTAD United Nations Conference on Trade and Development 
UNDP United Nations Development Program 
UNDRO United Nations Disaser Relief Organization 
UNEP United Nations Environment Program 
UNESCO United Nations Educational, Scientific and Cultural Organization 
UNFPA United Nations Fund for Population Activities 
UNGA United Nations General Assembly 
UNHCR United Nations High Commissioner for Refugees 
UNICEF United Nations Iniemational Children's Fund 
UNIDO United Nations Industrial Development Organization 
UNITAR United Nations Institute for Training and Research 
UNRISD United Nations Research Institute for Social Development 
UNRWQ United Nations Relief Works Agency 
USDA United States Department of Agriculture 
USEC U.. Mission to European Communities (Otate) 
U* O United States Government 
UONATO U.0. Mission to the North Atlantic Treaty Organization (State) 
USOAD U.0. Representative to the Organization of American States 
USTR U.0. Trade Representative 
WEC World Economic Center 
WFC World Food Conference (UN) 
WFP World Food Program (UN) 
WHO World Health Organization 
WHO/CPA World Health Organization/Global Program on AIDS 
WRI World Resources Institute 

U , 1iEI
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AFRICA 

Some 30 African countries have abandoned 
their experiments with socialism -usuallyA flicker of light asharp arm-twist by foren credi­
tors-in favour of the free-market creed 

preached by the World Bank and the IMF. 
There is nothing remarkable in princi­

ple about the advice given in the ugly name 
of structural adjustment: that governments

Economic reform and political realism are starting to yield limited gains in should spend within their means, keep their 
Africa. But the obstacles to recovery are still immense exchange rates competitive, free up prices,

strip out subsidies, stop meddling in busi-
HE most dispiriting thing about Africa farmers and entrepreneurs while lining the ness and sell off state enterprises. But in 
isnot that it isthe world's poorest conti- pockets of the bureaucrats who handed practice, it has implied reforms for Africa 

nent; nor even that it isthe only one where them out. Soaring commodity prices helped every bit as wrenching as those under way in 
people were poorer at the end of the 1980 hide inefficiency in the 1970s. But when Eastern Europe. To the extent that it has
than they had been at thestart. it isthat even prices plunged, governments carried on been practised by Africa's governments, has 
if its economy (minus South Africa) were to spending and borrowing as if the good any of it worked? 
growat the rateconfidently projected by the t.mes had never ended. Their economies 
World Bank for the rest of the 1990s, Afri- round steadilyto ahalt. Back from the precipice 
cans would have to wait another 40 years to In recent years, however, parts of Africa Listen to the hostile grumbling on the 
clamber back to the incomes they had in the have been trying to introduce their most ground and the answer is a resounding No. 
mid-1970s. Exclude Nigeria, and the wait radical adjustments since independence. Bitter Senegalese stormed through the 
would last acentury. The Africa of wretched refugee camps and streets of Dakar last month when the price

Africa has lurched backwards at a time bloody ethnic wars still grinds on, in An- of imported rice, sugarand cookingoildou­
when poorcountries elsewhere have sprung gola, Sudan, Liberia, Somalia and Burundi. bled following the devaluation of their cur­
ahead. In 1965 Ghanaians were less poor, Yet over the past ten years another Africa. of rency, the CFA franc. Angry Zimbabweans 
believe it or not, than South Koreans or plate-glass skyscrapers and new stockmark- rioted when their government ended bread
Thais; Nigerians were better off than Indo- cts, of political opposition and outspoken subsidies. Ghana's reforming finance min­
nesians. Today the total wealth of Africa, newspapers, has emerged. Elections prolif- ister, Kwesi Botchwey, says he gets hounded 
with twice the population of the United erate; this year democracy should come to outofconferences forsuggesting that adjust-
States, is little more than that of Belgium. South Africa, Malawi and Mozambique. ment has bred any success. "Structural ad-
Disappointment crowds into justment", comments lshrat 
the continent: unfilled bellies, ,. Husain, the World Bank's chief 
untreated and untreatable dis- economist fbr Africa, "isthe 

ca, u e c e an most emotionally charged sub­
unfinished wars. Can Africa re- '.V. ject I have ever come across." 
verse this dismal trend? N ,,O Africans' hostility isalmost 

The question matters not 1 matched by that of people
only because such a yawning , . ,working -. in the vast develop­
gap in global riches nags at the ment industry-which, unlike 
rich world's conscience. Afri- ' j , .academic - dissenters, has to 
cans are reproducing faster '" NIGER.pick up the pieces scattered by 
than the rest of the world's * .,UDreform. Britain's Oxfam,whicl 
poor; in 30 years their num- has worked for decades in Af-G.' 


bers will double. Without ' '.' . n.n6i.. rica, told the World Bank and 
better prospects at home, many - IMF last September that adjust­
hundreds of thousands more sOo, ment "can only be judged a 
will be knocking at the rich N O ' N complete failure." 
world's door, while the rich N' Since Zimbabwe's.'I 
 govern­
world, dogged by troubles of its ment introduced fees at health 
own, may tire of pumping in clinics, reports Oxfam, three 
aid without visible results, iOLA times as many women at Hara-

As recently as the mid- recentral hospital have died in 
1980s, Africa's disastrous per- child-birth. Since Zambia dis­
formance could be blamed IOTS ANA AS R mantledMADA its state marketing,
chiefly on the folly of its lead- monopoly for maize, private
ers' economic policies. Most ENOIB| barons have staked out info,­
governments smothered their S mal monopolies in caste n 
economies after independence zmAD Zambia and now pay farmers 
with a nonsensical regulatory well under half the old state 
regime of permits and licences minimum. Stripped of import
guaranteed only to throttle , t,.ttu,., protection, Zambia's textile in-
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AFRICA 

dustry has collapsed.
But making a more comprehensive as- Less is more
 

sessment is fiendishly difficult. National

statistics on Africa are usually wrong, out of
h'0 Idate or both. AWorld Bank econometrician as%of GDP 1987p
published a study in 1992 called: "WhStructural Adjustment has not Succeeded in !6­

,44­sub-Saharan Africa". The Bank retrieved it
from the printers, re-issued it with a less of
 ,
controversial title and pointed out that the .04
 
analysis was anyway flawed: it failed to dis- -
 "
 -

tinguish countries that merely signed up to 

­

a reform programme from those that car- ­ Sub-Saharan Africaried such aprogramme out. ' EastAsia and Pacific* 4 
The World Bank is due to publish --- Other eveloping countries - Sub-Saharan Africa
 

EastAsia and Pacifit
shortly its biggest study yet of adjustment in . ­29 sub-Saharan countries. It asks two chief ,o , 0 8' 90) 91 -1; 0 "o 8580 0. 9,qu estio n s. How much of what these cou n ,, , , 
- Ls w * ..
tries promised did they actually do? Andwas the result a better economic perfbr- ment will come. For the rest, the Bank's re- makes theirmance in 1987-91 compared with 1981-86? exports newly competitive,port amounts to an admission that coun- food croppers, because their produce is noThe news is not all bad. The Bankjudges tries have not done what they promised.that six countries got the macroeconomic Cameroon 
longer undermined by artificiallycheap im­and Tanzania. for example,fundamentals right: Ghana, Tanzania, still subiect "at least i00" items to import 
ports. Freeing up official food prices does 

Gambia, Burkina Faso, Nigeria and Zim- not always hurt the rural poor, adds thequotas. Eighteen countries still fix tilebabwe. On average, all six improved their 
price Bank, since the chief beneficianes of subsi­they pay to farmers for their chief exportindustrial output, exports, savings and in- dised food were almost all city dwellers.crop. Malawi still foibids smallholders to Zambian farmers may fall prey to monopo­come per person. Farmers in Ghana started 


planting more cocoa again. Tanzania and 
grow sugar, tea or burley tobacco. Striking listic private middlemen in the short term,
Nigerians have twice forced their govern-Nigeria now grow more fod than they irn-

it argues; but competition will soon drawment to maintain the costlystate subsidy onport. As farmers came to be taxed less others in and push producr prices up. 
heavily, they produced 

fuel sold at the pump. Less than a fifth The Bank's confidence veers towardsmore for export. Africa's state firms have been sold off, and 
of 

complacency. The best its own reportUganda struck 20,000 phantom names off can 
its civil-service payroll, Ghana 11.000. 

virtually none of the important ones like say is that: "The majority of the poor areairlines, mining, telecommunications andAll ofwhich isquite some achievement. electricity. Ghana is selling part of its stake 
probably better offand almost certainly no 

But the fairly up-beat tone of the repoit is worse off." Yet even the best-argued criti­in Ashanti Goldfields Corporation, its top
belicd by its more gloomy analysis. In no export-earner, this month; and Zambia its 
cisms of the Bank amount less to a case
 

single country did reform work unambigu- copper mines. But 
against reform and more to one fordoing it
Nigeria has privatised differently. Land reform in Ethiopia, for ex­ouslyin the right way. Worse, thesixstarpu- less than 5%of its total portfolio. Inpils had deteriorating rates of investment. 

ten ample, is returning vast inefficient state­years, Kenya sold almost nothing at all.Worth $1.6 billion in 1993, foreign direct in- held farms to peasant farmers. But 80% ofWorse still. Nigeria's latest military Ethiopians, says their Qowernment,vestment is so negligible in Africa (it gets a live atruler, General Sani Abacha, threw out thepaltry 3%ofglobal flows) that the study does 
least halfa day's walk from the nearest road.country's entire reform programme in Jan-not even measure it. let alone assess its rates Better crop prices scarcely touch these peo­arv. lie fixed an official exchange rate atof return. Only 13 of the countries studied twice the free-market rate, and ordered in-
ple. Even if they do,men, who tend to be 
cash-croppers, cannot always be relied on toeven kept any data on private investment. terest rates down to negative real levels. Nj- share their extra earnings with the women-Ghana isthe nearest the Bankcan find to ge-a was one of the Bank's six star pupils.a model reforme,-. Its economy grew by an folk, whooften farm for their family's needs.
 

impressive 4%annually in 1988-92. But to 
Entrepreneurs across the continent dis-
Reform better, not less prove the insultin propositionachieve this, Gh,na has been drip-fed by a Those whodisagreewith the World Bank or-

that Afri-
Fund and Ban. determined to nurture a 

cans do not respond to the profit motive inthodoxy' worry that Africa's economies aresuccess in Afria. Little private foreign in- the same way as anybody else. Sit for mo-etoo fragile towithstand such demandingvestment has foowed. and it has gone into 
re- than a minute-as you are guaranteed toforms. Kevin Watkins. chief economist atQold, not into mrnufacturing. Ghanaians do-in a Lagos gpo-slow" traffic an, andOxfal and a critic of adjustment, arguesare still amongAfrica's poorest people: GD' 

Nigerian hawkers peddlinog yellow plasticthat the high real interest rates required toper person brushes and live chickens will be atVour caris $450. Gima's national say- meet short-term IM F monetary tarvets. cou-ings rate averaged 7.5% ot CDP over 1987-91. window. Or browse throu'h the border
pled with the removal ofimport protection,
compared with 33% for the fast-growing throttle exactly tile 
markets in Benin, Niger and (:had. where 

East Asian "tier" economies: ik. 
small industries that Af- pies of African-print wraps and finely em­gross do- rica needs to nurture. Untempered dereu- bro:dered cotton boubous woventoestic investnent rate usonly 16% u. GD'. by Nice­lation can undermine liveliho(ods of theWere the Bank to pull out tomorrow, Cha-

ian textile workers have beet smuggled in.poor, he argues, as it has for the farmers that Domin reform betterna's economy mitht well deteriorate again. icans investmn inOxfam works with in eastern Zanbia. the decent roads, village grain-stores orAlx)ut the best thatcan be said ofAfrica's This criticism usfair. as far as itgoes. Ihetar performers is that things are no longer credit facilities that will enable smallhold­
getting worse. 

Bank does tend to assume that smallholder ers and entrepreneurs to reap its rewards.lhev have heaved themselves farmers -the voiceless maiority aiutomau- lhe nagging bv t)xhianback from tihe precipice to rouefhlvwhere In- and its friends hascally benefit from market refotrit because not been lost on thedonesia. Malaysia and Thailand stood in Bank. It now lendsthey are no lonver forced to sell at1965. Be patient, urges the Bank. and invest- cual 
low offi- more for health and schooling. But since itprices: exporters, because devaluation does not lend sums tfless than $100,000, it 
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AFRICA 
isill-placed to meet small-scale rural needs, about Africa's lack of political interest in re-Aid agencies fill some ofthe gap. In the end 	 turned to run its 2 2,000-acre sugar estate inform. But its determination to see successAfrican governments must doa berterjob of 	 Jinja. Asian entrepreneurs in East Africatempers its instinct to disapprove. The al-this sort of thing themselves, 	 could even inch into the role played by themost cheery tone of the forthcoming report,Yet African governments still skew 	 overseas Chinese in South-East Asia.so- savs one insider, was deliberate gloss. At-cial budgets towards prestigious teaching 	 Yet Uganda and Ghana are still tiny,ag­rica-bashing,argue Bank officials. makes for
hospitals and universities, or six-lane high-	 ricultural economies, surrounded by re­frosty meetings with African leaders, less co-ways to the international airport, according 	 operation, and an 

gions of civil strife. When the South-Eastever-deteriorating for-to David Sahn and Ren6 Bernier ofCornell 	 Asian "tigers" broke through from povertyeign image. "Investment won't come to Af-University. Kenya, fbrexample, spent three-	 to relative wealth, they were helped by therica if it looks like a loser," says Edwardquarters of its investment budget for educa-	 proximity of Japan. Black Africa, a conti-Jaycox, head of the Bank's African affairs.tion on higher education in 1990 but none 	 nent of paupers, has not had acomparableThe Bank desperately needs to see successon primaryschools.TheCentralAfrican Re-	 regional leader-until now.just as aid agencies tend to see failure. Itspublic spent virtually its entire health bud- The opening up of post-sanctions South 
get (97%) on hospital-based, curative medi-

growth forecasts for Africa invariably prove Africa-its first all-race election isin April­optimistic. "Knowing what the truth is,"cine. True, poor countries cannot afford to could help the rest of Africa make a fresh
one Bank official is said to have remarked,
lose all their skilled consultants or profes- "self-deception has becomea wayoflife." 
start. South African trade delegations have
 

sors. But even reforming governments find So, 
been shuttling off to Namibia and Ghana,


subsidised middle-class bureaucrats or sol-
in public, the Bank tip-toes deli- Tanzania and Zimbabwe, chasing orders to
cately around state crookery, scarcely men-
diers to be ferocious defenders of theirjobs, 	 supplyorange juice and peanut butter, con­tioning the word "corruption", and neverprivileges and perks. Re-orienting social 	 tracts to mine gold and gemstones. De Beersin the same breath as an individual country.spending towards the rural poor, say Bank is looking fordiamonds in Ghana, in ajoint

officials, meets 
The closest ithas come recently to success- venture with thefiercer resistance than al- fully punishing an African laggard was with 

Ghanaian government.
most any other reform. Kenya. ltsuspendedaidfornearlytwoyears Eskom. South Africa's electricity company,isplannng a
after President Daniel arap Moi abandoned 	 southern Africa electricity
grid. A South African firm has just bought
Making honesty pay reform in 1991. President Moi gave in; theUltimately, it is political as 	 half the state-owned Tanzanian Breweries.much as eco- Bank turned the drip back on. Last monthnomicfailingswhichhavehandicappedAf- A tiny 5%of Africa's trade is currentlyKenya lifttd virtually all foreign-exchangerica's effbrts to reform. Governments fear 	 with other African partners, while mostcontrols. Will it convince investors? Not ifthe protests which reform tends to provoke; 	 goes along the old colonial trade routes tothey believe, as manydo, that President Moiand the paraphernalia ofstate control-ra-	 Europe. Yet South African exports to Zam­isbehaving nicely only to fend offhis credi-tioning goods, issuing licences, staffing state bia have more than doubled in value since
Interprises-tends to suit governments that 

tors, and could well change his mind again. 1992; to Zimbabwe they have jumped 50%.Bossing or bullying governments.ant friends and fellow tribesmen 	 that Botswana, neighbouring South Africa, hasin the are alreadypricklyabout having theirsover.ight places. Why, asks one businessman, 	 Africa's fastest-growing economy. The teneignty trampled on isunlikely to deliver de-has Kenya been so reluctant to privatise members of the Southern African Develop­
anything? Why was France, which has busi-

cent results in the long run, however. Per- ment Community are trying to turn them­haps the Bank should choose more carefullyness interests across francophone Africa 	 selves into a regional trading area whichthe governments it backs, then back themand whose political parties receive hand-	 South Africa may soon join.properly: so far, it has despaired of only asome donations from African friends, so re-	 If nothing else, the past decade hasvery few extreme cases, such as Zaire, whereluctant to allow a devaluation of the CFA 	
taught that results take time, and that disap­it shut its office this year. pointment with reform has a lot to do withfranc that would anger African leaders? Under amore selective regime, the BankForeign investors who might otherwise 	 inflated expectations. The African Nationalwould have to back wholeheartedly those Itbe attracted by Africa's cheap labour are de-	 Congress, which will dominate South Afri­believed in. That might mean pushing forterred by the hassle of dealing in countries far-reaching debt relief: Uganda, for exam-
ca's first democratic government, will be

where the rule of law is so weak that even 	 under popular pressure to repeat the rest ofpIe, a genuine reformer, is cruelly handi-simple contracts can be difficult to enforce, 	 Africa's mistakes by buying good times nowcapped by the obligation to apply moreand where financial systems are crude and at ahigh economic price for the future. ifit
poorly regulated. Across much of West Af-

than half its export earnings to servicing its can resist, and can curb the political vio­foreign debt. About halfof all external debt lence, the 1990s could bring the first brightrica, private land ownership is not recog- owed by Africa is to rich-country govern-	 prospects Africa has had fbr years.nised outside the capital. Farmland can beacquired only by lease, and lessees are then 	
ments, which--unlike the Bank-can 

beholden to the whims of local chiefs. 	
choose to write it off. The sight of a reform- Hands off
ing economy rewarded by alleviation of its
Businesses that do persevere-many of GDP per head
 

them Lebanese-have to bribe the umpteen 
foreign debt might even encourage envious

neighbours to follow. 	

Annual average % change,1987-91countries 
groupe by interventionism t
badly-paid functionaries 	 of4

who can other­
wise make business impossible. This "in-
formal welfare system" 	 I-lope from the southbreeds obstructive 
bureaucracy, and forces companies to pay 	

in Utanda. Ghana, Narnibia,even in Ethio­
pia and Eritrea, Africa has begun
heavily for the mobile telecommunications, 	 to wel­come a new breed of leader, reluctant to -Mumprivate security and courier services that 	 Heavyblame the rich world for failure and readier um e d
 thrive on the state's incompetence. In Nige- to accept responsibility for Africa's future.1, where about $3billion, or 10% of GD', Since Uganda's president, Yoweri Museve-Iappeared out of the public accounts in COU,,t.,Wf
 

2 ni, started work on a home-grown reform
"'f9.and halfthat amount leaked outin the 	 ,,plan, Uandans-m any of them Asians ',, 
, ,. 

a 
, 
. ,.a. ,
first half of last year, the cost of top-level 
 kickedout bvIdi Amin-areeven beginning ,crookerv to the economy ishigh indeed. 	 ,-- ,,.,F ,,C,.,,,, ,,to brmt their families and money back. The	 

W 

Privately, the Bank is deeply gloomy Madhavani 
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familv, fior example, has re­
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IDESPREAD ABUSE 


STARK PICTURE ISPAINTED 

Data on 193 Countries Show 
Day-to-Day Discrimination 

Is aFact of Existence 

By STEVEN GREENHOUSE 
110dailto Ta-,,owkTima 

WASHINGTON, Feb. 2 - For the 
first time, the State Department.has 
focused on the treatment of women in 

ul human rights repor, and itsgrim: forced ateadreg lizatl
artle in China; Burm= and 

ThartlscoerndCina; pr And 
Thai g-is coerced Iitod p;l
maids beaten In Saudi Arabia, andgirls
ritually mutilated In the Sudan and 
Somalia. 

In painstaking detail the report on 
193 countries issued this week paints a 
dreary picture of day-to-day discrimi-
nation and abuse. In Zaire, girls spend 
one-third as much time In school as 
boys and do most of the heavy farm 
work. In the Republic of the Cgo 
adultery is illegal for women, but not 
for men. Indonesian women are loath 

to go out alone at night because they
are widely seen as fair game for sexual
attack-"Watedto te 

"We wanted to high!ight the situation 
that many women face around the 
world," said Timothy E. Wirth, the 
>tate Department's counselor who 
oversees human rights policy. "There 
is a problem of rampant discrimina-
lion against women, and physical
abuse is just the most obvious exam-
pie." 

Women's Groups' Suggestions 

State Department officials said they 
ireatly expanded the report's exami-

tIon of the women's situation around 
world partly in response to sugges-

ns from women's groups, and partlyto step up the heat on many cto stepoup the hat woen ay tre 
to improve the way women are treated. 

Although Hillary Rodham Clinton 

and other influential
WWhEiPteB figures in theHoue hove madeconcern forWoten'Hos a halmap.cwht Adr I' 
minlstrati0n, and althouilkI'. Wirth, a 

" fo "Wwrmr fromsntor Coorido, is a

cl po ally of the CIhM s, the 

State DVartment officials deed that
he_,__. rob g,in theWhiteHouze played 

new empoasis in the rlf Ir, 

AdministrationAdontsrt has been cm-
mird ~ m on women's issuts from day 

one, focuang on family leave, children, 
and health care,- Mr. Wirth said. -This 

is what this election was largely
about." 

"Half the woi ld are women, and until 
you improve their situation, you're not 
goiflt to improve human rights around
the World," said Nancy Ely-Raphel, the
State Department's deputy assistant 
secretary for human rights. "We felt 
not enough attention was being paid to 
the women's situation in many coun-
tries, You only have to look at our 
cotjntry. We're slowly moving ahead onthese issues, and we want to push that
around the world." 

*Thisyear'shumanrightsreporttook 
a broad view of women and human 
rights, looing not just at abuses by 
governmenta but at the indignities and 
dIscrimination that governments often 
havY. little to do with. 

But the State Department's human 
rights team reported progress in a 
handful of countries. In Turkey, the 
Government has opened shelterswomenF battered women, and Turkish for 
are w n numenoen, ureasn 

the profesin, business and govern-
meat, I"luding the courts. In Mexico, 
women now bol some senior positions 
in the CongrM and the Government is 
sponsorin widespread education pro-grams ion women s rights.gn Impomant sri ght. 

'tinmportant Breakthrough' 
"It'n an important breakthrough for 

the Administration to tell governments 
around the world that this Is something, 
we are at least starting to give lip
service to and hopefully will take morel 
seriously in the years to come," Patri-
cia Ireland, president of the NationalOrganization for Women, said in an,
interview, "But we shouldn't ,xempt, 
ourselves from criticism." 

In the United States, the situation ior 
women could stand a lot of improvine, 
many feminists say. Women earn 70 
percent of what men do on average, 
and Government estimates show thatthere were more than one million at-,tacks on women by their husbands or 
'omoanions last vear. 

Of all the countries examined. the 
State Department focused most closeiv 
on Thailand and the situation of itswomen, especially on the 200.000 to500,000 prostitutes that human rights 
groups estimate are in that country. 
The report notes how procurers often 
give the parents of young women an 
advance against their future earnings. 
money that is frequently used to build anew house. The report said the procur­

ers prefer tralficking in women from, 
hill tribes are cheaper tocountries,buy and:becanco.l:-use theyand neighboringtheir inability to speak Thai makes 
them easier to control. 

'Despite occasional high profile 

raids on brothels, laws against prosti­
tution have not been effectively en­
forced," the report said. "in many 
cases, brothels pay off local govern­
ment representatives and police." The, 
report said that one human rights 
group noted many instances in which 
the Thai police drove Burmese women,
into Thailand and delivered them to 
brothels. 

An underlying theme of the report's.
discussion on women's rights is how 
governments often turn a blind eye to,
the abuse of women - and how in many countries the law itself d[scrimi­
nates. In Morocco, for example, the law, 
excuses killing one's wife If she is. 
caught in the act of adultery, but a, 
women would not be excused for killing,
her husband in the same circum­
stances. In Bolivia, women's groups 
report that the police are unsympathet­
ic to battered women, and in Camer­
oon. wife beating is not grounds for 
divorce. 

Dowry Disappointments 
In India. dowry deaths are "a partic­

ularly serous problem," the report 
said, describing a phenomenon in 
which a groom or his family kills his 
wife out of anger that her dowry is 
insufficient. Government figures showthere were 4,785 dowry deaths in 1992. 

Female genital mutilaUon remains 
common in the Sudan and Somalia, the
 
report said, citing an independent ex­
pert who estimate.1 that 98 percent of
 
Somali women have undergone such
 
procedures. This mutilation often re­
stits in severe urinary problems, intec­
tlions and even death.
 

Women were hit especially hard i­the Somali civil war, the report added.noing that some clans have engaged in 
"systematic rape and abduction ,,i 
young women to serve as sexual slaves 
to roving gangs." It described an mci­
dent in which marauding members ot 
one clan raped dozens of women inside a mosque where they had sought rei­
uge. Rape was also used as a weapon inthe war in Bosnia, the report said,ointing to a strategy by Bosnian Serbs 
to rape Muslim women as a means of 
driving people to flee their towns. 



* 	 DBA SHOPTALIK
 
Are data audits really necessary to ensure data accuracy? You bet they are
 

ATA AUDITS AREvaluable because they 

can provide a multi-
fold return on in-
vestment. SQL-based 

relational systems are moving rap 
idly toward achieving and main-
taining data integrity, which sim-
ply means accurate, solid, trust-
worthy, and usable data. Data audits 
are useful prior to loading data 
into a database. Frequently, when 
a new application nears comple-
tion or a development team brings 
itonline, the only thing surpass-
ing the joy and glory of project 
completion is the confusion and 
uncertainty engulfing the project. 
Therefore; attention focuses on 
data conversion. Although it's nec-
cssary from the onset, concentrat-
ing on data problems usually oc-
curs late in the process. And late 
attention to data issues deprives 
the enterprise and database of the 
opportunity to provide valid data. 

A data audit is a systematic 
process of identifying and validat-
ing both usable and nonusable data 
and their components. The audit 
process provides an opportunity to 
examine data. Although the account-
ing discipline successfully employs 
the audit process, its application to 
databases is a relatively new con-
cept. Unfortunately, nonfamiliar-
ity breeds fear. New concepts and 
procedures, especially if they're 
not time tested, appear superficial-
ly difficult and monumental at first 
glance and their benefits are rarely 
envisioned. Furthermore, it be-
comes difficult to change the orga-
nizational data that has served the 
enterprise so well over the years. 
Change provides opportunities as 
well as competitive edge; continu-
ous change provides continuous 
process improvement. Therefore, an 
audit results in a robust 'and a 
trusted system. 

Data generators are data 

BYASAD M. YASIN 

aand A i ts 
owners. An auditor simply validates 
the data on behalf of the processes 
or personnel generating it. A data 
audit process is similar to an ac-
counting audit process in which 
an external auditor validates a 
company's accounting records.. 
Therefore, the DBA is the "exter-
nal auditor." In other words, the 
DBA's role oscillates between cus-
todian and auditor. Of course, the 
accounting audit process is an es- resources. And why should 
tablished, understood,.and widely j DBAs police the data collection 
practiced procedure that has been and generation processes? DBAs 
applied for centuries. Data audit, j need not and should not act as po­
on the other hand, is neither es-
tablished, understood, nor widely 
practiced. The accounting depart-
ment of a well-established com-
pany clearly understands the va-
lidity of an external audit as well 
as data ownership concepts. Ac-
counting departments always re-
tain the ownership of their rec-
ords. Likewise, the database and 
application users must understand 
the importance of the data audit 
and ownership concepts. The user 
has and always will retain data 
ownership. 

An external auditor of ac-
counting records is responsible 
and liable to the Security and Ex-
change Commission in addition to 
the investors, customers, and other 
consumers of the accounting in-
formation. DBAs are just as re-
sponsible and liable to the enter-
prise, users, and consumers of elec-
tronic information. Mistakes in the 

underlying data certainly becomethe DB3A's responsibility, just as 

the external auditor bears the re­
sponsibility of mistakes in a corn­
pany's accounting records. How­
ever, mistakes in databases are 
much harder to detect. Bad data is 
a time bomb lurking inside the 
system-a fatal flaw that can para-
I%nlzeenterprise decision making
and cause untold chaos in the flow 
of accurate information within an 
enterprise. An enterprise deserves 
and relies upon accurate informa­

i 	 tion. And it's the DBA's responsi­
bility to provide it.

I The audit vrocess doesn't ima­
ply that data is inconsistent. incor­
rect, or unusable. On the contrary, 

i it helps identify probable errors or 
shortfalls, thus*making an organi-

I zation's data more accurate. An au­
i dit costs significant dollars, time. 

and 

licemen. Rather. they should act as 
data custodians-just as accountants 
are custodians of accounting data. 
If an enterprise's accounting de­
partment requires the verification 
of an expense report, are they po­
licing the data and the data acqui­
sition process? No; it's simply with­
in the realm of their responsibility 
to detect and correct probable er­
rors and omissions. This detection 
and correction process ultimately 
results in process improvement and 
profitability. 

Similarly, the enterprise is 
responsible for establishing the 
necessity of an audit. The audit 
process provides the foundation 
for data accuracy and is directly re­
sponsible for data validation and 
correction. It also assists in identi­
fying system bottlenecks. Therefore, 
an audit's result is an orderly data 
conversion and dollar savings. In 
effect, the enterprise gets a pre-

DATABASE PROGRAMMING & DESIGN 
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ferred, trustworthy, and robust 
system. On the other hand, the sand 
costs of not performing an audit uu l~~ m; 
are dollar 	and schedule overruns unaudited, how 
as well as 	poorly performing sys- it hn 

.... 	 tems withlittle or-no data intelli- can . . . . 
gence. The data becomes text, and 
the database 	system becomes a text- trusted? 
processing system. 

The enterprise, DBAs, Natu- application to address the data and 
ral Working Groups (NWGs), us- nothing but the data. DBAs have a 
ers, and developers must have ac- vested interest in the databases, 
curate, solid, and usable data. They and therefore themselves-just as 
are responsible for providing this applications developers have a 
data in an orderly and timely fash- vested interest in the application.
ion. An NWG is a collection of The audit group should be com-
personnel from all disciplines that posed of users, developers, and 
have a vested interest in a given DBAs. Who shall lead the audit? 
application. The NWG, users, and Let the organization be the guide. 
applications-development team pro- I To achieve an orderly data 
vide the candidate data for inclu-

I sion in the database. This data can 
arrive from many sources, includ-
ing papers, electronic files, and 
other databases, 

The DBAs and applications-
development team provide data 
movement information as it relates 
to the database, including updates, 
insertions, extractions, and pool 
time, which is the amount of time 
that data stays in the database 
waiting to be fetched. The move-
ment information may include ar-

I chiving and normal movement 
within the database as well as any 
performance-related roll-ups. The 
applications-development team 
develops front-end applications, 
while DBAs are generally respon-
sible for the back end. Therefore, 
the DBAs may or may not be a part 
of the front-end screen- and re-
ports-development process. They 
do, however, provide the databases, 

i optimum access paths, and exper-
itise necessary for an application to 

maintain and extract data. This 
DBA and applications-development 
setup genera!ly depends on an in-
dividual organization's structure. 
In one organization, the DBA and 
applications developer may be the 
same, but, in another organization, 
they may belong to a completely 
differen't group. However, they 
should all work toward a common 
goal. 

It's inconceivable that data 

can be moved into a database with-

out an audit. If data Is unaudited, 

how can it be trusted? During the 

audit, however, the DBA Is respon-

sible to rise above the database and 


transfer, the data conversion and 
audit should be completed prior to 
the development of user screens 
and reports. Audits need not con-
tinue past the conversion stage. The 
data integrity constraints, triggers, 
and educational processes are gen-
erallv sufficient for data mainte-
nance. These processes, at the very 
least, serve 	as early warning sys-
tems since 	they provide the oppor-
tunitv for 	 early, error detection 
and correction. In spite of these 
mechanisms, however, the need for 
an ongoing 	audit might still exist. 
This need 	 must be ascertained at 
the site or enterprise level, 

Data is almost always convert-
ed in two steps: one for historical 
data, and one for live data. An ob-
jective evaluation reveals that 
most data can be converted in ad-
vance, including all existing data 
at the time of bulk conversion. Any 
new records can be converted lat-
er. Once a large volume of histori-
cal data has been converted, only a 
small fraction of live data remains, 
For instance, assume that the data 
conversion will transform a total 
of 10,000 records. Although this 
amount constitutes a small num-
ber of records, it could still be sub-
divided and processed as batches 
of 1,000 records. After the first 
9,000 records are converted, a 
smaller amount remains for final 
conversion. 

If an entire data set conver-
slon is attempted close to applica-
tion startup, the result will be cha-
os, Alternatively, the audit process 
and Initial conversion yields suffl-
cent in-depth knowledge of the 
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rocesses, data set, error locations, 
exception conditions. There­

fre, when the last data set is to be 
converted, the process is known 
and users have been alerted to cor­
rect ongoing-data transactionsarid­
be prepared for the final conver­
sion. The remaining amount is 
readily convertible prior to the 
"operational readiness date." The 
new databases are switched on with 
little or no disruption. 

The audit process identifies 
all data pitfalls, which include in­
tegrity and domain violations and 
missing, misspelled, and noncon­
formant data. The audit begins at 
the start of the conversion process 
and continues until the data con­
version is completed. The audits 
take place at regularly scheduled 
intervals, and the volume and cor­
rection requirements drive their 
frequency. Any anomalies in the 
process or data are detected and 
corrected at an earl' stage. Just 
like an external auditor, the data 
auditor may declare that the data 
is less than optimal and schedule 
corrections prior to accepting data 
for database load. The result is: 
timely, accurate data. The audit 
and conversion process's goal is to 
provide zero defects. This result is 
the mark of quality.

Records should be identified 
and tagged for audit. in a new,' svs­
tem, the entiie data set becomes an 
audit candidate. Distinctions must
 
be made between relevant and ir­
relevant records and fields. A rel­
evant record is any record that can
 
find its way into any kind of pro­
cessing in the database, including
 
basic search and retrieval opera­
tions. A record that will be includ­
ed in a basic select is not a candi­
date. However, never assume that
 
a user will issue a select or join
against several thousand or several 
million records without qualifica­
tion. Therefore, a record or sub­
unit becomes relevant if the user 
issues a search based on that field, 
Furthermore, if a part of the rec­
ord is a description field used to 
impart knowledge about a prod. 
uct, process, or concept, it acquires 
the status of a relevant field. There­
fore, it enters the category of an 
auditable record. 

Consider this example: As­
sume that a database system con­
sists of only two relations. The 
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first is known Launch Progress, On the groups contribute to the necessary
which contains i record pertain- knowledge for a successful audit 
ing to each launch. This record is" base the database system. The DBAs 
continually updated as the launch 
progresses, Additionally, assume 
that Launch Progress has 100 attri-
........... .butesHwever°ne°f its attri-
butes can only acquire one of the 
status values contained in another 
relation, Status Code. Therefore, 
Launch Progress's attribute status 
holds current status. The launch 
will occur only after the status 
contained in the Launch Progress's 
launch record has turned to a "Y." 

The Status Code relation con-
tains all validation codes that will 
be used by other table(s) in the 
database. Therefore, it validates 
the status conditions for a shuttle 
or rocket launch (which is critical 
for a Space Center enterprise). 

The Status Code relation in 
Figure I has two attributes: status 
and description. Since status is a 
critical field, it should be audited. 
The description field, on the other 
hand, is just a description. So some 
may ask, "Why should it be audit-
ed? ' Wel!. assume that the data in 

i 	the descri-tion field for the two 
"Hold" records (B and H) wasn't 
audited. The description fields 

i may simply state "Hold" in both 
records instead of the definitions 
provided previously. If an opera-
tor applies a precise hold code, 
whether it be a "B" or "H," more 
informati :n is necessary. Both 
hold conditions can occur for dif-
ferent reasons. Although both hold 
types may apply holds, the B hold 
is a built-in hold, such as the nine-
or 10-minute period prior to a shut-
tIe or a rocket launch for the deter-
mination of launch criteria, whereas 
the H hold is a required hold due 
to an unforeseen condition, in-
cluding unfavorable weather or a 
malfunctioning guidance control 
unit. 

Description records of the 

Status Code relation containing 


Status Description 

B Built-In Hold 
H Unscheduled Hold 
I In Progress 
L Launched 
N Launch Denied 
Y Ready to Launch 

dataa is and applications-development team 
i provide all code, validation rela­ui tion data, and relation definition 

requirements. The NWG andusers­beprovide all search and retrieval, 

_ 

-

-

Ready________ _ rnSpaceto______aun______h 
generally distributed over various 

FIGURE 1.SttusioCode relation, groups in an organization, These 

the word "Hold" as a description 
are insufficient to assist the opera-
tor. This inferior description does 
not help the operator make correct 
decisions or apply proper holds 
prior to launch. An audit on the 
description field will identify this 
deficiency and provide correction. 
Furthermore, the business rules 
state that Launch Progress's status 
field can't be populated incorrect-
ly empty, or as NULL. Therefore, the 
Status Code relation must also be 
fully populated. This process can 
be readily e.ktended to identify 
any relevant fields in the database. 

All relevant data must be au-
dited. The key is to establish usabil-
it'. Will the record or subunit be 
processed or kept locked away in 
an electronic filing cabinet? How 
much should be audited? The an-
swers depend on the data's nature 
and usage. Depending upon usage, 
it may be sufficient to audit a few 
records at a time, or the entire data 
set. If a million records exist and 
the components of these records 
can be used in data processing or 
qualified queries, then the entire 
record set is relevant. The set-up 
phase requires that the entire data 
set be available. If a million rec-
ords in a data set must be reviewed, 
then the entire record set should 
be available prior to the audit. 

The audit process continues 
relation by relation, element by 
element, and record by record un-
til every piece of data has been 
verified to be accurate, solid, and 
usable. Actually, the data audit ex-
tends a bit beyond the data-it in-
cludes the knowledge of data us-
age and database structure. This 
knowledge becomes essential in 
determining audit criteria as well 

as the production system perfor-
mance envelope, which directly af-
fects the end user and enterprise, 

The relevant knowledge re-
quired to implement a database-
related application successfully is 

insertion path, and performance 
requirements. This information as­
sists in the validation of predeter­
mined access paths. Though unde­
sirable, it may also provide any 
cut-off dates to grandfather data. 
(Grandfathering data means accept­
ing historical data as is, because it 
may be cost prohibitive to correct 
and validate old records.) It's bene­
ficial to validate and correct most, 
if not all, of the grandfathered 
data since personnel may have 
changed or the data was consid­
ered irrelevant at the recording in-
stance. This case often occurs in 
organizations that switch over to 
relational systems. 

However, grandfathered data 
i 	isn't without its attendant difficul­

ties since data behaves according 
to the rules of fluid dynamics. If 
an opening exists, data will flow 
toward it, which may be in the 

I form of reports or other relations 
Jin the database. Similarly, the 

grandfathered data eventuall, finds 
its way into processing. 

Data audits are an integral 
part or the data conversion and load 
process. The audit has no surro­
gates and should be performed pri­
or to data conversion or loading, 
The audit will save time, effort,i 
and dollars, and will help alleviate 
unfounded fears, improve accura­
cy, make the conversion process ! 
more palatable, and prove that data I 
conversion isn't fatal. Although 
the database and application may 
guard itself against data corrup­
tion, continuing audits may also 
provide additional security. The 
audits will provide an enterprise 
with accurate, solid, trustworthy, 
and usable data. Once the database 
is trusted, it will be used. And 
once it's used, it will provide an 

organization's intended return on 
investment. 11111 

Asad M.Yasin Isasenior technical spe­
cialist at McDonnell Douglas Space Sys­
tems Company, located at the Kennedy


Center in Florida. He Is currently

working on a large-scale space shuttle­
related database system.
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...Modern telecommunications .an essential elc it in c,­
- Mo rnic l tte'ltctiv_water sourcing, sanitation. 

makes as big a difference to the construction. agricu.iturc and other 

Third-Worldpoor as literacy 
or high-Yield agriculture." 

loi ,vys are carrid n,,t ro,m 
s i,te. coouctin.i hap..
Lutioni-cdi crop productIlml. Appro­

priate technologV has moved well 

Dem ocracy, and 
the Village Telephone 

beyond1L the Nvater screw andl thle Inl­
dlined plane.Development, 	 Sl'Md t"ou'
 

t 	 ~Second, in(tdernl te lcoinll10tnlica­d 	 tionlS MlLd electronic illOrinatlolnDraem cyo ansystemis
are th,,roijhlv appr,,priate 

by Sam Pitroda 

I was horn in 194. and raised in 
a poor village in one of the poorest 
areas of rural India, a place with 
kerosene lamps and no running wa-
ter. In 1980, at IS,I was aI.. citi-
zen and a1sell-made telecommunica-
tiins llllionlla e. B, 1990. I wIs 4-
years old ald niearing the eld ot 

-l hauc~idt1,. ri i back i llidti i,!cad-
, of1r;I-oiltr r iail bit qoe-
ct-',qtl cltort to iljd ao lndi it-+ 

ornimioa Indu stry and h'yln the 

miensc- ta,'k ,t c-x clding digitai 
!tlec:oIlIlLllL .tloIt( e eCIV 'Ot':t llrY 


o f illV olatiVC coulntr , cvcl t) vii-
lagcs 	like the one where I was born. 

That cfhort )crsists todIV at ;illIn-
creased pace, h ill It co'ltrt-
ver,;ial. S liiie (A tle controvcrs tas 
center-d tillilt- ill\,id methods. 
Most of it tCilsl',,theCCIfiCicv andtiil 


llouigv to people who m lli1tIii 
terlis the ;)t o ct f the pi ,r 

ttiiilif11ill sl-,e anlldaccepted 
thinkin, iob tt eCoioiii) ic loCVChp-

t ,, 
,tiiplV lhird-Nvo ld viilaicw with 

state-of-tle-art tcchn loiv. ,Ailat 

subsistence tar lers nced i.> not 

11i'iim"t 1(1111 i ttlitlllli'-

Cpyright c klv t ilfcilit an1 ctI,l1i , e'f 


ttchlologics even in those regions ot 
the world that still lack adequate 
water, t,,,id, reasonand power. The 

:icl~s hant aidCLlV Moder~nsalis simip ly that m ode rn telec urn­
1111tl11ICatlons5 1-,iln ildispclisablte aid 

IInnICCtinl; 11,1,]lC . a U .S.nI td Ifi 


Collntni ty needed, widespread 
Imnmunizato ins (r iepJIiccinent of a 
power Lrid, vvmild the tclcphonc 
,C'III a1 ta t o all ' i cv;ilt toiliill 

getting the lob done" Wold the telC­
phone scem more r Iss critical if 
tile tied to a natural calami­loh were 
tV StLCh as floodlI" droLuLtght and re­

qtilired the mobilization o diverse 
resources over a broad area, 

Third, as a great social leveler, In­
hi:h-wch science ;ind cnimrlcx s-w- t rmai on technohogv ranks second 
tems, the ar-gumnent goes. nut lilt- olllv to dcath. It can raze cultural 
Ilnn1ltiatiOlls, i ;sic iiteracy, disea';e'-
ntl drought-resistant cereals and 
onlsceds. sinple pumps, deep-drop 
toicts, two-phase clcctriication ­

ill the ",tppropriate tchnolomies 
that tie uinsophllticitcd rural poor 

ino t.i indtool-id . 
!iru'i-lvw with tilsi ,Itulniolt i,., rce i;tI,, 

it gots. Ihird-W, ild larmitng vlliagcs 
i.cd water, hvgicnc, hcalth, and pow-
--r, And t Ilc' d I1 tStalv reat. 
;c,lit till- it iVlllcm 1,1ls 'shlort i it s 

dctilitimn lf ';Ipproplilatc.' It i,­
ores tcechiologv's prIif1Otiid social 

impcatmions. And it comes danger-
t)uslv clos to cooliiig tit Third-

,World poor to a lif, i f third-rate 
caplacti ldpplttlitx. 1!ty- pol-
tICs of tiCvtl ilent igemncIcS like 

logic of brin itt im liformoation t-.'ch the World Bank toto often hlimit ipq-
ejtopal:lt_ tl-c_'lllo).;t til ' tit. ­
,dIllililo,,Im1 , l t{(uton 1/ti7, iV+ A ll lo~ll 111(1 I'l'ntlh'lilvso)lt~l 


thit brint he por To 111 dlhtorwav t'hairutian If i' t Ol/ia loJ/c(o'o 
)IItle lllet1 Wolo I hot nolt itiii.i1 (,'fltti 

, -". id -th ,the t'hl . 
l 	 I-M tie, tlre I .t aliAM tit rtI I tlli lltr1L 
World deve-llplitll lIld(tllwith tt'hlhltiltl 

,,tr.t force. First, hilgh techillililgy is 111i10i I 

l t
I1HaIlrvll t liLtci . All li i,.ct vcet IIAIVAItI Itt IN; 

barriers, overwhelm cconom ic in­
equalities, even compensate for in­
tCllCctual disparities. In short, high 
technology can put unequal human 
v ings oinallCLq;il fttltll , an1ld that 
Iaks it tile Most()oent deCll)cra­
tl~lt t11111ever devi-ul. 

In 19-11. the village oi Titilagarh in 
tile Ildian state of ()rissa, southwest 
Of ( lcttta, had a pii), lationi of 
(Il0 or 7,(1j) and no)electricity or 

'tri tSofatH IittroI,, w,0 /ltl and 
Cillicatcll ill Itdi ,112d hold a 'lc­
,sdt ]tarerin 11gttil/ 'iwit ill,'. 

tcchliolov In tile (Jlttt 'tdtes 

'hiri' ' ict/; mtort' than ) 
patlriftt ri rcturttgr to Inlia to 
!'toln lt l la, Wt t,,te pritni 

tmlt'tr1t Inhio o Niti1 j] [-e/i 

in.il2 . li t; i ,n illrzt t I.la 

iu.
vorioi l -'ccmm 
'isu!"t,;* /t' t'lUt­

"Tl''l' lllllli ltoll
 

,t'll tt .
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telephones. Mv early education took 
place in one-rooml schools, and most 
ot my classmates had 11o shoes or 
otsk . Mv iail v ,%71,it fc, ,"n. .a, 

caste - lowlv carpenters- vet nv to-
ther was anllallitus man. I le nev-
er learned Elnglish until I brought 
him to ithe United States to Cnrov Ils 
retirement, but he did business with 
the English and used what opportl,-
nities he had to build a prosperous 
trade in ltumber and hardware and 
to send most o Ills eight sons and 
daughters to high school and on to 
university. For 12 years, I lived with 
one or more of niv brothers and sis-
tors in towns and cities far i or;, 
homC anid studiCd hard to yet hc
kind of grades that would olutwCh 
my origins. In 1964, 1 succeeded. IWAS on 1,l1 cars Old, and ha ed,v-
r Lscd a te lCpi On . Bu t tn m1 aster, 

degree ilt physics, specializing ill
electronics, from Maharaja Sava iirao 
University in the city of Baroda ii 

Gujarat state, v ,ineibershlipmile 
in a new technological cs;-,tt, ihat 'ti-
perscded tile tne I was born to. 

My older brother and I decided 
that I should apply to a1universit v in 
tile Unit'd Sates to do pOstrvr ,dnt. 
work, anti illw father readilv agrCC 
ito give ine S-100 toward thi.s cdIica 
tin, expecting me in return to bring 
my brothers anti sisters to the Unit-
ed States one by one as I made n' 
way in tile world. I applied to tile 
University ir Oregon and tile Illinois 
nstitute ,I TeelhnlOg%. hot did not 
.pply for "chtlLorships, n the thcOr ". 
hat ;an expre,,sion ot Ieed might rc 

duct nV chalnCes Of getti ng in. I vas
 
accepted at both schols iAnd chosC
 

.-.. a vko 

a travel 


' I Tl t, -.t, t: ( f)1 i Jjt l', 
,ranit ot SOf)(). lst t'lliithb 

for a taste of everv torn it transport:

A! boa~t to) ,l(;c l.a I rainl to Lo~ndonll
 

an airplane to New York, and a ( ;cy
 
bound [lus to 0hi1cago.
 

I arrived in December, 1964I, with
 
nov father's S-40)0 inv pocket. Tu­
ition for tile first semester was S700.
Ipaid half ()n 'IccOunlt, found 'Icheapl 
.ipartnier t tio ,lir' vith another in­
dhln. And landedCL ;I toh Il ,, physicalI 
cht.',llstry ]illh to ealrnl ,ll kec) Intd 
lh t' r t O) l M Vtlt l l . r I[f Me I 

cngilncering. I had not only learned tor 
use a iclephone, I had, in essence, 

DRAWINGS BY NARDA LEBO 

learned to make one. MNore impor-
tant still, I had learned enough to de-
sign an electronic telephone switch. 

Tclephonc switching Is what oper-
alMOorsused to do by hand 11I tile eariv 
dayVs o tile century. Using at board 
with cords and plugs, the operator 
crcated a inantla Conllection be-
tween the telcphwne in the caller's 
hand and the phone being called 
across towni. \'Oice transisllsilon 
then took place by means Ot analog 
clectrical signals derived from a vi-
brating diaphragn in one handset 
And translated bi, into sound 
\wav.s In the Other. -I -e system was 
onarvelOUsiv sitl
plc, bot,. t'Mh Telecom 
nological "tali-
dards. drCadtiIn. not closing but widening
labo1 1r tt-1eIlsi Vt , 
Itaiii the caills in the gap between the Firstthe UnIted States World a the Tird. 
werehandied that W a 
way todav, every
U.S. citizen would have Io be..iatik 
phone operator. 

Fortuna tely, electromechanical 
switching appeared ii the 1920s, aI 

0,. 

t 

.3 

lowing the system to locate and con­
nlect two phones entirely by ,lleans 
ot electrical signals opening and 

, lie contacts. These 
"witches were automnatic, but they 
had noving parts, and anv device 
that moves wears out. So, while they 
required no operators, thcy did need 
people to carry out routine inlalinte­
nance and regular replacement. 

Finally, in the 1960s, I myself was 
invlved in the invention and evolu­
ioon of digital electronic switching 

cquipment, which has twO huge ad­
vantage, ovsIr its analog predecessor. 
First, without moving parts and able 
to perform its tiwn altomatiC main­

uncwas 
icaions 

the Third. 
tcnance, it never wears outt. Second, 
it uses microchips as its basic build­
ing blocks and therefore takes up 
very little space. A large metropoli­

77 

_ 

M 

J 



tin switching station tor ;0,000 
phones once occupied a six-to-ten-

tloor buildinw and needed hundreds 
'c)OplC to keep it opcrtlton,. 

siame capacitv can now be housed in 

nHie-tenth o tihe space and requires a 

statt of perhaps ten people to operate 
its cOIlpiter and software controls. 
Indeed, the onIv serious remallining 

drawback is that digital switches 
still produce heat and must be air-
conditioned to prevent overheating, 

Over the next few vears, I workCd 
for GTE in Chicago, designing and 
refining digital switching equI1ip-
ient and analog-to-dlgital conver-

smon technology. I was responsible 
for ncarlv 30 patents and enjoycd a 
prominent position at GTE's innuill 

patents banIquet in the late 1960s 
and early 1970s. 1married an Indian 

had vIeIIr 

iLafoda, started a tamuml,', brought MY 
parents and miost ot Inv brothers and 
,isters t) the States, ind began to be-
conca nIidlC-class Anerican. 

Bit mx'V father kept tellim t!Ic I 

Was t il)vIllig to Lget Into the habit u.t 

working tor other people, and I was 
beginning to tire of pats on the back 
for the pients I'l twin, ) I lit 
In I 974, with two local telecom 
entrepreneurs, I foumaled Wescoi 
Switching Inc. - their money, my 
technical expertise -and we began 
manutacturing digital switching 
equipment that I designed. In 198(-
six years and more than a dozen 
il tcilts later-we, sild i lt Io Rock-

wll International. As p rt (ithe 
deal, I :agred to work for Rockwcil 

n, I Iet at the uI I IV I I1 

ioiTo survive, India had to 

bring telecommunications to htrnatioin tech-
nology rcanedective 

its villages. To thrive, it had aln urban luxur, 
and an unreli ible 

to do so with Indian titne at that. India 

2,500,000 telC-e 

for three years and undertook not to 
compete in teleconlnnmiiiction, fur 
five years. My 10ti itf the ciip;av 
came to roughly S3.5 million in cash. 

i lett -itilagarh in 1951 to go toin 

hoarding school in Gtiiarat; I left II-
dia in 1964 to go to graduate school 

in the Unitcd States; iiw II I ' ), I 
was a millionaire, lni to n1V own 

urprise I telt nearly as much gitlit 
0 life. I ha1d.>' Z'.i!.%!,L'' 

,1reameId Of wealth and success, but 

How I -uIiddCnlv confromted the laCt 

that I had walked toLt i1 Ildia. The 
Theer iinnmcnsiiV t India's proh-
Cms, the uitllze1gap between Illvtlix-

tiriOtis U.S. sbiitrb and the sitrug-
gling poverty' oI villa es like the one 
where I was raised, the selfishness 
I mv own success so iar. ail oftit 

weighed oil I' iniid and set me1COtf 
ill pursuit (itanother American 
drean: the exploration oia new tron-
tier and challenge. In my case, that 
challenge was to use tclCconmlnulni-
cations as an agent o1 chane - ia 
bridge between the First World and 
the Third. 

\ - I ,V ;c ' 

iegan'ICitIeCnt At PJ 'L K'A 'lt,i ob-
crving tc in in tin ica lolls at 

wiirk in alndcrdevelI iped countries. 
What I a ,'di-turbed nie. ()n thc 

, 

'.:10
'N , tclcco nl atiCA1ons .t t 

so much clo)InI ;is1,c' t1' MN the lap 

bctwcen the rich countrics ot the 
north and thc peer countrics i(o the 

,ILIth.Phi' 1t -.1 ri, nero! 0'-2 

and .Cploimig new tecilology as it 
it were List flood, seemed headed 
in the directmon of unlimited and 

l	universal information access. Even 
ii,the Second World, infotrmation 
tech1nology had peietrated tar 
cmougih to destrov the iltrnation 
.-'' ,p t t vid iii iitar-' t'.! 'h:!p t 

i mllsAnd utich Eastern Eti-l Lit i 
ion,' tiviard tihe W'st. However, in 

the Third World. 
SI Iecum in i- i 

talent and technology. 
phones in 1980, 

almost1t ill (of them Ill:1 idiul itt ur-
bin centers. In fact, 7'%. it the ctill-

try's urban ppLtiltol had 35 lot 

tile natiii's telephones. The cttin-
tr' hi,! onl\ I2.000 public telt-
'it e-, 14 1),i{ [pic, i'o,,,,( pt- .,Imd 

Q7,11, ,itIndia's 600,000 villages had 
no telephones at all. 

IAtVARI) li 

I.,F-..'A\jAI_ jB ,('' 

What was worse, India, like most 
of the Hiurd World, was Using its 

priceless foreign exchange to buv 
tile West"; abandoned tchnohitV 
and install oib sol etc elUIpinClt 

that doomilled the poor to movc like. 

tclecom snails where tirtpeans. 
A.Mlicin.S, and Japanese were hc­
,inning to move like inormation 

,reyhounds. The tcchnological dis­
parity was getting bigger not small­
er. India and countries like her were 
faling farther and tart her behind not 
Just in the abilitv to chat with rela­

tives or call the doctor but, Iuch 
more cn ticallv, in the capacitV to co­
ordinate development activities, 
pursue scientit - stutidy, conduct 
business, operate markets, and par­
ticipate more tullv in the interna­
tional Collllitilnlitv. 

'%, -I d I I, ; certain1,1.t1t!. ,' -,,I12ctiv 

L.t n LiaC cOLnit entitely lick 
Ig anllindigenou electroi s mlndls­

trv cOLld hope to conipete cC()(llli­

callv illtile Cion1tlll cciittirv. Ti 

.tirvivc, Indit bad to bring teleco -ll­

lltllic:iti(Ist to) its oxnsl and vil­

lages; to thrive, it had to ilo it with 
Indian talent and indiain technology. 
In other words. thwee were two toals 

to( work towaild: telecoiniunica­
tions and oiher infornamtion tech­
nologics could not 0niv help Indians 
create wealth in every walk ofl lite. 
I telecomn and information indlustrV 
c tid also create itswealth (oI own. 
Unless we hoI tit­had th, wC had ni 
'.!(, A" i 1ra 1n. 

MVmt itall. 1begin to sce thai ill­

tormation technoligy plaved ;ainin­
dispensable role in promroting open­

ess, ImcCCssihilitV, mJe 1,11mntabilitv, 

cmionet -'it o decentral 
,aton- all fte "-,lit"qi,alites so 

smc1al, citIm ­

and political developmnent, In­
dti needed the c;pactv to network 
people, Ideas, and initiatives. Tcle­

ic, 


had lewer than i cImiImumnatonMs xas as critical and 
tundinenta I timnatim building is 
xw;micr, airietiIt tire, hacalth, and hiots­
tIg, and with LitIt Itndia's delm ocra­

cv could fiounder. 

I began hiitikinv for an entry into 
Indian tcllomnnilncl tIfIns, A rigid 

,t'luc:CV l 1Ltti it qu rttr (IwItx .1 

t inillioniiemployees: mine or everv 
ten telephones. 
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li 1981, : friend in Bombay sent 
ie a newspaper clipping reporting 
that lrime Minister Indira Gandhi 
had set up a high-level conim:-tec 
to review telecomn development. I 
Wrote to its chairman and asked for 
an interview. From l, name and 
location, he concluded that I was 
an Italian-Atmerican wvith telecom 
products to peddle. I wrote back at 
greater length to say I had nothing at 
all to sell except tile conviction that 
India PoSsessed all the talent neccs-
sary to pursue telecommunications 
modernization on her own. Ile invit-
ed fle to India. He could not abso-
IL', 'v promise me an .jpointmcnt 
anm I Wold have i, n \ ipa v 
way - hot he did ask me to CoIme(IIUltimatcy, Ispeit two hours with 
the entire high-level comnmttce. 

Mv %nIsagecwasthat Indiashould 
abandon .lcctronucchanical svitch 
ing and move imLedilatCiV toward 
digital svsteits for switching and 
transmission. Mv reasoning wa 
twofold. First, clectroincehiliclI 
sw i tchiitg was Ill suited to tile I[tdi 
an climate and to Indian condition.,,. 
With few available telephones, nost 
lines were IttenIsivlv used, ,ind 
electronlchanical equlpmn1et W,, 
much more likely than digital to 
malfunction from ovcrusc. IWe later 
discovered that some public pioncs 
in India generate as ily as 36 calls 

per hour at peak vdumen, conpired
with ntavbc 10 to 12 in the Uited 
,tltcsi!Elcctromcchalical switclit" 
ire aiso more vulierable to dust and 
mtoistuire. Analog transmission, ti 
tally, suffers over distance, wihilc 

digital transmission is what givc, 
those astonmishtngly intimtate con 
ncctions haltwav around the world. 
Illa couontry with low telephone 
density like Indilm, dista nc A1td 
thcrelore static - were nearly nt 
avoidable. 

SCcoltd, the development i)digital 
tCchnlmihgV wouldImelp bttild natlvc 
industries 1i electronics, siiftwarc, 
and related lields. Moreover. Ind,i 
nCdCd ieMIC piece imfdigital euiip-
Imlit that it) other CouMNtrv iaitl-
lactured but that many dvelhping 
nations could use: a sm3ill roral cx 
change. Ili tint Lin ted State. and L1, 
rotpe, the sitallest exchanges biuilt 
will accommodate 41,00 to 10,(00 

IlARVARI) 

lines, and, illsmall towns and rurai 
areas, these exchantgcs are nstalled 
and then deliberately underutilized. 
TIns kind !t w at:t:. v .c..i,'. 
Illa country where the number ol 
small exchanges is tinv. In Indi, ex-
changes with a vast overcapacitv 
would have to be Installed in hun-
dreds of thousands or villa es, an11d 
Waste on such a scale was unthink-
able. Developnent or an erficient ex-
change for I }(1to 20 telephones 
would not onlyv solve India's prob-
lem, it woul L give the ecu)untrv 
a valuableI high­

tv as telephone density that created 
wcaith. I reminded them that Indlan 
telecon was characterized by high 
unsatishied dcmand, low aCCessilil. 
tv as well as density, Poor conllectlV­
1tv, lack of dependability, subslan ­
dard mnaintenance, sLpCrannuatCd 
tcchnology, 'vcrcentralizatiol, bu­
tCaucracv, bad illanagelllent, and 
]united capital. I underlined India's 
relnce oil inported CqLlipnlCt ol 
traditional, not to sav obsolete, ie­

tI, and tied that equipment to poor 
,ervice and system inlexibi litv. I 

tech export.
 
Thcmilittcc 
 wanted to set India on thews,.intll,,id path to universal telephone

by iV ciiihtsi­nthIa111it ccessibility by the turn of 
else-and stnucst- the nu . 
'd I n-ct tic. e cen 
i~rlit t iii ist 
Fwo weeks later, Mrs. ( .mndhi's it-
rice agrced to give mC tellMinutes if 
ther tne. BCecausc needed at Iea'.t 

l1hour t(o1 t y itcs'ige acrls, 


hi wcvcr, I tuined the ,ttcr down, 

New [)clhi wAs full ot people Who 

had been wailting VrarN toget tin 

ittinlnutc!, wit the Pr! tic nn1i tcr, 

but I rcaiy did need .11i hour. Ii 

pushing what tew Connections I 

could ntustcr, I Cventuallv got inv 

background paPers into tile hanitds if 

two advisers Gandhi'sto ,'A rs. son 

laid otut a program that emphasized 
rural accessibility, customer service, 
digital switching, and large-scalc 
tcChnological mnalmnln and ine­
gration, all of it accompanied by pri­
vatization, deregulation, and organi­
zational restructuring. I outlined 
plans for dCsiit, production, instal­
latmon, networks, lax, L-mail, telex, 
and more. At the end, I spoke of rc­
sources and ntanagement and then 
olfered three alternatives. 

Tie first altern;'t:.-c - obviouslv 
R.aliv. ()lie o thein spent scveraltIa nacceptable -was to do Iothing atiours sttdVmL tihe Ilc. and ill 
N oVlLntr. mfiter ilf( month )itry 
fog,, loor wtt Mrs. ( ,,dltill,I got an 
her scior c;lilnCt collc;i-,tlcs, the 
chtet ministers Oi several Indian 
states, md Raliv, whom. I ittet li 
to first 1:11 tlnhat day but who was 
alrcady ain idvocatc tbr my pint 
Of view. 

I bcg-all m11vs]ILC presentation al ­
most issoon as Mrs. .mIdhi walked 
into tile room. Fhcre was a lot oI 
groitlld tii covcr, ind I covcred ita1s 
svttlv is I Could. I sunilmmarlzcd 
world tclcci t statistics and corre-
latcd tlCephlll dCItsltV to prodtc 
tivitv, cllicicncv, prospcritv, aid 
vross natiiial product In albout 5) 
coluntries. I piiited lit that )nlIv a 
handful ()I
ocountries hmd achieved 
,in',crs;al sc,i c: and raised the p)s-
,ilhlity that Itwas not SiO ittLIch 
wealth that created telephone delitsi-
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.lland let the svstem linp along tin­
til ItImled coItlctel',v The second 
was to pursue the present develop­
mrteit plan, usiitg imported tcchnulo­
gy to address some prohlents and mg­
nore others. Iut the present policies 
meant that India would fall steadily 
arther and iarther behlid the dCvcl­

ttpcd world, with dire consequences 
hir India's I'cnomiv, go)vernmnent, 
nd pcople 
Mv third alternative was to adopt 

radical new technologies, products, 
aid prtraims, hire new people -in 
particular, a cote griop of youing re­
search-imd-dcvch)lpmncnt engineers 
to develop new l,irdware dand sott­
ware-and sct India oit the path to 
universal teleclommunictilations ac­
ccssmhmlmtv by tle tuirn ol te cvntu­
r. I SUggesit e -lmC.lrtlm Of ilew 
iOrgainzatbons with the power to is. 
Le bonds and sell stock to raise 

" ,"
 



massive sums ot capital. I talked .
 
about large-scale manufacturing In order to attract more customers,
 
plants to meet domestic and export I entrepreneurs set up public
 

teielbones on tabls i bazar. 
iiission to o)versee regulatorv re.
 
quireinents. I spoke 0! the need 1()r A :
 

a1gcner.-i uonal change Ini teleCOotmoIL- 7
 
nlications thinking.
 

Prine Minister (;andhil listened 
attentively to tile entire presenta- .. 
tion, and when It was over, I an- .,r 
swered a numbecr oftquestions. InI thle 
days that fol owed, thle word v fit 
out that the prime minister was in­
terested in a plan to imidernize mndie-iteco.nIbgnhreea " . ,anl tecorn, and I began three, %,cars -- .' ! a, , 

Of ct)mut ing between Chic.11o0 and -- _-_ 

:git ILittlewotrk , pliai the p.o~rln '- - ,,A ., -: & -- ' ; 

give shape to an R&D entity for de- -. -•t­
vulping hulmtan restourccs lld lew.v ,4j,

"no )1'h and 1,I tblx ill Ir mht it 

: parliatnitA.11as and llltrtcat v .d ; . ticlnnan, direct and ,mverninent. yiven itdia' limited
 
ernmental bureaucracies. honest, ealer to explore telecomi s resources and the vast needs ot its
 

rile in Indian devlopinlent. -Ie and I people, that argument had wide po-

Living in tile United States tor thiLe ".A tl tc d at outlr first m-eting 'Ind littcal support.
 

mltt prOductive VCars o tV 1iti d . , ', I:Lletatu 1tIi'led.. ()\'c.l tIlt: In 1PS4, the breakup )I the U.S.
 
Altered lly ValLIeS and p rCceptitM :et.' I! \'Nil', . t flt t 'ItIgull l ibell .',stCell set ill mlotion process
,t a 

beyond recogition. My approach to iu do)Z.ens )Iladlinst:ative expert- ot deregulation and privatization
 
business, and for that natter to life. nicnts and ritlrils ulsing Initirna around tile world and gave our pro­
had become pertmltitate orited,. 'it technol(y)v Itt'M1pturiziltiol pt)sals tile extra boost they needed.
 
But every tew weeks I lelt (.ilca i a ,1i WaVs, ior CxanIlpt:, aiu kliIaod il Atlgust, S-DOT was registered as
 
for New Delhi and a .,ct of standardS :ccrds, which was vital to tie ,i nonprofit soieicty funded by tile
 
and values that were teudal, hicrar- progress )t land relorn. At tile ito- governncnt but cniiving comnplete
 
chical, and complex bevotid belier. nent, however, we worked ttgether autorinimv. Parliament agreed to give
 
Frorm my now thoroughly American for the creation ot the Centre tor De- us S36 million over 36 months to
 
pi mmt (I view, India wa s in desperate vclopment of Felernatics, C-D( )T as devetop a digital switching system
 
need o ioderniz itton. And in1V it caic toi be known. Sulited to the Indian network. An ex­

ctr.ittm to Install sonie itl >'attiC hilll. -cuttve was we
ethtts 1 was LVcrv ;itn- director appltinted, 

tile moldcrnizing lnechanisiis )illv- pIrtant d\ccisltill had a plditical otid live roomis Ill .1 rlndown gOV­

badly uu all ec)iItI hotel, and we went to work
undcrscored how Ithe tlllt, .,, wt 1, i IllltItppc. rtinemliriet 

Ior example, a using beds as desks.
 
lew ntonthIts alter A lew nionthIs later, in October,
 

,,a,:Every few weeks, I flew to a mix., waahaandil 
" tI" I. II: d,and her soi Raiiv became prileculture that was feudal and dha signed ,a deal ImIInIlstCl. Hec sold I decided thalt I
 

complex beyond belief. with a French should press the Initiative for all it
 
multlfinal oital %
to was worth. Sice I cmld not simply 
niaitutac tire i pull p stakcs and inti'e to Dcli­

needed technohgy to organize, xinit- digital ,witching ;vstem, so) those back iil Chicago, ny tather was
 
plity, CCon)ontize, and create the ill- Wht stOtl to prolit Iron tilis ar- dVlirg it cancer-I begaI spenditng
 
trastructure to tneet basic hlmaIJn ralivgentit )pptised oir citncept tIt about halt my tirite in each city. I did
 
needs,. I saw s) intich potential iot i ilndigellous digital IrtdusttV .anid hot totallV moa(ve I(oIidia with mv
 
techitiltigy's probleni-stlving CtaptC, labeled it tcdundait. One Lurtmpca vile and children until August.
 
ity that even asI struggled thro ,h . t ) x r te ;a ,troligly wtrel letier I9(), itter niiv atlther's death. I the
 
Litiagntires o social and political to Mrs. G"andhil ptnntin out that his m11ealtnte., I CeIntilnled to commullltlte,
 
eOnfusIon, I wis near ildmwniig tt hid already spegit S I illI tnore oltn tItan ever.
I tl 111ip;iv now 
idC S illlt tXck.Italtt. -...Jlpind dl ,itll tc tll , L;ii i', in, I wa, i I rilLIp\al ad-


Through all o it, Railiv (;andhi And questioning the xvlstmn it so viser to -DOT with a salary ol oie
 
Was l1 alily. I saw in h1111a vITong, Massive an investillet bV tie Indian tupee per vear, ait arrangenrenit I
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nmodeled on Roosevelt s do)llalr-a- S ar 
men during the New lDeal. I wanted 
the chance to wo)rk for a cause, ,n In-
dian cause in particular, and I knew 
that in order to succeed, I had to 
plaice m1Vselt above the stispicih)n tl 

threw thclmsclvtes nitti I:liiis future 
,ad worked with an energyv thait the 
underdeveloped world is not Loin-
nllonlv sulppo)sed to generate, 

Fr)i the C)lt set. C-I)() wass 
luteh i))re t hai n iln11 Oi i n tl. 

procet. It did oi 
co)urse tes t tileActivity was bliss. Our techin I bi it 

engineers wfere very young and imours toudsgensrauene~ hrugl (ring al made 

a,never seem ed to rest. whole tamily of 

greed o)r sel:- interest. In lily ease, 
what could I hlave earned? The to)p 
;overnmenit qlairv ait tilat tone wis 

5,{)0{J rupees per Inititi - lteti aboullt 
S40(0-,and Iwas spenldinlg more thanl 
ten t ines that ainute it Iy v(wnl 
nionecy ilst till planie tare .ind In)ticis. 
i1 ainy ease, it wals anl arrangement 
hat nti tine inl New I)el hi tnode'-

stood. One day the deputy min~iist er 
ftir letroncs toik tie aside aud 
said, "Mr. l~itroida, what is it yoti re-
ally wont o)ut iif: tli,,.." My aniswer, 
"No~thingJ, ' ptt::ied hlim. Whethet 
tir not he ilelievedi me, my mnotives 
remainied a sitbiect o)t discussio)n in 
New liili for the next six years, 
with eventual dire results htr inlc. 

Eti~r thle mom)llep't, however, aitvi-
ty was bliss. O)ur engineers were 
cittspietotsly voting, iud thevniev-
er .scen.ed ti sie p t, iest. Mos t !td 
been ready t(o leave jildia whent this 
Itpptirttinity caine altuilg. No)w they 

digital swi telling 
syvstemUs anld asX-

-,i~eiltetI stittware suited t) lIndias5 
peculiar eonldit itins. Butt it was also) 
in1 exectise iii !lilt;itotia~l-,>tir-

,llCe. Yealrs earlier, lnldia' spalce id 
nuclear pro)grilis bad gtiven the 
ctitntry trde ill its scientific eapa-
biity. Now C -I)(T had the chance 
i ) resurrect :.at pride, 

F:romn the tutSet, coinsequent Iv, I 
was interested in process .is well as 
product. Tech niilogy mav' be cii)-
plex, but htunian iioitivations anidi i-
teractitins are ev~n tiiire so. I knew 
Inldia had great vo)ting lglnlet.,, itid 
I believed thiere was mtthIi g t hey 
ciiuldn 't accimpl ish if w. thai ­
lunged them and gave them a pro)per 
enlvirtunnictt to) wo)rk il. Part )i nitr 
milSsmln wi~s to Illspire ,1 whole geCl-
eration i)t votinlg talenlt and thtumb 

iir ntses it tihe tity-sayers, the p0-
itie. :ea,:'"uianiesi.-d the ' ,:,t,. 

iou' rests wht)se prosp~erity rusted el-
t i rel o)n ttinptrts. I set i inpossile 

targets. I cheered people on. Know­
mog as I did that young Indians did 
wvell in the Unitctl States, I tried to 
create in Amnrc in work environ­
ment. l set about instilling a bias tO­
ward al~tlonn, t tinw o)rk, risk, flexi­

bility, simplicity, and Openness. I 
wals alolost brutal in myl determina­
tion to, root, out hirach .adho­

den to get typists to stop leaping to 
thIeir feet every' tuine a nmanager en­
tered thleir work space to rise tine of1 
the twvo telephlones we started ott 
wi th. I did in y best to shield our 
w tiiig¢ etigineers, trtltn btlreaulcrats, 
p)tliia,, aduiIness>, interests. 
A\t thle samie time, I o)pened ouin 
doors to tile mediii, whitel responded 
with excitemtent, o)pt tmin, and the 
kind ))f hern wrship ithat we lit)ped 
woutld ;ittract illttre VOtingJ petiple t( 
techiililtgy careers. 

By I1986, C-l.()T had sprawling, 
chaotic oltfices, 125 enmphtyees laver­
age. age 2,5, and i le drive, activity, 
,od t)ptinllnl i)! a U.S,. presidlential 
ca inpa gn. P,'ey methouds had been 
htighly tinconventional fur India and 
highly tioptiptilir with a hit of the 
olid g~uard, bitt within t.-l)()I"we had 
,iccnn)lished winlders. 

Bye I987, within our thlree-year 
litiit, we had delivcred .1 12,8-line 

t'. aLl ,.xei.hiii;, , 2, ie private 
tttoatiC branch exchainge h tr btisi.­

nlesses, a1sinaiI central exehatige 

ItlARVARiI) tiUMNISS REVi-W Niivcrnhcr-l ictcmicr j9,") 
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with a capacity of 512 lines, and sary,,we cr eat ed an opportunity for available to about 100,000 problem 
we were ready, with field trialis of a . hcat.to rise internally to the cabinet villages in the amount of 40 liters 
10,000.liheexchange. Better yet, the cover and dissipate. The final prod. i day per person and 30 liters a daycomponentstforallthese exchanges.:-,uct awa metal container,.bout per head of livestock.Immunize 20..... W 
were interchangeable for maximum three feet by two feet by three feet, million pregnant women and 20­
flexibility in design, installation, and costing about $8,000, that required million children every year. Teach 
. .repairsaidalf itws being m-n . no air-conditioniig and could be in-. 0..,.millionpeople inthe 15 to 35age
factured in India to the internation- stalled in a protected space some- group - about 75% of adult illit­
al standard: a guaranteed maximum where in the village and switch crates-to read and write at a rate of 
of one hour's downtime in 20 years phone calls more or less indefinitely 10 million each year. Increase 
of service. We had fallen short on in the heat and dust of an Indian oilseed production by as much as 18. 
one goal-our large urban exchange summer as well as through the tor- million tons and reduce, eliminate, 
was well behind schedule - but, rential Indian monsoon. or reverse India's annual 10-billion­
overall, C-DOT had proved itself a Our 512-line exchange was de- rupee import bill for edible oils. In­
colossal, resounding success. In ad- signed for the somewhat larger mar- crease dairy production from 44- to 
dition to the four exchanges, we had ket town nearby, where it could 61-million metric tons per year over 
licensed some 40 public and privatec /h:andleintervillage and long-distance -. eight years, raise, da,y employment .
 
companies-to manufacture and mar- ., calls fora, dozen ;villagesor more,,,. and incomes, and expand :the num­
kct C-DOT products, and "morethan -: What now, renairied&vas','t6,ieig 'kler. ofdairy cooperatives by 42%.
 
100 businesses- had sprung up to- -- natethis new technology. through; Last but hardly least, improve scr­
manufacture ancillary parts and the Indian telecommunications sys- vice, dependability, and accessibility
 
components, tem and actually reach out to the of telecommunications all across
 

Moreover, these rural exchanges towns and villages that needed it. the country, including rural areas. 
were small masterpieces of "appro- The six mission directors worked 
priate" design. In 1987, 1chaired a national con- for different ministries, so my job

'As lmentioned earlier, even digi- lercnee thatproposed the establish- was to cheerlead, set agendas, and 
tal switching-,produces heat;-soiA -mentf of a newt,-streamlinedr semi, .. integrate the activities of ministries, 
switchig. equipment~has to;be- ir. -- autonofiItIus Tdecom Commission state governments, national labora­

.conditionedin order to functi6nde "to replace the bldjheavlly bureau-': tories,"and voluntary agencies. For 
pendably. But in the countryside, the. cratic Department-of Telecommu- two years, I traveled the country vis-
Indian electrical-grid- is notoriouslv'f-- ,- iaidns Before thc~g0 er.njngnt, -iting tribal areas, villages, towns,

" undpendablad-ccdn, ud .tip u Uies, and statecapitals-Every -Igf a day I 
villages exchanges thafwere certain:'q --- ever, Rajiv Gandhi appointed me ad-,.-,made two or three speeches, took--.,.-­
to overhcat the firSt-time the Itectrii--,' viserto the prime minister on-Na. . part in half a dozen meetings, talked ­
cal system went down. The solution tional Technology Missions, with to scores of people, made dozens of 

Swept up in the romance ofSwe t uintherom nceof 
the rank of in -
ister of state. Ihad
to give up my 

phone calls (if a telephone could he 
found).Iwas doing my best to gener­
atie ideas, communicate goals and 

making a difference, I was 
wand trave n nea 
...... I"n 'the.. clock.i-

u.S. passport to 
take the job, but 
Icouldn't turndown such a mar-

enthusiasm, fight red tape, clear ob­
stacles, tie up loose ends, assess 
progress, mend fences,and bridge bureaucraticbureaucratic ravines. It 

vclous opportu- became by far the most hectic period 

-

- - -.~ 
.-Wits-'simple butingenious; First: ,&to 

~ nity. The Tech-
nology Missions existed to marshal, 

of my life, but I got swept up in the 
romance of making a difference and 

-

.. 
,­

-,-

produc'e less heiat, we used low-pow-
er mict,processors and other devices 

- motivate, and manage the efforts of 
-.more than ten-million people and 

began working and traveling nearly 
around the clock. I saw enormous 

that mad the exchanges work just -: lots of technology involved in meet- commitment from tens of thousands J 
slightly slower. Second, we spread Ing six basic human needs: drinking of-people and solid resistance to -

out the circuitry to give it a little j. water, immunization, literacy, 
more opportunity to "breathe." Thi : oilseeds, dairy production, and 

......cabinet had to be sealed against dust, - :telecommunications. 

of-course, bt .by' making-thewholv- --. Our specific goals were straight-
assembly-a little larger than neces- forward, Make clean, potable water 

change from entrenched interests., 
began to sense an unholy alliance 
among many politicians, bureau­
crats, and businessmen to stop peo­
ple from taking power into theirown 

-

" 
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hands through literacy and commu-
* nity-based programs- and through 

communication. 
I was learning the rips (if d&vel' 

opment in action, and everything I 
saw-strengthened my conviction 
that telecommunications lies at the 
very heart of progress. This is true in 
the political and social sense-peo-
pie must be able to reach out to gov-
ernment, media, institutions, and 
allies if they're to make their voices 
heard-and it is true in the more 
practical sense that development de-

Politica economica readyowned 1,200socially,and logistically, drilling rigs, and 
several weeks oftelecmuniction lisat the research revealed 

very heart of progress. that, on average, 

pends on communication for logisti-
cal efficiency. Let me give two exam-
pies of what Imean. 

One of our greatest assets in the-
Oilseed and dairy-missions was Dr. 
Verghese Kurien, chairman of the 
National Dairy Development Board. 
and winner of the World Food Prize-.,oof i day or two. If a proper telecom-in 	 1989.,1 flie I950s, Dr. Kuirien 9 in 
started the farm cooperative move. 
ment in India and in 30 years built it 
intoamultimillion-dollar enterprise 
with a membership of one-million 
farmers in 50,000 villages. Forget-
ting for the moment the added years 
and extra toil it took to build such an 
organization by word of mouth and 
personal recruitment, aided only by ­
a postal system famous for incompe- --

tence, just imagine the task of galva , 
-nizingthis organization into en'. -, of not understiiding-then ltliht .'o 
certcdaction without the-ability to .. 
computerize membership roles or to 
contact members by phone or tele-
graph. In spite of that limitation, Dr. 
Kurien has succeeded in stabilizing-
oilseed prices by buffer-stocking 
large quantities of oil and in building 
I cooperative milk-distribution sys. 
ternm that reaches 170.million people. 
Telecommunications makes the ef-
forts of men and women like Dr. 

Another example comes from the 
drinking-water mission, One group 
in the Rural Development Ministry 
was pushing for the purchase of 40 
imported drilling rigs at a cost of sev-
cral million-dollars. Unfortunately, 
there were two vital pieces of infor. 
mation that no one seemed to pos-
sess: first, the number of drilling rigs
already in the country, and second, 
the length of time it took to drill a 
well and how long it took to move 
a drill from one village to another, 

We found a UNICEF official who 
was able to tell 
LIusthat India al-

it took about ten 
hours to drill a 

well and roughly ten days to move a 
rig. These were not ten days of travel 
time hut ten days of bIreaucratic 
wrangling and communication-dis- ­

- -- array in picking a ite, ingotiating 
political priorities, and getting the 
equipment on the road for:a.trip. 

uicati6nsctwidfk Mlowe-d ilit 
ministryto improve its plAnningand,. ­

coordination even enough to cut 
that time to five days, India would 
gain the equivalent of 1,200 new 
water-drilling rigs without importing 
a single one. 

Yet many ot those who asked such 
questions and argued in.favorofsuch.. 
solutions were accused of promoting 
technology at the expense of devel-
,lopment and, to add insult to injury, 

the drought-afh-cied poor. 
The fact was that no one in India 

had previously investigated and ar-
ticulated the role that information 
systems-play in development.Once 
we started, the practice and the in-, 
sight grew and grew. After two years 
at the Technology Missions, I was 
given a chance to shape that practic.-
even more directly. 

1987 report. Rajiv Gandhi appointed
 
me the commission's chairman.
 

I met for three days with the heads
 
of all telecom companies in the
 
country: service providers, manufac­
tIrers, laboratories, C-DOT, arnd
 
others. Then I met with the leaders
 
of 37 telecom unions and the tele­
phone white-collar bureaucracy. At
 
the moment I took over, Telecom
 
had 500,000 employees managing
 
five-million lines, and it took me
 
nine months to get their leaders to
 
buy into my plan to quadruple the
 
lines by the year 2000 without
 
adding to the work force.
 

Once the unions were on board,'
 
we faced three fundamental chal­
lenges: connectivity, accessibility,

and rural expansion.
 

First, we replaced all our existing
 
electromechanical long-distance ex­
changes with digital equipment

manufactured in India on license
 
from a French company. We set up
 
two factories to manufacture fiber
 
optics and built high-speed fiber-pp.


W- hwaysto connect the four
 

'largest metropolitan areas: Bombay, 
Delhi,. Calcutta, and Madras. We 
connected 400 district headquarters
to autoriAticdialingihease 6u'.
 
pnjpulation'bf'dfgitahl.witching ex-KT: 
 --
changesfiy 50%, expanded the ca-. .. 
pacity of switching-system manu­
facturers, and increased automation 
at the operator level. We launched 
a multimillion-dollar program to 
computerize telecommunications 
operations, nationwide. We intro­
duced international direct dialing to 
more than 120 countries. 

In a country the size of India with 
onyofive-milliln pl ones, it'is dlffi'-;r . 
cult to have a significant impact on ­

telephone density, Quadrupling the 
number of lines still means only one 
telephone for every 50 people, com­

-....	pared with more than one phone for­
every two people in the United 
States. Accessibility is another mat­
ter. By providing more. phones in 
public places, we could put millions ­

of people within reach of telecom .. 
munications. 

Kurien incalculably less onerous and In 1989, after two years of debate In most areas, coin-operated
more effcctiy .wvhich is one of the, anti study, the government dcidetd phonesseemcdapooridea for anyi. ". 
reon d naJgzfciunbsw o Ioe? ttreorganize l'tdian teecoim' nn .- Mntbcrho-reins, incluting thi:t-	 '.

in New Delhi oppose the spread of cations and create the Telecom fact that they cost a great deal to 
rural teler.hones. Commission recommended in our manufacture. Instead, we equip ordi-
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nary instruments with small me- textbooks, call newspapers, speak to ber, 1989, and I came under political­
i-ters, then put these phones into the politicians, share experiences with attack a short time later. Eventually 
hands of entrepreneurs who set colleagues, and organize community I was accused of corruption. Busi­
them up on-tables in bazaars, on ceremonies and functions.,One'vilt- :,- nesses owned by my family in the 
street corners, or in cafes or shops lager told me that when his father United States were said to have prof­
whose owners feel they attract cus- died seenyears earlier, he'd had to itedby ontracts! awardedwhile at..... 
tomers. These telephone "owners," send 20 messengers on trains and C-DOT. Athorough investigation by
frequently the handicapped, take in buses to inform relatives in nearby the Comptroller and Auditor Gener­
cash from their customers but are villages. More recently when his al of India turned up no evidence to 
billed only six times a year, with mother followed, the villager went support this allegation. Moreover, 
20% to 25% discounted as their to the local tea shop and phoned all to my gratification, hundreds of sci­
commission. The phones are in such 20 villages-instant, certain, and far entists, colleagues, academics, and 
constant use that, in most cases, the less expensive, thousands of citizens came to my de­
revenue is enough to support a fami- One-hundred phones in a town of fense. But the strain was very great. 
ly. We launched a drive to install 5,000 is a laughable density to an My family moved back to the United 
200,000 such phones in public American and a miracle by Indian States, and in October, 1990, I had 

- places nationwide, creating more 4 standards; Among othcrsurprises, . heart attack. A few months after . 

than100,000 jobs along the.way.Tu- e.w quadruple bypass surgery inDelhi,found considcrahle long.distanc-
day, the small yellow signs indicat-. traffic not just to Dclhi afidnBombay I went hack-to work as chairman 
ingapublictelephonecanbeseenall but also to London and New York. of the Telecom Commission, with 
across India. The villagers, it seems, have rela- high hopes that Raiiv Gandhi would 

The third piece of the program tives and friends in all four cities.- be returned to office in the 1991 
was rural communication, close to In 1989, we set a goal of installing elections. When Rajiv was assas­
my heart because of my own back- one rural exchange a day. By 1993, sinated in May of 1991, 1 resigned
ground, and I now set in motion an Telecom was installing 25 rural ex- from my job as chairman and re­
ambitious program that envisioned changes every dayiand the. rate joined'my wife and children in Illi­
nothing less than universal telecom. continues to accelerate. By1995,-" nois. The only post I now held was 
inunications accessibility by thehc t00,000 villages willihave telepihni adviser to thenew prime ministeronSi 

year 2000. For us, accessibility'was service. By the turn of the century Technology Missions, the same po­
to mean that every Indian citizen . or very shortly after, almost all of sition I had held under Rajiv Gandhi 
should live within three or four kilo- India's 600,001 villages will b cov- ,but resigned when he left office. 

-meters of'i dependable Instrument; ced?Oifce in plaice, tievillaigdiele :' Though I don't'think of my tele-I agoal that may strike Westerners as. phone becomes as critical as water; com work in India as finished, I have 
trivial, though I believe it wilralilt food, sheltei, atidhealth scr'vizes. begun to alter my focus somewhat 
the face of India. Once exposed, people in rural areas over the last two years. Specifically, 

Several years earlier, C-DOT had want a village tel-phone more than I've been struck by the precondi­
run a test in Karnataka state with they want any 
hugely encouraging results. in one other communi­
town of 5,000 people with almost no ty service. Countless Indian towns can 
previous telephone service, business Of nearly equal bear witness to telecom's 
activity rose many times following importance for 
installation of an automatic digital me, the commu- dramatic effect on business, 
exchange for 100 lines. Suddenly,' it 2 nity phone be­2 	ps f acd rts employment, and the overallniri.;ltru... 

chase his drivers, line up goods and mentof social.
 
labor by telephone, and monitor the change, funda- standard of living.
 
movement of his vehicles. Local mental to the
 
farmers could call nearby cities and process of democratization. With tions that the First World has set for
 
get real prices for their produce. ' telecommunications networks now-k Third-World development. Europe

I 	Artisans could speak to customers, spreading across the Second and and North America built their econ­
machine operators could arrange for Third Worlds, I believe that no omles with the help of coerdion,
 
service and repairs, shopkeepers amount of effort can put informa- work-force exploitation, child labor,
 
could order goods -all by phone and tion back in the hands of the few, and environmental plunder, but the
 
in real time. In the six months after to be isolated, concentrated, and First World has announced to the
 
the introduction of service, total controlled. Third that these and other violations
 
bank deposits in the town rose by an .. of human and ecological rights are
 
iimpressive,80%. My own effectiveness with the in..* quite unacceptable.
 

. Terc, werd akosocial-hbefits) J-1*f&an teoai isi-on endeh 'rThe ileeltiped countries-are forc.: 
The townspeople could call doctors 1990. Rally Gandhi was defeated in ing human rights and environmental 
and ambulancs, order pumps and parliamentary elections in Novem- sensitivity on the world's poor, set. 
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ting all kinds of new conditions and 
restrictions on economicgrowth. 
This is not fair, of course, but it isanWexcellent policy. 

Still, the First World must under-
. -stand that it is not likely to achieve 

this policy goai except with the help 
of telecommunications and other in-
formation technologies, for two sim. 
pie reasons. 

First, telecom makes abuses in-
finitely easier to monitor. It gives 
watchdog groups as well as the vic-
tims and witnesses of human and 
environmental outrage access to one 
another. Local stories become inter-
national news, and local events be. 
come global events, just as infor-,; 
mation technologies helped make 
totalitarianism impossible in East. 
ern Europe, they can help destroy ex-
ploitation in the developing world. 

Second, telecom helps to create 
wealth, and prosperity is every-
where a force for civilized behavior, 
Take child labor. It is poverty that 
puts children to work, and it is un-
skilled labor that children are able 
to perform. When telecommunica-
tions comes to the Third World, it 

brings with it new economic activity, ' not to be limited to the developed
new-higher-paying jobs for-parents,. world, then there is one initial hur­
and new technologies that reduce dle still to clear.°'the utility of unskilled childiabor.,o . The,-Thlrd -World'-till lacks ade11. 
Countless towns and villages in In- quate investment in telecommun-.
dia cahear witfiess-to telecommu- cations. Telecom in the developing
nications' electrifying effect on en- world needs about $30 billion a year,
trepreneurialism, employment, and of which only $3 billion is pres­
the overall standard of living. On ently a*vailable. The World Bank de.
 
top of all that, of course, informa- votes only 2% of all its funding to

tion technologies create their own telecommunications. Corporations
skilled jobs. are attracted by the prospect of im-


The dreadful human and physical mense long-term profit but fright­
conditions that the industrial revo- ened by political risk and the cer­
lution created in the West are now tainty of social and economic 
avoidable. But it is not some funda- experimentation.
 
mental improvement in humani ha. 
 Along with a niumber of fellow 
ture that makes such progrcs.possi.. telecom cngineers-andexecutives,-I _ 

* 

:,
ble. Growth without freedom and am now working to organize a spe­
responsibility can still take place. It cial funding agency, similar to the
 
is technology, and information tech-
 World Bank, to support Third-World
 
nology in particular, that make: hu- telecommunications. Without prop­
inane development teasible. 
 cr telecom institutions and infra-

The fact is, the telecom revolution structure, sustainable development

has hardly begun. In addition to new 
 with freedom will be difficult to
 
products, systems, and integrated achieve. Without telecom develop.

services, we will soon have new in-
 ment, we will never deliver 75% of . 7. 
formation-based relationships with' the world's people to the civilization
 
our society and environment. But if of the inform.tion age.

sustainable progress of this kind is 
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INFORMATION MANAGEMENT 

THE GOLD MINEOF DATA''
 
INCUSTOMER SERVICE 
It's proving a boon to design and marketing 

ast summer, a computer system at 
Whirlpool Corp. raised a warning 
flag: There was trouble brewing in 

a brand-new washing-machine model. It 
seemed that after just a few washloads,
the 	machines were springing bad leaks. 
As soon as Whirlpool engineers deter-
mined the cause-a faulty hose clamp-
manufacturing was immediately halted. 
More importat, though, Whirlpool's 
computer helped identify each of the 
few hundred customers who had pur-
chased the machines so that mechanics 
could be sent out to replace the offend-
ing part. "Imagine the property-damage 
liability if there had been a leak in a 
fifth-floor apartment," reflects Gary
Lockwood, Whirlpool's director of con-
sumer assistance. 

Whirlpool wouldn't have been so lucky
if it hadn't been so aggressive and imag-
inative in applying computers to Its cus-
tomer-service process. Like so many 
companies operating in highly competi-
tive markets, Whirlpool has come to 
view customer service as vital to its 
success. For years, the appliance giant 
and many other companies have used 
computers to keep customers happy by 
giving the telephone representatives on 

6part fo Treplace-

moiel'hel sell., ,s 

"v 0 

service lines the information they need-
ed to solve problems quickly. Now, the 
most forward-thinking companies are 
pushing even further: They're focusing 
on the Information systems in their cus-
tomer-service operations as a key source 
of marketing, sales, and design data. 

"We're taking customer service from 
the must.have necessary evil it was In 

INFORMATICON PROCESSING 

the past and turning it 
into a competitive advan-
tage," says Sally Price,
general manager of the 
nationwide customer-ser-
vice center PepsiCo Inc. 
is setting up in Winston-
Salem, N.C. "We want 
to identify problems and 
fix them after just 10 calls, 
not 10,00." Collected and sort-
ed the right way, information I A 
gleaned from customer-service -i ui, the part.
transactions can help every tSimilarly, the information 
part of an enterprise. It can , gathered from customer-ser. 
aid in holding down field-ser- a* vice reps Is helping American
vice costs, develop stronger Sur, coractul Telephone & Telegraph Co.
relationships with customers, 
and, in many cases, actually ­

help generate substantial new 
revenues, 

That's why Corporate America will 
spend more than $1 billion this year on 
computers and related technology for 
customer-service departments. In a re-
cent survey by consultants Computer
Sciences Corp., some 70% of 782 large 
U. S. and European companies said cus-
tomer service is now the main focus of 
their investments in technology. Virtu-

WHIRPOOLNO 

, - . .....I. 

1".S-

* 	 "66 

--earl in 

_nd 

_X..71 

ally 	every one of the big management-
consulting companies, along with hard. 
ware suppliers such as Sun Micro. 
systems, Hewlett-Packard, and In i and a 
host of specialist software companies, 
are in the game, too. 

At Whirlpool, customer information 
not only helps pinpoint faulty washing 
machines, It helps the Benton liurhor 

,FS T AVAILAii. CC)iP' 

.(Mich.)-based manufac­
turer lower its spare­
parts inventories and
drive harder bargains 
with suppliers of mo­
tors and other compo­
nents. If a particular 
motor shows up in the 
computer as breaking

AT&T too often, Whirlpool can 
employ that data to renegoti­

t ate the supplier's warranty on 

" dispatch field maintenance 
people more efficiently and 
Consolidated Rail Corp. to 

better understand its customers' freight­
shipping needs. And for just about any
conceivable business, customer informa­
tion can help identify prospects for fol­
low-on sales efforts. That can mean a 
lot for the bottom line, says Mike Kor. 
chinsky, president of Axiom Manage. 
ment Consulting Inc. in San Francisco: It 
takes just 20% the cost of landing a new 
customer to sell to an existing one. 

PROBLEM. Until re­
, , .cently,z, though, "knowthy customer" was usu . 

.-hes ally easier said than 

-. . 
c6one. Computer tech­
nology just wasn't upto the job: The data 

-0" existed b u t were too 

voluminous, too wide­ly scattered through­

__r____ 

out 
and 

the organization, 
recorded too in­

consistently to make 
use of. But now, withhigh-powered worksta­

tions, extensive networks, specialized
software packages, and extra-powerful u 
data-base computers, technology Is no 
longer a problem. 

And with the new technology, apply-
Ing computers to customer service is no 
longer just for giants: A $145 million, PC­
communications software company called 
Attachmate Corp. uses data collected 

BUSINESS WEEK/MARCH 21, 1994 113 



from the 165,000 support calls it receives 
each year to plan enhancements for its 
established products and give shape to 
entirely new ones. The data, managed 
with software from Vantive Corp., "give 
us a very clear idea of what's going on 
in the marketplace," says Mary Har-

.wood,.vice-president in charge of, .cus-, 
tomer support. 

In most cases, competitive pressure 
forces companies to probe the gold mine 
of customer-service data that they've 
been gathering for so long. At Otis EIL-
vator Co., 360 U.S. field offices once 
had a local answer­
ing service take 
their customers' 
calls for repairs. But 
as independent ser-
vice companies arose 
and Japanese-made 
elevators challenged 
Otis' reliability rec­

ord, management 
decided to centralize 
and reengineer its 
customer service. 

Today, the compa­
ny's OtisLine center 
handles 1.2 million calls a year, 600,000 
of which are requests for unscheduled 
repairs-a broken escalator, perhaps, or, 
worst case, people trapped in an eleva. 
tor. When answering such a call, an Otis 
service rep starts by punching in the 
code that identifies the customer's build-
ing. Immediately, a record of the equip-
ment there and a history of previous 
repairs shows up on his or her screen. A 
series of canned questions helps solicit 
new information, and within minutes, a 
radio-dispatch message is 
beaming Its way to the ap- AW CHMATE en AT&T a badly needed ex-
propriate Otis repairman's tra advantage. It keeps track 
wireless data terminal. 1600 of customers' hardware and 
IN THE BANK. But that's only t c a y' software inventories, spare 
the beginning of the process. ! h c parts and their repairs, and 
After the repairman fixes the cm nais a wealth of other informa-
problem, he reports back to * 

headquarters a description of 
what he did. Then, a full- g 
time, 20-member engineering s 
team reviews that and any poe. 
similar cases in the computer 
to see if there's a 
pattern to the fail. 
ures. Such reviews '' 

may lead to a re-
design of an eleva. 
tor or perhaps a 
change in mainte. 
nance procedures. 
"We've seen dra. 
matic reductions In 
callbacks and en-
trapments," says
Maria Gallo, man. 
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A tion. Michael Crabb, infor-
*- * . mation systems manager, 
heps 
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ager of Otis' service-center operations., 
The same customer data also will be 
used in ' coming initiative to plan the 
weekly maintenance rounds by Otis me-
chanics better-a process that's now 
done on paper. With today's office-build-
ing glut holding back new elevator in-
stallations, Otis makes most of its mon-
ey from maintenance services, and every 
improvement in that department is mon- 
ey in the bank, says Gallo. 

Not surprisingly, high-tech companies 
have been quick to reengineer customer 
service. AT&T Network Services' Co-

.. 

lumbia (Md.) facility manages the in-
stallation and repair of complex corn-
puter networks at customer sites from 
Maine to Virginia. But competition in 
that business is fierce, attracting nu-
merous computer companies and inde-
pendent contractors. So, after analyzing 
many of its business practices as part of 
a corporate drive to improve quality, 
the AT&T unit has built a customer-ser-
vice data base using a package from 
Aurum Software Inc. 

The new system has giv-

says the data help AT&T de-
velop a series of measures 
that describe for internal 
managers and customers 
alike just how well the com-

pany is living up 
. to its contracts. 

V Co., Choosing a pack-
aged solution in. 
stead of writing 

, , * its own software 
" g. "has put (AT&TJ 

- . ", six to nine months 
" ahead of the com 

petition," Crabb 
suggests.

F'or many com. 

R'F r 

panics, the amount of data they're able 
to collect from and about their cus­
tomers can be staggering-and difficult 
to make sense of. Whirlpool maintains 
records on close to 15 million customers 
and more than 20 million installed ap­
pliances, some of them dating back to 
the 1960s. To help plow through so much 
data, companies such"as Whirlpool d 
Conrail have begun using specialized 
data-base computers that get masses of 
powerful microprocessors to scan vol­
umes of records in parallel and seek out 
faint but significant patterns. Whirlpool 

Uses para l 
ctino c .e 
to r. i 

s 

1 cors 

and Conrail each use parallel processors 
from AT&T's former Teradata Corp. unit. 
IBM is expected this spring to come out 
with a similar processor aimed at the 
same kind of applications. 

At Conrail, as at other railroads, the 
challenge has been to win back shipping 
business that has gone to trucking com­
panics. Many trucks now can be tracked 
by satellite; only lately have railroad 
companies begun using technology to 
keep constant tabs on their widely scat. 
tered railcars. 

And now, with its AT&T computer to 
sift through a massive data base of rail­
car and customer information, Conrail 
can address customers' shipping needs 
much more effectively, says Robert 0. 
Wagner, the railroad's vice-president for 
information systems. It can set up accu­
rate long-distance train schedules that 
can even take into account handoffs of 
railcars to railroads other than Conrail, 
Then, if bad weather arises or there's an 
equipment failure, the AT&T machine can 
cnlculate the best alternate route. "We 
can continually optimize our schedules," 
Wagner says, "because we understand 
the customer's requirements on all end­
to-end basis." 

That's what all companies need to do 
-understand and manage customer re. 
lationships from the first sale onward. 
And with computers keeping track of 
things at every st'ge, tile chances are 
better that the customer relationships 
will never end.fy ,Iolin W Verity in Ne' )Iorl 
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op [fr- % i 1990. U si , the soft. 
k CaIcorreclly, 

%an 
w( irkers oil a nlwicork(h in a day what wouhl otherwise 

I k-Iheln"ifive, says G. Mlichael Ash.mo(re, a vice-president at C2sc Index Inc., 
a Cambridge (Mass.) consulting firm. 

Indeel, networking software can be 
i 1striurnicr1 al in reengineering woIrk pro­cesses biy delivering information directly
t(, the workers on the front lines. Tbat
heIps break down the old corporate pyr-NEW APPROACHES ARE STARTING TO GET BIG RESULTS arnids. "Networkinr, fits the newaiement model," 	 man­says Craig Burton, a 

In 1990, millions of from networking prolranrs, inlagillg former Novell Inc. executive who heads 
office 	 th1 ,urton Group, a Salt Lake Cityworkers 	 re­b)egill ttchnoli y, and relationatl data-l :i,,e sy%- '(.ar:Ch firm.playing a mind- tens. And just -)i th 	

lIe believes that groupwarehorizon arc ltiel- prlr/anrs, Such asnumbing card game tialol ,ails from 	
Lotus Development

lug-inl ovatioiis lih (-..s Notes, will take theon their personal a.s 	 technology,n rrwohj (,,( i I i r.iI(i',,computers. Packaged od for r-catiag, hjtitihe s 
a rillth- e'vcu further, allowing co-workers to poolftwalrt. lOt of izforInation more intelligently.ia hot-selling ir';fai,riotd "ciecrts" that l,.:hvi like SUCE ANDnew version of Mi- il1t, inI 	 DICE. Other pr(xiuctivity boost­t hi. real w,:ld. crscrosoft Corp.'s Win-	 include imaging and work-flow soft­li t,.ms ofdows program, Soli- neitworkur 

irlcrlasinmi,prodictivity, ware. Inmay hie Ife i(list imtlr-tait essence, these technologies re­duce paper to digitized images sotaire provet so ;hift. Stime t;0'.;, of all ,usiniss sir.( in documentsdistracting that lDoe- the ( .S. art 
zip through the organization 

ing and 
now aile to trade file>. instantly, ratherCo. other I(i-UIIIItS, illdilf'lctirOnic 1llilil 	

than from in-basket to ) 
companies 	 with oth- in-iasket. That can increase pro­crs on a letwork,reinoved it from all their PCs. ductivity by 20% to 	60% in a

I"It Sure blew ,wo;Iles' p i 	 bank or other Iaper-intensive 
business, says Michaeltivity," adm its Wes Cherry, 	 How­'G I c t ne r 

the Microsoft prograrumer whodeveloped it. [Bult then a funny roa cinsltint at Cartndthing happened: When useful 	
Conn. And thanks to power­

,4.lications for Windows ar-	 fill{;a read yp ,} l w o rk e r h a d 	 new ms, lie says, the cost pe r ork e f o n i%k - for an mg ingtered clicking and lragging 	 imagi
"system 

hason-sctereen ojcli -ski lsh g 	 dropped fromwih-oitie.,-,ril, honedgm 	 /on-screen objects-skills honed 	 £i ' ;' 
, 

S25,000 to $10,000 since 1990. 
won t"et, game 

, 	 Nw(,Mbs rgasaswith Solitaire. RAently 	 New data-b)ase programs alsoan industry award for its iybae, increase efficiency. Oracle Sys­"foresight" in getting people to Informix, and oth­
use pointing devices. fose 1ers sll so-called relational data 

ases tiat pat informeation in aThe Solitaire episode ilhstratesa lesson that Corporate Areica GRAPHICAL USER INTERFACES
l hAmerinh 	 format flexiile enough for non­

o loeruthe0s: 1980s:~ matr 	 2No programmers to slice and (lice.No matter how powerful-r n his has changed the face of re­
tile orho it tailing: A relational data base letsJirmtiothe information network, 	 achain know whenit to send more 
means little if thee' axoragemi office yellow sweaterssorea us t. 	 toinfr • NETWORKING SOFTWARE 	 v,:ich 
w o rk e r 	 stores-and whencan 't ue it . Im tpr o v 1 	 In the future, .softwvareto shift towillble.be71 - - ,

software is ehy to making foran 
 to create alse,
 
mulationl tecmiolegr accesile 
 ( 

tanks tongrauming. ohject-orienteti pro­pared with workers usingOri. nary software, 	 FLEXIBLE DMTA BASES 
At the Centcr fer Ad­those usinnglIa varced Techn(logies, individual

igian mI-s are achieving 100%,gralphiial user interface" stich asoi Windoaws or Ap l Compit liaps it productivity viaInac's InMmirtosh carl accoinlSh 	 inetihids, says Jerrold such.f.Grosh­
avice 	 ow, theinlCIS.rr1111 

larger payoff, lie says, will colie 

a nii-Ai 	 lab's director. Plot the 

according"-,n ,a aValceil 'I'i-chnoliigies, aI lairfax wheln gro itps of I10 or more pro­
re;farch lab It m.I alwiVa.) cangeM et ys 	 Lv-irun i nc., IMAGING	 ieris learn to slihii- nitjects:CI'nM l,4-:elve(',.S'yn sI'ary yet arith,,r tcch,',oogy that


Thni hir- or ;jalsv. prolni: (v.s to hel t
-interfces p p lie collalbo­
rate lwitter. [ven for program­he graphicali f mtierfr- erdc)I arnpl h,.,ftw r ISivity,jstl-

Ih,,:e-,,rsSolitairef netw.ork col lllting.
, ,, won't suffice in 

ly Jra ilatic, re;lts stlrl 
-r. 

,', ;ur t i4, 
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lp t'orn 15% in 1990. Using the~soft.­
ware c((rrtctly, wiorkers on a neCtwornk 

n ( i a %voiy whiat Uld otherwise 

H E PZ" O Finst 

NEW APPROACHES ARE STARTING TO GET BIG RESULTS 
In 1990, millions ofoffice workers be" :, 
playing a m nd-
numbing card game
on their personal 
computers. Packaged 

with ~~ ~ho-sllnnew version of Mi-
crosoft Corp.'s Win-
dows program, Soli-
taire prov. so 
distracting that Boe-
ing Co. and other 
companies

removed it from all their iCs.s uank ,2ose 
"it sure lelw pecoples' Iproxuc-tivity," admits Wes Cherry,
the Microsoft programmer who 
developed it. But then a funny
thing happened: When useful 

lications for Windows ar-
J, workers had already 

c edclicking ehoaggnedg 
on-screen objects-skills honed 
w ith Solit dre . Recently, the game 
won an industryin gettin,, people to"foresigt award for its 
u lese ointtin eoe 
use mlouse p~ointing devices. 

The S olitair e ep isode illus tr.at esa lesson that Corporate America 
lO80s: hard how in 

om tter how por-re un 

learnedNothematter w aypowerfl--th e 
thethe cinputer or how farreaching 
the information network, it 
means lit:' if the average office 
worker can't Iuse it. ImprovedI
softwvare is key to making infor-mati technology accessible aridbusinesss nore prxluctive. C(m-
J)aired with workers using ordi-
nary software, those usinv , 
"graphicl user interface" such 

..... 


from networking programs,technology, an imagingrelational data-hase svs-
terns. Ai(l just on ti ( horizon are i)1ten-
tially huge gains from innovations suchi s Ii(Jit-orienhed i',rram ini,, a iiieth-
ol for creating iitLuitiive software out of 
~ ~ ~edkbeto htleiv)a Irfbiaie SLICEobje.ts in the real world. AD DICE. Other productivity boost­irs inclde imaging and work-flow soft-In terms (f increasing prodictivity, ware. In essence,networking may be the most 

these technologies re­importalnt dlce paper to digitized images soshift. Some 60% of all busilless 
the U.S. are 

1Cs iiI dociuments zip through the organizationnow able to trade files.d(hiinme,.-s, and electronic mail with oth-
ersdctivity 

ANew 

GRAPHICAl USER INTERFACES 

NETWORKING SOFTWARE 

-

FLEXIBLE DATA BASES 

as....................-
on Windows or .....Aplle Computer

Inic.'s Macintosh cal accomplish
twice as much in aaccordling given time,to thle Center for Aid-

acrding tenovIee Teechnologs,th Ce s, FaerfrAwhen, Fairfax
Va.) reseaici labSnny Ani-

c Mauter-sevint Senius I.a a..
T Ily ramtic esitans st


i e rmI)le f software tclno-

ample~ ~~~ofSftaeiiho!iat (-ain boost Iproductivity. 
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ak1 t hemT five, says G. Michael Ash­mo re.a \'iice-p)resilent at CSC Index Inc.,
taCamibridge (Mass.) consulting firm.Indeed, networking software can be 

rumental in reengineering work pro­((5ees by delivering information directly
to the workers on the front lines. Thathelps break down tire old corporate pyr­
amids. "Networking fits the new man­agemenit model," says Craig Burton, a former Novell Inc. executive who heads 
the Burton Group, a Salt Lake Citysearch firn. re­lie believes that groupware
Jin(graims, such as Lotus Development
(Corp.'s Notes, will take the technology-'ven further, allowing co-workers to pool
inf,,rn ation more intelligently. 

instantly, rather than from in-basket toin-basket. That can increase pro­
by 20% to 60% in a 

tr Ot i pilper-intensive 
bsness, say's Michael flow­ard, a consultant at Gartner 
aGroup Inc. in Stamnford,

Co inn.And thanks to power­
full new WS, Ile Says, time cos 

per wer hfoi- maysg
sstemwohas rokeed fromn 

$25,000 to $10,000 since 11;90.
data-base programsn e ase pO ra c s Ss ­

inr eeefficiency. Oracle Sys­tens, Sybase, Informix, adoh 
ers sell so-called relational databases that puLt informationpSt i nfo in a ­t hatrmato I n 
format flexirsle enough for non­
pT a s t ace of e -This has changed thle face of re­

tailing: A relational data base letsa chain know when to send more 
yellow s'eaters to wlieh
stores-and when to shift to blue. 

I Iitefiutc otaewl ievern easier to create and Ise,graruning.thanks to object-oriented pro-At tie Center for Ad­vance(i Technologies, individual 
pi raniniers are achievig 100% 

ehaps iii rduieLivity via suchownetIo, says Jerold M. Grushe4 1 ow, thle lib's (irectir.larger layoff, Ie :says, willutcomnetlie 

groups of 100 oi-grammcrs learn more pro­to share oh jects:
yet another technology that 

pro-.ise.; to help peole collabo­
rate better. Even !or trograim­
te-s, Solitaire won't suffice in i 
htheBagea of iee.1e-otwork Collmpim timg.lin ;c(Ocrtrz in Ae"rhre I 
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ASWEEPING REORGANI TION OF WORK ITSELF is DOSynjG PRODUCTIVITYehind its faux-Georgian iacade, computers paid for itself in less thanthe Federal National Mortgage year When interest rates plunged in 
a then starts over. Often. this meansAssn. seemed breaking downthe very essence J 1992 refinancings surged. Volume 

the old functional fief­of a modern, high-tech organization. The doms-in marketing, engineering,market prowess of Fannie Mae, the 
soared. But so did productivity: Even as manu­

na- Fannie Mae handled $257 billion in new 
facturing. and finance. for instance-andion's largest buer of home mortgages, redeploying workers in multidisciplinary

was built on 
1 loans. nearly double its 1991 volume, it teams, such as thean imposing foundation: I had ones at Fannie Mae.banks of mainframe computers. 

to add only 1(X) more employees to that concentrate on getting theThe righta work force of nearly 3,000. "If weblinking behemoths processed hadhuge not used this technolo products and services to the customer.quantities of loan information and gy," says Once the work hasar- Vice-Chairmanmitted the company to pool millions of Franklin D. Raines, "our been redefined, the newmortgages into easily sold securities. business would information technologyhave col-But by the early 1990s, those main- lapsed." Instead, plays a key role. "User-Fannieframes and a highly centralized man- friendly" software,Mae's profits jumped 13%, 1C,nement system had become barriers to networks, handheld wire­to $1.6 billion.'annie Mae's further expansion. Despite The Fannie less terminals, and oth­their enormous Mae storypower, the Washington- er gadgets ar d ohI is a small part of a revo-based company's computers simply move informationlution that is sweeping ..... to thecouldn't keep up with the growing vol. 
givfront -nomtonthethelines-to givetime of work. So Fannie Mae began re- America's offices and fac­tories. At last. after yearsmaking itself, breaking down the old of okorthecostly struggle, U.S. in customer-ser.

centralized departments that slowed vice departmentbusiness is finally making the 
things down and replacing them knowledge they needwith the information revolution towork teams that linked financial, market- i pay off. (er, and computer experts at the start 

reason: His- act quickly.
toricallk, it has taken For instance, whenof each fCdeal. Tying it all Aluminum 

network more 
together is a r (omarues a generation or Co. of Amen­

of than 2.,000 personal I more to truly master ma- ca began feeding prodic­computers and new software that makes jor new waves of technol. tion data back to the fac­the machines a'.,essible to workers with tory floor, workers at itsogy. For instance. 1.S. manufacturersof training, tory flowrera minimum Addy (Wash.) magnesium plant quicklyfirst used electric motors in the 1890s, 
ti 

The $10 million investment in the new saw ways to boost productivity by 72%.but productivity didn't take off until thetechnology finally dominated factories- Says Harvard business school professor
nearly 30 years later. Now. 40 years af-

Gary V.Lo)veman: "Gains come not be­cause
I ter iwM sold its first commercial main-

the technology is whiz-bang, but 
frame. information technology 

because it supports breakthrough ideashas 1 in business process." For Fannie Mae,penetrated every corncr theof t".S.eonom. What's more toda's changing the process
/('rs Imore work with j meant doing lots I" omput-

afewast more people.Iar, 'heap and. thanks to new soft- IFor dozens of other corporations, reengi­
/ and networks, tar mtor( ac('essih Iware 

ncerinit hasand useful. meant being able to takeoiln more work-even while downsizing.i PARADOX LOST? But the ral b'rak- '[That's the formulaithroutgh isn't foi- a prihwuctivityiust in tel''nojo y.Its the I explosion. If this-Iweepmpi n uglln new industrial revois IIIrnanaveig rit and I tion continuesor ranizatlntaj strtc-tlre that biltto spread from ouitfits.are redlflit- luch asj ing how Faninie Mae toIhundreds (fwork gets done. Lartly prod- F thousands of smallerI ded by rising global competi tion. companies, thethese 1 1. S. ('('monry 'ouhl he in for newa eraov arh
eu
arv known lI(sei' v ;is"''envtti-
II neering,."tiOlal assuma processlills anhi 

of 'conomnic gr(owth. lnr'reased proluctiv­hat qlit.,estionsiradi-prov( III-(sl andi I itv, driven bly1 n11 lanagZ('nit,, a sea change it] ecclnolor yill Inav S,(tI ol :I i)owerfl 
IJECIA[ RPO-
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cycle of fatter profits, new investment, I and what history tells us is (hat this is hovers at 7%. partly because the chanv­
higher wages, and a rising standard of I an early sta.e oi a maior expansion of es in corporate structure are causing
'ving. employment." says Federal Reserve short-term dislocauons-known euphe­It's a stunning reversal of the picture Board Chairman Alan Greenspan. mistically as downsizing.
just a few years ago. Througilout the Increasingly, business leaders and Corporations have been layinz off(
1980s, U.S. businesses invested a stag- economists are pointing to the melding huge numbers of middle managers ie­
gering $1 trillion in information technol- I of new corporate structures and ad- cause the reengineering and technoiogv 
ogy. For a long time. it looked as though vanced information technology to ex- make it possible to do without them. in 
most of that money was going down a plain the productivity surge. A new look the old corporate hierarchies, middle 
rat hole. Economists spoke of a produc- at investment by 400 large companies I management's function was to transmit 
tivity paradox: Despite the huge invest- i from 1987 to 1991 shows, for the first info.:mation fronm the field or factor* tI 
ment, businesses saw little payoff. Prof- time, evidence of a real technology pay- the executive suite and relay commands 
its were flat, and productivity growth off. According to the soon-to-be-published from the corner office back to tire 
was stagnant. And, most troubling of analysis by Erik Brynjolfsson and Lorin troops. Data bases and computer net­
all, in the service sector, where busi- Hitt of Massachusetts Institute of Tech- works now do the job-faster. better, 
nesses sank more than $80() billion into nology's Sloan School of Management, and for less. "People who don't add val-

I technology, the results were the worst, the return on investment in infermation ue are going to be in trouble, says Mel-
Overall, national productivity rose at a systems averaged a stunning 54% for vyn E. Bergstein, president of Technolo­
puny 1% annual rate, compared with manufacturing and 68% for all business- gy Solutions Co., a systems integrator.
nearly 5% in Japan, and the U. S. stan- es surveyed. And perhaps most signifi- "If your job is just passing orders along,"
dard of living stagnated, cant, productivity gains aren't just com- you could get lost in the shuffle. 

Now, there are tantalizing hints that ing from cost-cutting or cost avoidance: Skeptics insist that only a handful of I 
the big payoff may final., be at hand. The reengineered corporations are boost- large, high-profile companies have 
The first sign: Since the bottom of he ing their top lines, too. reaped benefits from a combination of 

recession in 1991, productivity gains Such results are making all sorts of technology investment and structuralI 
Ihave been outpaeing (rwrall economic economists take notice. Morgan Stanley change. They say that outfits such as
 
growth. While productivity always picks & Co. economist Stephen S. Roach, who Apple Computer, Chrysler, and General
 
up in a recovery cycle, this is the first sounded 
 the alarm about the productiv- Electric may he racking up impressive 
postwar recovery in which productivity ity paradox in the mid-1980s, is now gains (page 79), but they are the ex-I 
raced ahead of growth. And even though convinced that information technology ception. Recently, however, evidence ha~s 
productivity growth sagged in the is driving what he's calling a prodtuctiv- lbegun to accumulate that these success 
weather-ravaged first quarter of 1993, Iity-led recovery. "We're just beginning stories are being repeated throughout 
in the eight quarters since the trough, Ithe journey," he says, "but we've moved the economy. Richard L. Florida, pro-

Ioutput per hour has increased at an av- Ito a higher productivity growth path." fessor of management at Carnegie Mel­
erage annual rate of 2.3%. hr 1992, pro- SKIMPY EI'VDENCL. Not every economist Ion University, recently' surveverd 2.0X
 
ductivity rose nearly 3;%. its irest shrow- is convincedi that the I '.S. is (In thre small andl midsizc I rsinesses itr till 
ng in 2)) y ears (iii rts. MIost iverge of suchI a produlit ivity e'X plosioin. (;reat Lakes states. lie foundr thItat a.,

encouraging: Servi re-sect or prodructiv - ISkeptics po int out. frr xample, thiiat I orlny as (i()% r-eal iz-ed s m e rmnprov ci
ity finally sprrani-t iie, ienatcrrintrg thn- t(he uisull Ividence is nlowhe(re (ro be rtutlrn b)y restru(-truring work. 
gains that begart in manuliarturlng.r i found: If wI' were, re~ally seeing proluc-. Small ('ompanils atre also sig(ll In­
the 1980s. ti vity g.aitis, in onorries wol hi ise. which fected try the 1ig ci.ta panir's tith V d('a

'lie seco nd sig~n: lt In tarce r, a si g-W toIdm spur increased rdIeman0(1 frr grirss withI. As thre largelut lit s ext endI I ir
 
gishi reco very. c'orporat e lrt fi ts are rip iantd s ,rvice.s. aetd. evettla IIv, ill w Itit- 'ctronic I inta('l ,s, tIIr nl
01r1ni
 
sharply. Much rrf lie prolit sirree lone~s i log. Str tar. ra) waigcs (,otntic(. to stag- ion te~chnologfies are nirovlne ril(wn ht
 

P romn lower interest rates. i nt htighet- note anti inr thIis rerovery, Irrl grrowltI r-rrrorat food)( rihat.Ulll, Iri I
it,,uers
Iproductivity is playing a rode. trrl. "Tire i. lagging ipage 721. Ito ttheir surppliers. rhrotugir thIr sc1"vrl aproductivity level energinrig in thIs~~is I, <)nt cx pianation is t hat it's simply tii I > 'rtrrr. and cvin iinhtor snall I risrnr, 55s. 
rpening rup profit mlargilns, is r'r.catitng 51','Sitirhr 

Ia sigrniic'anrt amount orf nc'w tIrv'estmct,t. '('l(, vid(ir. And( ti1(lnroilovrn('itt still I rlrS intvoiI'ls tro11i Sul11l1' rri 1Is VI'rt(.tl 

o It caly tIill proc'ess to colt- II)ui'mt '.., fur exanipl''. nto llrtrli' ls, 
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poessilselectron.
Instead. it just rocesses billsicaliv. And with about 5, of its 	

* 
.up-C	 '--" 

chemicai gant 0tieen.p ..o ..
bother with purchase orders. t4utsjde	 
I 

vendors are linked electronically with
DuPont's internal inventory s.,stem.

When the suppliers see that DuPont is
running short on an item, they simply

deliver replacement goods. "When youdo it electronically," says Thomas F.
Holmes, director or materials and logis- A
tics, "you simplify the process.*


-Just ask Phoenix Designs Inc. in Zee­land. Mich. A year ago, the Herman AMiller Inc. subsidiary sold office furni­
ture the old-fashioned way. Independent 4dealers sent a salesperson to' a cus­
tomer's office, where the rep wouldgather ideas for a designer, who wouldI work up a draft. After six back-and­
forth weeks, the sales rep would finally
show the customer a proposal. The ar­
rangement drove buyers nuts-and cost
 
Phoenix sales.
 

i 	DmTp DzztC Now, thanks to some PCs
and a custom software program called Z-

Axis, salespeople have become their own
designers-and are generating proposals 
 .
i in four or five days. One dealer, Conti-I nental Office Furniture & Supply Corp.

in Columbus, Ohio. has made a sale each
1 

of the 70 times it has used the system.	 
A 

And some small dealers have reported
an average increase in sales of 1.000%.
The next step begins next month: 
 aportable system that will allow sales reps to work on designs in the cus­tomer's office. So far, Phoenix has spent

about $1 million and has been rewarded
with a 27% jump in aftertax income."We're convinced this is the way to go," b-* .says Gary W. Van Spronsen. Phoenix ITvice-president of market development. ..
"The whole idea is to streamline a curn-

iersome process." 

-


Could such reengineering cur- the
health-care industry? Ilospitals are virtu­ally temples of technology, full of diag. vice-president at PictureTelnostic equipment and back-of*ice 	 Corp., a tion out of factories.com- )anvers IMauss., maker of videoconfer-	 says Gary Reiner,puters that tally 	 GE's vice-presidentup bills. But doctors, encing equipment, says some 	 for business devel­the hospitals' production workers, have 	 buyers still opment. "We have foundjustify the cost of 	 that in many'resisted changes 	 a system by savingsin their work routines. on travel, but the real 	
cases technology impedes productivity'When 	 payoff lies else-physicians at the University 	 Instead, (;E's big breakthrougihof where: "Customers tell 	 hasVirginia Hospiutl 	 us that the ben-were aske_ l to use com-	 been giving workers flexibility and un­puters to order drugs and other 

efit is in their ability to bring together precedented authority to decide how totreat- more expertise, faster." The impact, hements, they 	 do their work.were so angry they staged says, is really 	 "All of the good ideas-allona 	job action. Now, a new C..,1p 
the revenue line, not of them-come from the01 com pul- oilcosts. 	 hourly worK­cr-literate residents has embraced the I WORtKER INPUTf. 	 ers," says Reiner. At m,: Power Systems.system. -Almost five years into the pro-	

Extendinir the networks
and the information throughout the 

a $6.8 billion unit that makes g~eneratingress. we are finally where w, want 	 or- tequipment. changes in productionto ganization also meth­
sacvs te."pdiatrics iirofessor 

helps improve quality, ods cot inventory carrying charesA. Massaro, 'using Thoma responsiveness, and irievitably. saies and 	
hY

tcilnoiogy to 	 $9)millionun- troiits. "Infactories. people on tlie line 
to SI11 million a 'ear. prove pro i ctivitV." 	 Perhaps the biggest opportunity iorare thinking ifkeI)octors 	 inadustrial engcineers,"ano cther irc-SSl.ii.i,. 	 reenineeringy is wlhere'a,; t:'iirnegb' ,\ahllon's Florida. 	 the old approaciLcI'ldits v,,,it he abie ro (iscapi the 	 to information wclilohg 5That's vertainv 	 iy has been mo>rXftc ocIiniormation 	 true at G;eneralt echirioiiigy loti' long rinc' ('co. 

E-h'- i disappoiitinin financial-services i'oi­iowever. -'lectronicmail, 
After spending ; bundle oint'h- Iparties. The big banks andvideoc'on r- nolcigy in the 1980s. some 	 insurers wer'i

laptop.s 	 managrersncin, 	 G;iE notoriouscar faxes. arid cellular 	 in the 
)hones hav, 	

ii,owhievc'(, that redesignint work is 
1980s for plugging it

iianged the verY detini.i ie re!d 	 i more and inore number-crunchingr powerlong-ternm solution every vea,"andion of the cifce. hobc't-t F.Mitro. Seniri' 	
to irociu' 1.. trading riptivirv pirohlenw. 	 to every tw"''ev taKCIi ahulOrna- , uLlznc (cii cif Silicon Valley. lBut.pressecd 
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hy losses in real estate ani other prob-
iems. insurers are Oiving up their hide-
bound ways. 

Aetna Life & Casualty Co.. for exam-
pie. has completely overhauled the pro-
tess of issuing a policy. A vear ago, Adt-
na had 22 business (-enters. with a staff 
of 3.000. It took about 15 (lays to get a 
basic policy out of the office, in part he-
cause W0 different employees had to han-
die tie application. Now. the operation 
has been pared down to 700 employees 
in four centers-and customers get their 
policies within five days. How? Because 
a single :-, sitting at a i'c tied to aI 
network can perform all the steps neces-
sary-calling into an actuarial data base, 
for example-to process an application 

..Cs N'who 

i 	immediately. When all the relevant infor-
mation is gathered, the policy is passed 
along the network to headquarters in 
Iartford, where it's printed and mailed 
within a day. 
MORE WITH LESS. The technology has 
also given Aetna's sales lorce more au-

I 	 tonomy. file o1( hierarchy of supervisors 
iand agents has been replaced by work 
i 	teams of about 17 peopie. At Aetna's 

Tampa office, the new system for issuing 
policies will save S-40 million and im-

r 	prove productivity by 25)% this year, ac-
j 	cording to Bob Roberts. who heads the 

office. Adds Aetna Chairman Ronald E. 
Compton: "Reengineering helps us solve 
that modern business dilemma-how to 
do more with less, and do it better." 

*** 
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That's what banks must do, as well. 
I The first step toward automation was, of 

course, tne none-ubiquitous automated 
I teller machine. More recently, bank 

have toosted their bottom lines by sini
 
I ply tarming out costly information-pro­
i'essingi .ossucti as check processing.
 

Today. about half of the nation's check 
Iprocessing-once the mainstay of the 

bank back offic(-iims b(en farmed out to 
i more efficient specialty firms. such as 
I Electronic Data Systems Corp. and Per­

ot Systems. 
Now, banks are using technology to 

maye their front-office workers far more 
efficient. At Cleveland's Society Nation­
al Bank. for example, routine custom­
er-service work has been automated so 
that 70% of phone calls are handled 

* through a voice-mail sstem.That frees 
customer-service reps to help depositors

really need a human's assistance. 
And laptops have liberated loan officers 
from their desks. "If you call us and say 
von want to refinance. says Executive 
Vice-President Allen "we'llGula ,Jr., I 
meet you in your parking lot at lunch." 

But the real challenge for financial 
institutions will be to get rid of the mil­
lions of tons of paper-from checks to 
loan applications-that soak up millions 
of employee hours and add billions of 
dollars to costs. One possible solution is 
image processing. Some big insurers a 
ready use these setups to move digit
pictures of documents through their of­
fices at the speed of electrons, rather 
than at the speed of the g-uy from the 
mail room. In addition, many workers 
can look at a document simultaneously. F 

INIIA. Fannie Mae hopes to sharply 
cut costs of mortgage applications by 
banishing paper. It's linking 3,0(X) lend­
ers hy computer and developing soft­
ware that will cut processing time by 
putting the whole operation on comput- i 
er networks. Today the average cost of 

a new loan is $5.37. or 4.5% 
of thle loan amount. lint the most effi­
cient lenders can (1o the job for halfthat. Their secret: slashing paperwork. I 
"The technology exists," says Raines. 

a matter of overcoming the inertia." n, 	 the ,-U ha-rhaps nownere in the service sector 
inmp
. . ,.,. r~s., w.-a.s,'d t,.i.p...


.7_sbsw-.r..p ifPidivvdeeng osptlwithi, 'plfitcatodeomput-


r'can-of medicine's Wvorst inhffiincy .lls"Up to 40% 
of/@1 hbapitalcrsts are related to the generation ahd st6imge of information, so 
it makes sense -that information technology can improve ifficiency," says Dr. Wil-
liua M: Tierney of Wishard Memorial Hospital in Indianapolis. ­

'Wishard now requires doctors to order all drugs and treatments for patients 
via computer."The system then automatically warns of potential problems, 
such as allergic reactions or duplicated tests. Dctors tend to make fewer 
mistakes and order fewer tests. The result: Costs per patient are $900 less. -P) 
stay competitive," concludes Tierney, "dctors really have to get into the elee-

tronic medium." 
By John Carey in Washington 
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haLs information technology had more of an impact than in retailing. In the 19W8s, 
Wai-Mart Stores Inc. leaped to No. 1 in 

the I. retail business by keeping its 
prices low. its stores better stocked, and 
its inventories tight. Its not-so-secret 
Weapon was technology-inciuding satel­
lite networks linking each point-oi-sae 
terminal to distribution centers and 
headqnarters it Baentonville. Arkk It',
tradnrg ever sale to see what's 

I and what's sitting. Wal-M ar-t avoids rusi 
Iv markdowns to inventor,'. 

i Now. tcores o ietailersa;re tollowirt 
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ON THE CONTINENT, AN ERA ISALSO DAWNING 
W~hen it comes to4 .	 information technol 
ogies, tile 1980s 
seemed to last 
longer in Europe
than in the U. S. 
Bv 1990, recession 
and rising global 
competition were 
forcing U. S. corpo-
rations to question 
their use of technol-
ogy. In Europe, 
however, companies

were still laying plans to move into
the unified market and into Eastern 
Europe. As businesses expanded, so
did computer budgets. 

By now, a new era has dawned on
the Continent: a period of slow eco-
nomic growth and unpre­
cedented competition. And 
that's bad news for the 
computer salesmen who 
used to find companies such
 
as Sweden's ICA Handlarnas
 
pushovers for new gear. By

the early 1990s, as Sweden
 
prepared to join the Euro­
pean Community, the Stock­
holm-based 
 $7.9 billion food
 
cooperative was 
 worried
 
that competition would grab

market share and crimp its
 
fat profit margins. A
streamlining was in order,
 
and ICA's information sys­
tems would have to play a
 
role.
 

Up until then, all those
 
computers 
 had done little
 
to help the bottom line. In
 
fact, because the three sales
 
regions couldn't share their 
data,goods the movement ofto retail stores was 
inefficient, and the regional offices 
sometimes ran marketing campaigns
that conflicted with one other. To 
straighten things out, ICA 	 hired An-dersen Consulting. 

Today, a "reengineered" icA has

linked all of its 3.,350 retail stores to a
single mainframe data base. With in-
ventorv data mor.) readily available, 
te company has been able to shut a
third of its warehouses and distribution 
centers and has halved its overall 
costs. It slashed the wholesaling work 
force of 5.0)0 by 30% over three years. 
even as revenue grew more than 15,.
More job cuts are planned. but the 
gains aren't merely in cost reduction."Now that we have tileinirastructure, 
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ive can focus on the best w~ay to orga- I Phe companies doing te most reen­nize 	the work," says Torsten Engrevik, Igineering are those rt1. face new corn­direTtor and chief infor-mation officer at
I(I',.
fl's fine-tuning marketing with 
data on every sale and may eliminate
invoices entirely by paying suppliers
for goods as they enter a warehouse 

I SUPU. WA is hardly alone. Other En-
ropean companies that are jumping on 
the reengineering bandwagon range
from Britain's Reuters Holdings and
'olls-Rovee Motor Cars to Union Bank

of Switzerland, Ciba-Geigy, and Sic-
mens. "As competition hots up, they're
seeing the need to rethink what 
they're doing," says William Barnard, 
managing partner in Europe for Ander-
sen Consulting's strategic management
practice. An Europe, Andersen now 
competes with outfits such as Oasis, 

ElMS Bossard, and hniiex Managemeat. 
As in the U.S.. a major reengineer-

ing goal is improving relations with 
customers. In 1990, John Parcell, man-aging director of Reuters' Briish -arm, basic facets of the Japanese businesswas deluged with customer complaints,
The 	problem was that several depart-
ments were dealing independently with
subscribers of Reuters' information scr-
vice. There were too many slipups,
and 	Reuters was losing mark-, share. 
Parcell decided to r(organize his separ-
ate marketing, sales, and 	 installation 
departments into a multitude of thr(io-
person teams. Now terminals are in-
stalled in less than two days. down 
from five, aind they're up ann runningin a matter oiminutes. 

1~ 

petition, whether thrii '- deregulation 
or the single market. ,etailing, finan-
Jial services, and telecommunications 
are 	ahead, while auto, steel, and ma­
chine-tool makers lagging.are Some­
times, as in Italy and Germany, strong
unions stall reengineering. Then there 
are cultural factors. Pride in their craft
keeps German workers from embracing
change, says Gunter Conrad, a part­
ner at Andersen Consuluing in Munich: 
"When you used to be the best manu­facurers in the world, it is sometimes 
difficult to admit that other ways of 
doings things might be better." 

The cultural impediments in Europe 
are nothing compared with those in
Japan. Its bloated corporations could 

be far more efficient, says Yotaro Suzu­
ki, senior vice-president of the Japan
Institute of Office Automation. "But
reengineering would require changing 

environment and culture."
 
"Different countries 
and industris 

are not just going to adopt the North
American model," says James E. Short,
assistant professor of information man­
agement at London Business School.

I Ultimately, Europe an(d Japan will have 
to find their own paths to the produ.­
tivitY targets being set 
 h%'economic 
competitors in the U. S. and elsewhere. 

By "red (hotcrl in London, with 
dwInohan 11.Lei'ne in Pans and NvilGross tn Toky-o 

i 
i[Y, Wr , .1 1,"61w 


7 

1 



n \\al-M art s iootsteips-iiecause they iniormation systems are no0w ficiently arti accurately. SNiwhere's toepThese 

must. At Il)etroi t-hasedI Frank's Nursery .iiiw i)al Iino as mlore a id monre so pp ii- (roduoct?'
 
,vCraits. manag~ers can use wireless iers andi vendors get on the networks. ["or such improvements to reailv per­
handheld scanners to ('heck inx'entorv Strawbridge & Clothier, a Philadelphia I meate the all-inmportant servic'e set''
 
on the store shelves. It ian even add r has getting rid of yen- hundreds inore ('omp~anies will have
ietailer, been 
stoCK in stores where thle weekend i do)rs that are not hooked into its boa "(. Manyv will first haveo)(i
weather forecast is good(. Pressure is I l'-sale systems. "TFhey ('ouildnt ('olnpete," 
coming from manutacttirers atswell. lo Isays it)rorate Vib'e-i'resibient T1homas 
make its retailers more efficient, Levi S. l .ittenhouse. 
Strauss & Co. created its own inventory The new links even hold out the 

nt-get on t, 
tilndo what they did in the l1980s, says 
Steven Walleck. a (ire('tor at Mc'l'insev 
& to. "The people whoe were tnrowintr 
capital at the issue of labor !pro(iiictivitv 

tracking system. Accordtintg to ltatul Ben-
chener, Director of GlIobal tluick tle-

toromise of revival for ). S. clothing 
manufacturers. Apparel makers took a 

got the cart ibefore the horse." he says. 
And now, "alot of wreck-and-rebuiid is 

sponse. the results have been handsome. 
About half of Levi's 100 biggest accounts 

terrible heating in the 1980s from low' 
cost Asian producers. Johs dried up, fac-

required." 
Before it's over, we may not re'o,,nize 

use tht system and. for them, salts 
shot up 21% last year. At the other 
big storts, salts rose a paltry 3.6%. 

The future? Ask e" W. F'itzge- 0' *B 
rald, vice-president of info ,ttiujh 
services at McKesson Corp. the na­

tl 

v:A 11W)1tion 's largest (distributorof pharmacy tories closed. But reorganizing around the workplacee. Technology is tuirninlg
and health and beauty-aid productsi the new networks has brought the in sales reps into desigtners anti produc 
McKesson has been usint computerize d Istrv fresh hope, getvi'sfor example, is tion workers into engineers, It is wiping 
inventory systems for more than a replain its 1th-centuryn piecework sys- out whole layersMif managers and emop­
de('ade, And IFitzgerald thinks he' ai- Itein with new, team-based production, tying warehouses, Says Ford Motor ('0,ready sees the next wav of produt iv T-'lhe objective is to start buildingt the engineer Peter Sferro "We19 won't 
ity-enhancing change: systems t h:t jab - i'ot hi n a that has aitual ly been ondered nee01ddraftsmen, Iesii.reer's, Iiimn asi ngly link customers, tiaiers.L istriaitor:, insteadi of p Vici digenrcts,ngtip sleeveen and pants r even nllOin akers." 

and mnanlitacturers. !nstant ri'spons(' (',as mr garments that mig~ht nev(er Io That will mean big chang~es orxrkmoney neided. r 
.harges, idle plants, and iniventory hild- At thmese time. Levi' is Planniig say of'leo roh 
means is less spent ti interest i r. hose who survivee thdownsizing, 

ilertsteis ogy SuItits, 
ups.trie paer invoice willg the way upgrade its rvivonal distribUition s "will have more tasks. nore respoi;ibs 
(f the tuill pet "Wereo i Iave i timnufetaiulers, says enchtor itto, and more inloriat ion twr ire withist ma,evir's 
seamless network, It willt, transparent more 1ffi0iemy. lT hI shlI eain till iniony ISstartldbmaning fro qeVred. 
to ewrydl, antI all10withoutiggist: apeb'." c'ais Asian p t upo '- B\Vefordieig Ws overine,,n on­\,'nt orders t drine a nivirsitV 

Shot uWE24% last year t tIhe other) 



Omist Alan B. Krueger. workers who 
Use computers earn an average of 10%,I1 -' 

to 15. more than those who don't, even I2 
or the same job. Secretaries who use I Ie 

computers. for instance, enjoy a premi­
um of up to 30%. And, says Krueger. 
the differential has held up despite a "
 
bil. increase in the number of workers I 
with computer skills. 

And those who don't get those up­
-,rraded new jobs? One possibility is that 
they'll decline into an expanding under­
class. But that, too. mav be a short­
term phenomenon. Technoliogy may actu­
ally close the gap between the techno­
workers and the less skilled. New graph­
ical programs, such as software written 
for Microsoft Corp.'s Windows, are mak- -
ing computers more accessible to mil­
lions of workers. 

Where will the work come from? A ­
"Farmers asked the same question in I _______________________ 

the 1800s. and sweatshop workers asked -.. 
it in the early part of this century," says It's easy to mea- so the same amount of information is 
foran Stanley's Roach. "ineach of 
 sure the output of provided-for buggy whips (SIC 3199)those times, the system was flexible =l a steel mill. Steel as for miroprocessors (SIC 3674). The

enough to come up with new job-creat- -; does not change Bureau of Labor Statistics (BLS) gives
ing solutions." After all, a decade ago, much from year to data for 17 categories of apparel man-
Microsoft empioyed 300 people. Today, year, so gauging ufacturing but only one for comput­
the number is 15,000. production means ers. Also, the measurement of output,
THE KEY. Major technological changes toting up how much especially in.services, often amounts to
have always meant enormous upheaval .' -was made of the little more thanan informed guess..
for both economies and societies. But *,different grades. And statisticiI agencies' budgets have 
the U. S. will surely be far better off *'But what about a been i'iie6sd hard that they have 
with technology-d riven productivity 
 computer fr.,-tory, trouble producing data on schedule. 
gains than without them. Improved pro- where every year o0 nouanL.A major revision of the(luctivity is still the only way we know 'the power of the data ,laefi ns is under way, but it 
to boost a nation's standard] of living, products improve and prices drop? Or will take 'yers to implement. Even 
And U. S. productivity gains, in turn, a hospital, where no one is even sure then, fundament l conceptual problems
can come only from technology and the what output means? will need to be tackled. For instance,
workplace changes it spawns. "It's abso- The U. S. is using a Model A system in an information economy, intellectual 
lutely unambiguous," says Columbia Uni- to calculate the performance of an In- property is a key output. You'd never
versity economist Frank R. Lichtenberg. tel 486 economy. The government uses know it by how we evaluate software: 
"Productivity gains are crucial for our i a simple definition of productivity: in- Exports are valued at the cost of the
long-term economic well-being." flation-adjusted output per hour of disks and the manuals, so a $500 pro­

That's especiallv true in an era of in- work. The problem is the way output gram might be entered at just a few 
tense international competition. If U. S. is gauged-essentially, the value of dollars. And the understanding of ser­
companies don't take advantage of tech- goods sold less the cost of goods pur- vice output is so poor that despite the
nolog-ical and management innovation, chased. When the statistical system financial-services boom of the early
their foreign competitors will. The same was devised in the L930s, goods-pro- and mid-1980s.: the government data 
reengineering wave that is transform- ducing industries accounted for 57% show the finance sector grew more
ing American business is building in Eu- of output and 40% of the nonfarm jobs. slowly than-the overall economy. 
rope page t1land could som.day ;pread But by 1992, goods accounted for just "If -we're'going to measure outpat,
to Japan. 0% of output and 22% of employment. we first have to figure out what it

More than macroeconomic policy, In some fields, such as financial servic- means," says former t~s head Janet
international trade agreements, and even es, government statisticians simply L. Norwood. One of the biggest prob­
access to natural resources, the ability to can't define just what is being sold. lems, she notes, is adjusting data for
harness (-xtraordin ; - technological None of this would matter much if qualitative changes. In the late 19)s, a
change will define economic winners and investors, business planners, and poli- major government effort resulted in
losers in the foreseeab, future. And it cvmakers didn't depend on productiv- a new way to measure the value of 
appears that. after a decaoe of trying, itv numbers. As the Clinton Adminis- computers that accounts for their in­
,merican business max fuially have the tration dabbles in industrial policy, it creasing power. That helped, but until
kex to the new industrial re-volution, will inevitably look to productivity other improvements are devised, in­

1!h9tloo'ord ,;l'coono in W .shinwon. numL;rs to pick winners and losers. vestors and government planners max 
,it/h 'aruIn Washjonim. kussell Three separate problems distort theJohn lie flying blind into the 21st century.
Mitchl,,l in Son lranrsco, Tim Snart in data: (Government lumps industries in By Stephen 1, lVildstron in 
,\U',t1(,, 'hris Rousi in 1iupa. andl groups that make no economic sen.e. i Washinqton 
burc o rc ort, 

Ai -_, . 



What computers are for improved productivity accounted for
nearly all economic growth in the initialCAM8AOCEMASSACHUSETTS 
stages of the recovery, compared with

JT2technologyWAS alwaysUrT)hoped that information Stephen Roach, only about 60% or so it. most previous re­would make workers an economist at Mor- coveries. Mr Roachgan Stanley, was sees this as evidenceone of the first to notice that increased competition has at last 
more productive. But even as computers the surprising lack of measurable benefits forced service industries to wring pro­doubled theirshareofAmerica's installed from investments in IT. He agrees that ductivity improvements out of IT.capital base-rising from 7/ 1980 toin benefits are at last stantint to emerge, but Yet progress is both painful and un­14% in 199 1-economists looked in vain says that Mr Birvnjolfsson is toooptimistic even. In early 1993 recruitment picked upfor evidence that they really do enable about the pace ofchange. For evidence, he but productivity growth almost stopped.fewer workers to prodiluce more, higher- points
valued output. Now they have some. 

to America's service industries, And the small gains in productivity
which spent nearly s900 billion on rr in hardly seem to justify tile huge amountsThe problem has been one of inca- the 19,os, more than 80, of the total in- spent on computers. During the 1980s thesurement. Executives commonly cite five vested. Although services' share of overall cost of the technology at the fingertips ofreasons for investing in IT: labour say- employment grew from 65% in 1980 to the average white-collar worker doubled.ings, improved quality, greater product 77;," in 1990, its productivity stagnated.variety, better customer service and faster 

The experience of the informationThat of manufacturing grew at 2%a ear. revolution has aprecedent. A recent studyresponses. Economic statistics measure 
only tile first of these directly-and, be-

With the 1990s, argues Mir Roach, this by Paul David of Stanford Universitybegan tochange. Recession cut the growth found that it took industryrwo decades tocause it takes time to learn how to use new of white-collar jobs in service industriescomputers, even labour savings can take a 
reap the benefits of investments in elec­from an average 3-11% a year in the 1980s to tricity. Firms began investing heavily inlong time to appear. virtually zero in 1991. In the ensuing re- electric motors around 1900, yetBut if economists cannot measure the pro­coverv, service productivity grew at the ductivity stagnated until about 1920. Itbenefits of IT directly, they can at least same pace as manufacturing productivity took managers that long to make the mostlook at the behaviour of customers. A re- for the first time in eight years. Indeed, of their newly electrified factories.cent study by Erik IBrynjolfsson, of the
 

Massachusetts Institute of Technology's

Sloan School of Management, suggests
 
that customers have indeed bought more 
 ,,
from those firms that had invested more
 
in the technology needed to churn out a
 
greater variey of higher-quality products
 
at high speed than from their rivals.
 

This finding contrasts with many pre­
vious studies, a difference Mr Brynjolfs­
son explains in two ways. First, his data
 
are more recent, covering 1987-91. And
 
previous studies used aggregated industry

statistics, whereas he looked at IT invest­
ments in each of 367 mostly large compa­
nies, with a combined total of nearly $2
 
trillion in sales. Ilis calculations therefore
 
t, Caccount of IT's ability to change the
 
market share of individual firms. This can
 
be dramatic. Mr Brynjolfsson found an 
 E average gross annual return on IT invest­
ment of 81% for manufacturing and ser­
vice companies together. 
 Waiting for the r-'volution 
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THE TERMS OF REFERENCE
 

A Suggested Outline 

1. BACKGROUND
 

whY fiit, 
n'cessary'. It s/ld tell a cntra(ting of/icer why the flnids art' hein solicited, in the 
contet of what project, and why ih exp'ris, required is not alreadv available. The 
direction j' tht text should procce'tdfrom itmore general to the specific and should 
avoid details that art not! clearv relevant to the job being contracted for. Often one 
halfpage will sufice,' rarely shoultill'ba'kg round iin-iation cxceed one page. 

This section should present intilrnuion on ontract, or consultancy, is 

II. OBJECTI VE 

The Objective rt'.fi's to the obtective ofithe T.O.R.. not qf the work to be done. It 
should he a vetr' concise statement. This section should avoid listing tasks to be 
peiformed. An xtmiple o/'a concise statement is: "The objective of this scope of work 
is to engage tit' services of'a qualfied consultant to train local accountants in cost 
atnlysis anl pricing. 

III. SCOPE OF WORK 

This section can also be cal'd "statenwt of work" or, ifthe overall terns of 
ref'rence is designated as scope of work, this section would be called "Contractor's 
Duties and Tasks. " It is to this chapter tMat contractor and Mission will refer to 
deternine of iit assignment is proceeding as proposed al if the contractor has done 
his or her work according to expectations. The SOW de.';crihes what the consultant 
will do. Tasks here are ap)propriate. While relevance is alwa'ys a concern, 
conpleteness rather that brevity is tit' essetnce oJ'it'SOW. Ecept interms of 
reference fi)r long or coilplexv assignments, where these eletents miay be brkken out 
separately, tit' SOW will also specij tit' timing att schedule of activities atid the 
personnel required. 

IV. DELIVERABLES 

Deliverab/es include at the mininvon reports that the contractor is responsible for. 
The T.0.!R. shotld speciy the /( ligtage and to whom the report is to be given. 
Deliverables mav also inc/ut/ a twork, graphs, and even debriefings and 
presentations 'if are to be fornmal and plnned.these l'there are fwctors that increase 
level tf elfin or cost in a contractor's work with respect to deliverabes, they should 
be spelled out, e.g., trans!ations, nlumbers (# copies, and tit like. 



V. RELATIONSHIPS AND RESPONSIBILITIES 

This chapter describes supervisory and logistic responsibilities. It specifies the 
individual who gives technical direction as well as the project manager responsible for 
the contract, if the two are not the same. It tells who provides what, such as office 
space, computew, secretarial support, and so forth 

VI. QUALIFICATIONS 

The statement of qualifications should proceed from a rigorous analysis of the tasks to 
be per/or ned. One shouild avoid a perfictorv listing of academic requirements as 
well as a conjision of essential requirements with skills or knowledge which are 
desirable but not essential. The qualifications statement should serve as the basis for 
recruitnent and selection. 

VII. BUI)GET 

The budget is a separatepage which will not be sent out with the T.0. R., since to do 
so would be to allow competitive bidders to know exactly what the Mission is willing 
to pay. Budgets /br personal contractors normally include: salary, per diem, travel 
and transportation, communications, visas and innoculations; they may also provide 
for photocopying, secretarial support, car rental, and miscellaneous. In the case of 
institutionalcontractor, there will be matters of overhead andfee. 



MANAGING TRAINING FOR IMPACT
 

TAX INFORMATION FOR PIO/P PREPARATION 

for questions, further details contact:
 

David LaMar, OIT, SA-16 Room 17, Wash. DC, 20523-1601
 
tel: 703-875-4321, fax: 703-875-4346
 

The U.S. Internal Revenue Service collects taxes on the income of
 
each individual. Monies provided to participants are considered
 
"income" and are taxable. AID's Office of International Training

is responsible for ensuring that appropriate income tax forms are
 
completed for each participant who receives training of whatever
 
sort in the United States. Upon receipt of the necessary

information from the participant's programmer or contractor, OIT
 
declares each participant's income from U.S. government sources
 
and calculates whether any tax is owed on the income received.
 
In most cases, AID will pay the IRS directly for any tax owed by
 
a participant. The funds used in such cases come out of the
 
training funding document -- either a funded PIO/P, or from
 
contract funds for programs not programmed through OIT by PIET.
 

It is the Mission's responsibilty to ensure that funds are set
 
aside for the payment of participant taxes.
 

Which participants are most likely to be required to pay taxes on
 
their "revenue?"
 

OIT has determined that participants fall generally into 5
 
groups. Of these five groups, only two are unlikely to be liable
 
gfor payment of U.S. income taxes. During project development
 
and prior to the issuance of each PIO/P, the Mission must
 
determine which group each participant or category of participant

fits into. If the participant's income is likely to be taxed,
 
the Mission should budget the appropriate amount in its overall
 
Project budget and in the individual PIO/P for the
 
participant(s).
 

The five categories of participants are:
 

CATEGORY 1: SCHOLARSIP/FELLOWSILP PARTICIPANTS 

" in an accredited degree-granting U.S. academic institution
 
" 
are studying toward a degree or receiving training in a recognized
 
occupation
 

* did not leave a permanent job in their home-country
 

or
 



MANAGING TRAINING FOR IMPACT
 

e left a permanent job to obtain training for another job in a separate field
 

or
 

* have a promise of a job upon completion of USAID-funded training and
 
training is required for that job.
 

THESE PARTICIPANTS GENERALLY HAVE A TAX LIABILITY. FOR BUDGETING
 
PURPOSES. USE THIS FORMULA FOR DETERMINING TAX:
 

TO TOTAL ANNUAL COSTS, CALCULATE ALL TRAVEL, INSUD.ANCE, AND NON-
TRAINING RELATED EXPENSES WHICH ARE PAID TO THE PARTICIPANT OR ON
 
BEHALF OF THE PARTICIPANT. SUBTRACT $2,350 FROM THE TOTAL AND
 
MULTIPLY BY 17% TO OBTAIN THE TAX ESTIMATE.
 

CATEGORY 2: JOB-RELATED SHORT-TERM TRAINING 
PARTICIPANTS 

* in training related to their home-country employment
 

* at a U.S. academic institution or a private/public training facility
 

" training is 12 months or less
 

THESE PARTICIPANTS GENERALLY WILL HAVE NO TAX LIABILITY. NO
 
BUDGETING REQUIREMENTS.
 

CATEGORY 3: JOB-RELATED LONG-TERM PARTICIPANTS 
* in training related to home-country employment
 

" at a U.S. academic institution or a private/public training facility
 

• training is 12 months or more
 

* trainin is required by the home-country employer for the participant to
 
keep his present job
 

or
 

0 training is for the purpose of maintaining/improving skills for the present
 
job.
 

THESE PARTICIPANTS GENERALLY HAVE A TAX LIABILITY. FOR BUDGETING
 
PURPOSES, USE THIS FORMULA FOR DETERMINING TAX:
 

TO TOTAL ANNUAL COSTS, CALCULATE ALL TPAVEL, IIISURANCE, AND NON-

TRAINING RElATED EXPENSES WHICH ARE PAID TO THE PARTICIPANT OR ON
 
BEHALF OF THE PARTICIPANT. SUBTRACT $2,350 FROM THE TOTAL AND
 
MULTIPLY BY 17% TO OBTAIN THE TAX ESTIMATE.
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CATEGORY 4: NON-SCHOLARSHIPIFELLOWSHIP, NON JOB-
RELATED PARTICIPANTS 

" not studying for a degree
 

" meet no job-related criteria
 

THESE PARTICIPANTS HAVE THE GREATEST TAX LIABILITY. FOR
 
BUDGETING PURPOSES, CALCULATE TOTAL EXPENSES PAID TO THE
 
PARTICIPANT OR PAID ON HIS/HER BEHALF. SUBTRACT $2,350 FROM THE
 
TOTAL AND MULTIPLY BY 17% TO OBTAIN THE TAX ESTIMATE.
 

CATEGORY 5: PARTICIPANTS FROM A TAX TREATY 
COUNTRY
 

These participants are generally exempt. To make sure, check
 
with the OIT Tax Advisors. Countries with tax treaties include:
 
Egypt, Morocco, Poland. Zambia and South Africa are currently

negotiating tax treaties with the U.S.
 

AK 
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