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PREFACE
 

This study of management training needs in the nine countries of the 
Southern African Development Co-ordination Conference (SADCC) was 
undertaken by the National Association of Schools of Public Affairs and 
Administration (NASPAA) under its cooperative agreement with the U.S. 
Agency for International Development. The resulting report, Management
 
Development in Southern Africa, is herewith submitted to the Regional
 
Training Council of SADCC. The study was conducted between June 1984 and
 
January 1985, and involved field visits to all nine countries of the
 
SADCC region.
 

The NASPAA team consisted of the following members:
 

Dr. John D. Montgomery, Harvard University, Project Director
 
Dr. Esau M. Chiviya, Zimbabwe Institute of Public Administration
 

and Management
 
Dr. Robert E. Klitgaard, Harvard University
 
Mr. Modiri J. Mbaakanyi, Executive Director, Botswana Employers
 

Federation
 
Dr. A. Gaylord Obern, University of Pittsburgh
 
Dr. Louis A. Picard, University of Nebraska
 
Dr. Rukudzo Murapa, University of Zimbabwe
 
Ms. Jeanne North, Program Officer, USAID
 
Dr. Wendell C. Schaeffer, NASPAA, Project Manager
 

In addition, the team was augmented for portions of the field work by:
 

Mr. Bhekie R. Dlamini, Institute of Development Management,
 
Swaziland
 

Dr. Rogerio F.S. Pinto, Organization of American States
 
Mr. M. J. Ziyane, Swaziland Institute of Management and
 

Public Administration
 

NASPAA has been honored by being entrusted with this study, which it
 
hopes will lead to significant increases in the resources available to
 
strengthen management education and training in the SADCC region. Work
 
on the study was greatly facilitated by the excellent cooperation
 
provided by the SADCC Regional Training Council representatives in each
 
country, where they opened doors and personally assisted in many cases in
 
assuring the success of data gathering in the field. This support is
 
gratefully acknowledged. No acknowledgement would be complete, however,
 
without mentioning the helpful support provided by the chairman of the
 
SADCC Regional Training Council, Mr. V. E. Sikhondze, and Mr. Tony
 
Crasner of his staff, and Mr. Dale Pfeiffer, Regional Program Officer,
 
Southern Africa, USAID.
 

Work of the team was also very materially assisted by the logistic
 
support provided by the Swaziland Business Bureaux, and its director, Pat
 
Dunn Martin.
 

Alfred M. Zuck
 
Executive Director
 
NASPAA
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EXECUTIVE SUMMARY
 

Southern Africa today has a greater sensitivity to the importance of goodmanagement 
than ever before. Where managers are scarce, as they are in the
member countries 
 of the Southern African Development Co-ordination
Conference (SADCC), they must be 
developed. Education and training 
are the
first steps toward that end, though obviously they alone are not enough to
solve all the management problems of 
 the region. This report 
 identifies
the priority training needs, describes current training efforts in the nine
SADCC countries, and proposes 
 further steps 
 that its Regional Training
Council should take 
 to encour-ge, develop, 
and support appropriate

management training programmes.
 

The findings of this report 
are based on a careful examination
administrative experience of the

of all nine countries. That experience was
studied from more than 
 three thousand management events described by topranking, middle level, and 
junior managers 
from the public, parastatal,
private and
sectors. Tn addition, scores of 
Permanent Secretaries, General
Managers, 
 and their equivalents co-operated further In the 
 study by
supplying eleven 
hundred diary entries describing their important functions
 over a seven- to ten-day period. 
When these two 
sources are combined, they
constitute 
 the largest international sample ever created for the purpose of
identifying training needs. 
Close examination 
of this experience permits
analysts to determine 
which managerial skills were present or deficient in


the major administrative systems of the region.
 

Training Needs Identified
 

Training needs were identified at both micro 
and macro levels. At
 
the micro level it was found that training is urgently needed to:
 

o 
expand accounting skills and improve accounting practices;
 

o provide special management knowledge and skills for senior levels
 
of government;
 

o 
familiarize middle and lower-level public servants 
with government

rules and regulations;
 

o expand the cadre of entrepreneurial managers for both 
 private
 

and parastatal enterprises;
 

o 
 improve the management and utilisation of expatriate personnel;
 

o develop and/or improve 
negotiating skills 
 for dealing with
 
external contractors and donors;
 

o prepare professional and technical personnel 
 for movement into
 
management positions;
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o improve the management of training itself; and
 

o strengthen organisation development consulting and training
 
skills and expand their use throughout the region.
 

At the macro level, training needs way be summarised as follows:
 

o Managers need substantial training in motivational skills,
 
interpersonal relations skills, negotiating skills, and 
in the
 
intricacies of bureaucratic politics. However, teaching
 
methodologies generally utilised in 
the region do not easily
 
provide these skills or the attitudes that must be present if
 
the skills are to be used effectively.
 

o Training needs identified In the micro-level analysis are
 
reinforced by the macro-level analysis in such areas as
 
knowledge of rules and procedures, accounting, writing skills,
 
personnel management, and negotiations.
 

o Similar needs are present to essentially the same degree in
 
all the SADCC countries, suggesting that regional approaches
 
in responding to them can be viable.
 

o Needs are sufficiently similar across the public, private,

and parastatal sectors to justify joint training 
 efforts
 
involving participants from all of them.
 

o There is a substantial similarity of need at all management
 
levels within organisations, suggesting that in-house, multi
level efforts using organisation development methods may be
 
highly effective in improving organisational performance.
 

o There is need when training middle and top managers for
 
greater stress on understanding the political, economic, and
 
social environment in which government organisations operate,
 
and on development of skills necessary to the co-ordinative
 
and collaborative relationships required in responding to
 
environmental challenges and opportunities.
 

o There is general agreement throughout the region that
 
training is an effective method of improving managerial
 
performance.
 

SADCC cannot respond to all the training needs of the region,
 
as most must be met by national efforts of each country. SADCC
 
should focus on meeting needs if:
 

o 
they permit economies of scale when undertaken regionally;
 

o 
they reflect a problem of region-wide significance;
 

o they involve issues that would be sensitive if dealt with
 
at the national level but not at he regional level;
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o 
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the 
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differentiatd requires

base a comparativeof exper.teme perspectivenot available or
at 
 the 
 country
 

" 
the training 
would decrease 
regional 
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o 
 the 
 effort or
addresses 

management a region-wide


training field itself, such as: 

problem 
in 
 the
 
(1) 
over-depei-dence 


on assembled 
courses 
 to
of organsation-based the neglect
 
training;
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 over-dependence 

on non-African 


limited relevance; and 
training materials of
 

(3) 
lack of opportunities 

for 
 applied 
research
basis for developing 
 as 
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Findin 


new materials.
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The current 


of efforts, however,
a 
 are
vast region where thousands far from adequate
with minimal educational of managers attempt 
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apply at 
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teaching staff. 
from poor 
calibre and excessive rotation of
o Teaching 
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teaching
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for research, materials developmn, 

n d
 

" 
With few exceptions,

" libraries
Many institutions are inadequate.
have
teaching very 
 limited
materials, 
 access
and to
those texts
available and 
other
advanced, are usually
industrialised designed for
countries.
 o Where 
case materials 
are used, 
few have
relevant been produced
to 
 or
the African situation. in are
 o 
 In 
 many cases, expatriates 


constitute 
a substantial
the teaching staff, sometimes supported proportion
outside by
the region, and donor organisations of
 
often at substantially from
 

higher salaries than
those paid to national 
employees.
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o In many cases, examinations and other evaluation 
materials
 
derived from advanced . i-ffustrial countries are utilised
 
without regard to their appropriateness in Southern Africa.
 

o Despite a few happy exceptions, teaching methods used are
 
overwhelmingly didactic, involve memorisation 
of theoretical
 
concepts, and provide few opportunities for participative
 
learning or gaining experience through doing.
 

o Methodologies used are 
 of little value in training senior
 
managers and provide almost no opportunity to learn
 
motivational skills, inter-personal skills, or negotiatioa
 
skills. 
 In other words, they do not address some of the most
 
critical training needs.
 

International training institutions operating in the SADCC
 
region have 
 generally stronger faculties and greater capability than
 
most national institutions. Nevertheless, they share a common
 
problem of inadequate financial support which 
 forces them into a
 
heavy dependence on tuition fees for income. This places a premium
 
on large enrollments and full enrollments in the courses they

offer. It also makes nece9sary a heavy stress on giving assembled
 
courses as contrasted with in-house and organisation development

training approaches 
which, while more costly to conduct, are likely
 
to have greater impact on organisational performance.
 

The heavy work loads and teaching loads of the international
 
training institutions leave little 
 time or energy for research or
 
consulting work. Furthermore, many faculty have 
 had little
 
experience in and be reluctant
consulting would 
 to undertake such
 
assignments.
 

The international training institutes of the SADCC region,

ESAMI, IDM (BLS), PAID, and KAIMC, all need additional support to
 
enable them to:
 

o expand their operations,
 

o up-grade their teaching staffs,
 

o adopt new or alternative teaching strategies and
 
methodologies,
 

o play a key role in development of new, Africa-based
 
teaching materials.
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'icommendat ions
 

The SADCC Study has identified management training needs. Many of these
 
needs can only be addressed through "alternative" training strategies which
 
existing institutions, international and national, are not equipped to
 
implement.
 

What is needed is a method of ensuring that the capabilities of
 
existing institutions be raised, not only to do better what they are
 
already doing, but also to enable them to implement the alternative
 
teaching strategies that are needed.
 

The SADCC situation changes rapidly; hence management needs and
 
management training needs change rapidly. The situation should be
 
constantly monitored and a flexible response mechanism created that can
 
supply assistance and resources as needed.
 

What is needed is a management training resource pool that can supply
 
both financial support and technical assistance to international and
 
national management training institutions in the SADCC region.
 

It is recommended that SADCC create such a pool and designate it the
 
Management Development Resource Centre. The Regional Training Council
 
should seek outside resources for the Centre to enable it to accomplish the
 
training support tasks needed within this region and identified in this
 
report. It should be stressed that the Centre would not be or become a
 
financial burden on the SADCC or the SADCC member countries.
 

The Centre should be provided with a professional staff, working
 
under a multi-year commitment, who would offer technical assistance as well
 
as financial support to existing international and national management
 
training institutions in the SADCC region, including an association of such
 
institutions if created.
 

Specific initial steps to be taken by a Resource Centre are
 
identified in the body of the report.
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IMPROVING MANAGEMENT IN SOUTHERN AFRICA
 

INTRODUCTION
 

The importance of management 
 education 
and training is widely recognised
among the 
 member countries 
 of the Southern African 
 Development
Co-ordination Conference (SADCC). 
 In country after country recent manpower
studies have revealed an acute shortage 
of qualified administrators 
 and
managers. Worsening 
economic conditions in 
the early 1980s have emphasized
the need 
for gifted administrators, and impression
this is confirmed by
opinion surveys about 
 training needs in 
the SADCC countries. 
 It is clear
that public management skills deserve a high priority in any 
human resource
development 
 policy in the SADCC region. In the private sector also,
localization and 
the press of competition 
have compelled companies large
and snail to take 
stock of their management inventory and to consider means
of localizing, enlarging, 
and replenishing it. 
 Many organizations have
turned to management training 
 to resolve management problems. They are
then able to use the newly developed skills create more
to 
 effective
 
managerial structures and systems.
 

In 1983, the Southern 
 African Development Co-ordination Conference,
through the SADCC Regional Training Council, determined to make a study of
the management training needs of the 
region. This study, undertaken by the
National Association of Schools of Public 
Affairs and Administration with
support 
 of the U.S. Agency for Tnternational Development, was 
in response
to the recognition of the key role that management plays in 
 the development
process and 
 to the importance of training 
 in developing essential
 
management skills.
 

The two principal methods 
 used to assess training needs are: 
 (1)
through manpower surveys that 
identify or estimate the types and number of
positions required 
to achieve 
a certain level of theoretical capacity; and,
(2) by interviewing trainers, supervisors, and employees to gather informed
opinions on personnel performance weaknesses 
 that are amenable to
amelioration through 
 training. 
 The first 
 method has the disadvantage of
providing little insight into 
 the 
 quality or work performed by 
current
jobholders. In addition, the findings of such surveys are quickly out of
date. The 
 second method provides little 
 new knowledge 
 not already
possessed by informed persons, and tends to reinforce highly subjective
judgments about training needs. 
 Neither method attempts to relate manpower
training needs to a 
systematic analysis of the management skills required
by different kinds of organisations. True, while 
many countries in the
SADCC 
region have carried out 
 such studies, indeed 
a number of them have
quite detailed information on manpower
their 
 needs in the quantitative
and/or informed-opinion sense, it 
 has proved difficult to translate these
 
data into 
new training initiatives.
 

It must be recognised 
 that "good management" has two 
 interrelated
aspects. The first is the 
quality of the individual manager himself, his
 



repetoire of appropriate skills and his ability to apply those skills in 
a
 
range of circumstances. The second aspect is 
 the organisational context
 
within which the manager funo-t-ous and the responsiveness of that context
 
to different kinds of management intervention.
 

From an administrative and organisational viewpoint, the nine SADCC
 
Member States, with 
 their different historical experiences and their
 
different stages of development, present an enormous 
variety of managerial
 
systems and structures. It was felt, therefore, 
 that if very broad
 
assumptions about the 
 context within which SADCC managers actually operate
 
were to be avoided, the study would 
need to take account of the
 
organisational diversity that exists within the region and would need to
 
relate its findings directly to the unique management needs of the SADCC
 
region. This neither the survey method nor the 
opinion-seeking approach is
 
able to do.
 

In light of these methodological difficulties, 
 it was felt that
 
neither of the two commonly used approaches was suitable as the basis of a
 
regional study. Instead, the 
study team sought to develop a methodology

which would embrace qualitative, quantitative, and organisational aspects

of the managerial function. 
 In addition, a methodology was sought which
 
would allow data on skill requirements to be translated easily 
 into
 
training needs and strategies. 
 The decision was taken, therefore, to base
 
the study on the ACTUAL EXPERIENCE of SADCC managers.
 

The experiential data gathered during this 
 study come from two
 
sources. First, management diaries 
were used to record the operations of
 
selected managers 
 in the public sector. Second, a procedure was used known
 
as the "critical incident method", developed 
by a group of psychologists

during World War 
 II to analyse the training and organisational conditionis
 
that would improve the performance of certain kinds of highly skilled
 
personnel. These two 
 methods have been widely and successfully applied in
 
the analysis of both private and public sector management problems and have
 
also been used on a number of occasions in developing countries.
 

To collect these data, 
 a team of management specialists visited all
 
nine countries of the 
region during August and September, 1984 (the team
 
returned to Mozambique 
 to complete the study in November). During the
 
course 
of their stay, two or three members of the team interviewed public

and private sector managers on a schedule arranged or facilitated by the
 
SADCC manpower contact point in each country. In to
addition scheduled
 
interviews to explain 
the nature and purposes of the study and the
 
methodology to be employed, 
 the procedure involved inviting ten Permanent
 
Secretaries or Managing Directors or 
their equivalents or deputies in each
 
country to complete a short Management Diary of their activities over a
 
period of five to 
ten days. Items to be recorded were those that required
 
an hour's time or more, 
or that seemed to the respondent to be of special
 
importance.
 

Management events 
- a term more appropriate in a study of this kind 
than "critical incidents" - were gathered by means of a questionnaire

administered to individuals 
or groups of public, private, and parastatal
 
managers at different levels. 
 Sometimes these auestionnaires were
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plans for 
 future development, 
 current
facilities, 	 staff capabilities
the nature and amout of 	 physical
support 
 being received, and 
the
 
these visits are The results of
 

principal constraints on further development and expansion.

reported in Appendix D. 
rt 
should be stressed that
sense can this information be regarded as an evaluation of 

in no
 
concerned. 
 That would 	 the institutions
be 
 a very different type of undertaking beyond the
scope of this present study.
 

Furthermore, it 
was 	not possible in the
institutions 	 time available
offering 	 to
management 	 visit all
 
countries. However, 

or administrative training
an attempt in all
was made
institutions 	 to visit
and those 	 the principal
giving training
The findings or conclusions appearing later 
to senior managers and officials.
 

indicative in this report
in 	 a general are therefore
way rather
represent 	 than comprehensive, and
a definitive statement 	 in no sense
regarding 
any particular 
institution
the 	institutions in any SADCC country. 
or
 

The team also attempted 
 to determine the extent of current
efforts for managers at top, middle, 	 training
and junior levels
service, and to gather similar data from the private sector where 

of 	the public
 

possible.
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MICRO-LEVEL FINDINGSt PROBLEM AREAS
 

As outlined above, 
 the raw data of the 
 study comprise
"management a series
events" reported 
 by SADCC managers. These 
of
 

events describe
occasions where specific skills or knowledge were 
 necessary
proper functioning to ensure the
of the organisation 
and were
unavailable. either available or
An examination of 
 those events
absent where required skills
enables were
us to deduce 
 directly important training needs.
process, By this
some previously 
recognised training needs have
confirmed been fully
in this study, in particular

management in the areas of accountancy and
information systems. 
 Other problem areas 
 where training
make an impact have not might
previously 
been recognised, though they become
obvious upon close 
 examination 
 of the management events.
example An important
is the clear need 
 for more familiarity with 
 the rules and
procedures of the managers' own organisations.
 

Management problems as 
reported in the nine 
 countries
we-e not, of the region
of course, uniform. 
 Since the purpose
identify REGIONAL training needs, problems that are 
of this study is to
 

unique
countries are to one or two
not discussed 
here. This
management problems 
report also ignores most of the
that occur only at 
 the lowest
organisation, levels of
though an
some of the training needs
levels of management are 

that pertain to subordinate
considered because 
the problem
significant they address is a
aspect of 
 the 
regional objectives defined by SADCC.
consideration in mind, the most significant problems 
With this
 

to emerge indicating 
a
need for further training are as 
follows:
 

(I) Accounting practices 
 show the
sectors need for improvement
and countries. in all
There 
are not 
enough qualified accountants
public service of any country in the 
in the


region. Zambia, to
reports that it cite one example,
has only a small fraction of the
it needs. one thousand accountants
Many middle-level and 
 top managers expressed regret at 
 their
ignorance of accounting, as 
these reported events 
testify
 

I was required 
 to produce 
 a report 
 on certain
production 
discrepancies. 
 I could not 
 prepare 
 it
properly or on 
time owing to a 
 lack of understanding

about accounting procedures. (1008)
 

An accounting 
 error indicated 
 that there was a
shortage of 
cash, when in 
 fact there 
 was only a
discrepancy 
in the recording 
of cash eceipts and
 
disbursements. 
(120)
 

In an audit 
of our society's books, my
one of
colleagues 
 was able 
 to expose some embezzlement and
manipulation 
 of accounts. 
 He recommended
implementation 
 of strong security 
 measures

protection of the society's assets. 

for
 
(122)
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Because of the accounting skills that 
I had acquired,

I was able 
to red'an-d interpret the credit union's
 
monthly financial statements 
 and investigate the

weaker 
areas of operations 
as well as reinforce the
 
areas with growth potential. (125)
 

(2) Another important area to emerge from thle 
reported events
existence of special is the

training needs 
 - not just the acquisition of simple
management skills 
 - at the senior 
 levels of government. Many senior
officials, including 
 Permanent Secretaries 
 and Managing Directors, have
experienced areas 
in which they recognise their knowledge 
 or skills to be
 

inadequate.
 

When I learned there was a 
 lack of communication
 
among them PSs 
I tried to convince my colleagues to
do something about it, but 
 they were just not
 
interested. (2017)
 

I was disappointed with a 
report I produced on the

efficiency 
 of the accounts 
 section of government

central stores. I just 
did not know where to start.
 
(902)
 

None of our Permanent Secretaries has had any

management training; and 
there 
 is no institution to
 
promote it. In spite of my 
 trying, the Permanent

Secretaries refused 
to go to 
 D.... for a training
 
programme, saring they did not need it. 
(1520)
 

Developing a long-term strategy is 
very far from what
 
I could do. We only worked from day to day. (1522)
 

I am one of only a 
very few Permanent Secretarier,

with a degree, but I am in 
charge of a Department

that requires specialised knowledge 
 which I do not
 
have. (1532)
 

An 
 economic investment proposal which was 
to include
 
a project identified in macroeconomic terms 
 to fit

the national economic investment programme completely

ignored problems of monitoring and analysis of the
 
project at 
the micro level. (49)
 

(3) Most significantly, the management events reported in this study
revealed an 
acute lack of familiarity on 
the part of lower and middle-level
public servants 
regarding current rules and regulations. One major cost of
uninformed public servants 
is the additional burden 
 placed on higher-level
officials 
 who have to 
 make low-level 
 decisions because of such
deficiencies. Other 
 costs, 
 ouch as misdirected 
resources 
or errors in
policy implementation could 
not be documented 
 in this study but are

obviously associated with the 
same problem.
 

The 
salary service bureau was not notified that a
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person from a colleague's office had resigned.
 
Therefore, this person continued to be paid 
 through a
 
bank for approximately six months afterwards. 
We had
 
to recover 
the money from his terminal benefits. (861)
 

Two volunteer doctors had written 
me about the
 
problems of staffing but had failed to go through the
 
district medical officer and secure proper

clearance. This made it difficult for me 
to act. (3)
 

Late processing of a promotion delayed the action and
 
held up the appointments of more than ten people and
 
had a perverse multiplier effect on many more. (5)
 

One of our people committed our company to an
 
expenditure but failed to let 
 the financial staff
 
know about it in advance. (41)
 

Reported 
 events also showed the benefits that can flow from the
 
availability of procedural knowledge and skill in applying that knowledge.
 

One of my younger submanagers unraveled some red tape

at customs and speeded up the release of goods from
 
the warehouse. (39)
 

(4) Events reported by managers in parastatal and private

corporations showed 
urgent training needs to enlarge the cadre of qualified

entrepreneurial administrators. 
 The study showed this need to be

particularly acute among parastatal organisations charged with offering

financial and technical assistance to small entrepreneurs. Meeting the

need is specially important if localisation policies are to be effective.
 
The slow pace of localiaation is currently tolerated in 
the private sector
 
largely because of that sector's importance in earning precious foreign

exchange, but any attempt 
to speed up the transition will depend heavily on
 
suitable training.
 

The cross-over point, when local managers began 
 to outnumber
 
expatriates, was reached, for example, 
 in many of Zimhabwe's large

companies in about 1981. 
 In that same year, the number of local managers

reached 43 percent in Swaziland. The pace of localisation is slower in
 
the parastatals than 
 in the public sector, where only 12 percent of

Swaziland's administrative and executive personnel are currently

expatriates. In 
the search for excellence in management, SADCC has reason
 
to consider entrepreneurial sectors as well as 
the public service.
 

When I joined the company in 1974, the subordinates
 
who were expected to replace the expatriates aid the
 
engineers who had to make technical changes had no
 
opportunity to be trained. (551)
 

My company used training to become self-sufficient in
 
manpower within ten years, 
 replacing the expatriates

who ran it earlier. (557)
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Many of the small-scAle entrepreneurs receiving assistance from
 
government development corpora ins-are semi-literate and unfamiliar with
 
even the most basic principles of management. This problem is too often
 
dismissed as a subject for anthropological study, but incidents 
 reported

during this survey show it to be an 
important constraint on the fulfillment
 
of national goals in rural organisation and small-scale enterprise

devwlopment. It 
can be dealt with through appropriate training mechanisms.
 

When I tried to assign my management analysis
 
department to give advice to small companies that are
 
receiving help ftom my organisation, I found that
 
they did not know how to help them 
develop the
 
necessary management skills to survive. (13)
 

I brought in management technicians from abroad to
 
help develop courses for small companies being
 
financed under our parastatal corporation, but found
 
that they 
were not able to deal with semi-literate
 
managers who had no experience with inventory control
 
or cash-flow analysis. (19)
 

The Department of T... supported the National
 
Literacy Programme, and when we were unable to post
 
an officer in one area, they volunteered to let us
 
use their officer. We therefore succeeded in our
 
efforts to reach adult illiterates throughout the
 
country. (2077)
 

We have two vehicles, one of which uses petrol and
 
the other diesel, and we often 
 fill them from Jerry
 
cans, labeled appropriately. When I asked one of our
 
store laborers to fill my petrol, he did not 
 tell me
 
that he could not distinguish between the labels and
 
filled the vehicle with diesel. As a result, the
 
organisation incurred considerable expense in
 
repairing the vehicle. (141)
 

It should be noted that the Institute of Development Management (BLS) has
 
taken cognizence 
 of the problem of training semi-literate and semi-numerate
 
managers of small enterprises and has developed a course on 
the subject.
 

(5) 
Another area of need to emerge from the study is the management

of expatriate personnel. Although 
expatriate administrators are the most
 
expensive human resources in the region, they are 
not always well used,
 
their skills are not efficiently transmitted to their counterparts, and
 
they themselves are 
often not well briefed in their responsibilities prior
 
to arrival. 
 Designing and conducting training programmes for personnel
 
managers, negotiators, and supervisors working in this 
 area would be
 
extremely cost-effective.
 

One' of our parastatals biought in an expatriate
 
manager who was supposed to control finance and
 
recruit and train personnel but he lacked any
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knowledge about thoseJunctions. (33)
 

Senior officials in the government were involved in
 
the selection of expatriates for government service,
 
but I found that they had no knowledge or experience
 
in identifying their managerial capabilities and
 
could not judge the candidates' qualifications for
 
the post. (34)
 

My assistant in the personnel department successfully
 
negotiated 
with government to allocate reasonable
 
amounts of foreign 
 exchange for our expatriate
 
employees who were being repatriated to their
 
countries. (1024)
 

As an expatriate on contract, I had a scope of work
 
assigned to me when I came here but 
found that what I
 
am doing is quite different from what I was hired to
 
do. (53)
 

(6) A related training need to emerge concerns the skills required

for negotiating international 
assistance contracts. Many donor-sponsored

projects take the form of contract services provided on the basis of
 
competitive bids. The 
 SADCC nations are usually invited to participate in
 
the evaluation and selection of bidders, 
 but, as shown by t',. study,

officials are often unfamiliar with techniques for evaluating competing
 
offers, and with the procedures used for negotiating improved terms.
 

As my deputy lacked knowledge of foreign aid
 
procedures, he made many omissions and the whole
 
programme had to be reconsidered. (956)
 

An international project was prematurely referred to
 
the foreign ministry before the details 
 had been
 
worked out and the ministry approached the donor
 
without adequate preparation. When the donor came to
 
me I had to improvise, and it took us four months
 
instead of two weeks to 
 get the project negotiated.
 
(47)
 

(7) A hitherto neglected area to emerge from the reported events is
 
the importance of management 
 training for high ranking officials who
 
started their careers 
as technicians and whose professional excellence led
 
to promotion 
to managerial positions. Developing procedures to help

technicians make the transition to managerial responsibilities as they rise
 
in the service could be 
 done better on a regional than a national basis,
 
since the numbers of such personnel at any given moment are relatively

small in any one country. The familiar 
 dilemma of the engineer or the
 
physician who is suddenly called upon 
 to manage a large organisation is
 
revealed very 
strongly in this review of their experiences. If they
 
succeed as managers, it may be quite accidental.
 

When I found engineers who could become managers, it
 

9
 



was difficult for me to train them for their new
 
jobs. (162) °
 

One of our technical departments hired a number of
 
people for senior professional posts. Although
 
highly qualified and capable, they were completely
 
ignorant of the issues of administration and
 
management. (2104)
 

The management of government hospitals was in
 
shambles. I could not get involved because I did not
 
have the requisite skills in hospital management.
 
The cabinet turned down my suggestion fir a study
 
trip. (1530)
 

I have not been trained for this job. I need skills
 
in decision making, project administration and
 
economics. (1564)
 

When I was first appointed General Manager, my plan
 
and budget were disapproved by the board twice. (523)
 

In the early 1970s, I did not understand the
 
liquidity problems that faced the company I was
 
heading. My superior accused me of mismanaging the
 
company. (525)
 

I was unable to prepare a manpower development plan
 
for the company because I lacked the necessary skill.
 
(246)
 

Our chief pilot showed surprising commercial sense
 
and also pleased the country's leaders by negotiating
 
with government officials and local leaders in
 
estimating the potential for developing a new
 
connecting service. (40)
 

(8) A most important finding of the study are the urgent training
 
needs in the management of training itself. Reported events concerning the
 
induction of new recruits into the public service 
 showed a widespread use
 
of on-job-rotation schemes as substitutes for 
 general training in
 
administration. Such procedures have a great advantage in cost and
 
relevance, but most of them are 
now conducted on a haphazard basis, with
 
little planning or supervision to ensure that the experience is put to its
 
best use. Improving the use of on-the-job training as a means of enhancing
 
the perceptions and qualifications of potential top managers can convert
 
the current practice from casual rotation of new personnel among different
 
work assignments into a systematic learning process. This is far more
 
effective than making such learning primarily 
 the responsibility of the
 
trainee.
 

A senior official worked out an excellent training
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procedure for 
 staff development. 
 Up to then, our

training had been ad hoc.(1734)
 

A colleague failed 
 to satisfy the needs of a trainee

Auring career counseling assignment. (644)
 

(9) 
As was discussed in the introduction
management is a function 
to this report, effective
of the ORGANISATION as
manager. well as of the individual
It is clear from the reported events 
 that many of the
institutions would region's
be better 
able to
training were undertaken in parallel with 

use trained managers if management

certain 
 ORGANISATION
activities. DEVELOPMENT
However, 
 the skills 
 and experience
organisation development (OD) programmes are not 

needed to conduct
 
SADCC readily available
region. Training in the
in this crucial area represents an urgent priority

for SADCC.
 

Some of the events which emphasize the need to develop 
the skills
undertake organisation development to

interventions are 
as follows:
 

Several employees attended 
a basic 
 skills training
course and upon return they thought 
that they knew as
much as 
 their superiors. 
This also generated in them
disrespect 
 for their superiors. Further, they
considered that their pay should be increased. (1001)
 

After a 
strike, the workers alleged that managers and
supervisors were autocratic in 
their methods and 
 this
was demoralising 
 to them. 
 Serious production
setbacks 
 were experienced. 
 Consequently, 
workers'
management and 
 education 
 programmes 
were initiated,
as a result 
 of which there was marked improvement in
management performance. (1023)
 

In developing a work 
 plan for 
 the managers
Ministry of Agriculture, 
in the
 

I was surprised at 
 the
receptivity and enthusiasm 
of the junior staff
disappointed and
at the status consciousness of the older
staff. 
 The district 
 reports 
on crops were
complete more
and timely 
 than the amalgamated ones 
coming

from the 
divisional headquarters. (72)
 

Before we made 
a major policy decision, 
 I organised
discussions 
 within 
 the group in order 
 to obtain
opinions and determine financial implications. (222)
 
Organisation development is not 
a new concept in
a number of 

the region, obviously, and
management training institutions have indicated 
an interest in
developing or expanding their capabilities in 
this important training field.
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Summary
 

To conclude this section, the study has shown that training is urgently
 
needed to:
 

(1) Substantially expand accounting skills and 
improve accounting
 
practices in all sectors and all countries of the SADCC region;
 

(2) Provide special management knowledge and skills for senior
 
levels of government throughout the region;
 

(3) Familiarize middle and lower-level public servants with
 
government rules and regulations;
 

(4) Expand the cadre of entrepreneurial managers for both private
 
and parastatal enterprises;
 

(5) Improve the management and utilisation of expatriate personnel;
 

(6) Develop and/or improve negotiating skills for dealing with
 
international contractors and donors;
 

(7) Prepare professional and technical personnel for movement into
 
management positions;
 

(8) Improve the management of training itself;
 

(9) Strengthen organisation development consulting and training
 
skills and expand their use throughout the region.
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MACRO-LEVEh FINDINGS
 SKILL NEEDS
2 


In addition to 
 the micro-analysis 
reported above,
management events (over 
the total number of
3000) were subjected to further scrutiny in order
to obtain a profile of the skills required by SADCC managers in their dayto-day functioning.
 

Each reported incident 
 was coded according
different trainable skill 
to one or more of fiftv
categories. 
 events divided
between positive 

The about equaliy
and negative examples. A positive example 
 one in which
the skill is present and was applied; a negative 
is 


example
absence of a is one in which
skill caused dissatisfaction with performance.
the fifteen most frequently reported 
Table I shows


skills and 
 the distribution
positive between
and negative events. 
 Table II defines the meaning of the skills.
In Table I, the skills are ranked 
in order of their frequency:
 

TABLE I
 
FREQUENCY OF SKILL DISTRIBUTION
 

IN MANAGEMENT EVENTS IN NINE SADCC COUNTRIES
 

Skill 
 Total 
 Total 
 Total
Number of Events 
 Positive Events 
 Negatives
 
Motivating Employees 
 375 

Personnel Management 

182 193

262 


Interpersonal Relations 
109 153


257 
 132
Technical Skills 125

219 
 115
Writing Skills 104

211 
 130
Knowledge of Procedures 81
190 


121
Financial Management 
69 


155 
 80
Negotiating Skills 75
155 
 109
Supervision 155 
46
 

83
Bureaucratic Politics 72

119 
 4
Communications 115
115 
 67
Accounting 48

110 
 60
Coordination 50
86 


Work Scheduling 35 51
81 

Delegation of Authority 

27 54
73 
 40 
 33
 

2563 
 1242 
 1321
 
Two points emerge 
 from Table 
 I. First,
disproportionate three skills appear in
numbers 
 in these events: motivating employees
personnel management (9.8%), (14%),
and interpersonal 
 relations
these skill (9.6%). Clearly
areas 
 cannot be neglected 
 in any management
programmes. Second, In training
twelve of the skills 
 identified 
above,
of "effective" the numbers
and "ineffective" 
performances are 
about eque1. But In the
case of three skills, there was a marked 
discrepancy 
between
and negative, events. the positive
In (1) 
knowledge of rules and procedures, (2) work
scheduling, and especially (3) bureaucratic politics,
far outweighed the positive. 

negative performance

All three are problem areas 
in which training
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TABLE II 
 DOCUMENT 
DEFINITIONS OF MANAGEMENT SKILLS IDENTIFIED IN THE SADCC STUDY BEST AVAILABLE 

Hoitesting mploy.7-, The abilIt to encourage 


:ffctively 

related" and "*eopio~mont envionn" factor. to 


Improne moralo and stimulate enthuatam. 


Ouboydinat.. to p-oT tingboth "job 


The bodget Terter succeeded because *y

*uheedinmto. goon mth of their free 


time * they really thconlve. (i,.0)10erted 


Personei NIanaement. Skills in recruitIng. 


aaaiioing. and .copen o e ployees of a a, 

otantoation in accordant e pleh e I 

Policieshtdesining 


An offiter wnt n cnplain to the minister 


thst he had b unfarly. The 


peeaonnei offitor noked bin not to bother 

the ainister. promising ht h.ewould 1o 


into the Hrievance.proceeded to
ii then 

deai with the matter objecti"ely to the 


:aisofaction
of enerybody. 1.52i) 


Criations,Rnteelatoni Understanding the 


proceaea by which Individual. working In a 

uneburrtic ati ng can ca-operate wil ath other 

to chi.e orls itonal goala. 


officer. in the department were hauled 

pin wrt log for lsknea in t and a 


gope una meet to c. l auhordinate took 

the initiatie to call a meting of the 

holinquent nad (thair bose) to remedy the 


ituattion. 


Te s ichi 

Computer malateonece, na e8 peocmdures, offtce 

techniques. or other opeci subjecas required for 


effectioe performance of orgaoimationol missions. 


Id::, I"ring th: , i to 

Itwavide n during d thea din
At 


uo adhat 

omet of the marael had forgotces how to d. 

certain drug calculation. 159 


IT f, a n
It!8indloldu'na
cerly ad atfeively in offi:iI docomanta nod 

other correspondence. 


I,th a a a tpolicy, 

but waa non hmppy with the ioutia I ptO" 


duced. (1544) 


Inowledge of Kresoowlodge ruI.
Proced n of ad 

rogulation and :sbili in interpretiog ard adaptim 
than to r Current eprationa needs of anLoaeto 

oegaotaation. 


Contrry to norai govennant practice..

I hired drect labour to torer out onsa 


tonstrutton and tam trittoed. thir u 


eatiOna foe inprovint thene operation@ were 

rejected because they violated eolatinI aY" 


ermett regulations. In the end. we had to
 
bandon the dlrect labour force system. 


Financial iturtnent, Ability to make effective use 


of an org1n on e monetary resourca and to keep 


track of suth u.e .
 

The doctora i nin my inietry had not 

been paid their aiiatces for i8 months. it 

eppear. that the officer concerned did oat 


bother to follow up a cabinet dciesion. There 


wan not evn a budget pnoeision for thia no
 
pae. 


ftgotiating Skills, Knowledge of conflict resole-

is1 :pproache. and ability to use these and other 


bring about
trasactions or procedure to 


int-organltational collaboration. 


Ia wore to yweb on a loint enture withw 
Zifbabwe to peorare Imna through the 
Snit toruinal facilittes In Kotanblqw.. 
Whon thhetam from Zimbahwe tm for dim-

eaaatonao I did not what tbey had in
dic i knowknow hotg of auo m a iVnrk 


nego its a e td 
negotiation. evolved an underotandio, 


Spe noimion, Tb.e skill of umitoring thn 

requied le the 


c of ubordinaram without infringing on
 

c1their aena of dignity and their independence nod 

creaity 


io a sn itai". 


As head of the dermotnent.
I ued to quarrel 

wh 7 .rdn .. A Ie t dIng a

ageent training prorom I wa. able 

r l i:to 	 d fl8h0l
upe-ie the- without b 


roto 


lurelucrtr Politict, The iblity to acertain the 

divergent interests of different Orghnioation. ad 
individuals which harn in mterm ofwork iOgechmr 


and t d wy. of acco dti g tem

without suataining injury to on" oswn 
1 ~t d o" z "u o n 0 own 

tionl or
dt. )ormn Personal Interests. 


A colleague wan handling a difficulnoltuation 

which van made mIre difficult by pressures 


from the nintetry. He bandied the atter with 

great tate and the mlnimtry bent a retreat.
 

C .unction, oewiedgo of the Ito...uree
 

avllable to on orgamltation to etend tnformatton
 
to other u.... and ability to .. Ploy them
 
effectively.
 

AoA,.officer oupposed to followp a matter
with anotherrt ministry. She did thin by
 

phone. but sie. there wa no wi ttem
 
cou-nclon. no altion w. taaen by the
 

other Ini try.
 

Accountlai Professional level of abill in 
ayntana and heeping retArds af finamciai 

tranaactiona in och fon no to iot natitonaily
 
recogaloed standards of accuracy and reliability.
 

A mubordiata r.ponAtbla for %ar ledger

A
 
tAcoInts weat i a..ig14d tmlk.
tiyne 


preparing a foil aeplaurto of bi. nan
cilttion. n weil a a forlmat for carretieg
 
rrcor. (256) 

Co-ordination. Shill in bringing together the 
r:u c h u s nd " I " t 

. 
individual 

h 
or 

n dorgani tiooai aunite o i tto te mli1:h 

tas.s c. n to the participanta. 

A 	colleagus and I were both negotiating

th it n
 

plont. However. nither of an pwro re
 
of the other. actions, and this proved

eub.r a.ing.
 

Schedulin, Tileability to determine prioritlie
 

i. toninedtnsk and to aliocate time to then ma
 
e..ential function. rar p on d before
that 	 ~etk.
ciiiso esrurec r 


activitiem of Jenion urgency are wmdertahen.
 

L o mbk wam told at very abort notite
 
to attend a budget metI on behalf of the
 
in.tr. I should hve been Klen mere
 

time so I could be briefed by my branch heads.
 

Isotton of Authority, Ability to at.e up the
 
imab requireM1ntn of at orantatIona' italion and
 

allocate alfgnnta that accord witheach
 

dkit kbillo and heeaoueceo. primarly icn
fe i
 
order to releamo icance anngeria m 
that equire one~. peronmil attention. 

Am head of th ... Department. I dto dof h .Dpotet u od
 
":
 

meat of tb work and there win a lot of work
 

on my1 tabl. One daye junior laed ino m7
 
office ad tasted that I delte of
 
my work to meyoordimatt.l I followed hi
 
advlim and it helped. (1161) 
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can contribute to the capacities of managers to 
identify operational needs
and approach them creatively.*. Together these 
skills appear in more than

thirty 
percent of all reported events and constitute the core of SADCC

managers' 
 daily skill needs. 
 The conclusion is inescapable that all
fifteen skills are 
of general significance, but special attention must be
paid to 
 training in the areas where the absence of skills predominates over
 
their successful exercise.
 

Given the diversity of management systems used in the 
SADCC region, a
crucial question is the extent to which the 
skills identified in Table I
 
are needed equally in each country, or 
whether the frequency table is
distorted by different 
samples in the nine countries. The answer appears

in Table III and has 
important implications for the viability of regional
 
training programmes.
 

TABLE III
 
RANK ORDER OF SKILL NEEDS IN NINE SADCC COUNTRIES
 

Skill 
 Ang Bots Leso Mala Moza Swaz Zamb
Tanz Zimb
 

Motivating Employees 
 3 1 1 1
2 1 5 1 2
Personnel Management 2 4 2 3 4 2 2 
 4 4

Interpersonal Relations 
 4 3 4 1 6 5 3 
 3 3
Technical Skills 
 4 3 4 4 
 3 9 9
9 1

Writing Skills 
 - 5 8 2 - 3 1 3 5

Knowledge of Procedures 3 2 4 4 5 
 4 7 5 6
 
Financial Management 
 4 6 5 4  6 11 9 7
Negotiating Skills 
 - 8 6 2 - 7 6 6 8

Supervision 
 2 9 3 - 82 8 11 7

Bureaucratic Politics 
 - 7 - 4 - 9 10 5 i0 

Where the number of 
 two or more coded skills reported was identical, each
 was given a tied ranking. Angola and Mozambique event rankings 
 bejow six
 were not included because the data 
 base for those two countries was too
 
small 
to justify these distinctions.
 

Table III indicates that most of the top ten skills 
 in Table I also

ranked in the top 
 ten for each SADCC country. It shows that in the nine
countries, for instance, more 
events were reported that 
 involved motivating

employees than any other skill 
in five of them, whereas the second largest

number of events involved this skill in 
two of the remaining four. Events

involving skills 
 in personnel management ranked among the first four skills

in all countries. Similarly, events involving 
 interpersonal relations

appeared among the 
top six reported in all countries. Angola's first skill 
need - work scheduling - did not rank in the top ten overall, however.
 

* It may well be that professional administrators tend to report in 
a negative context events ascribable to bureaucratic politics inasmuch 
 as
they are seen as "interferences" 
 with "proper" administration. There is

also a positive side to bureaucratic politics as well, 
 as when it enables

people to get things done more 
 rapidly and efficiently by utilizing

informal channels rather than relying wholly on 
the formal ones.
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It can be 
safely concluded that there is sufficient similarity in the
 
skill requirements of the difieTunt SADCC countries 
to justify the

participation of all of them in regional training efforts focusing on 
the
 
key needs identified in this study. There are some 
 country differences to
 
be sure, but most of them 
do not involve the high-frequency skills that
 
call for regional attention and action. 


managers in the public, private, and parastatal 


These can be dealt with country by 
country. 

Another important issue is the extent to which skill requirements of 
sectors are similar. The
 

data are set out in Table IV.
 

TABLE IV
 
DIFFERENTIAL SKILL REQUIREMENTS IN THE THREE MANAGEMENT SECTORS
 

RANKED IN ORDER OF IMPORTANCE
 

Public Sector Parastatal Sector 
 Private Sector
 

Motivation 
 Motivation 
 Technical Skills
 
Personnel Management 
 Financial Management Motivation
 
Writing skills 
 Negotiations Interpersonal Rels
 
Interpersonal Relations 
 Technical Skills Supervision

Knowledge of Procedures Supervision Personnel Management

Bureaucratic Politics 
 Writing Skills Negotiations

Financial Management Personnel Management Accounting

Negotiations 
 Accounting 
 Financial Management

Supervision 
 Knowledge of Procedures Communications Skills
 
Technical Skills 
 Communications Skills 
 Project Planning
 

It can be seen from Table IV that most of the same 
skill areas appear among

the top ten in the number of reported events for all 
 three sectors.
 
Motivation is high in 
 all sectors, although outranked by Technical Skills
 
in the private sector. Accounting appears among the top ten in 
 the private

and parastatal sectors, but not in the public 
 sector, where it ranked
 
14th. Knowledge of Procedures and Writing Skills 
 are important to public

and parastatal organisations, but are not among t'i top ten skill needs 
in
 
the private sector. Obviously, there are differences, but in addition to
 
Motivation, Personnel Management, 
Negotiations, and Financial Management
 
are common needs in all sectors. 
 It may be concluded, therefore, that much
 
of the training can be shared across sectors.
 

Another important issue is 
 the skill requirements of different
 
managerial levels. Table V shows 
the frequency with which 
 the skill needs
 
were reported at different organisational 
 levels during the study. What
 
stands out in this Table is 
the fact that basically the same needs appear

at 
 all levels. Apparently, Communications Skills, Writing Skills, and
 
Bureaucratic Politics are of 
 less concern at the junior 
 level, whereas
 
Coordination Skills are important to senior managers but 
less so to middle
 
and junior-level managers.
 

Inasmuch as most of the training needs are shared at all 
 levels of
 
organisations, 
 types of training that involve multiple levels in the same
 
training exercises may be viewed as practical and useful. This 
is
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significant for organisationtr-based training activities, such as
 
Organisation Development, in which different levels of management work
 
together in a training exercise 
aimed at solving specific institutional
 
problems.
 

TABLE V
 
DIFFERENTIAL SKILL REQUIREMENTS BY LEVEL OF MANAGEMENT
 

RANKED ACCORDING TO FREQUENCY OF REPORTED EVENTS
 

Senior Levels 
 Middle Levels Junior Levels
 

Motivation 
 Motivation Motivation
 
Personnel Management Interpersonal Relations Technical Skills
 
Negotiations Personnel Management 
 Interpersonal Rels
 
Interpersonal Relations Technical Skills Knowledge of Proced.
 
Knowledge of Procedures Writing Skills Personnal Management
 
Writing Skills Knowledge of Procedures Financial Management
 
Financial Management Supervision Supervision
 
Bureaucratic Politics Negotiations Accounting
 
Co-ordination Bureaucratic Politics Negotiations
 

An important question to be addressed at the macro 
level is the
 
extent to which the reported events identify skills used by the respondent
 
himself, as contrasted with those involving subordinates, a colleague, a
 
superior, or someone in a different organisation. The most striking
 
finding is 
that motivation skills come up more frequently in connection
 
with subordinates (managers complimenting or criticizing the exercise or
 
want of appropriate work attitudes or habits) than in 
 reports about one's
 
self or one's colleagues. People cannot be taught or trained 
to be
 
motivated. The problem of motivation lies more with the managers 
than with
 
subordinates. And managers can be taught how to motivate their
 
subordinates, including how to 
 create a work environment conducive to
 
positive work attitudes.
 

At both the micro and macro levels, therefore, it is apparent that
 
there is a strong commonality of needs among the skills identifiable from
 
management experiences in different countries, among different sectors, and
 
at different levels of administraion. Not all management deficiencies are
 
remediable by training, 
 to be sure: the experiences studied for this
 
report could also be examined to see whether they reveal deficiencies in
 
organisation, attitude, 
 procedure, and selection. But most of the
 
management events produced in this study 
 show that performance can be
 
clearly 
 improved fy training. Scores of specific reports testifying to the
 
value of training occurred in this survey. A typical comment was:
 

After attending a management course I found it was
 
easier for me to supervise my juniors. As a result,
 
I found my work went more smoothly.
 

Another manager said:
 

I recently sent my Transport Officer to attend a
 
Transport Supervisory Course. When he returned to
 
his station, he had greatly improved his supervisory
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ability. With the 
 new knowledge he acquired, 
 the
 
control and movement'-f vehicles, 
the proper use of
 
fuel and correct procedures,...he 
 improved the
 
operation 
 of his section. 
 His improved relations
 
with workmates 
 provided conclusive evidence that 
the
 
training was effective and beneficial, not only to
 
the person himself but also to the Government.
 

Praise of training was not universdl, but 
specific criticisms were rare:
 

Management performance was hindered when our trainees
 
were given skills that could not be used or lead to a
 
promotion.
 

Diary activities, 
 of which there were over 1,000 reported, were coded
in accordance with categories of managerial work 
as set forth in Henry
Mintzberg's 
 The Nature of Managerial 
Work (New York: Harper and Row,
1973). 
 Research in both public and private organisations led Mintzberg
identify ten managerial activities 
to
 

grouped into 
 three major categories:

first, the interpersonal roles of figurehead, lIaiscn, 
 and leader, second,
the informational 
roles of monitor, disseminator, and spokesman, and third,
the decisional roles 
of entrepreneur, disturbance 
 handler, resource
allocator, and negotiator. Application of the 
raw data to these categories

resulted in the information presented in Table VI.
 

TABLE VI

CLASSIFICATION OF DIARY ENTRIES IN ACCORDANCE WITH MINTZBERG MODEL
 

Resource allocator 
 345
 
Entrepreneur 


120
 
Liaison 


114
 
Spokesman 


i1
 
Monitor 


89
 
Disseminator 


86
 
Negotiator 


75
 
Leader 


54
 
Disturbance Handler 
 26
 
Figurehead 


20
 

An additional sixty-three activities 
did not seem to fit within the model
 
under any of the above categories.
 

If the decisional roles 
 of resource allocator, entrepreneur,
disturbance handler, and negotiator are grouped together, 
 they account for
approximately 
half of all activities reported. 
Except for the negotiator
function, which includes external relationships (and accounts for only
activities), the decisional roles are 
internally focused. 
 So also are the
informational 
roles of monitor, and disseminator, accounting for 
 almost two
hundred 
additional activities. 
 Even if one assumes that the interpersonal

roles of liaison, leader, and 
 figurehead 
 are largely externally focused,
and these are. added 
 to the negotiator and spokesman roles (75 
and I1
activities respectively), the number 
 of externally focused 
 activities
 
amounts to only one-fourth of all activities reported.
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What is the significance of this distribution? It suggests that
 

managers spend most of their tigesdealing with th. internal operations of
 

their organisations. Given the oft-repeated complaints of inadequate co

functional activities of government, the lack
ordination among the various 


of attention to environmental and external relationships by top government
 

problem. It may also be that
 managers emerges as a possible source of the 


lack of adequate depth in the management cadre causes many trivial internal
 

problems to claim the attention of top public managers. The events data
 

as part of the explanation.
clearly support this latter point 


It is also worth noting that most management training programmes
 

- not just in the SADCC region - focus far more

throughout the world 


the functions of internal management than on those that require
heavily on 

taking advantage
appraisal and understanding of the external environment, 


and responding to the challenges it
of the opportunities it offers 

which those by
presents. Nevertheless, studies of 	successful managers, of 


suggest that these individuals give great
Mintzberg constitute an example, 


attention to their external relationships, spending far more 
than one
 

quarter of their time on such activities.
 

These findings have great significance for management training
 

they suggest that far greater attention needs to be given
programmes, for 


to development of interpersonal skills and environmental appraisal skills,
 

social, and economic
including a better understanding of the political, 

relate to achieve
environments to which organisations must effectively 


top-level performance.
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. '_ _Eummary 

Macro-level findings point 
to a number of training needs that are
 
summarized as follows:
 

(1) Managers need substantial training in motivational skills,
 
interpersonal relations skills, negotiating skills, and 
 in the intricacies
 
of bureaucratic politics. Traditional teaching methodologies do not easily

provide these skills or the attitudes that must be present if the skills
 
are to be used effectively.
 

(2) Training needs identified in the micro-level analysis are
 
reinforced by the macro-level analysis in such areas as knowledge of rules
 
and procedures, accounting, 
writing skills, personnel management, and
 
negotiations.
 

(3) Similar needs are present to essentially the same degree in all
 
the SADCC countries, suggesting that regional approaches in responding to
 
them can be viable.
 

(4) Needs are sufficiently similar across 
 the public, private, and
 
parastatal sectors to 
 justify training efforts involving participants from
 
all of them, subject to some special needs in the private sector 
and others
 
that are not significant in that sector but present in the others.
 

(5) There is substantial similarity of need at all management levels
 
within organisations, suggesting that in-house, multi-level 
efforts using
 
organisatlon development 
methods may be highly effective in improving
 
organisational performance.
 

(6) There is a substantial need in training programmes, particularly

for persons at top and middle levels of management, to give greater stress
 
to understanding the 
 political, economic, and social environment in which
 
government organisations operate, 
 and to the development of skills
 
necessary to the co-ordinative and collaborative reIntionships essential to
 
responding to environmental challengcs and opportunities.
 

(7) There is general agreement throughout the region that training
 
is an effective method of improving managerial performance.
 

Obviously, 
SADCC cannot respond to all the training needs of the
 
region. Most 
training must be done by training institutions, public and
 
private, within each country. Training needs, to be considered appropriate
 
subjects for SADCC action, should meet one or more 
of the following
 
criteria:
 

o If they offer an opportunity for economies of scale
 
when undertaken regionally (for instance, a course or
 
programme that would 
not achieve a sufficient demand
 
if undertaken on a country basis alone);
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0 	 If they reflect a problem that has regional 

significance (for -e-3mple, the management of 
resources uniquely important to the region, such as 
expatriate personnel); 

0 	 Where the issues involved would be sensitive if
 

undertaken by individual nations, but would become
 
politically acceptable on a regional level (for
 
example, the management of corruption at middle
 

levels of the civil service);
 

0 	 If resolving the training needs would require a
 
comparative perspective or a differentiated base of
 
experience that is not available on a country level
 

(for example, managerial relations with village
 
leaders where local resources and potentials vary);
 

0 	 If undertaking the training as a SADCC activity would
 
decrease regional dependency (for example, if local
 
training facilities can be developed to replace
 

imported cocsulting services)
 

0 	 If the SADCC effort addresses a region-wide problem
 

in the management training field (such as
 
oer-dependence on assembled courses to the neglect
 
of organisation-based training, over-dependence on
 
non-African training materials of limited relevance,
 
or lack of opportunities for applied research as a
 

basis for developing new training materials).
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FINDINGS AS TQPRESENT TRAINING EFFORTS
 

As well as analysing training needs within the region, the SADCC study
 
undertook an examination of the measures cturrently employed by user
 
organisations to strengthen the management cadre. Leaders of the three
 
sectors (public, private, and parastatal) were found to be far from
 
complacent about the shortage of management skills. Governments are
 
spending precious foreign exchange to send promising young people abroad
 
for training in development fields. Parastatal corporations have actively
 
supported organised programmes of in-house training for their younger staff
 
members, emphasising management skills along with technical knowledge.
 
Private companies, where their resources have permitted, have taken
 
advantage of the many certificate and special short-term courses in
 
management that are offered in various countries of the region.
 

The efforts among these organisations have been far from uniform, but
 
the need to use training to improve the present performance of their
 
managers and to address future needs as well has been widely recognised.
 

However, existing measures have not proved as successful as had been
 
hoped. Training abroad is a costly and not always efficient way to improve
 
managerial performance. Many countries, therefore, have had to postpone
 
management training investments in order to accommodate even more pressing
 
needs in other fields. Thus, although Lesotho sent 716 students to foreign
 
countries for various academic degrees in 1984, none of them was studying
 
management sciences. Yet academic training is considered an asset in
 
managers, regardless of field, and these countries were not well supplied
 
with higher education during the colonial era. For example, only 76 of
 
Zambia's 16,334 public managers in the executive and administrative ranks
 
have university degrees. Catching up is no easy task. But decision makers
 
in most countries prefer to use their scarce foreign exchange for other
 
forms of tiaining, leaving to local or regional institutions the task of
 
adding the management component to the education of those who will assume
 
leadership roles in their organis.;tins. This necessary choice places a
 
heavy burden on the SADCC countries themselves to provide management
 
training.
 

Some data about current training efforts in the SADCC countries are
 
available, but they do not permit a systematic country-by-country
 
comparison, as the statistics have been collected and recorded by different
 
procedures to serve different purposes. However, even though these efforts
 
cannot be compared directly, it may be useful to report some of them.
 
Malawi data indicate that only 2 percent of its senior managers in
 
government service have any management training at all, only 5 percent at
 
middle levels, but thanks to increasing educational opportunities, 10
 
percent at lower levels. Lesotho has provided 1,932 person/days of
 
training in administration for public and parastatal managers through its
 
Institute of Public Administration, and 310 person/weeks at the Institute
 
of Development Management. Botswana data show that all together there have
 
been 62 person/years of training in management sciences among the 6,600
 
public servants in the top levels of government. Tanzania lists an
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estimated 235 person/years for its 56,694 top managers. Zambia provided
 
285 person/years of training between January, 1983 and August, 1984 for
 
16,334 public managers.
 

When resources are adequate, the private sector also takes management
 
training very seriously. The Anglo-American Company, one of the largest
 
private corporations in Zimbabwe, has made major efforts to increase its
 
supply of African managers by training through the ranks: it conducted over
 
65,000 collective days of training in 1983. For its 387 top managers, it
 
provided 400 person/days of training, largely in the form of in-house
 
courses offered by private consulting firms. British-American Tobacco, a
 
much smaller company, sent 18 of its 37 managers to one-day courses at the
 
Institute of Personnel Management and the Zimbabwe Institute of Management,
 
10 more to two-week courses in London, and 8 to a two-week course at the
 
University of Zimbabwe. The Lesotho Telecommunications Corporation, a
 
parastatal organisation, offers training courses of sixteen weeks for all
 
new employees, as a prelude to further technical training in Malawi, and in
 
preparation as well for management training at the Lesotho Institute of
 
Public Administration and the Institute of Development Management.
 

National Training Opportunities. If the SADCC countries will be obliged to
 
meet the majority of the region's management training needs internally,
 
then the capability of existing training institutions in the region becomes
 
a crucial determinant of the speed with which SADCC's management potential
 
can be increqsed. Management training available at the national level
 
varies widely in scope and content. There are many free-standing courses
 
lasting one to three days in such subjects as time management, supervision,
 
job analysis, stores administration, project formulation, managerial
 
finance, extension services, and corporate planning strategy. Many
 
opportunities exist for current workers to attend such programmes. For
 
example, it is possible to become a licensed accountant in several SADCC
 
countries after two years of part-time training. Thereafter, one can
 
become a registered accountant in another two years, and a fully qualified
 
professional or public accountant after an additional fifteen months of
 
similar training. Finally, commercial consulting groups provide in-service
 
training for private and parastatal corporations in fields ranging from
 
agriculture to data analysis and environmental studies.
 

Several large private corporations offer technical and management
 
courses for their own staff, and for each other on a contract basis. There
 
are also professional societies that assist their members by providing
 
training in personnel, accounting, and other fields. Finally, most
 
countries in the region have national institutes of public administration,
 
under various names, which offer one to two-week programmes on national
 
problems including decentralisation, management practices, organisation and
 
methods, personnel management, and finance. Longer certificate courses are
 
also available through them ?nd through regional institutes in such fields
 
as health management and transportation.
 

For young people preparing to become managers In later life, most of
 
the universities in the region have departments of politics and 
administration or of commerce and business that offer programmes for 
undergraduate majors. Courses in accounting, while not in themselves 
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management courses, provide a foundation for management study. Graduate
 
programmes in public administra-i-Y have already started to operate in
 
Tanzania and Zambia, and Zimbabwe Is planning to start courses in 1985.
 
Enrollments are extremely small, yet nearly all of these programmes are in
 
some sense responding to market needs since they are financed by tuition
 
fees or contracts. As yet graduate management education is minimal, a
 
major impediment being the limited number of persons holding undergraduate
 
degrees and therefore eligible to enroll for graduate work.
 

Regional Training Opportutities. The region has a variety of education and
 
training institutions in the management field. The Eastern and Southern
 
African Management Institute (ESAMI) is probably the strongest of these,
 
but draws its clientele from a wider base than the SADCC region alone. In
 
November, 1984 ESAMI sponsored a conference in Harare, Zimbabwe that
 
brought together the heads of management training institutions from both
 
the SADCC countries and from East Africa to discuss their common problems
 
and the regional assistance that ESAMI might provide. The meeting,
 
financed by the World Bank, the Canadian International Development Agency
 
and the International Labour Office, also considered initial steps toward
 
the formation of a regional association of management training
 
institutions, with ESAMI temporarily providing a secretariat. 
 Such an
 
association can be immensely useful in the promotion of improved management
 
training, but to perform this role it would need substantial donor support.
 

The Institute of Development Management (IDM), with headquarters in
 
Gaborone, has training centres in Lesotho and Swaziland as well as in
 
Botswana. Its basic responsibility is to those three countries, but it
 
accepts trainees from other parts of Africa on a space-available basis when
 
BLS needs are met.
 

The Pan African Institute of Development (PAID) has an
 
English-language training centre in Kabwe, Zambia, which seeks to meet
 
regional needs in rural development management, serving Eastern as well as
 
Southern Africa. Its present physical facilities are temporary and to be
 
vacated in a year or so, although steps have been taken to build 
on a new
 
facility on land already provided by the Zambian Government. PAID
 
headquarters in Cameroon maintains overall control of its activities.
 

At Mhlume, Swaziland, the Mananga Agricultural Management Centre
 
(MAMC), supported by the Commonwealth Development Corporation, with
 
additional funding from a variety of dciors, gives ;ourses on the
 
management of agricultural activities. Its students come "rom many African
 
countries, as well as from South Asia and the Caribbean.
 

These international institutions are meeting some of the region's
 
management training requirements, and they pocsess the potential for
 
meeting many more of them. None is a SADCC regional training entity per
 
se, for SADCC has not as yet designated any institution as a SADCC entity.
 
There is no pressing need that a specifically SADCC training institution be
 
created. Rather, there is need to expand existing programmes and make them
 
more responsive in addressing the training deficiencies of the region.
 

From the education and training opportunities described in the
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preceding paragraphs, one might conclude that there is very extensive
 
activity in the management traii1yg field. Such, however, is not the
 
case. In a region of many millions of inhabitants with diverse linguistic,
 
economic, cultural and infrastructural features and a population that
 
inherited with independence virtually no widespread foundation of higher
 
education, the above-described effort can do little more than scratch the
 
surface of a vast need that will take many years to satisfy.
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FINDINGS AS TO INSTITUTIONAL CAPABILITY
 

In terms of the overall number of national and international management
 
training institutions in the SADCC region, training facilities 
 are
 
certainly inadequate. In addition, the distribution of facilities is most
 
uneven, with some individual countries worse off than 
others. Mozambique,
 
for instance, is without 
 the services of a genuine institute of public

administration or management capable of meeting the 
 needs of higher-level
 
officials. A reason
major for not creating new institutions, however, is
 
the lack of adequately prepared faculty to staff existing schools and
 
institutes in the management field. A further problem is the high cost of
 
creating the necessary infrastructure.
 

This is not to say that existing institutes should not in a number
 
of cases expanded, resources can be found,
be if or that new programmes
 
should not be created in the region's universities. Particularly at the
 
graduate level, new or expanded university programmes in administration
 
and management are badly needed, for 
students continue to be sent to other
 
parts of the world for degrees they should be able to acquire in the
 
region. Nevertheless, the problem still remains of too 
 few university
 
graduates ready to undertake postgraduate management education, suggesting
 
that careful studies need to be made regarding potential student
 
enrollment in new or expanded programmes.
 

Problems at the National Level
 

One of the more serious problems, revealed not only by visits and
 
interviews but also by repeated management events, is the plight of
 
National Institutes of Public Administration. These institutions face
 
severe difficulties. They almost 
universally report frustration at the
 
quality of their own performance and the support they are receiving. In
 
general, these training centres are responsible for meeting the pre- and
 
post-entry training needs of the public 
 services at both national and
 
local government levels. Management events and 
 interviews with officials
 
reveal that in general these needs are being poorly met if met at all.
 
The widespread ignorance of rules and regulations revealed by the events
 
is a case in 
 point. The events also indicated that institutes have been
 
unable in many cases to respond satisfactorily to requests for special
 
studies or consultation assignments. Several governments have tried to
 
use the national training institutions to help perform policy analyses of
 
controversial new programmes, or to install management information systems

and registries, hut all too often they 
have been frustrated because the
 
required skills were not available from within the institutes' 
overcommitted faculties. Cases showing both types of experiences were 
reported: 

I asked the Institute to prepare the study of the functions
 
of the headmaster in our school system, but they confined
 
their work to theoretical and economic concerns without
 
undertaking a study of the real problems.(168)
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The Ministry that handlestra44ving did not consult 
 us
training needs and on our
went about 
 the task 
 in its own merry
fashion offering us 
irrelevant training.(1356)
 

My employees could not write 
 project proposals they had
as
studied only 
 theory abroad 
 and lacked practical

experience.(1612)
 

After attending the 
 basic personnel management 
 course
...... Institute, I was able to 
in
 

prepare estimates. 
 I did them
so well that my s'ipervisor was really amazed.(202)
 

Evidence 
of these inadequacies

client ministries, 

also emerges from views expressed by
examination 
of the scope and
programme curricula, comments by staff members, and 
content of training
 

institutes in most 
the inability of the
cases 
to offer top-level management training.
 

Reasons 
 for inadequate performance 
 on
institutes are well 
the part of the national
known in the administration training community.
November of 1984, In
many of them were 
laid before the conference
Harare, Zimbabwe, organised in
by ESAMI, as 
 the record of that meeting amply reveals.
Nearly all directors or principals agree that 
the following 
are among the
basic reasons 
for unsatisfactory performance:
 

o poor calibre and excessive rotation of teaching staff,
many of 
 whom are 
 assigned 
 to the institutes
suitable training without
 
in either the subject matter or methods
 

of instruction;
 

o excessive teaching 
 loads 
 that leave inadequate
for course preparation, time
 
to say nothing of 
materials
 

special assignments;
 

o 


development, applied research, or 


few and poor quality teaching materials, many of
of limited relevance them

in the African environment, and no
funds to acquire or develop new materialsi;
 

o 
 inadequate library facilities;
 

o 
 absence of research 
 and consulting opportunities
the staff, even were for
they prepared 
 to take advantage of
 
them;
 

o 
 low salaries caused by 
 limitations 
of public service
pay scales; this 
 restricts 
 recruitment

people of more qualified
even when positions are 
open to people not 
 employed

in the public service;
 

o inadequate 
 or 
poor physical facilities, i.e., 
offices,
classrooms, conference rooms, hostels, etc.;
 

o inadequate 
attention 
 or policy support 
 from the
responsible ministry officials;
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o absence of incentives to undertake other than routine
 
activities, as any earnings-fr~n work performed go to the
 
government treasury rather than the institute budget.
 

Many of these can be summed up as a lack of institutional autonomy with
 
respect to programme design, employment policy, salary scales, and control
 
over revenues, whether budgetary or earned-for-services.
 

The above difficulties are, of course, generalisations which do not
 
necessarily apply to all or any particular institutions. The problems are
 
sufficiently widespread, however, to constitute a major cause for concern
 
and a serious impediment to effective public service management training.
 
Some, such as autonomy in programming, hiring, and salary matters, are
 
resolvable only by changes in public policy.
 

In some countries of the region there are a sizable number of private
 
training institutions, some offering certificate programmes and
 
correspondence coirses, available to both public and private 
 sector
 
employees. Many cover only office and clerical skills, bookkeeping, some
 
accounting, and similar subjects. A few also purport to offer training in
 
administration and management. Government efforts to control quality or
 
even to set standards are of limited effectiveness. Nevertheless, some of
 
the private training institutions are well established and enjoy favorable
 
reputations in management training. Additional in-house training centres
 
or institutes are operated by some of the larger corporations and
 
parastatal enterprises. Support for in-house training tends to fluctuate
 
with the financial wellbeing of the enterprise and some centres have a
 
rather varied history of effectiveness.
 

As with public training organisations, most of the private
 
institutions rely solely on classroom training. A few function by
 
correspondence. In either case, 
the materials employed for instruction are
 
mostly if not entirely of non-African origin. Little or no research is
 
done, and in few cases is 
 consulting work a part of the institution's
 
activities.
 

Problems at the International Level
 

In general, the international management training institutions in the
 
region discussed earlier in this report have stronger faculties and greater
 
capability than most national institutions. They share a number of common
 
problems, one of the most serious of which is financial. Assembled courses
 
are the life blood of these institutes, for they depend on tuition fees for
 
the greater part of their income. THIS PLACES A PREMIUM ON LARGE
 
ENROLLMENTS AND FULL ENROLLMENTS IN THE COURSES THEY OFFER. 
 Tt also tends
 
toward a training "disease" that might be called "coursitis." Persons
 
suffering from this disease come to view the solution to nearly all
 
perceived administration or management problems as the creation of another
 
course.
 

The financial plight of the institutes is not identical, however.
 
The Mananga Agricultural Management Centre (MANC) enjoys the support of the
 
Commonwealth Development Corporation, and a variety of other donors, but
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the effort is still made 
to minimise the annual subvention needed 
from the
Commonwealth 
Development Corport-1-on. 
 The Pan African 
 Institute
Development (PAID) for
at Kahwe, Zambia, focusing on 
 the field of
development, has rural
had international 
 donor support through its parent
organisation 
 in Cameroon. 
 The Institute for Development Management
(IDM-BLS) has 
 enjoyed substantial donor support 
in the past, primarily from
the Canadian International Development Agency (CIDA), but this has
phased out. now been
The Eastern and 
Southern Management Institute 
(ESAMI), while
having some faculty supported by the World Bank, 
still depends on fees from
students 
 for 90 percent 
 of its income. Member governments belonging to
ESAMI are supposed to 
pay annual contributions 
as general support, but not
 
all have done so.
 

Although dependence 
 on the training 
 market place may be thought by
some to keep institutions focused 
on meeting real needs, based on what
people and/or 
governments 
 are willing

true. There is 

to pay for, this is only partially
a great need 
 for development of
such new teaching materials,
as case studies based 
on African experience. 
 This requires research
and case writing skills that almost 
 none of the African faculty of the
training institutions 
 possess. 
 Even when 
 they have such skills, faculty
are too pressed to meet classroom schedules to devote time 
 to research
case writing, to and
 say nothing 
of textbook development. Another
concern of successful management training 
major
 

institutes 
 is consulting.*
Although some consulting work 

institutes, 


is done by faculty of the international
it is minimal. 
 Many faculty lack experience in consulting and
hesitate 
to undertake such assignments.
 

It also follows from the pressure 
to fill the classrooms 
or no training is being 
that little


carried to 
 the client except
packaged and tailored 
in the form of
some 


client's 
courses given for the client's employees on the
premises. 
 ESAMI offers a 
 large number of client-based courses
every year. PAID and 
 MAC have done some of this as 
 well. This
useful undertaking is a
and a major step in 
the right direction, but it is a
long way from here to organisation development 
 (0D), action training,
the types of and
training interventions that
problems in the work place. 

focus on solving real management

It would appear 
 that no training institution
in the SADCC region 
 possesses the capability or the 
resources required to
undertake this type of activity. 
Nevertheless, experience in many 
parts of
the world 
 has demonstrated 
organisation-based 
 training to 
 be the most
effective way of improving organisational performance.
 

The study indicates that training institutions

whether national or international, 

in the SADCC region,

tend to 
 use a limited range of the
training strategies. Thus, for 
 example, dealing 
with motivational
requires teaching needs
procedures that 
 are simply not available in
The the region.
same 
 is true of various aspects 
 of interpersonal 
 relations,
negotiation, 
and even of supervision. 
 Standardised, lecture-based material
that neither demands much of the 
trainees in terms of 
 active participation,
nor relates directly to 
 the problems they 
encounter in their job
situations, Is simply inadequate for dealing with many of these issues.
 

* See, for instance, Milan Kubr (ed.), Managing a management
development institution, (Geneva: 
International 
Labour Office, 1983).
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Despite these problems, it 
 is clear that the majority of the
 
training needs identified by the study can 
 be served by up-grading or
 
expanding the capabilities of instttutions now at work in 
 SADCC countries.
 
Existing institutions in the 
 region offer an adequate base from which to
 
launch a major effort to improve management performance in such situations
 
as those described in the management events and activities. An important

precondition for this major effort, however, 
is a reconsideration of the
 
training strategies and teaching approaches commonly used 
in the region,

and the training of faculty to help develop and to employ more 
relevant,

effective, and appropriate methods. The implications of this precondition
 
are developed more fully in the following section.
 

Alternative Training Approaches
 

The material that 
follows on training approaches is not derived from the
 
SADCC study, but draws 
 upon a wide range of literature and experience in
 
the management training field from both the 
 more and the less developed

countries. A brief bibliography of this literature appears in Appendix B.
 

Trainers have long known that 
the lecture method of instruction is
 
useful to impart general knowledge, and that the effectiveness of the
 
lecture 
 is enhanced by reading and discussion. This method is relatively

useless, however, if what is being 
 taught involves skills that must be
 
practiced to be mastered. 
 One does not learn to swim without getting in
 
the water, or to do accounting without solving accounting problems.
 

Similarly, people may study the theory (by reading 
and lectures) of
 
work scheduling or personnel management, but until 
 they have actually

developed work schedules and applied them or 
faced unhappy employees in a
 
personnel management crisis, they cannot claim to have any skill in these
 
activities. To impart greater reality 
to the professional education and
 
training processes, the 
case method was developed in which participants in
 
the learning process discuss 
and debate issues derived from real-life
 
situations 
 in government or business management. The case remains,

nevertheless, only a simulation of 
 a past reality. However heated the
 
discussion 
that case studies evoke, participants lack the emotional stress
 
that real, live situations impose upon them.
 

On-the-'job training is viewed by many trainers as 
the most effective
 
way to prepare people for the 
 real work situation. This does not mean
 
just a course organised on the premises of an 
 agency or enterprise,

however. It means training people on the job to do their work more
 
effectively, dealing with real and not simulated 
or theoretical problems.
 

For top managers, training in the organisational setting must often
 
focus on attitudes, 
management styles, and specialised analytic and
 
communications skills. 
INDEED, IT IS PRECISELY IMPROVEMENT IN THESE AREAS
 
THAT IS THE KEY 
TO PREPARING TOP MANAGERS TO MOTIVATE THEIR SUBORDINATES
 
DOWN THROUGH THEIR ORGANISATIONS. Special training methods 
and skills are
 
needed to conduct such training interventions. In some Instances,

multiple-level efforts cutting across traditional 
 lines of authority and
 
responsibility, combine consulting and training and 
 seek to solve
 
institutional problems and 
improve institutional as well as individual
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performance. Such organisation development (OD) activities must be 
preceded by a careful diagnosis of the institution's mission, structure, 
capabilities, and problems. - - -

Training strategy involves the selection of the most suitable form
 
of training to accomplish a training or educational objective. This may
 
involve sending a person abroad to get an advanced academic degree to
 
build instructional capability in a training institution. It may involve
 
designing a new programme to train accountants which could be adopted by
 
institutions throughout the region. It may necessitate a series of
 
organisation development interventions in parastatal enterprises aimed at
 
improving productivity. It may involve creating a special series of
 
regional seminars for permanent secretaries of agriculture ministries to
 
focus on common managerial problems of the sector. The ability to select
 
the most appropriate strategy implies that the various alternatives are
 
available. For most of the institutions of the SADCC region, only a
 
limited set of strategies are currently available. Teaching staff lack
 
the specialised training and experience to undertake key strategies, such
 
as top management workshops or organisation development interventions.
 
Specialised training materials for such work remain to be developed.
 

Training methodology involves using the most appropriate method in
 
keeping with the selected strategy. In general, the more participative
 
the method, the greater the learning that takes place. Similarly, given
 
people with adequate general education, the more relevant the training to
 
the work place, the more likely it is to have an impact on organisational
 
performance. Training people only in accounting theory would be a waste of
 
time if trainees never worked at solving accounting problems. To lecture
 
top officials in supervisory techniques would be a most inappropriate
 
method if the instructor has had no real personal experience as a top
 
manager. Again, the methodologies available to SADCC region management
 
training institutions are limited by staff untrained in many of the
 
methods, and by lack of teaching materials and equipment required by some
 
of the most appropriate methods.
 

The Need for New Resources and Strategies
 

If higher levels of organizational performance are to be achieved,
 
changes in both content and methodology must be i-troduced into the
 
training process. Simply adding new courses can contribute very little to
 
the ends served by the more innovative and participative strategies. What
 
is needed, rather, is training that merges theoretical with immediate
 
problems, and a strategy of using applied research and consulting to
 
reinforce training. Training should be seen as a workplace phenomenon as
 
well as an academic enterprise. It should concentrate on actual issues
 
and problems so as to achieve immediate improvements in structures,
 
systems, procedures, and attitudes. The strategies for achieving this
 
objective require a deployment of faculty and administrative resources in
 
ways not hitherto available for such purposes, even though they are known
 

to constitute the most cost-effective means of advancing immediate
 
objectives while serving long-term ends. DEVELOPING SUCH CAPABILITIES
 
WILL REQUIRE NEW FORMS OF FUNDING AND NEW MODES OF TRAINING AND RESEARCH.
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Introduction of new 
s~rategfes involves a long-term commitment. One
needs to be realistic about the speed 
 with which training can work its
 
magic; nor should it be taken 
 for granted that existing courses and
 
programs, even if greatly enlarged in size 
 and improved in quality, 
 can
 
cumulatively substitute 
 for the proposed new strategies. Training can
 
make a difference, but 
IT MUST BE FULLY RELEVANT TO THE NEEDS 
 OF THE
 
ORGANISATIONS IT IS INTENDED TO SERVE.
 

The data contained in this report on 
the SADCC region's management

training institutional capability 
are not intended to be critical of the
 
great effort currently being made. Given 
 available resources,

financial and technical, both international and 
 national institutions are

doing about 
 as much as can be expected. The four international
 
institutions are 
 for the most part stretched 
 to the limit of their
 
resources. Existing efforts and 
methnds of training are appropriate and

useful for many situations, and they provide a critical base from 
which to

develop needed new approaches. 
 In a later section, this report addresses
 
the means by which this base can 
become the s;pringboard for new strategies

of management training. However, 
to move toward a wider range of
 
strategies, a substantial 
 infusion of both financial and technical
 
resources is imperative.
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S- SUMMARY

Analyses 
of both the 
management 
 events
importance of management to 

and diary entries confirm the
the development
countries. efforts
The analyses also of the nine SADCC
indicate 
 a
management performance variety of ways
can be improved through in which
entries suggest training.
as well that The events
training needs to and
greater focus 
 on real problems 
be made more relevant by a
as they
situation are encountered
through 
 the development and use 

in the work

of locally-derived 
case studies
and through greater attention to organhsation-based 


training.
 
The data also reveal that
skills top managers
and attitudes to be successful
that 
 are difficult require
the if not
typical classroom setting, even were they able 

impossible to acquire in

attend 
training to set
sessions. aside time
The to
skills and attitudes involve such matters
 
as communicati)n and negotiation skills and managerial
favorably 
 or adversely styles
on employee that impact


motivation 
 and organlsational
performance.
 

hard 
 to 

Training institutions, both national and multi-national,
meet the managerial needs are working
particularly those of the SADCC
serving countries.
international Most,


economic constituencies,
necessity 
 are driven
to offer assembled courses by
be recruited. to 
as many students as 
can
continued 
Whereas most of these courses are worthwhile
or even expanded, and should
the financial pressure means that little 

be
time can 

or no
consulting 

be spared for unfunded research, material:3
activities development, 
 or
that preempt classroom even
funded courses time unless
for the future. they lead to
unable to carry 
In other words, training institutions
on important are
research,
training developmental,
activities 
 for lack and innovative
of 
needed financial 
resources.
clear that many institutions lack as It is also
well the
staff to move highly trained 
 professional
into applied research, top-level consulting, and
organization-based 


training 
needed the type of
to bring about 
 more
development effective
program management.
 

Considerable 
 time 
 as well
financial as money will
and professional be required to overcome
staff 
deficiencies the
training 
 institutions of the
in the key management
SADCC countries.
on a regional rather than If assistance is provided

realized, a bilateral basis many economies of scale
SADCC 
 itself 
will can

training needs that 

be strengthened, and a focus can 
be
 

are region-wide. be kept on
and extending By building on existing
limited resources programmes
 
improvements over a wide institutional base, important
in management training capability can 
be attained.
 

The fundamental problem to which the
finding report
a suitable now turns
mechanism is that
for of
funds, essential the delivery on a regional basis of
technical 
assistance,
international and other 
 resources
and national to those
management 
training
already recognized regional needs and which are 
institutions 
 serving


willing to
challenges of new strategies and methods. 
respond to the
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THE SEARCH POWAlNASSISTANCE INSTRUMENT
 

Before considering a suitable assistance instrument, there are a number of
 
factors that must 
be taken into account if any subsequent recommendations
 
are not to conflict with existing realities.
 

1. The SADCC Regional Training Council (RTC) has never
 
designated any training institution as a SADCC institution.
 
Rather, 
 it has supported courses in various institutions by
 
means of a "project". Consequently, there is no SADCC
 
regional management training institution, as such.
 

2. There is no existing management training institution
 
that serves the SADCC region exclusively. There are a few
 
that currently are open to all SADCC countries 
but serve
 
other African countries or regions of the world as well.
 

3. SADCC policy is 
to consider creation of new institutions
 
as a low priority (last resort) measure, whereas the
 
strengthening of existing institutions has 
a high priority.
 

4. SADCC is not a legal entity with legal personality.

Donors wishing to support its sectoral activities have in
 
the past done so by donating resources to the country
 
entrusted with the particular SADCC sectoral portfolio
 
involved.
 

5. SADCC has granted the manpower development portfolio to
 
Swaziland, 
 and this carries with it the chairmanship of the
 
Regional Training Council. 
 It also makes Swaziland the
 
appropriate country to receive whatever 
resources the RTC
 
can 
find to support SADCC manpower development efforts.
 

What is basically needed is creation of a resource pool for which
 
contributions can be sought of both funds 
 and technical assistance to be
 
used to 
 strengthen the management training institutions of the region.

Management of such 
a pool might be made an additional function of the
 
Regional Training Council Secretariat. However, the Secretariat is neither
 
structured nor staffed to engage in 
 a major technical assistance effort,
 
and its hands are full with its present activities.
 

A second alternative would be to 
 create a resource pool within an
 
existing training institution, and entrust it with responsibility for
 
allocating funds and assistance 
 to other training institutions of the
 
region. 
 Inasmuch as there is no SADCC institution as such, the choice
 
would be a difficult one. SADCC 
members would likely disagree on the
 
institution 
 to be so favored, for all other institutions would by such a
 
decision find themselves relegated to secondary status.
 

Still another possibility is that of creating an entirely 
new SADCC
 
management training institution and concentrate on building into it 
the
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technical 
 and resource capabilities the region needs. 
 The idea of a super
management training staff colle-ge-i--not without
would appeal. However,
such not only
a step violate 
the RTC's

institutions rather than creating new ones, 

priority of strengthening existing 
be required to build the 

very large sums of money would 
wich qualified faculty. 

physical facilities and provide the institutionIndeed, such a large amount of
required by resources would
the new institution that very little 
be
 

would likely be
for existing institutions. left over
This does not 
seem a very 
useful approach for
SADCC to take.
 

Still 
 another possibility 
 the creation
related to 
is of a special office,
but not part of the RTC Secretariat.
the provision Its sole functio,. -',ld
of technical be
assistance 
and
management other resources to exi' ting
training institutions. 
 Thus is
organisations but rather would 

would not compete with other
reinforce 
 their efforts.
need to be made No claim would
on SADCC 
country budgets,
self-supporting. for many activities would be
Large amounts 
of money would
house or not be required either
to staff it, to
no 
new training institution would be created, and
maximum benefits could flow to 
those institutions already 
 striving 
 to meet
regional training needs.*
 

* If and when an Association of Management Training Institutions of
Eastern and Southern Africa comes 
into existence, 
as was
in November, 1984, step 
proposed in Harare
a useful 
 will have been taken.
should be viewed The association
as a likely beneficiary of a resource pool
an institution to rather than as
which such 


association will still not 
a pool might be attached at this time. The
be a SADCC institution,
and serve for it will belong to
a .broader constituency. 
Furthermore, it
many of the weaknesses of its 

will inevitably reflect
constituent memb-ers and 
could not
its own by dint of
efforts meet many of the needs identified in 
this report.
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,.REOOMENDATIONS
 

Creation of a management training resource pool 
is the first step toward a
 
truly regional 
 approach to management training. What is recommended is the
 
creation by SADCC of a Management Development Resource Centre (MADREC) to
 
which member countries may contribute and for which the Regional Training
 
Council may seek outside resources to accomplish the management training
 
tasks needed within the region and identified in this report.
 

The Centre should be provided with a professional staff, working

under a multf-year commitment, who would offer technical assistance as well
 
as financial support to existing 
national and international management
 
training institutions in the SADCC region. It must be adequately monitored
 
to insure that internationally-funded projects carried out in SADCC's name
 
can be fully responsive to region's needs and 
 to those of the individual
 
member countries.
 

As a resource designed to function as an activity of the Regional
 
Training Council, and acting independently of any existing institution, the
 
Lentre should be located in Swaziland but be responsible for management

development projects 
carried out in support of existing training
 
institutions in all nine member countries.
 

The Ctntre staff should not be expected to be "operational" in the
 
sense of undertaking to conduct any training programmes, 
 though it should
 
be prepared to assist existing inatitutions in the research, consulting,
 
and and course development efforts that will be required to implement many
 
of the recommendations. 
 It should be logistically self-contained rather
 
than dependent on the resources 
of SADCC or the host country in which it is
 
working. It should 
 itself be funded by international donors on a multi
year basis and by fees for services. Tt should not be a financial burden
 
to SADCC or to the SADCC member countries. A proposal setting out the
 
organisational requirements 
 and potential future development of the
 
proposed Centre is to be found in Appendix A.
 

Among the many steps that the Regional Triining Council should
 
undertake through MADREC in pursuance of these recommendations, the
 
following deserve high priority:
 

o The international training institutions in the SADCC region,

ESAMI, 
 IDM (BLS), MAMC, and PAID should receive immediate support and
 
assistance in up grading professional staff, expanding training strategies,
 
developing consulting and research capability, preparing case studies and
 
other teaching materials, and increasing their regional effectiveness.
 

o The national institutes of administration should receive special

attention from the proposed MADREC to help them function at 
the level
 
required for a major upgrading of management performance. Some of their
 
current difficulties arise out of problems of organisation and structure
 
that lie beyond the authority of the Regional Training Council or even of
 
SADCC itself. Those that can be addressed by training should receive
 
prompt attention, however, since 
the "training of trainers" is obviously an
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extremely 
attractive 
 strategy 
 for improving 
 performance.
programmes Proposed
for national institt~s are described 
in Appendix C.
 
o Training 
 in 
 how to motivate requires
procedures that are the development of teaching
not available in 
 the region.
countries, Even in industrialised
the art is 
 still considered 
to be
and imagination, a matter of personal talent
though organisation 
 theorists
systematic have begun
means to develop
of heightening 
 the
such problems. Most 

skills of most managers to deal with
significant 
 from the
countries point of view
is the fact that of the SADCC
these skills are
administrative and 
closely related to specific
cultural 
 conditions.
performance on this score, 

Techniques for improvlng
beyond provision
conditions, include of adequate employment
special motivators,
skill a reinforcing
in organising managerial style,
participation, 
and 
 using structural
resources conditions
for staff development. as
 
problem The need for devising approaches
is one to this
that should be addressed early by the 
resource 
centre in its
efforts to improve the service capacities of existing training institutions.
 

0 Recognition of the importance of bureaucratic
most recent innovation politics is the
in the analysis
settings the of managerial behavior.
analysis In some
of inter-organisational 
transactions
relations 
of individuals and personal
within 
an institution 
are 
 too sensitive to 
be
dealt with openly in training situations, and 
managers
own devices to find ways 
are left to their
of maximising
organisation. their effectiveness within the
But the forthcoming style of the
this study confirms top managers encountered in
the possibility 
 of treating
bureaucratic politics creatively and openly here. 

the problems 
of
 
mounted much Such an effort can
more effectively be
on a regional 
than a national basis, and an
initial effort on 
that basis should be 
a high priority.
 

a MADREC 
should develop 
 new
activities and expand
in professional existing training
accounting. 
 New training methodologies, and
professional standardisation 
can be 
 introduced
readily by the on a regional basis
proposed more
MADREC 

Since some 

than by any single existing institution.
new regional activities 

countries, 

are already contemplated for the
MADREC can BLS
start by seeking support for those plans, with the
expectation that 
resources now 
on hand in
should Zimbabwe
also be eligible and other countries
for SADCC-sponsored 
expansion.

programmes are described in Appendix C. 

Suggested
 

o 
 The problem of 
Insufficient 
knowledge
hampers of
the performance rules and procedures
of public sector
despite employees in all
existing countries,
induction 
 procedures 
and other forms
training. of in-service
MADREC should undertake a study of (1)
such knowledge minimum requirements
at middle and lower of
levels of the civil service,
procedures for communicating that knowledge to 
(2) optimal
 

of civil servants the largest possible number
in the shortest possible time, and 
(3) administrative
mechanisms for using existing institutions

training in carrying
programs. out the necessary
 
since the 

This study should be followed by a programme of action,
subject is 
 almost 
 certain 
to produce immediate 
programmatic

results.
 

o 
 In-service training, including on-the-job rotation and the
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induction 
of new 
recruits to the organisation, is 
a problem that 
can often
 
be addressed efficiently througb I c-ambinat~on of consultation
by national 
 institutes of and training
administration. 
 At
them are neither qualified nor disposed 

present, however, most of
 
workplace, to deal with such problems
and they need in the
professional 
 assistance 
 to develop 
 such
capabilities.
 

0 Permanent Secretaries recognise that
skills and there are areas 
where 
 their
knowledge are severely tested by the responsibilities of office,
and the resource center should take immediate steps
skills to help
they need. It them gain the
 
training 
courses is 

is obvious that providing them through conventional
not a practical 
 solution.
international Instructors
and national in the
administrative

region are not training institutions 
 of the
 
indirectly, and 

familiar with the functions of Permanent Secretaries except
their perspectives and experience
offer instruction do not qualify
to their hierarchical them to
 
Secretaries superiors. Nor
able to spare are Permanent
 
likely to find it 

long segments of time for trainin' assignments or
convenient 
to work with 
their counterp;; r'.;in 
 different
sectors.
 

What 
 is 
 proposed, therefore, is that top-level workshops and seinars
 
be organised regionally and by sector.
of For example,
Health Permanent
in the nine Secretaries
countries 
might be assembled in one place for a
 
weekend of mutual consultation and 
discussion
compare that would
notes enable
on managerial them to
problems
situations. in that sector
At the same time in differont
they could learn from each
study innovations other
in basic as well
management as
techniques in
setting at which recognised technical experts in those 

a carefully arranged
 
to serve fields
as were
resource invited
persons. 
 Similar
agriculture, and education seminars in 
 transportation,
could 
 be offered over 
 a two-
period until the need has been met. 

to three-year
 

o Private 
sector 
 and parastatal
those identified for public managers for 
training 
 needs closely resemble
 

reliance the most part,
on technical skills hut their greater
of various
management types
events gathered emerged clearly from the
in
corporations, of course, 
this study. Large multinational
have access 
 to international 
 sources
training, but smaller enterprises, especially those managed by 

for such
 
well 
 as parastatal Africans,
organisations, as
have to
existing rely for
training institutions. the most part on
For that, and
should have resources to other purposes, 'IADREC
bring in technical experts 
on short assignment 
as
needed.
 

o Some of 
 the

be corrected only as 

problems of management identified in this study can
enlarged 
the total supply of professionally trained
and as managers
organisations themselves become the objects of performance
 

is
 
improvement efforts. 
 Research and 
 consulting
higher efforts
levels aimed
of output at achieving
and performance 
can
in-house training to obtain optimum results 

and must be reinforced by

from the
systems introduction
and procedures. of new
All these
workplace to make it 

efforts together should impact
more congenial for on the
everyone
plus improved managerial style, 
who works there. This,
is 
the best way to resolve the motivational
problems this study has highlighted throughout the region.
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APPENDIX A
 

CREATION OF A MANAGEMENT DEVELOPMENT RESOURCE CENTRE
 

The key element of the recommendoA strategy 
to respond 
to the management
training 
needs revealed in 
 this SADCC study is the creation of a Regional
Resource Centre which can channel funds throughout the SADCC region and to
which schools and 
 institutes 
 can turn for assistance. 
 To be known as the
SADCC Management Development Resource 
Centre (MADREC), the Centre should
function for a 
period of from fifteen to 
twenty years. If supported at an
adequate financial level, It will have 
a significant impact on 
 the
capabilities 
 of schools and institutes of the region. 
 In turn, the output
of their programmes will be 
an enlarged number of better 
qualified managers
and administrators to enhance development performance in each country.
 

The task is a large one and 
 requires long-term commitment to
management improvement 
 through action-training, 
research, and 
consulting
activities, along with more 
 traditional training methods. 
 A major
materials development effort is required covering all
training through support 
fields of management


for 
 case writing, African-relevant 
text writing,
and creation of media-usable teaching items 
 and other materials for
instructional 
use in the 
 classroom 
and the workplace.

institution cannot be expected to accomplish such 

A single training
 
an enormous task, hence
multiple institutional 
resources must be mobilised.
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Functions of the Management Development Resource Centre
 

Consulting Activities
 

o Provide 
assistance 
and counsel throughout the
both international and national education and 
SADCC region to
 

management training institutions
field, and in the
collaborate 
as
faculty in helping them 
requested with their directors and
orient 
 their programmes 
 along additional
productive lines of activity.
 

o Provide 
 technical 
assistance to existing education and training
institutions 
 in the conduct 
 of seminars
demonstrate training 
and workshops designed to
strategies 
 that are
participative, and more action-oriented,
better 
focused 
 on performance 
 improvement
generally been the than has
pattern in the region.
 

Such seminars 
and workshops would be conducted in the
facilities of an 
international 
institute,
university a national
or training 
 centre, government ministry,
parastatal organisation, 
or private enterprise,
always but
in collaboration 
with an existing management
training institution, and conducted 
so as 
 to
new training skills among that 
develop
 

institution's faculty.
 
o Encourage 


development 
within existing universities, where
of possible,
new programmes the
in business
administration at the graduate 

education and public
level, 

programmes and assist undergraduate business
to improve their offerings and 
instructional methods.
 

o Assist 
both international and national training institutions in

the conduct of consulting and 
applied research
ministries, public activities in government
enterprises, 
 and private business 

organisations in the SADCC region. 

or manufacturing
 

A key element 
 in this type of 
consulting
conduct the
of follow-up, 
is 


in-house 
 training
individuals and groups in 
of both
 

new skills 
 and techniques.
This would open up 
new areas of activity to regional

and national training institutions.
 

Trainin Activities
 

0 

region 

Work with and through existing international institutions
in the conduct of of the
workshops 

organisation and management. 

and seminars on training institution
 

o Support 
 through training-of-trainers
regional programmes
international conducted
or national by
institutions 
 the development of more
effective teaching strategies and methods.
 

o 
 Help management training institutior, 
 conduct special seminars
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and workshops 
for very top officials, 
 such as 
 ministers 
 and permanent

secretaries.
 

o Support through 
 training 
of trainers
expansion of accounting programmes for both 
and other means the


public 
 and private employees,
and in the process introduce more advanced methods of instruction.
 

o Assist private enterprises and
development or parastatal organisations in the
improvement of in-house 
 training capabilities,
when these can particularly
be made available as regional training 
resources.
 

o Provide scholarships 
 for selected faculty of
training institutions for long- and education and
short-term study abroad
centres or in regional
so as to up-grade 
 such faculty and 
 add to their knowledge and
teaching competence.
 

o 
 Help training institute faculty develop 
case writing skills
gain consulting experience and
to feed back into the classroom.
 

o Finance 
 the participation in workshops and seminars conducted in
the SADCC region of instructional 
 personnel 
 of educational
institutions. and training
From 
time to time, selected government officials, and key
personnel of public and private enterprises,

secretaries, such as ministers, permanent
and enterprise managers, 
 may also be 
financed to participate
in specialised activities of this 
nature.
 

o 
 Finance participation of 
 selected educators,
public officials trainers, or key
or private managers 
 in appropriate
conferences international
or seminars 
 when such 
participation 
will serve programme

objectives.
 

Research Activities
 

o Maintain 
a continuous 
 appraisal 
of management 
 training needs
throughout the SADCC region.
 

The Centre would periodically report 
 to the Regional
Training Council 
 and regional international and
national 
 education 
 and training 
 institutions
concerning 
the latest information 
on the region's

management training needs.
 

The Centre 
would assist 
 such education and 
training
institutions 
in the interpretation 
of such findings
and in developing programmes 
 to respond 
 to the

changing needs 
patterns.
 

0 
 Provide funds 
for applied research, case and 
 textbook
and the development writing,
of educational 
 and
actual experience In 
training materials, all based on
Africa 
 and particularly


effort the SADCC countries.
would seek This
to address 
 the dearth 
 of African
materials. or Africa-based
Funds could also be dsed 
for adaptation of materials 
 from other
parts of the world 
to make them relevant 
for African use.
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o Design procedures 
 for appraising 
 the effectiveness of various
training strategies and 
approaches, 
and apply them 
in selected 
cases
throughout the region on 
a cont-irrui-g basis.
 

Materials Support
 

0 
 Provide 
 funds for acquisition 
of appropriate 
 business
public management journals, books, 	
and
 

and 
other documents 
needed 
 in the
teaching process by selected schools and institutes serving regional needs.
 
Operation of aManagement Support Fund (MSF)
 
An important element 
 of MADREC's functions would be
Management Support Fund (MSF) to be created 

the utilisation of a
 
available. as soon as resources
The fund 	 become
would be drawn upon to
material support, 	 provide technical assistance,
and financial 
resources
institutes 	 to management schools
in the region for developing 	 and
 
methodology, 	 and/or improving instructional
curriculum 
materials, 
and consulting
development technology 	 and organisational
and skills.

objective criteria 	

MADREC would administer the fund using
to 
judge the merits of proposals received
institutions 	 from training
of the region.

of the proposal 	

A key factor of merit would be the adequacy
to address realistically 
the institution's 
problems and
improve its capacity to serve 
its clients.
 

Structure of the Management Development Resource Centre*
 
The Management Development Resource Centre would be created by decision of
the SADCC Council of Ministers. Inasmuch
Planning and 	 as the Department of Economic
Statistics 
 of the Kingdom serves as 
the responsible entity
for the human resource development efforts of 
 SADCC,
behalf of the SADCC Regional Training Council funds 	

it would accept on
 
to support the Centre
and to 
finance its activities.
 

The MADREC Governing Board
 

MADREC should be 
 provided 
with a Governing
operational policy of the 
Board 	 responsible for the
Centre. 
 Such a Board 
 should comprise nine
members, one designated by each of the SADCC countries.
the Governing Board, 	 To be a member of
the individual 
 so designated
responsible 	 should be a person
for manpower development 
 and/or knowledgeable 
 in the
management 
field.
 

The chairman 
of the Governing

members from among their number for a term 

Board should be selected by the
 
issue calls 

of two years. He/she should
for meetings and preside over them.
 

The MADREC Director should serve as 
secretary to 
the Board.
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Functions
 

The Governing Board should be responsible for the following 
functions:
 

o approval of the charter and by-laws of the Centre;
 

o selection of the Centre's Director;
 

o preservation and protection of the 
spirit and integrity
 
of agreements between donors and the Government of Swaziland;
 

o provision 
of general direction and guidance to the
 
KADREC;
 

o approval of 
 the Director's recommendations 
 for
 
appointment of full-time professional staff;
 

o approval of policy 
 recommendations submitted by the
 
Centre's Director;
 

o approval of annual work plans and annual budgets.
 

Direction of the Centre
 

The Director of the MADREC 
 should be selected by open competition from
among qualified applicants 
 (See statement of qualifications below.).
Prefer- ence should be given, 
 qualifications being 
 equal, to a person

from a SADCC member country.
 

Functions of the Director
 

Subject to 
 general counsel and supervision by the MADREC Governing Board,
the Centre Director should have 
full responsibility for 
 day-to-day operation of the MADREC and its programmes. 
He should select professional
personnel for the Centre and recommend 
 their appointment to the 
 Board.
He 
 should have full authority to appoint and dismiss support 
staff. Tt
should be the responsibility of the 
 Director, in consultation 
with his
professional associates, to 
 undertake all programmatic initiatives in
 
keeping with the Centre'E objectives.
 

Advisory Standing Committee
 

There should be 
an Advisory Committee consisting of the directors of 
 the
four international management training 
institutions (ESAMT, HC, 1DM,
and PAID), and the directors of a 
national management training institution from each 
 country. Countries wishing to 
name a second representative should designate the head of 
a 
private sector management training
institution.* 
 Each donor contributing to 
the MDREC should be invited to
send a representative to attend Advisory Committee meetings.
 

* Priuate sector includes private enterprises and parastatal

enterprises engaged in 
production of goods and commodities.
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The Advisory 
Committee 
 should 
 be convened 
 and chaired 
 by
Director... the MADREC
 

The primary 
 function of the Advisory Committee is
programmatic rather 
 than to assist the director on
policy matters.
create For this
such sub-committees purpose, it should
as it
the business assigned it by 
finds useful and convenient to expedite
the Director.
responsible One such sub-committee
for approving should be
lists of persons recommended by the Director for
long-term participant training abroad.
 

Staff of the MADREC
 

Staff of the Centre will be composed of four categories of personnel:
 
o 
 a core 
group consisting 
of regional
technical specialists
assistance and
personnel 
 from abroad
selected on all carefully
the basis 
 of their academic
professional preparation,
experience, 
 and established 
 competence
action-oriented instructional methods. 

in
 

o a group 
of fellows 
 contracted 
 for an
years drawn average of two
from 
 international 

institutions and national training
in 
 the region. from
Fellows
private institutions would be eligible. 

both public and
 
These
be teamed fellows
with would
core personnel 
 to develop
knowledge mutually
and their
expertise 
 in management
training. education
Fellows and
might 
also be selected from government and
business.
 

o various short-term 
specialists 
 recruited
time from
for special training time to
or consulting assignments, and to
respond to technological and 
 productivity 
needs 
 that emerge
from project activities.
 

o support 
 staff, 
 to the extent
functions are not that office support
contracted 
out. 
 It is anticipated 
 that
most such functions would be performed under contract.
 
The 
 core staff 
and fellows 
 employed 
 in
exceed a dozen people 
at any 

the Centre would probably never
one time.
might be expected 
The total number of persons 
who
to benefit from employment experience in the Centre over
 

the contemplated life of the 
 programme 
 could
more. 
 Short-term staff 
easily reach a hundred
would or
be drawn 
both 
 from
abroad, and assignments could 

the SADCC region and
run from two weeks to six months.
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Critical Issues in MADREC Creation
 

Selection of the Director
 

The entire concept of the Management Development Resource Centre depends
 
on the professional quality of the personnel who are employed by it. The
 
choice of the first Director is the most critical 
step to be taken in
 
assuring the success 
 or failure of the programme, for he/she will set the
 
tone for Ell that follows, as well 
as make the initial selection of other
 
key personnel. The Director must have 
as a minimum the following
 
qualifications:
 

o a Ph.D. from a respected university in a field
 
related to public or business management;
 

o additional preparation in education and/or training
 
methodology;
 

o extensive experience in training, applied research,
 
and consulting work in developing countries;
 

o experience in project management 
 in The development
 
field;
 

o personal qualities that will enable him/her to
 
function effectively in a complex administrative and
 
political environment;
 

o personal commitment to training strategies that
 
emphasise action-training, 
applied research, organisation
 
development, and high levels of participation.
 

Location of the Centre
 

A principal factor in the recommendation of Swaziland as site for the
 
MADREC is the SADCC designation of that country as holder of the manpower

development portfolio. 
To suggest any other country would run counter to
 
SADCC policy and precedent.
 

Related 
 to the above is the importance of the Secretariat of the
 
Regional Training Council being located 
in Swaziland and its Chairman being
 
a Swaziland Government official.
 

Other factors of importance are accessible location, ease of
 
communication, absence 
 of currency restrictions (easy convertability of
 
currency), and presence of 
suitable supporting services. Swaziland meets
 
these requirements adequately.
 

4F,
 



Orientation of the Centre 
 .
 

Two of the major concerns in setting up the 
 proposed Centre
maintenance 
of appropriate orientation are its

toward management
training throughout education and
1he life 
 of the project, and keeping in the forefront
or on the cutting edge of 
 the development
evolve and training fields
in the coming years. as these
It is essential that education and training be
(a) highly practical while at 
the same time related
based on applied and 

to good theory; (b)
relevant research conducted as an ongoing process in
the region; (c) strongly directed 
toward performance
organisations improvement of
and not just of 
 individuals; (d) organisation-based in the
form of action-training 
whenever appropriate; 
 and (e) methodologically
collaborative and participatory rather than didactic.
 

The MADREC must constantly monitor the 
 training
member needs of the
states through SADCC
a process of outreach. 
 It must reach out
data and to propose programmes and projects to 
to gather


meet the
In other words, it needs identified.
must 
function proactively and not 
reactively.
go to the clients, not wait for the clients to 
It must
 

come to 
the Centre.
 

Most consulting and contact work must be done
the Centre staff, by African members of
 
staff. This 

or by teams composed of African and technical assistance
is essential 
not only to assure receptivity, 
but also to
provide experience for African members and build their competence.
 

Staff Selection
 

Selection 
of all 
 staff should involve personal interviews as well as
review of paper qualifications and recommendations. 
 This also
selection of applies to
any long-term contractors 
 to work in the 
 Centre. It is
essential that in contractor selection, a
visit team of donor and
the home base of the RTC persons
potential contractors after development of a
shortlist of those who apply.
 

46
 



S. PPENDIX B
 

The following is 
a list of important materials 
 on 
 training strategies and
methodologies. 
 From them, as well as 
from the extensive experience of the
study team, are derived the concepts discussed in the body of the
which report
relate strategies 
and methodologies 
 to training effectiveness for
improving managerial performance.
 

Abramson, Robert, 
 An Integrated Approach 
 to Organization 
 Development 
 and
Performance Improvement Planning. 
West Hartford, CT: Kumarian Press, 
1978.
 

Abramson, Robert, 
 Development 
 Institutes 
 for AID Mid-Career Officers: An
Experimental Training Design 
 for Cross-Cultural 
Sensitivity, 
Development,

and Management. 1970.
 

Abramson, Robert 
 and Walter 
 Halset, Planning for
Performance. Improved Enterprise
A Guide for Managers and Consultants. 
 Management Development
Series, 
No. 15. Ceneva: International Labour Office, 
1979.
 

Adedeji, Adebayo (ed.), 
 Problems and Techniques of Administrative Training
in Africa. Ile-Ife: University of Ife Press, 
1969.
 

Ajugo, M.O., 
 "Improving Management Education, Research, and Development 
in
Developing Economies: An International Response." 
 Paper presented at the
Academy of Management, New York, August, 
1982.
 

American 
 Technical 
 Assistance Corporation

Motivational Training Used by AID in Latin America. 

(ATAC), An Evaluation of
 
Washington: ATAC, 
1971.
 

An Introductory 
Course in Teaching and Training Methods
Development. Geneva: for Management
International Labour Office, 
Seventh Impression, 1981.
 

Ashton, David et al., 
 Management Development in the Organisation: Analysis
and Action. 
 London: Macmillan, 1979. ,
 

Batchelder, Donald and Elizabeth C. Warner 
(eds.), Beyond 
 Experience:
Experiential Approach to 
The
 

Cross-Cultural 
 Education. Brattleboro, Vermont:

The Experiment Press, 1977.
 

Bechtel, Rosanna M. 
(ed.), 
Salus: Low-Cost 
 Rural Health Care and
Manpower Training Health

(Vol. 5). 
 Ottawa: International 
Development Research
 

Centre, 1980.
 

Bhatta, Bhim Dev, 
 An Evaluation 
of the Executive Development Training
Program in Nepal. 
 Kirtipur, Kathmandu 
Centre for Ecology Development and
Administration, Tribhavan University, May, 
1978.
 

Carey, Edwin L., "Management Education for a Developing Economy." 
 Paper
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presented at the Academy of Management, Detroit, August, 
1980.
 

Casse, Pierre, 
 Training for the Cross-Cultural 
Mind. Washington: The
 
Society for Intercultural Education and Research, 
1979.
 

Center for International Education, Non-Formal 
 Education in Ecuador
 
1971-1975. Amherst: 
 Center for International Education, University 
of
 
Massachusetts, 1975.
 

Commonwealth Secretariat, Effective Use of 
 Training Methodologies, Report

and Recommendations of an Expert Group. 
 London: Commonwealth Secretariat,
 
1979.
 

Commonwealth Secretariat, 
 Training for Agricultural Project Management.

London: Commonwealth Secretariat, 1979.
 

Commonwealth Secretariat, National 
Policies and Programmes for Public

Enterprise Management Training (Report 
 of a Meeting of Senior Officials,

5-7 November, 1979). London: Commonwealth Secretariat, 
1980.
 

Craig, Robert L. (ed.), Training and Development Handbook, 
 2nd ed. New
 
York: McGraw-Hill, 1976.
 

Creshkoff, 
A.J., Case Studies, Problems, and Exercises in Planning and
Managing Development 
 Projects. Pittsburgh: GSPIA, University of
 
Pittsburgh, 1976.
 

Crone, Catherine and Carmen 
 St. John Hunter, From the Field. Tested

Participatory Techniques for Trainers. 
 New York: World Ed?cation, 1980.
 

de Bettignies, H.C., 
 "Management Development: The International
 
Perspective," in Taylor, Bernard and Gordon L. Lippitt (eds.), 
Management

Development and Training Handbook. 
New York: McGraw-Hill, 1975.
 

de Dobrzynlecki, A.S.W., 
 "Training by Correspondence," ULSA: 
 Educacion a
 
Distancia. Buenos Aires, 
1977.
 

Denver Research Institute, Development Training Forum. 
Denver: Office of

International Programs, Denver 
 Research Institute, University of Denver,
 
1978.
 

Department of Administrative Studies, 
 Public Administration Training

Methodology. Manchester: 
 University of Manchester, 1974.
 

Digman, L.A., "How Companies 
 Evaluate Management Development Programs,"
 
Human Resource Management, Vol. 10, 1980.
 

ECA Secretariat, "Education and 
Training of Public Servants: An Overview

of the African Scene," International Review of 
Administrative Sciences,
 
Vol. 45, 1979, pp. 99-102.
 

Economic Development Institute, 
 Available Traning Materials. Washington:

World Bank, Economic Development Institute, 1980.
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Economic Development Institute, 
Readings 
 for Training
Washington: 	EDI, Trainers,
World fank, 1r8Q.d 3rd ed.
 
Desatnick, 
Robert 
 L., 
 A Concise 
Guide 
 to 
Management Development 
 New
 
!ork: American Management Association, 1970.
 
Etling, Arlen W., 
 Characteristics
and Beyond. 	 of Facilitators,
Amherst 
 Center for 	 The Ecuador
International Pr
 
Massachusetts, Education, University of
1975.
 
Etling, Arlen W., 
 Collaboration

No. 
 2). Amherst: for Materials Development
Center 	 (training
jor Internationa 	 Notes
Education,

Massachusetts, 	 University 
of
1977.
 
Fiedler, Fred, Terrance 
Mitchell,
Assimulator: 	 and Harry
An Approach 	 C. Triandis, "The
to Cross-Cultural 	 Culture
 
Psychology, Vol. 55, 

Training," JournalofApplied
No. 2, 1971, 
pp. 95-102.
 
Freire, Paulo, 
Education for 
Critical Consciousness. 


New
Press, 	 York: Seabury
1973.
 

CAr Brooks/Cole,
Goldste 1974-..ua~
Clen, .Training 
 Program Development and Evaluation. 
 Monterey,
 

G,:iffin, Willis 
 N., Development

Lexington: 	 Leadership Training
University Through Non-Formal
of Kentucky, 


ND.
Groves, 
 Gerald 
D., 
 "An Application of
Evaluating Cross-National 	 the Contingency
Administrative 	 Approach
Training 	 for
Programs:
r 
 y Education 	 The Case
for Training Programs." 	 of
and Organizational Unpublished Ph.D. dissertation,
Development 	 Institute
(ITOD),
Pittsburgh, 1981. 
University of
 

Hall, 
 Budd 
L. and Roby 	L. Kidd, 
AdultLearning 

Pergamon Press, 1978. New York:
L 
 .
 
Heper, Metin, 
 "Notes on 
Public Administration 


Training
Bureaucratic 	 for the
Elite 	 Potential
the Transitional
Science Journal, 
of 	

Societies,"
Vol. 27, No. 	 International Social
1, 1975, 
pp. 163-173. 


Hofstede, 
 Geert, 
 Culture's
Work-Related Values. Conseuences, 
 International
Beverly Hills: 	 Differencesi
Sage Publications, 	 n

1984.
Hoopes, 
 David 
S. and Paul
Cross-Cultural 	 Venture (eds.),
Tranng 	 Intercultural
Methodolo 	 Sourcebook,
Lara-
 Pr
Intercultural 
Network, Inc., 
1979.
 

Hopkins, 
 David 
 J., "Participation 

in Training," 
 Rural
Review, January, 1980, pp. 51-55. 	 Reconstruction
 

-
 -

Hoyle, A.R., 
 *'Some Deficiencies in
for Developing the Tt"InIng of
Countries," Senior Administrators
International 

Sciences, Vol. 	 Review of 
Administrative
40, No 4, 1974, pp. 329-334.
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Hurley, Paul, 
 NFE Training Materials. Handbook on 
 the Use
Exercises and of Simulation
Board Games. 
 Gaborone: University of Botswana and Swaziland,

1977. 
 aiad
 
Iglesias, Gabriel U. et al. 
(eds.), Training
Curricula Public Enterprise Managers:
and Country Studies. 
 Kuala Lumpur: Asian and 
 Pacific
Development Centre, 1980.
 

Inayatullah, M. (ed.), 
 Management 
Training
Experlence. for Development:
Kuala Lumpur: The Asian
Asian Centre 
 for Development Administration,

1975.
 

Ingle, Marcus and Irving Swerdlow, 
Public Administration
Less Developed Countries. Training for the
Syracuse, 
NY: Maxwell Graduate School of
Citizenship and Public Affairs, 1974.
 
Kastens, Merritt, Redefining the Manager's Job: 
 The Proactive Manager
a Reactive World. in
New York: AMACOM, 1980.
 

Kerrigan, John and 
 Jeff Luke, Management
Developing Countries: Training Strategies for
An Overview. 
Washington: NASPAA, 1985 (forthcoming).
 
Kettering, Merlyn, 
"Action Training in Project 
 Planning 
and Management,"
USDA/OICD/DPMC, 
April, 1980.
 

Kiat, Chew Loy, 
 "Developing 
 Managerial 
 Expertise
Countries," Best's Review, 
in Third World


Voi. 83, No. 12, 1983.
 
Korten, David 
C., "Community Organization 
and Rural Development:
Learning Process Approach," A
Public Administration Review, 
Vol. 40, 1980.
 
Lowe, John, 
 The Education of Adults: 
 A World Perspective. 
 Paris: UNESCO
Press, 1975.
 

Lynton. Rolf 
P. and U. Pareek, 
 Training for Development. 
 West Hartford,
CT: Kuir.rian Press, 1978.
 

McNulty, Nancy (ed.), 
Management Development Programs: 
 The World's 
 Best.
Amsterdam, NY: North H1olland Publishing Co., 
1980.
 
Milone, Michael, Jr., 
 An Introduction 
 to Modality-Based 
Instruction.
Columbus, Ohio: Zaner-Bloser, Inc., 
1981.
 
Nylen, Donald 
 and Stephen H.A. 
Rhinesmith, 
 "Behavioral
International Approach
Management Training," to
Pittsburgh: Graduate School of Public
and International Affairs, University of Pittsburgh, ND (typewritten).
 
Oxenham, John, 
 "Simulations 
 and Adult Learning
Discussion for Development,"
Paper. Brighton, IDS
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 Institute for Development Studies,

1982.
 

Paul, Samuel,- Training for Public Administration and Managementin Devel
opingCountries. 
Washington: 
World Bank Staff Working Paper No 584, 1983.
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of responsibility Semi-literate
find themselves because
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 skills
expected 

respect they enjoy from their colleagues,
required

businesses of them. to perform
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insufficient inconvenienced small-scale the
 

knowledge by inadequate informal sector
 
village or 
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urban neighborhood flow requirements 
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financial management that could serve a
as common denominator among

different countries and sectors. 
 §Vch as inventory could be taken 
 by use

of the management events analysis used in preparing this study, and would
 
include 
interviews and observations 
of current practices and problems.

The study should be conducted over a three-month period at least, and

should include sample observations from all participating countries 
 to
 
take account of language and cultural differences.
 

The second phase of the programme is 
 to convert the managerial

tasks or functions into management modules, which should 
 take

non-literate (graphic) 
 forms similar to those used in 
some countries for

inventory management in rural health 
centers and military stores

services. Designing these 
 forms will require the services of a team of
administrative analysts, 
social scientists, and representatives of the
parastatal and government agencies 
 that now deal with these management
 
problems.
 

The third phase of the 
 programme is the development of training

procedures at which 
 these modules can be introduced and their use
explained. Since 
 the actual instruction of semi-literate managers is
 
lIkely to be assigned to 
the agencies and parastatal organisations that
are responsible for 
 the informal sector activities involved, trainers
 
they themselves identify should be taught how the systems are 
expected to

work, so 
 that they can develcp appropriate means of conveying 
 the
required skills to the users. 
 The training of these trainers should not
require more that 
one week, including instructions on 
 how to disseminate
 
the 
 knowledge to the semi-literate managers with which they deal. 

instruction should take place 

This
 
in each of the participating countries.
 

Once the system has been introduced, it should be self-perpetuating;

occasional special courses may be 
 required as additional trainers come
online, but these costs can 
 be borne by the responsible agencies

themselves, working through appropriate national 
training institutions.
 

(2) Organisational Development 
 Programmes. Most 
 management
training is now conceived "horizontally," that is, in terms of the needs

of individual employees working 
at comparable levels of responsibility.

Such training is 
an effective means of developing skills for managers

performing similar 
 tasks in different organisations: registry staff,

accountants, personnel 
 officers, 
or even bureau chiefs or department

heads. While such programs permit economies of scale in training, they

leave it to the organisations themselves to 
integrate the improved 
skills

into current operations, and they assume 
 that each level of
responsibility as 
defined in personnel systems is appropriately linked to
other recognised levels 
 in an organisation. 
 They do not permit the
 
management to use the training function 
 to retrieve the experience and
knowledge of its subordinates in resolving operating problems of the

organisation. "Organisational Development" (OD) training 
 takes the

opposite approach. It is designed precisely to bring together elements

of an administrative system from 
different levels of responsibility so
that they may collectively 
use the training environment to address their
 
common problems. Such training is not 
 only a means of upgrading the

understanding 'and capacities 
 of individual employees, but it has the

long-range benefit of contributing to styles of cooperation 
 that can beapplied to future problems. It permits an organisation in short, to 
"develop" along with its employees.
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Such training is 
 rather costly, 
and in some cases is seen
threatening as
to the status of 
individual 
managers, 
 who may be for the
first time placed in a situatien-wurmre they have to 
 share their 
opinions
and problems 
 with their own subordinates 
 in ways that may not be
congenial 
 for them. 
 An "OD" program will have to begin, therefore, with
highly skilled trainers possessing independent status 
but commanding
respect the
of the organisations 
 involved. Their first task would be to
study the organisation that decides 
to undertake this form of 
training to
identify problem 
areas where 
 the performance 
of management could be
improved by this 
 form of "vertical" training.

would take two or 

Such an investigation

more weeks' 
time of a skilled analyst, who would then
organise training programs of two days to 
two 
weeks (part-time), working
with the organisation 
 to facilitate 
 discussion
procedures. of operational
The exercise 
 works 
best if a recapitulation
experience can be arranged at a later period, perhaps several months 

of the
 
or a
 year after the original session.
 

(3) Improvement 
of on-the-job training. 
Most in-service
now occurring in training
the region 

is self-managed. 

is a process of learning from experience that
Nearly all of the personnel systems 
in the region make
use of a procedure of rotation among lower-level assignments
new recruits permits
in the public service to become 
that 


familiar with the operations
of different government agencies. 
 They are expected to improve
skills by trial and their
 error, by observing 
current practices, and
receiving instruction by

from their supervisors of Such
the moment.
training may be somewhat haphazard, but it 
has the makings of
and practical, low-cost means 

a useful
 
of communicating skills and attitudes that
 are deemed useful in the civil 
service.
 

The missing elements are a purposive, planned rotation scheme
means of including in standard 
and a
 

supervisory responsibilities the added
function of training, even of personnel who 
are not expected to become
permanent 
 staff members. 
 Such Improvements 
will require
inventory of a careful
personnel procedures in practice

agency, so 

within a ministry or
that a schedule of rotation 
 can be devised (step one),
followed 
 by a series of 
special seminars for supervisors (step two)
present the strategy for to
 

procedures to the 
adding training and performance evaluation
present functions. 
 Both of these steps can be taken
national management by
training institutions, 
once the general approach is
accepted as a legitimate aspect of training.
 

The regional dimension 
of the effort would 
 be to institute
special seminar for on-job-tr;aintng specialists (to be designated by the
a
 

participating training instituti- n.: 
from their own staff). The seminar
would have 
 to be of two weeks ' one month duration, and would have 
to be
presented by highly qualified maaagement specialists.
 

(4) "Management of 
Expatriates." 
 Foreign specialists
extensively to augment the numbers of technical and 
are used
 

administrative
available cadres
in 
 public, private, and parastatal organisations throughout the
region. 
They are still 
a costly but necessary 
 element in developmental
and 
 current. operations 
 of institutions 
 of all
entrepreneurial, public service, 
kinds, whether
 

educational, 
 or commercial. 
 They are
local personnel become available, but on average,
 
dwindling in numbers as 
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in spite of gradually improved "terms of trade" between local and foreign
 
personnel, expatriate officials and advisors probably cost four to
 
fifteen times as much as a similarly qualified local employee would, if
 
he could be found. Evidence emerging from this study showed that
 
although most expatriates are p-eifoTming satisfactorily, or better, there
 
are still occasional problems of mis-selection, inappropriate
 
assignments, inadequate support, and under-use of this resource. Because
 
of their cost relative to local personnel, even minor impovements in
 
their productivity (including their ability to train their counterparts
 
efficiently) would pay enormous dividends.
 

Most countries in the region are reducing their dependence on
 
expatriates; any speeding up of that process by improved use of their
 
services would contribute to that end. There is plenty of informal
 
experience in "expatriate management" in the region, but it is not
 
available as a guide to future action. Each time a new expatriate's
 
credentials are presented for review or when he arrives for assignment,
 
or when his counterpart begins to work with him, the problems seem 
to
 
emerge afresh. There are only a few incidents of "horror stories" of
 
grossly inappropriate use of expatriates or misbehavior by them, but
 
incidents from both sides of the relationship, gathered in this study,
 
reveal the presence of inadequate planning or advance preparation or poor
 
supervision. Perhaps no government is likely to be the first to admit
 
that expatriates are still a problem as well as an asset, especially
 
given the widespread expectation that the system will gradually (or
 
perhaps quickly) disappear as localisation proceeds. Thus a short
 
training course, given regionally once or twice in the next few years and
 
replicated locally as needed, could reduce this possible sensitivity,
 
take advantage of the current experience of senior managers with
 
selection and assignment of expatriates, could greatly improve present
 
management practices. Such a course can be developed fairly quickly on
 
the basis of the large number of successes chalked up in this area.
 

A spin-off of the course would be also possible, to improve the
 
pre-arrival orientation of the expatriates themselves, possibly using
 
cassettes and brochures describing their expected role, the resources
 
likely to be available to them, and common sources of frustration against
 
which to prepare themselves. Many institutions in the region have access
 
to top-level officials in SADCC countries and could develop and conduct
 
workshops on this subject and produce other training materials that would
 
be useful to other governments in the region. The first step in the
 
process would be to examine the data already assembled in order to
 
identify the common problem areas; the second would be a series of case
 
studies based on interviews with expatriates as well as their managers
 
and counterparts, to design prototypes of managerial successes; a third
 
step would be the development of a three-day seminar on the problem that
 
could be offered by national institutions at will. Thereafter, the
 
course could be given regionally for officials in national personnel or
 
cabinet secretariat posts, to reduce sensitivities that might be involved.
 

(5) International Contract Management. Economic and technical
 
development of the SADCC countries will require continued reliance on
 
contracts with international enterprises and agencies in other parts of
 
the world. The variety of laws and customs involved in these negotiations
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and relationships 
will 
 continue

of special relationships 

to provide an almost baffling diversity
governing 
 conditions
goods of
and services. With work and quality
tbe.pasage of time, more 
of
 

to resort to contract and more donors seem
forms of assistance, and
international there will
transactions be increasing
 
These with the parastatal
developments and private
will provide sectors.
 
processes further incentive
used to to improve
solicit the
bids, evaluate 
 tenders,
supervise foreign contractors. and select and
 
be met This special management challenge 
 has to
in many parts of the governments of the region, simply because the

relationship is not 
 one that 
 is likely to 
 be confined 
 to a single
agency.
 

Responsibilities 
 will no 
 doubt 
continue
foreign ministries and to be diffused
the operating agencies among
 
many managers on an ad hoc basis.
will continue Thus
to be involved
whom 
have much opportunity in these operations, 
none of
for interaction
experience among themselves.
will probably The
not be
guide unless 

captured and made available for policy
SADCC 
 intervenes.

because it This managerial
is ubiquitous, because it 

problem is regional
serves
increasing the regional
independence objective
from of
 
developing training programs 

foreign sources, and because the expense of
to 
improve performance is not likely
jus.tified by obvious savings 
 to seem
 
to any one government.
 

As a 
SADCC 
program, 
however, the
cost-effective. 
 task will be both manageable and
 
of a 

The first stage is one of analysis by 
 a team
lawyer and an administrative analyst. consisting

converted Their investigation
into a diagnosis should be
 
international of the requirements of a
contract seminar
management, in
in which
administrative principles would be brought together in a form that 


case studies and 
legal and
 
readily 
assimilated 
 can
by managers be
at different levels and from different
sectors and countries. 
A prototype course 
should then
the 
 nation whose be offered
training within
institution has been involved in the research
and development. 
 Thereafter the course
dissemination for use 

will be ready for publication
by national training institutions 
and
 

in the region.
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SCHOOL FOR BUSINESA-ND PARASTATALMANAGEMENT
 
Need. 
The quality 
of management

uneven: in the region is best described as
experienced, dedicated administrators and
be found entrepreneurs
in are to
the top levels of
organisations in most countries, 

large industries and parastatal

and talented
also middle-level
to be corners
seen everywhere. are
Their ranks
graduates in commerce and business, many of 

are being enlarged by university
 
public servants. But 

whom also choose to become
most of the industrial managers in the region have
risen to 
their present posts 
 as a 
result
engineers of successful
and experience
technicians, as
and 

on they now find themselves making decisions
the basis of their intuition and experience,
new without
rationalities recourse
of to the
management now emerging in the industrialised parts
of the world. Management as 
a profession has
Africa. scarcely begun
Statements o exist
made during in
the course 
 of the
management events recorded the need: 

SAL- survey of
 

"My subordinate 
was able 
to point out errors 
in the calculations I
had made for an important experiment."(1395)
 

"We could not 
 pass the 
 d---- planning papers 
 for the 
 cabinet
because 
they needed rewriting."(1280)
 

"Some 
 letters 
 were 
 so badly

lack of 

written by my subordinate because of
knowledge 
of manpower that 
 I had to 
 rewrite 
 them
completely."(1787)
 

Top management 
 in the largest industries in the region comes
and South Africa, and expatriates are 
from Britain
 

in its parastatal 
to be found in impressive numbers
industries 
 and services as
indigenise these posts has already brought 

well. Some effort to
 
success:
the number of Africans in 

in many countries,
top management posts began to equal that of
expatriates 
two years 
 or more ago. 
 Students
universities are attending 
 foreign
to study business administration
graduate levels, at both undergraduate
but foreign studies and
 
requirements, in contrast 

in management do not match the
to studies 
 in the technical
fields. Management and professional
is still taken, 
 as Lenin once
haven for amateurs. said it was, to be a
Amateur performance is not acceptable
however, 
as in the
his successors 1980s,
 
skills is 

have found. Specialisation
a feature in managerial
in 
 all industrial 
 countries,
ideological regardless
preferences. of their
The "business school" approach is not a Western
monopoly, and if it were, it would still be desirable to create
African 
 version a
to accommodate special
the constraints on
say nothing of the special foreign exchange, 
to
circumstances 
 in which large-scale 
 industry
must function south of the Sahara.
 

Fortunately, 
 several 
 master's 
 level programs
administration have already been introduced on a small scale or 

in business
 

consideration, are
notably under
in the Universities of Dar Es Salaam and Zimbabwe,
and certificate programs 
 are available 
at ESAMI
among other institutions. and at ]DM/Botswana,

For the 
future, SADCC must consider whether a
regional program offering graduate studies in 
business and parastatal
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administration should be based on 
these beginnings 
or whether, following
the lead of regional bodies in Southeast Asia and Central America, new
international institutions should becreated.
 

Proposed Strategy. 
The criteria for a regional institution 
 are not hard
 
to define:
 

" 
 it must be linked to the professional community of business
 
and parastatal management;
 

" 
 it must possess capabilities 
to conduct large-scale research
 programs in 
 the 
 styles and conventions of management in the
 
region;
 

" its faculty must be experienced managers 
 in their own right,
and remain free 
 to engage in continuing relations, preferably
as consultants, 
with the institutions 
 for which it is
 
providing training;
 

" it must be prepared 
 to allocate resources 
on a continuing
basis for the development of ca.;es 
and other 
current training

materials;
 

" its governance 
 must include representation 
from leading
business and parastatal organisations 
 as well as government

and professional institutions.
 

No institution 
 in the region comes anywhere

criteria, and unless major support and 

near meeting those
 
resources 
are committed
purpose, those to that
newly engaged in graduate training in 
 the field will
continue to struggle 
 along with programs that than
are little more
add-ons 
 to their 
 present undergraduate efforts. SADCC is in a good
position 
to provide the wherewithal 
to make the quantum jump between what
is now 
available in the region and what counterpart organisations in Asia
and Latin America provide in the 
way of management training.
 

The first step toward the desired goal is to 
 seek a financial
commitment 
 from industrial 
 and parastatal organizations that 
 are now
 
be the principal beneficiaries
 

investing in graduate training and would 

of an indigenous resource 
 for that purpose. Endowed chairs should be
solicited on 
 a competitive basis, to be 
 located where 
 the market
directs. 
 Endowed 
 buildings, scholarships, 
 research programs, and other
facilities also provide opportunities for demonstrating 
 local commitment
to the upgrading of existing 
 or 
the construction of new, institutions.
(Both of the regional institutions with which 

and 

a SADCC College of Business
Parastatal Management 
would be comparable have started on 
the basis

of such contributed resources.)
 

Cost. A budget 
for the proposed institution is indifferent 
to the choice
of new versus old institution, since the needs are 
 identical.
Feasibility studies to choose the institution would have to 
 begin with a
review of potential candidates, 
or, if neccessary, to consider where
locate a new ins'titution. Either would 
to
 

have to employ at least three
expatriate professors 
for three years, and bring in 
three senior managers
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from SADCC countries, parastatal and private, for 
one year full-time plus

one month per year 
for the next twu- years. Six junior-level indigenous

staff members should be assigned from the beginning, including, if
 
necessary, a training assignment abroad. The budget 
for case writing and

research should be in hand from the outset. 
 Scholarship funds should 
 be

sufficient to provide for five slots 
per year for each country, to be
 
raised where possible from business and parastatal institutions and from

foreign aid. A research budget should be made available at the outset,
 
as well, and assigned to be used 
 in conjunction with 
other departments

and universities in the region, 
to work on such general problems as the

transition from private to parastatal management and the 
 reverse, and on

special problems such as the development of management 
 systems for

semi-literate administrators. In all probability, 
new construction will
 
be necessary for 
 classrooms and dormitories, since no institution in the
 
region has adequate quarters for such an ambitious venture even if it
 were possible 
 to site it at an existing university. Library and computer

facilities will also have 
 to be in place as soon as instruction is
 
offered.
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REGIONAL TRAINING PROGRAM FOR PERMANENT SECRETARIES
 

Need. There are no recognized procedures for improving the managerial

skills of top-level officials. In nearly all countries that have
 
developed a professional public service, these positions are assigned on
 
the basis of experience, loyalty, 
and political preferment. Thereafter
 
experience is gained haphazardly, 
often through the informal on-the-job

rotation system that characterises the public service 
 in the SADCC
 
countries. Lcyalty, essential
an prerequisite for the holding of
 
positions of significance in government service, includes both a sense 
of
 
institutional responsibility and personal acceptability among political

leaders concerned with the operations of the service involved. Political
 
preferment is not necessarily associated with party membership, but
 
involves at a minimum the capacity to accept the policy directions a
 
government is committed to follow. All of Litese criteria are 
regarded as
 
essential to 
the orderly operation of government, but unfortunately none
 
of them involves a screening for administrative talent, or depends

heavily upon successful managerial performance in previous assignments.

As a result, permanent secretaries and managing directors, along 
with
 
their deputies and counterparts in private sector, are
the frequently

called upon to exercise skills 
 for which they have no special
 
qualifications.
 

The areas of management in which the present occupants of those posts 
are
 
deficient have been tentatively identified by the management events data
 
and the functional diaries collected during this study. As might be
 
expected, they include certain skills that 
are considered core management
 
tools, like a consumer's knowledge of the principles of accounting and
 
law, and supervisory and leadership functions, along technical
with 

knowledge associated with sectoral operations in the major activities of
 
the public and private sectors.
 

Proposed Program. Although 
technical knowledge of the management skills
 
themselves, and experience in teaching them via short, 
 practical courses,
 
are present in the region, the institutional resources for addressing the
 
needs of these high-level officials are not. 
 Moreover, the difficulty of
 
assembling all top officials from the public, parastatal, and private
 
sectors 
 in a single training group would make conventional courses
 
impractical. In any case, the level of that have to
generality would 

prevail in order to relate managerial skills to the technical demands of
 
specialised fields like public health, 
 transportation, public works,
 
education, and other ministerial activities, to say nothing of the
 
production and 
service areas that would be required for the training of
 
top-level officials in the parastatals and private industry, would reduce
 
the professional value and applicability of the training for a
such 

diversified group. And finally, there is 
no training institution in the
 
region that has the capability of mounting a program that would resolve
 
these difficulties.
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The recommended 
approach, therefore, 
 SADCC
capabilities Is for to create regional
to offer 
traini~g for top management,
functional sector, by technical or
to all member states. Programs 
 in Health Management
for Permanent 
 Secretaries, or Transportation Managet;aent 
for Directors,
mention two of the to
sectors 
in which managerial and professional
especially closely needs are
intertwined, 
 should be carefully developed
institution at an
in the region, with 
 funding and assistance offered through
SADCC sponsorship. The institution chosen to develop 
appropriate 
 courses
in each 
 area should 
also be charged with conducting the courses.
common management core might A

be developed for 
 all functional
with sectors,
additional professional 
and technical 
 materials presented in the
context of management and decision 
making, so that 
 a three-day course
(for example) could be 
 integrated and 
closely tied to 
 the needs ot
operating officials. 
 These courses could be 
 offered as frequently,
in as many functional fields, as 

and
 
the market justified.
 

Proposed Steps. The 
 first task 
 would be to select an institution to
which major responsibility 
would be assigned for 
 developing and
conducting the 
 proposed courses. 
 The selection
participation would not preclude
by other institutions, perhaps on 
 subcontract
Criteria for bases.
the selection of the prime contractor would include size and
versatility 
of present faculty; 
 previous experience 
 in conducting
training programs for 
 high level officials, including off-site training;
interest in assigning qualified 
 faculty members 
 to
necessary research and 
carry out the
development 
as well as
itself; to conduct the training
and reasonably efficient 
 communications 
 and transportation
 

resources.
 

A second task would be for the 
selected institution to recruit necessary
expertise, preferably from within the region, 
 to assist the
developing faculty in
the technical 
 materials 
 to be merged with 
the management
instruction. 
 Recruitment of such advisors could be assisted
offices of by the good
SADCC itself, as well 
 as 
 those of the proposed Management

Development Rcsource Centre.
 

The third task would be to offer the 
first prototype course 
and evaluate
its usefulness. 
 Adjustments in 
 the contents or style of training would
follow as essential components of this phase.
 

The final phases 
 of the program would

including expansion 

involve continued operations,
into new technical or functional 
fields and renewed
offerings where demand is 
sufficient based 
on personnel turnover 
 or other
 
unsatisfied needs.
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TRAINING PROFESSTONAL ACCOUNTANTS
 

Need. During this study of regional management experience&, financial
 

problems kept appearing as a constraint on effectiveness in public,
 

parastatal, and private sectors alike. In Swaziland, some government
 

agencies underspent their budgets because of inadequate information about
 

the state of the current balance, but another common experience was
 

overspending, a condition that became increasingly serious as resources
 

dwindled during the recent 
 economic distress. Financial improprieties,
 

though not frequently reported in this study, have nevertheless earned
 

unfavorable notice in the local press and created a public impression of
 

statements by Permanent Managing 


venality that exaggerates and misplaces the nature of the essential 

problems of financial management in the region. Finally, repeated 

Secretaries and Directors during the 

course of this study reaffirms the wisdom of SADCC's recent decision to
 

give a high priority to accountancy training.
 

Proposed Strategy. Accountants are needed at all levels, from basic
 

bookeepers thorough to professional designers of accountancy systems who
 

can also develop standards and monitor training programs. One report
 

estimates that in Zambia there may be, 
all told, 1,000 accountants, of
 

whom only 50 are Zambians; all but one or two of the professional
 

accountants in the ELS states are expatriates, and similar shortages are
 

reported elsewhere in the region. Accountancy training is available at
 

several institutions in Africa, some of which have followed standards
 

the United States,
comparable to those currently applied to Britain and 


usually at about one-third the cost of foreign study (the Centre for
 

Accounting Studies in Lesotho and the Accountancy Training College in
 

Chingola, Zambia). But their resources are already reaching maximum use
 

in serving country needs. The demand for instruction in bookkeeping
 

there and in the universities in the region signifies a public response
 

to the need and points to the employment opportunities in the field; but
 

expanding the training facilities to meet the student interest would
 

encounter a shortage of qualified instructors. Since the SADCC countries
 

are beginning to respond to student interest as best they can, the most
 

suitable approach for SADCC is to enlarge the complement of professional
 

trainers, thus relaxing the most urgent constraint on further expansion
 

of the training opportunities. Moreover, since it is both desirable and
 

likely that intra-regional transactions will multiply as development
 

proceeds, there is a strong case to be made for establishing region-wide
 

standards and procedures for accounting, especially at the professional
 

level. The proposed strategy, therefore, is to begin the SADCC effort by
 

expanding national training effort in Lesotho so that the Centre can
 

immediately begin to serve the neighboring countries Botswana and
 

Swaziland. This approach would permit trainees to begin their work
 

part-time (evenings or short courses), accumulating credits until the
 

final professional stage is reached.
 

Since this proposal would provide for only three countries, the
 

project should add two further dimensions for future planning? resources
 

for developing similar procedures for the Zambia college, and for
 

providing faculty assistance to univei~;ties anywhere in the region that
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can demonstrate a demand for additional accountancy instruction. Tn some
 
respects the problem is regionar fta-ing advantage of economies of scale
 
as required for efficient training of professional level accountants, and
 
creating preconditions for a professional association with standards 
observed throughout the region), in some respects national. This 
proposal does not deal with problems of national tax laws, or provide for 
special on-job or on-site training for the thousands of entrepreneurs,
 
small businessmen, traditional leaders, and entering civil servants in
 
all ministries who eventually will be served by other mechanisms.
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UNIVERSITY TRAINING 
IN -UDLWe ADMINISTRATION AND MANAGEMENT
 

Need. There 
 are currently significant short-falls in government

performance in the SADCC 
countries due to 
a lack of high quality senior
administrators. 
 Evidence 
 from the critical incidents suggests that

senior civil servants lack the 
academic background and skills 
to perform
their jobs. Throughout the SADCC region there 
 is !vidence 
of a direct

relationship between the 
 promotion of under-qualified (Secondary School
 
or at best Diploma/First Degree level) senior 
 administrators 
and the
development of a rigid, 
 over regulatory and non-productive bureaucracy.

A number of Permanent Secretaries themselves identified this problem in
 
discussions of problems they faced on 
thQ job.
 

Short courses and workshops 
 for present Permanent Secretaries and
other senior managers 
are only a partial 
 answer to the problem and
address the severe 
 skills problems 
 of the current generation of senior

administrators. 
A medium and long term strategy must be directed at

supporting the 
 development of professional public administration training
 
in SADCC institutions.
 

Evidence from Asia, 
Latin America and other 
 parts of Africa
 suggests 
 that the development of professional programs in public
administration, development management 
 and public policy are essential

prerequisites to the 
 long term training needs of senior c!.vil 
servants.

There is no substitute (or short cut) to the kind of 
intellectual
 
development 
 that can occur through experiencing a 
 full university

education, including 
a rigorous post-graduate program 
of the highest
 
quality.
 

At present, this experience is only available 
 through overseas

training experiences. While overseas 
training may be important in the
short 
 term to bridge the training gap, it is not a long-term solution to
the problem both because it 
 is so expensive and because it does not
provide an indigenous educational experience 
 that links teaching and

research activities to the environment and development 
needs of Southern
 
African society.
 

Proposed Strategy. The medium and long 
 term strategy of this project
will be to assist the SADCC region in 
 the replacement of post graduate

overseas training 
 in the areas of public administration, public policy

an4 development management and planning as 
 soon as possible. Over the
 next 
 five to ten years, SADCC plans to develop a high quality

instructional and research capacity in these areas, 
 at the post-graduate

level, at a regional centre (or 
 centres) of public administration and
 
public policy analysis.
 

There are currently only very limited 
activities in 
 this area.
However, there are 
 a number of programs in the planning stage at 
several
 
SADCC universities and institutes. 
 One or more of the following would be
potential 
 targets for SADCC support for post-graduate training in public

administratIon/public policy:
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I. 	 There is currently a small MPA programme (5-6 people a year)
 
at the University of Zambia. There are tentative plans to
 
increase the intake tb §vii ten students per year.
 

2. 	 The University of Dar es Salaam currently has an embryo
 
post-graduate programme in public administration (currently
 
only three students).
 

3. 	 The University of Zimbabwe is planning post-graduate
 

programmes in rural development and public administration.
 
Currently the University of Zimbabwe has a Post-graduate
 
Diploma programme in Rural Development and a Diploma programme
 
in public administration will begin in 1986. Both are to be
 
upgraded to the Master's degree level by the end of the
 
decade. There are currently two scholarships available to
 
SADCC participants outside of Zimbabwe.
 

4. 	 The Eastern and Southern African Management Tnstitute in
 
Tanzania (ESAMI) currently offers a post-graduate advanced
 
Diploma in public administration and management. There is
 
currently space for 20 people. ESAMI has plans to up-grade
 
this programme to the Master's degree level.
 

The purpose of SADCC support for an existing or projected centre of
 
public administration and public policy would be to develop a programme
 
of excellence capable of awarding a Masters degree in public
 
administration and/or public policy which would meet the post-graduate
 
training needs of the SADCC region. The purpose of the post-graduate
 
programme would be to impart the following subjects:
 

1. 	 Policy analysis, policy process and a knowledge of policy 
"history" and "science". 

2. 	 Development administration and strategies.
 

3. 	 Principles of finance management.
 

4. 	 Political processes and the public service: responsibility
 
and ethics.
 

5. 	 Management principles and strazeotes of coordination and
 
allocation.
 

6. 	 Economics and statistics.
 

In audition, SADCC support in this area would assist in the
 
development of a regional capacity for research in policy issues at the
 
regional and national level using regional examples and comparisons.
 
This research capacity should be of the highest quality and would serve
 
as the oasis for rational public policy choices. Investigation of
 
educational and training institutions throughout the region suggests a
 
serious lack of capability here, particularly in the area of policy
 
analysis.
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SADCC support for a regional capacity in post-graduate level public
 

administration and policy analysis can be justified on the basis of
 

economies of scale. Current projections suggest the need for an annual
 

intake at the post-graduate lev4l -n public administration/public policy
 

of approximately 25, for an 18-24 month programme. Thus a post-graduate
 

center of public administration and public policy would suggest an
 

institutional capacity need of approximately 50 people from throughout
 

SADCC. This projects between four and eight students from each country
 

(depending on the size of the SADCC member). By comparison, an annual
 

in-take of 4-6 at the national level would make such a programme
 

prohibitively expensive for the individual country. Even if individual
 

countries might hope to develop a national programme, the start up costs
 

of such a program would be prohibitive for all but the largest SADCC
 

countries.
 

Cost. SADCC support for a post-graduate program in public administration
 

and public policy presumes that one of the existing or projected national
 

post-graduate programs would be up-graded and/or provided with a regional
 

capacity. Thus many of the start up costs and part of the recurrent 

expenditures would be incurred by the host institution of higher 

education. 
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APPENDIX D
 

The profiles of 
management training institutions 
 that follow are indicative
 
rather than comprehensive. That is, 
not every training institution is included,

although an attempt has been made to include the major ones. 
 Vention is made of
 
some university programmes in which the 
 public or business administration
 
components are substantial, 
 or are at the post-giaduate level. University
 
programmes offering 
courses in accounting or other essentially supportive

subjects, but 
 without a major emphasis 
 in either public or business
 
administration are not included.
 

Accounting training institutions are not included if 
their sole offering i;

accountancy. Accounting is a basic field leading into management and 
 is a pare

of many management programmes, as are 
also economics and political science, but
 
by itself it does not 
 constitute administrative or management education or
 
training.
 

As was mentioned in the body 
 of the report, descriptions of training

institutions or programmes in 
 no way constitute an evaluation of them, an

undertaking far beyond the 
 scope of the SADCC study. The data, in most cases
 
provided by the institution, were collected in 
 1984. In some cases,

developments have occurred 
which may not, therefore, be reflected in the
 
descriptions. Errors 
 of omission or commission are the responsibility of the
 
study team, for which it expresses its regrets.
 

The first descriptions are 
those of the four international training institutions
 
based in the SADCC region. Thereafter, descriptions are grouped by country.
 

67
 



INTERNATIONAL INSTITUTIONS
 



N'a_me: 
 Eastern and Sout~
 
4
er-"rican Management Institute (ESANI)


on. 
 Arusha, Tanzania
 

Size of Staff:
 

Authorized 

30 


Actual
Persons Enrolled erYear:30
 

Long Courses: 
 Around 1,200-1,500

Each 
 consultant Short Courses:
(instructor) 200-300
 courses 
 is expected
per year at 
Arusha to teach two
the and long
actual one
workload elsewhere.


is However,
 
courses, consulting, 

higher than this because of short
and other activities.
Physical Facilities:
 

The campus is located

includes on a hill
a large Outside
dormitory of Arusha
120 participants. structure and
 

There are capable of housing
library, 
 cafeteria, as well classrooms,
and 
 limited offices,
There are houses for recreational

faculty facilities.
needed. nearby,
On the whole, although


However, they are
arepact the facilities more
I they 
used to are are
capacity at excellent
expansion aspresrentexandlann€.a ewhich would
there involve
is a
land major construction
available 
and effort, for
some 
 of 
 the 
 Plans
completed. 
 A donor 
 is needed 
 to finance 
 the 
 Plant
Structure of Management.
 

ESAMI 
 Is governed 
 by an
represents autonomous 
Coverning Board which
 
seven member countries of the
Djibouti, region:
Two Kenya, Comoros,
additional Tanzania,
persons Uganda


capacities, are members Zambia, and Zimbabwe.
and in 
their 
on the director and an personal
the Board. 
 The
Board,f t 
ESAMI registrar 

ESAMI staff member are
is to be is secretary of 
 the
 
are from 

noted that only three Board members
organisationSADCC countries 

establishing so recognized ESAPfI is an 
 international
by the International
it. 
 The agreement
Board 
appoints 
 the 
 director 
who

manages all aspect of ESANr's activities.
 

Open enrollment 
courses account for
ESAI's
of 
instructional about forty 
per
activitIes. cent
percent consists of courses 
 An additional


particular tailored forty

client, to the
which needs
may of a
he 
 a government, 
a private
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enterprise, or -s -psrastatal organisation. The remaining 
twenty per cent consist of specialised courses, many of 
shorter duration, designed for special groups of people. 

Examples of the latter are courses in construction
 
management for contractors or in international procurement
 
for purchasing officers.
 

Regular open courses are usually ten weeks in length and
 
cover such topics as financial management, project
 
planning and management, human resource management,
 
marketing and export promotion, and various aspects of
 
transport management. ESAHI possesses a special
 
competence in the transport field.
 

ESAMI offers a twelve-month post-graduate course leading
 
to a diploma in Management intended for experienced
 
executives. There has been some discussion of converting
 
this to a Master's degree programme. Also, for several
 
years ESAMI has offered a long-term accountancy program in
 
Uganda preparing students to pass the ACCA board
 
examination.
 

Some courses given away from Arusha are offered in
 
cooperation with national training institutions; others
 
are given quite independently. However, use is often made
 
of co-opted faculty from national universities or training
 
institutions.
 

Special Competencies in Methodology or other Features:
 

Instructional techniques are on the whole traditional,
 
with some use of the case method where appropriate, and
 
some audio-visual presentations. There is a critical need
 
for appropriate cases and other Africa-based teaching
 
materials, however. Many of the consultants (instructors)
 
would like to make greater use of case-method instruction
 
and introduction of experiential learning methods. Action
 
training and organisation development work remain to be
 
brought into ESAMI's scope of activities.
 

Consulting Activities:
 

Consultants (instructors) at ESAMT engage in a number of
 
consulting activities for clients both public and
 
private. Among such clients are the Economic Commission
 
for Africa and various banking institutions in East Africa.
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Research Efforts:
 

Some research is necessarily involved in consulting
 
activities, but in general relatively little research is
 
done owing to the heavy workloads of the consultants.
 
Some engage in research on their own.
 

Commentary:
 

Only two or three of ESAMT's member states have ever paid
 
their quotas of support. Consequently, some ninety-four
 
percent of income is derived from course and consultancy
 
fees, mostly the former. The remaining six percent is
 
provided by grants and subventions from donors and country
 
subscriptions. Also, some clients who pay for
 
participants, including government agencies, do not always
 
pay promptly. The result of these difficulties is that
 
ESAMI must always struggle to bring in income by giving
 
courses as often as possible with as many participants as
 
can be recruited. Fuch a pace of teaching leaves no time
 
for reflexion unsupported research, or writing, to say
 
nothing of African case development. These problems are
 
aggravated by a continual cash flow deficiency. Related
 
to the tight financial situation is the question of
 
costing out the varied activities, a matter on which ESAMI
 

needs some assistance.
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Name: 
 Tnstitute of Development Management (1DM)
 

Location 
 Gaborone, Botswana, with branches in 
 Maseru, Lesotho, and
 
Mbabane Swaziland
 

Size of Staff
 

Authorized: 
 20 
 Actual: 
 20
 

Persons Enrolled per Year:
 

Total Persons: 
1,200 approx. Person-weeks: 
5,000 approx.
 

Physical Facilities:
 

IDM facilities 
 in Gaborone 
 are located on 
the University
of Botswana campus. They 
are comfortable 
 and quite
adequate, and 
 a sharing of university facilities is
possible. 
 IDM has a resource centre with 
 library of 
over
6,000 volumes, plus 
 a good collection of films, audio and
visual casettes, periodicals and 
 other training materials
and equipment. 
 In Swaziland, 
 a campus-like 
 setting is
shared with 
 the Swaziland 
 Institute 
of Management and
Public Administration 
(SIMPA), and 
again some 
 sharing of
facilities, such as 
 cafeteria, 
is helpful. Facilities in
Lesotho are 
quite suitable and are 
 on government 
property
adjacent 
 to the Department 
 of Manpower Planning.
Continued expansion in 
 any of 
 the locations
eventually make necessary some 
will
 

additional 
 construction 
or
moves to larger quarters. 
 Residential accommodations 
are

available at all sites.
 

Structure of Management:
 

The IDM has 
 an autonomous Governing 
Board of 
 twelve
persons, plus 
 the Regional Director 
and the Secretary.
Four are 
 chosen from 
each of BLS
the countries, and
include government 
 permanent 
 secretaries, 
 university
administrators, and persons 
from the private sector.
Board makes 
general policy, approves salary scales, fees
The
 

charged for various 
 services, and 
 appoints 
 the Regional
Director 
who is responsible 
 for general operations. A
Memorandum 
of Agreement between 
 IDM and 
 the BLS
governments 
 determines 
 IDM's international 
status and
relationships to 
the respective governments.
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Speciallisation:
 

Fields of study, 
 each with several courses 
of varying
duration, include accounting 
and finance, communications,
development management, 
 education administration,
electronic 
 data processing, health 
 services management,
general management (including a number nf rnurses with a
specifically private sector focus), 
 public administration,
 
and training of trainers.
 

Special Competencfes inMethodology or Other Feature:
 

Conventional teaching methods 
 are used for the most part,
with use of audio-visual equipment, field 
 work, and
internships 
or attachments for on-the-job experience in
several programmes. Although there 
is a course or two
computers, introduction on
 
of computer-assisted 
 ih.vtructlon
is a method for the future. Some certificate prograwmes,
such as those designed for middle 
 and senior-level public
officials, 
 local government administrators, 
or health
personnel, are 
quite extensive in cover-ge 
 and include
field work, projects to be completed on the job between
sessions, and other work-related activities. 
 Experiential


learning is valued at 
1DM.
 

Consulting Activities:
 

IDM faculty engage 
 in a number of consulting activities
each year, although not everyone 
 has the opportunity 
 or
time. Clients include governments, private and parastatal
enterprises, international 
 organisations, 
 and donor
agencies. Nevertheless, teaching remains 
 by far the
 
foremost activity.
 

Research:
 

IDM faculty are prepared to undertake 
 research
assignments, and 
 some do occur. There is 
a need for

funded applied research.
 

Commentary:
 

1DM faculty are equipped mostly with masters 
degrees. Two
hold Ph.D. degrees, 
 one of whom is an expatriate. Two of
the faculty are currently in the 
 United States earning
masters degrees. There 
 is need to up-grade faculty by
additional study abroad, 
some at the doctoral level, 
 some
in teaching methodo'ogy as 
well as in substantive advances
 
in their specialties.
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Persons 
 from ou;si-e- the
increasing BLS Countries 
 are 

is 

use of IDM programs. making
IDM 
 the extent A major question facing
region, and 
to which it is prepared to
how this might serve a Widerimpact 
 t Governingstructlire. o Board
 

Since 
 IDM 
was 
 founded
support in 1974,
and it
technical has had 
 financial
International assistance

Development Agency from 
 the 
 Canadian
funded (CIDA)
a number This 
 assistance
expatriate regional 

of expatriate instructors

director. as well as
This the
assistance
been phased out, ending in December has now
the faculty 1984.
are now All but
African, two
director of
and
has been an African
appointed. regional
financial
in the support may cause serious 

The loss Of
years tO COme, external

financial
theSSfiaca 
 difficulties


in df
yars
te o cmealthough .
 has been carried out gradually without
telocalization
serious programme
resources. 
a drain 
 on
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Name Mananga Agriculturl" nagement Centre
 

Location: 
 Mhlume, Swaziland
 

Size of Staff:
 

Six. These are supplemented 
from time 
to time by visiting
 
lecturers.
 

Persons Enrolled per Year:
 

Varies, but over 
I00 middle and senior managers.
 

Physical Facilities:
 

The Mananga Centre is 
located in a beautiful rural area in
the north-eastern 
part of Swaziland. 
 It is an 
 ideal
campus community in 
 many respects, 
 with individual
residential 
 accommodations 
 for thirty-five students,
excellent classrooms, library, 
 assembly 
 room, refectory,
recreation 
 room, outdoor 
sports facilities, 
 including
tennis 
 court, and residences for 
faculty. 
 The surrounding
area is an agricultural 
 region devoted mostly 
 to sugar
cane. 
 The agricultural management centre does not 
operate
a farm, however; 
 it is dedicated 
 to management, 
 not
 
agricultural technology.
 

Structure ofManagement:
 

MANC is 
 owned and operated by the Commonwealth Development
Corporation, 
 a British 
 statutory corporation. 
 The

director and staff are employees of the CDC.
 

Specialisations:
 

Major subject areas 
 covered 
 include accounting and
finance, organisation 
 structures 
 and behavior, large
estate management, 
 development 
 and micro-economics,

management 
 of agencies serving the 

and
 
rural population.
Regular courses 
 are eleven weeks in 
 length and short
courses may 
 run from one 
to six weeks. Short 
courses 
are
given from time 
to 
time away from Mananga as well as at
 

the Centre.
 

Specla Competenclesin 
ethodologyorOther Features:
 

Instructional 
 methodologies 
 are 
 quite advanced, and
include the use 
of audio-visual 
 equipment, closed-circuit

television, 
 computers, 
and an agri-business game. They
stress 
a high level of involvement by 
the participants 
and
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a minimum 
of recu'TJs. 
 Specially 
tailored 
 courses are
available to individual managers who are 
unable to 
 attend
regular courses 
or who need special study.
persons Up to three
may be attached 
 to courses 
 in a training of
 
trainers programme.
 

Consulting Activities:
 

Centre staff are available for consulting assignments
client organisations with
 
and an increasing


assignments number of such
are negotiated 
 each year. They frequently
lead to in-house training courses 
for client staff.
 

Research:
 

A certain 
amount 
 of applied research 
 is involved
consulting in
assignments. 
 There is no specific research
 
programme.
 

Commentary:
 

The geographic isolation 
 of the MAMC is somewhat
problem when it of a
 comes 
 to 

but it 

bringing in special lecturers,
is also an advantage in 
 that it 
 eliminates
distractions 
 of urban surroundings 
the
 

and promotes
interchange 
 and close contact among a 
usually diverse
group of participants and between them and the 
faculty.
 

Faculty are 
widely experienced in 
the African region,
their relationships but
with client organisations are 
limited,
and from the standpoint 
 of localisation 
 all are
 
expatriates.
 

The Centre's ownership by the CDC tends 
to cut it off from
other donors. 
 This is particularly a 
problem inasmuch
income 
 from courses fails 
as
 

to cover 
costs and the shortfall
must be made up by the 
 CDC. Tuition 
 is relatively
already, and high
even 
 with full enrollment in all courses it
would be difficult 
 t ach'eve 
 a balanced budget. More
off-campus 
courses 
 -an provide some relief. 
Over the past
three years, the 
 situation 
has been
financing helped by the
of a special course 
by the European Development
Fund of the European Community through SADCC.
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Name: Panafrican Institt-i Tor Development (PAID)
 

Location: Kabwe, Zambia
 

Size of Staff:
 

Seven, including the director and a senior researcher.
 

Short-term consultants may also be used from time to time.
 

Persons Enrolled per Year:
 

Varies depending on courses offered in-country outside of
 

Zambia. One-year course in planning, management, and
 

evaluation of rural development projects enrolls about
 

forty. Various seminars are alEo held enrolling additional
 

people. (future of 240 a year)
 

Physical Facilities:
 

PAID (Kabwe) has been operating in Kabwe, 140 kms north of
 

Lusaka, Zambia, since 1970 using the Zambian Government's
 

Community Development Training Centre. The facilities are
 

quite modest in size and do not provide staff housing. The
 

Government has donated to PAID over 
20 acres of land for a
 

new campus in Kabwe, but funds for construction of new
 

!uildings, including staff housing, are still being
 

sought. The present facilities are to be used until at
 

least 1986. Cost for new construction is estimated at
 

around US$ 7 million.
 

Structure of Management:
 

PAID (Kabwe) is part of the International Association
 

Panafrican Institute for Development incorporated in
 

in Douala and
 

Buea in Cameroon and in Ouagadougou, Burkina Fasso. It is
 

governed by its president, vice presidents, and an Assembly
 

of Delegates (15 in number) 


Switzerland in 1964. There are centres also 


composed of both individuals
 

and statutory bodies. Some are from Europe and others are
 

from African countries south of the Sahara. One is from
 

Canada. PAID (Kabwe) has Its own director who is
 

responsible to the central organisation.
 

Specialisations:
 

From its creation, PAID has focused on rural development
 

management. Main Items include integrated rural
 

development, development planning and administration,
 

project support and management, and similar subjects. This
 

continues to be the thrust of the Kabwe centre, which seeks
 

to serve fifteen countries of East and Southern Africa.
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Special Competencies in Methodology or Other Features:
 

PAID (Kabwe) uses a wide range of methodologies, some of
 
which are basically action-training methodologies. There
 
is much emphasis on field work and on-the-job training.
 
One project for training rural brigade leaders for Botswana
 
is a case in point, for it involved extended experience in
 
the brigades as part of the learning process. The training
 
is intended to be very practical and as closely related to
 
the workplace as possible.
 

Consulting Activities:
 

PAID directs its programmes at middle and some upper-level
 
personnel to help close the gap between policy makers and
 
people at the grassroots. Consulting and action-oriented
 
research 
 are a part of this, but so far very little
 
research has been undertaken at Kabwe for lack of :taff and
 
resources. Consulting is a regular part of the of
work 

staff, however.
 

Research:
 

Research has been limited largely to collecting data on the
 
research resources of the region served.
 

Commentary:
 

PAID, as an International Association, has enjoyed
 
substantial donor support from European, Canadian, and
 
United States agencies. Agencies have not only sponsored
 
participants to attend PAID courses, but they have also
 
contributed directly to the Organisation's budget. The
 
small size of the Kabwe unit and the limitations of
 
available space are serious constraints that limit
 
effectiveness. Given basic
its orientation to
 
organisation-based training and recognition of the
 
importance of both consulting and research to carrying out
 
its objectives in the rural development field, the
 
Institute could play a much more significant role were its
 
new campus in place and a larger staff employed.
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ANGOLA
 
Four 
 training 
institutions 

was will be mentioned for Angola.
not available 


Full information
on matters of staff, enrollment, 
or physical facilities.
 

Technical Centre forAdministration
 

This is 
(Centro Basico de Adminhstracao)
a technical 
center


Industry. of professional

It training
is intended in
as a training the Ministry 
of
managed by the Government and it 

resource for the productive units
offers focuses
medium-term on 
 "administrative 

skills."
training in accounting, stock control, office management
 

it
and secretariat functions, and secretarial skills.
offered 
 in 
 human Occasional 
 courses
creation in 1977, the Centre has 
are
 

resources management and industrial relations. 
 Since its
trained an estimated six hundred persons.
 

Politechnic Institute of Mararenko
(Instituto Politecnico de Mararenko)
This 
is 
 a technical 
 school
operational providing

aspects comprehensive 


training 
 in 
 the
 
of petroleum extraction, refining, and production. 


School is supported by Commerint of Italy and UNIDO, and has 

of havi.ng The
good facilities and good instructors. the reputation
to eighteen months. 
 There are plans to 

Courses last from thirteen
offer 
 training
aspects of the petroleum industry. 
in the managerial
 

Central
School of Economic Manaement
 

This 
(Escola Central de Gestao da Economia)
is an 
elite 
 staff 
college
supported by the Government of 

in the Ministry of Planning.
economic Cuba and it It is
Planning. 
 Participants of fers training

Ministry of in in central
Planning the courses offered are mostly from the
 

or managers
The 
 curriculum Of state-owned
is centered productive
around: enterprises.
accounting political 
economy, economic
finance, administration, Planning,
and personnel administration.
 

PartStaff
Colle
(Escola de Dirigentes do Partido)
Reference 
was made to a training
structure. 
 It is intended 
centre within the official 
 Political
to prepare cadres for the party, but the nature
 

of the currictilum 

party
 

was 
not explained.
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Name: 
 Botswana Tnstitute. f-'-Administration and Commerce (BIAC)
 

Location: 
 Caborone, Botswana
 

Size of Staff:
 

The teaching 
 staff is approximately thirty-five.
been augmented from time to 
This has
 

time 
 by two International
 
Labour Office expert instructors.
 

Persons Enrolled per Year:
 

In 1983-19A4, 
 over 
5,400 participants

examination at 

took a course or an
BIAC. Of these, 196 were in 
 public service
training, 
 180 were in certificate 
 or diploma courses in
accounting, 
 and very substantial 
 numbers
departmental courses of various kinds. 
were in
 

By far the largest
portion of 
the total pa~tIcipants were examination takers
(4,319), most 
 of whom were not 
 enrolled 

course. Some in any BIAC
176 were 
in secretarial 
training.
 

Physical Facilities:
 

BIAC has substantial classroom space, 
 offices, 
 and hostel
accomodation 
 for participants 
 from outside 
 the Caborone
 
area.
 

Structure ofManagement:
 

BIAC is a government operated training 
 institution
since 1975 set up
directly responsible 
to the Permanent Secretary
to the President. 
 It was 
given its present name in
When 1980.
first created in 1962 it 
was 
a trade school under the
Education Department. 
 It was subsequently 
combined
the Public with
Works Department 
 Training Organisation 
and
named 
 the Botswana 
 Training 
 Centre. 
 BIAC
participants accepts
sponsored 
not only by government, but also by
private sector institutions and parastatal organisations.
 

SpecIalisatlons.
 

BIAC remains 
 essentially 
 a trade 
 school offering
secretarial 
 training and 
 training 
 in various
fields special
such as postal 
 work, customs 
and excise work,
telecommunications, 
 and so on. 
 In the administration
field, courses are 
 offered 
 in clerical subjects,
administration, supply
basic 
 and 
 advanced
administration, and personnel 
government
 

management 
 (the latter
transferred now
to the Institute 
of Development Management).
Business studies 
are essentially in accountancy.
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Special Competencies in Methodology or Other Features:
 

Trade courses have long emphasized work-related experience

as part of 
 the training process. Courses in
administration and accountancy are essentially practical

and aimed at entry level participants.
 

Consulting Activities: None
 

Research: 
 None
 

Commentary:
 

BIAC is an important training institution for beginning

public service and private 
employees. Administration 
and
business courses 
are 
not truly courses in management,
 
however.
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Name: 
 Centre for Accounting Studies
 

Location: Maseru, Lesotho
 

Size of Staff:
 

Six full-time and nine part-time lecturers.
 

Persons Enrolleu per Year:
 

Not known. Those enrolled Include correspondence students
 
as well as 
persons who attend assembled classes.
 

Physical Facilities:
 

Four classrooms.
 

Structure of Management:
 

The Centre for Accounting 
 Studies is the training arm of
 
the Lesotho Institute of Accounts.
 

Specialisations:
 

Three professional 
 levels of accountancy are trained.
 
These include Public Accountant, Registered Accountant,
 
and Licensed Accountant.
 

Special Competencies in Methodology or Other Features:
 

None known.
 

Consulting Activities:
 

No information.
 

Research:
 

No information.
 

Commentarv:
 

None.
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Name: 
 Institute 
of Extra-Mural 
 Studies (TEMS), 
National University
 

of Lesotho.
 

Location: 
 Maseru, Lesotho
 

Size of Staff:
 

There are 
 twenty-two 
 full-time 
 teaching personnel and
 
forty-nine part-time.
 

Persons Enrolled per Year:
 

Around five hundred people 
 are enrolled 
 in some sort of
programme at any given time. 
 In Business and 
 Labour Studies,
there 
 are two-year Certificate 
 and Diploma courses. In
addition, courses of a non-certificate 
nature 
are given for
local business clients, the 
 number served 
averaging about
fifteen 
a year. Courses 
 include bookkeeping, 
 personnel
management, 
 and commercial 
topics, 
as well as instruction in
how to start 
a small business.
 

Physical Facilities:
 

A new campus in Maseru 
 provides twelve 
 classrooms 
and
conference a
room. 
 Not all space is 
fully utilised 
so that the
campus 
can offer supplemental space to other institutions.
 

Structure ofManagement:
 

IEMS is 
part of the National University of Lesotho.
 

Specialisations:
 

Eight divisions include; 
 Research 
 and Evaluation, 
Community
and Leadership Development, 
 Business 
Studies, Businessmen's
Training, Part-time Degree Programme, 
 Labour Studies, Media,

and Credit Union Education.
 

Special Competenciesin 
 Methodology or Other Features:
 

Many of the 
 studies are very basic and work-related. 
Others
 
are of university level.
 

Consulting Activities:
 

Consulting service is 
provided to 
some 
 business organisations

in basic office operations.
 

Research:
 

The Research 
and Evaluation Division develops data 
for use in
the . planning 
 of community education 
 and development
programmes. 
 The emphasis is on community needs analysis.
 

Commentary: 
 None
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Name: 
 Lesotho Institute 
o
 
Nof Public Administration (LIPA)
 

Location: 
 Maseru, Lesotho
 

Size of Staff:
 

There are 
 about a dozen local 
faculty, including the director
and a deputy, plus three expatriate instructors.
 

Persons Enrolled per Year:
 

Around three hundred and fifty persons 
a year take 
 courses
the Institute. at
These include 
 most levels of
service and the public
also persons from 
 parastatal organisations and
the private sector.
 

Physical Facilities:
 

Facilities 
consist 
 of 
 four lecture rooms. There are 
 no

residential 
quarters.
 

Structure of Management:
 

The LIPA depends directly from 
 the Prime Minister's 
Office
and is 
funded out of the budget of that 
office.
 

Speciaisation:
 

Courses 
 are of 
one to 
 four 
weeks' duration and range from
basic office procedures 
 to supervision 
 to human relations,
storekeeping, 
 personnel 
 management, 
 and budgeting
financial and
management. 
 In co-operation

Social with the Faculty of
Science 
 of the National University

Diploma Course of Lesotho, a
in Public Administration 
 is
Participants number from 25-35 a 

also offered.
 
year. The 
 courses 
offered
for the Diploma include 
 Social 
 and Political Structure of
Lesotho, Organisation 
Theory 
and Practice, 
 Elements
Economics of
and Statistics, 
 Managerial 
 and Action
Methods. Program and Research


Project Planning, Financial 
 Management,

and others.
 

Special Competencies 
inMethodology or Other Features:
 

Instruction 
 In action research methods is 
to be noted, as is
also beginning work in organisation development, 
 finance
manpower planning. and

Back-up 
 from expatriate 
 personnel


supports these efforts.
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Consulting Activities:
 
Consulting 


work 
 is 
 carried 

management, out in 
 registry,
and performance Stores


appraisal 

systems.
 

Lack of qualified 
 staff 
has impeded 
 research 
efforts

although the importance of undertaking 
research
recognized. is
the
e rtan 


Commentary: re earc 
 is clearly
None
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Name: 
 Management 
 Training -Centre, 
Polytechnic 
 Institute (Created
 

1981)
 

Location: 
 Blantyre, Malawi
 

Size of Staff:
 

Two permanent instructors and 
 a number 
 of part-time
instructors 
recruited 
 from private 
sector organisations in
Blantyre.
 

Persons Enrolled per Year:
 

Approximately six hundred persons are 
trained each 
 year. Of
this number, 
seventy percent 
are 
from the private sector and
the other thirty percent from public agencies and parastatal

organisations.
 

Physical Facilities:
 

Courses 
are given 
 in a small but adequate neu building on
the campus of the Polytechnic Institute.
 

Structure ofManagement:
 

The Centre 
Institute, 

Malawi. 

is an autonomous 
which in turn is 

unit of the Polytechnic 
a part of the University of 

Specialisations 

Courses on campus are mostly 
three-day

middle-level seminars emphasizing
business 
 instruction 
 . Topics include general
management, 
 finance, 
 export marketing,
management. and sales
Also, in-house 
 or organisation-based training
is given for lower-level employees of business 
firms.
 

Special Competenciesin 
 Methodo'ogy or
Other Features:
 

Lectures, discussions, and study of 
 locally-derived 
business
 cases characterise the present programme.
 

Consulting Activities:
 

A few consulting assignments with business firms have been
undertaken in the 
Blantyre area.
 

25 



Research:
 

The centre has attempted a training needs assessment in
 
the business community. Case materials have 
 also been
 
developed from local business experience.
 

Commentary:
 

The Centre leadership has aspirations to develop a
 
full-fledged business school with 
authority " to grant
 
academic degrees 
 in business at both undergraduate and
 
graduate levels.
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Name: Staff Training College-


Location: Mpemba, Malawi
 

Size of Staff:
 

The faculty consists of fifteen lecturers, many with
 

advanced degrees.
 

Persons Enrolled per Year:
 

There are dormitory facilities for approximately two hundred
 

persons at any one time. Courses vary in length and with
 

one exception are designed for lower-level and entering
 

government employees. The one exception is a high-level
 

management course given at a hotel each year with joint
 

sponsorship of the Royal Institute of Public Administration
 

in the United Kingdom. Persons attending the special course
 

is around thirty.
 

Physical Facilities:
 

The location is ten miles outside of Blantyre, and the ten
 

classrooms are adequate. Assistance from the European
 

Economic Community has provided a new library facility and a
 

dormitory for sixty women. However, there are problems with
 

sanitary facilities for the men's dormitory, and the college
 

needs a safe water supply. The dining facility is old and
 

too small. A 	new facility is needed.
 

Structure of Management:
 

The College depends directly from the Office of the
 

President of the Malawi. There is a Principal in charge.
 

Specialisations:
 

Essentially entry-level training in structure, rules, and
 

procedures of the public service. The exception is the
 

high-level training in management with assistance from the
 

British Royal Institute of Public Administration, provided
 

once a year with financial support from the EEC and the ODA.
 

Special Competencies in Methodology or Other Features:
 

Teaching methods are traditional.
 

Consulting Activities: None
 

Research: 	 None
 

Commentary: 	 Principal and faculty have aspirations for more top-level
 

training.
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Name: Department of Public 
 Administration, 
 Chancellor College,
 
University of Malawi
 

Location: Zomba, Malawi
 

Size of Staff:
 

There are six 
lecturers and a staff associate. The lecturers

all have studied abroad, three in the United 
 States and three

in the United Kingdom. 
 Five hold masters degrees and one an
 
advanced diploma.
 

Persons Enrolled per Year:
 

The public administration programme is 
 a four-year

undergraduate 
set of courses leading 
 to a Bachelor of Arts
degree. 
Over one hundred 
 students are enrolled, and about

thirty a 
year are graduated. 
 At the end of the third year,
students are evaluated as to whether they should be 
 given a
diploma or continued 
 for the fourth year and graduated with a

degree. Recently 
the input of students 
 has been reduced
 
because of difficulty in placing graduates.
 

Physical Facilities:
 

Physical facilities 
are very adequate on the university campus.
 

Structure of Management:
 

The department is an integral unit of 
 the college within the
 
framework of a government-operated university.
 

Specialisations:
 

The programme is a general 
one in public administration, with
 a recent increasing emphasis on 
 statistics, economics, 
and
management 
 to meet private sector needs. 
 In the public sector
 
area, new emphasis 
is being placed on local government with
 
the addition of a new course 
on the subject.
 

Special Competencies in Methodology or Other Features:
 

An interesting 
 feature of the programme is a period

attachment each year to 

of
 
government agencies 
or parastatals to
provide practical experience. 
 Reports on the attachments are
required in the following academic 
period. It 
 would appear


that the 
 curriculum is reviewed frequently to keep it 
relevant
 
to the needs of the market place. Computer science work is
 
available.
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Consulting Activities: Minimal
 

Research:
 

The university supports faculty efforts to develop Malawian
 
materials for use in the classroom through a system of 
financial support for such efforts. 

Commentary: 

In a country with extensive manpower needs in the 
administration and management field, the university program
 
certainly serves a very useful purpose. One wonders, however,
 
why there are placement problems for graduates.
 

89
 



MOZAMBIQUE 



MOZAMBIQUE
 

More than any other SADCC country, Mozambique suffers from an 
 acute paucity

of both trained manpower 
and developed training institutions. There does
 
not exist in Mozambique the equivalent of 
a national institute of public
administration, although 
a study is currently under way that could lead 
to
the creation of such an institution. The training 
taking place in the
country is largely in-house 
and organised by ministries or departments to
 
provide needed skills to lower-level employees.
 

There are 
some other efforts that deserve mention, however. The Bank
of Mozambique 
provides both pre- and in-service training for persons who
have potential to work for the bank 
or are already bank employees. One
 course lasts for three 
 years and may be entered by persons with six years

of primary education. There are 
also short courses conducted 
 at the bank,

and some people are sent to short 
course abroad.
 

The Ministry of External 
 Trade provides in-service courses in
insurance, import and export practice, 
foreign exchange, and so on. It
also conducts 
 seminars for directors 
and other senior officials on

planning, co-ordination, and other topics relevant to 
i:iternational trade.
 

The Department of Economics at Eduardo Mondalane 
University offers 
 a
general three-year degree in economics. Students 
enter the university
after completion of grade eleven. 
 A five-year programme 
 is planned in
1985. Of the twenty faculty members, only eight are 
nationals of
 
Mozambique and only five hold Master's degrees.
 

The School of State and Law 
has focused on 
political education to
up-grade leadership skills and 
 to create new political leaders. Emphasis

is on the political principles of FRELIMO. 
 An effort is currently being
made to shift the 
 emphasis to public administration training with 
courses
 
in sectoral management, information and registry, basic 
typing, etc. Lack
of trained staff 
 presents serious constraints for the School. 
At best. it
 
can only offer elementary training.
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Name: Swaziland Institute of Management and Public 
Administration (SIMPA) 

Location: Mbabane, Swaziland 

Size of Staff:
 

The faculty consists of six instructors, including the
 
director. The authorized staff is twelve instructors, and
 
the vacancies are owing to the inability to recruit
 
qualified people at current salary levels.
 

Persons Enrolled per Yea:
 

Approximately one thousand people participate in SIMPA
 
training programmes each year, most of whom are
 
middle-level government employees. Occasionally courses
 
are given for higher-level people and some are for more
 
junior staff of the public services. Courses vary from
 
two weeks to six months in length. Most are of four weeks
 
duration.
 

Physical Facilities:
 

SIMPA enjoys a campus-type location on a hill on the
 
outskirts of Mbabane. There are adequate classrooms and
 
conference rooms, office space for faculty and staff, a
 
library, a refectory, and hostel accommodations for
 
twenty-four participants. A larger number can be housed
 
in less suitable facilities, but these are seldom used.
 
There is some audio-visual equipment, plus one
 
mini-computer used for word processing and office
 
functions only.
 

Structure of Management:
 

The Institute is an integral part of the Ministry of
 
Labour and Public Service to which the Principal reports.
 
A recent recommendation by an outside consultant that
 
SIMPA be granted the status of an autonomous institution
 
has been accepted by Cabinet, but there are a number of
 
procedural steps to be completed, Including the
 
determination of a governing board, before autonomy 
 can
 
become a reality.
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SpecialIsations:
 

The range of course offerings is wide. 
 There is 
a course
for recent diploma holders or degree graduates who enter
the public service. An accountancy induction course
given for employees is
 
in accounting positions on temporary
status who must pass examinations 
to become permanent.
There 
are courses for postal workers, for managers of
educational institutions, and 
for trainers of extension
workers. 
 General Management, Financial Management and
Budgeting, and Planning and Managing Projects 
are the
subjects of other courses. 
 An introductory course
computers has been started, but it 

on
 
can deal only with
theory as 
there are no computers available for instruction
 

purposes.
 

Special Competencies 
in Methodology or 
Other Features:
 

In many courses an effort is made 
to involve participants
in the instructional process through discussions, role
playing, and 
simulation exercises. 
 Lecture with
discussion constitutes the 
predominant 
form of instruction
 
for most courses.
 

Consulting Activities:
 

Faculty are 
available for some consulting work, but 
little
 
is done.
 

Research:
 

Research is 
recognised as 
a need in the Swaziland context,
 
but so 
far little has been attempted.
 

Commentary:
 

Owing to its 
small staff and recruiting difficulties,
SIMPA has been able to accomplish only a limited 
portion
of its objectives. 
 Tf organisational autonomy and
adequate funding can be achieved, it 
can become a major
resource 
in preparing the country's 
 present and future
 
managers.
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Name 
 Institute of Development Management (1DM)
 
Location: 
 Mzumbe, Mrogoro, Tanzania
 

Size of Staff:
 

There are over one 
hundred 
 faculty,
number plus
of tutorial a considerable
assistants 
 administrators,

professional staff. 

and other
 

Persons EnrolledperYear: 

Normally, there are between nine hundred
students 
 enrolled and one thousand
at IDM 
at any given time.
many of the courses Inasmuch as
run for
individuals three yeari,
entering the number of
or

considerably less. 

leaving the Institute each year is

however, as well 

There are courses of shorter 
duration,
as workshops 
and 
 seminars 
for various
types of managers from government 
or public enterprises.
 
Physical Facilities:
 

IDM has nearly one 
 thousand 
 acres
miles of land
west situated
of Dar es 135
Salaam.
classroom Its buildings
space, dining include
facilities
dormitories to for 1,000 
 people,

facilities, 
 and 

house 1,000 students, library, recreational
other 
 related
facilities structures.
inadequate, Library

classrooms 

are 
however, 
 and
are needed. additional
Many structures
condition 
owing to 

are in very poor
lack 
 of maintenance in recent years.
There is 
no computational facility.
 
Structure of Management:
 

The Institute of Development Management
its 
 present was established 

former Institute 

at
location in Mzumbe in 1970 by amalgamating the
of Public 
Administration
former University (part
College) of the
and the
Rural Development Local Government and
Training 
Centre,
Mzumbe. already
The Governing situated at
Body consists
appointed 
 by the of a Chairman,
President
approximately nineteen 
of the Republic-


permanent other members, some 
And
 

secretaries of whom
of ave

Principal key government 
ministries, the
of the Institute,
University representatives
of Dar es of the

well as 

Salaam and the Co-operative Union,
the workers' as
organisation
exceed 10) who and others 
 (not to
are appointed by the Minister for Manpower
Development and Administration.

Development The Ministry
and Administration of Manpower


also exercises government
oversight of the 
Institute.
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Speciallsation:
 

Advanced Diploma .eotrses are offered under the Department
 

of Administrative Studies. These include: Public
 

Administration, Hospital Administration, and Economic
 

Planning. An Ordinary Diploma is offered in Law, and
 

certificates are offered in Manpower Management, Law and
 

Local Government Administration and Local Government
 

Finance. Under the Department of Business Studies,
 

Advanced Diplomas are offered in Certified Accountancy and
 

in Business Administration, while a Post Graduate Diploma
 

is available in General Management and a Certificate in
 

Basic Management.
 

Special Competencies in Methodology or Other Features:
 

IDM faculty for the most part hold university degrees at
 

the Master's level, although quite a number also hold the
 

Doctorate. Most of the advanced degrees were acquired
 

outside of Africa, from Europe to Australia, to North
 

America. One basic reason for creation of IDM was to have
 

a management and administration programme relevant to
 

Africa and Tanzania in particular. To a considerable
 

degree, this seems to have been achieved through a strong
 

emphasis on learning by doing. Extensive internships and
 

participative learning are a feature of the programmes.
 

This type of effort has been reinforced in a recent
 

USAID-sponsored project in Training for Rural Development
 

in which action-trainers have played a key role.
 

Consulting Activities:
 

Faculty assist government departments and enterprises in
 

determining needs and designing special training
 

interventions. They also assist in addressing problems
 

and seeking to find solutions.
 

Research:
 

Applied research is a part of the work of many faculty
 

members who work with real management issues and problems.
 

Commentary:
 

The management training needs of Tanzania are so great
 

that the best efforts of IDM, and other institutions, can
 

only deal with a small portion of them. There are
 

literally thousands of people in management positions at
 

high and middle levels who have had no training for those
 

positions, and most will never see the inside of IDM. It
 

should be noted that 1DM serves Tanzania, not other
 

countries of the region. It is, nevertheless, one of the
 

strongest management training institutions in the Eastern
 

and Southern African region.
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Name: Institute of Financial Management (IFM)
 
Location: Dar es Salaam, Tanzania.
 

Size of Staff:
 

The faculty is around fifty in number.
 

Persons Enrolled per Year:
 

The Institute has a capacity of 600 students, but more than
 
that number are enrolled, if short courses are included. It
 
has hostel facilities for 250 students.
 

Physical Facilities:
 

IFM is located in downtown Dar es Salaam. The structures are
 
old and deteriorating rapidly owing to lack of maintenance.
 
The library is outdated and text supplies are not adequate.
 
There are no computational facilities, which is serious
a 

deficiency in an financial management training centre.
 

Structure of Management:
 

The Institute of Financial Management is a government-operated
 
institution.
 

Specialisations:
 

The major functions of the IFM are to provide three-year
 
advanced diplomas in the fields of banking, professional
 
accountancy, insurance, tax administration, and financial
 
administration, 
catering to the banks and other financial
 
institutions of the country. It also runs a series of short
 
courses in accountancy, project evaluation, small scale
 
industry development, capital management, and management
 
audits.
 

Special Competencies in Methodology or Other Features:
 

Heavy dependence on the lecture method is in part a reflection
 
of scarce texts and other teaching materials.
 

Consulting Activities:
 

There are some faculty who engage in consulting.
 

Research:
 

The IFM is not a research institution.
 

Commentary: None
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Name: University of Dar es Saaam--


Location: Dar es 
Salaam, Tanzania
 

Size of Staff:
 

The Faculty of Arts and the 
 Faculty of Commerce and Management
 
are the two 
 groups engaged in some form of management training.

Total numbers do not exceed 25 people
 

Persons Enrolled per Year:
 

Data on undergraduate enrollments 
are difficult to evaluate as

people enrolled in a course 
do not necessarily graduate with 
a
degree in the management or administration field. 
 At the masters
 
level, however, five candidates will be 
 admitted to a new MPA
 
degree in 1985, 
and the MBA programme, now in existance 
 for six
 
years, admits less than twenty students a year.
 

Physical Facilities:
 

General facilities of 
a large university are used. Classrooms
 
are adequate. There are no computationnal facilities, however.

There are shortages of 
books and other equipment, and library
 
materials h~ve not been kept up-to-date.
 

Structure ofManagement:
 

The University 
of Dar es Salaam is a government operated

university, have the 
 usual academic officers, faculties, and
 
departments. 
 Faculty perceive themselves as underpaid, and the
 
certainly are in contrast to the faculty at ESAMI in Arusha.
 

Specialisations:
 

The programmes 
are basically pre-entry education. That is, they
 
are for persons who 
have not yet entered the work force. 
 There
 
are really no specializations in 
 the field of management other
 
than accountancy.
 

Special Competencies in Methodology or Other Features:
 

The lecture method is primary 
mode of instruction. There is a
 
heavy focus on theory.
 

Consulting Activities: Virtually 
none.
 

Research: Individual faculty engage in 
some research.
 

Commentary:
 

The numbers graduating from the university are 
 far too small to
have a significant Impact 
 on the management scene in Tanzania.
 
Nevertheless, some graduates have become 
 strong faculty members
 
of training institutions in the region.
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ZAMBIA 



National Institute of Public Administration (NIPA)
 
Name: 


Location: Lusaka, Zambia
 

Size of Staff:
 

Deputy Principal, and
 the Principal,
including
Seventy-five, were
and seventeen
were vacant
Eleven positions
Registrar. 


filled by expatriates.
 

Persons Enrolled per Year
 

totals 700.
 on three campuses
capacity
residential
Student courses
larger because
considerably
However, enrollments are 

to an annual calendar and many 

in-service
 
do not all conform 


require residence facilities.
 participants do not 


Physical Facilities:
 

are

several diploma courses 


The Main Campus in Lusaka, where 

a sizable library, and
 

very suitable faciltiies,

given, has 
 Campus,
 
residential quarters for 400 students. suitable
 

The Burma Road 


are offered, has 
courses
certificate
where many The Chalimbana
for 200. 

classroom and residential 

facilities 

of Lusaka, where
 

kilometers
located some 40 east 

Campus, is the smallest, with
 is provided,
accountancy
training in 


hostel quarters for 100.
 

Structure of Management:
 

is a
Administration
of Public
Institute 

a government ministry, personnel 

division of
The National 


department within require
decisions
Programme and financial 
the Cabinet Office. and
for Personnel
Secretaries
of the Permanent
approval (from the University
 
Finance. 
An Advisory Broad 

of 12 members 


parastatal enterprises, and government 
members) is
 

of Zambia, of
only. Operation

implies: advisory
precisely what the name 


is the responsibility of a Principal 
and Deputy
 

the Institute is a
 
The Permanent Secretary of 

the Cabinet Office 

Principal. 

key decision maker.
 

Specialisations:
 
training,


in general administrative
are
Major programmes 
 accountancy;
management;
in personnel
a diploma
leading to 
 executive training;
administration;

legal training; hospital and
in accountancy
A diploma course
training. 


to begin in 1985.
 
and secretarial 


auditing Is 


Other Features:
 
Special Competencies in Methodology or 


1964, the NIPA has attempted to keep in
 
its crc:ation
From in 

too heavy
 
forefront of training methodologies 

and to avoid 

the 


97 



a reliance 
 on lectures

instruction. as the principal 
 method
Thus case studies, syndicates, role of
playing,
various practical and
 

exercises 
have been stressed.
over 20,000 volumes A library of
has made 
 substantial
available, although the reading material
earth of African 
materials 
 remains 
a
problem.
 

Consulting Activities:
 

A consultancy 
and research 

Campus of 

unit has been created on
the Institute, the Main
with 
an initial
three. establishment
The posts had not been filled at 
of
 

the time of the field
visit.
 

Research:
 

See above.
 

Commentary:
 

The Zambia 
 Institute 
would
foundation seem to offer an
for excellent
a strong 
 national
programme. management
A major training
problem 
 has
recruitment and retention of top 
been and remains 
 the
quality instructional
Salaries 
and conditions staff.
of service 
are not considered to be
competitive and there is insufficient staff housing.
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and
Studies
and Administrative
of Political
Departments
Name: 

Business and Economics, 

University of Zambia
 

Lusaka, Zambia
 

Size of Staff:
 

has three faculty, 


Location: 


the
 

The Business and Economics Programme 


Political and Administrative 
Studies Programme has thirteen.
 

per Year:
Persons Enrolled 

in the
students
equivalent


Approximately two hundred in
sixty full-time the

and
Department
and Economics Four
Business Department.
Studies
and Administrative
Political degree programme
Master's
a two-year


students are enrolled in 


in Public Administration.
 

Physical 
 Facilities:
 

and related
classrooms 

campus provides adequate


University 

Library is inadequate for advanced 

work.
 
facilities. 


Structure of Management.
 

Departments within the university structure.
 

Specialisation:
 

the undergraduate level with 
the
 

are all at 

The programmes programme in
Master's
inaugurated
of a recently
exception 

Public Administration.
 

Special Competencies in Methodology or 
Other Features:
 

None
 

Consulting Activities:
 

None
 

Research:
 

Very little has been undertaken.
 

Commentary:
 
Programme
the University 


There is close collaboration 
between 


the National Tnstitute 
of Public
 

and
Administration 


Administration.
 
in Public 
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Name: 
 School of Business and Industrial Studies, University of Zambia
 

Location: 
 Ndola, Zambia (Actually situated in Kitwe)
 

Size of Staff:
 

Approzimately twelve 
full-time faculty, about 
 half of which
 
are expatriates.
 

Persons Enrolled per Year:
 

Some five hundred students are 
 enrolled in pre-professional

studies in business and accountancy.
 

Physical Facilities:
 

The School is temporarily housed in Kitwe on the campus 
of the
Zambian Institute of Technology. 
 Facilities are overcrowded
and inadequate in 
 most respects. Funds 
 have never been
available 
to build on the 
 fine campus site at Ndola; hence

continuation in the temporary quarters at 
Kitwe.
 

Structure of Management:
 

The School is an 
integral part of the University of Zambia and
is headed by a 
dean, the first Zambian to hold the position,
 
as earlier deans were expatriates.
 

Specialisations:
 

The program is a general 
undergraduate 
 programme in 
 business
 
and commerce with heavy emphasis 
in accounting.
 

Special Competencies inMethodology or Other Features:
 

The lecture method 
 is used almost exclusively except in 
a few
advanced courses that make use of cases. 
 Overly large classes
militate against 
 use of more participaive teaching methods.
Also texts and other teaching materials 
 are scarce, 
 so that
there is little else 
to rely on but lectures.
 

Consulting Activities:
 

None.
 

Research:
 

None
 

Commentary:
 

Faculty teach 
as many as eighteen hours 
a week, leaving no
time for research, turnover is very 
high, as salary and
working conditions 
 are poor. Four expatriate faculty are

supported by international donors.
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and Trainint
Education 

Name: 	 Management Development Department, 


Unit, Zambia Consolidated Copper Mines
 

Location: Kitwe, Zambia
 

Size of Staff:
 

There are six positions authorised.
 
Three full-time trainers. 


Persons Enrolled per Year:
 

time, but
 
fifty students enrolled at any 

one 

around
There are 
 courses of
 as various short 


these figures vary considerably 


different duration constitute the 
bulk of the programme.
 

Physical Facilities:
 

are quite adequate.
Campus-like facilities 


Structure of Management:
 

a part of the Education and Training 
Unit of
 

is
The Department 

a state-owned enterprise.
 

the Zambia 	Consolidated Copper 
Mines, 


Specialisations:
 

for young middle-level with
managers, 

In-service training 


through training needs assessments 
made by
 

subjects determined 


divisional officials of the enterprise.
 

Other Features:
 
Special Competencies in Methodology or 


used extensively, 
 various
 
the lecture method is


Although 

also employed.
participative techniques are 


Consulting Activities:
 

None
 

Research: 
 None
 

Commentary:
 

Zambian, are trained professionals, 
and
 

The faculty, entirely 
 to
from time
officials 

their ranks are augmented by 

company 


time.
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Name: Institute of Personnel Management of Zimbabwe.
 

Location: Harare, Zimbabwe
 

Size of Staff:
 

A roster of 26 part-time people who are experts in various
 
fields offer courses.
 

Persons Enrolled per Year:
 

Approximately 400.
 

Physical Facilities:
 

Office space only.
 

Structure of Management:
 

The Institute is run by a council of seven with a 
President in
 
overall charge. National Officer, receptionist, printer and
 
messenger constitute the full time employees.
 

Specialisations:
 

All areas relevant to the personnel function.
 

Soecial Competencies in Methodology
 
or Other Features
 

Most courses include the following teaching methods: role
 
playing, use of films and 
 other visual aids, hand outs and
 
discussions. Groups are 
 kept small to ensure
 
presenter/student contact at optimum level.
 

Consulting Activities: None
 

Research: None
 

Commentary:
 

I.P.M. also runs a correspondence course in personnel
 
management and in personnel training which 
 lead to an
 
intermediate diploma. Students 
 may register at any time, and
 
exams are written twice a year (May and Oct.). Students have
 
to submit a prescribed number of assignments for each subject

in order to qualify for the examination. Some 200 students
 
are enrolled.
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Name: Training Management Bureau (ThB)
 

Location: Harare, Zimbabwe
 

Persons Enrolled per Year:
 

30,000 per year (including all training centres).
 

Size of Staff:
 

Ten professionals 
 plus recruited short-term consultants for
 
specific courses and organizational development activities.
 

Physical Facilities:
 

Use hired facilities for training. 
 Head office situated in
 
the building of the Ministry of Public Service.
 

Structure of Management:
 

A Department in the Ministry 
of Public Service headed by a
 
Deputy Secretary and answerable to the Secretary of the Public
 
Service Commission.
 

Specialisations:
 

In-service training of civil servants 
 (a) areas common to all
 
Ministries, e.g., administration, and (b) specialised training
 
peculiar to particular Ministries.
 

Special Competencies in Methodology or
 
Other Features
 

Uses a variety of methodologies such 
 as role playing,
 

audio-visual presentation, similation, etc.
 

Consulting Activities:
 

Provides consulting services on a limited basis 
to Ministries.
 

Research:-


Limited to training needs analysis and evaluation and building
 
of training materials.
 

Commentary:
 

Note that the TMB has under it two major divisions, each
 
headed by an Under-Secretary. 
 The first is responsible for
 
rural development 
 training, and therefore encompasses the
 
National Training Centre at Domgoshawa and all provincial
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adnfistration
at the
 
and provides
activities
secondoversees
The
centres.
_rainintrinngcetrs. as well as other ad hoc dntre-
service 
 addition
management training 

Training Centres asct ie In wh h-eads.National o ns ble
.
iandsm y... nistration
 , s- at on en training activitiesdirhl Sation ma age"mentadi 

ut forea
 

an Assistant Secretary 
respon 


there is to
 
TMB who is answerable 


the
in 

the TMB as a 

whole.
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Name: 
 Zimbabwe Institute of Management (ZIM)
 

Location: 
 Harare, Zimbabwe. 
 There are branch offices in Bulawayo, Kwe
 
Kwe, Gweru, and Masvingo.
 

Size of Staff:
 

Three full time staff plus a pool of consultants.
 

Persons Enrolled per Year:
 

Approximately 1,200
 

Physical Facilities:
 

In Harare, there are 
 two conference rooms, 
one accomodating

30 and the other 15 people. 
 In other locations, 
use is made
 
of hotel conference rooms.
 

Structure of Management:
 

The President of 
 the Institute and a 
Council of elected
 
members 
oversee the work of a Director and Deputy Director 
of
 
Training.
 

Specialisations:
 

General management training 
with emphasis on human relations
 
skills and conceptual skills.
 

Special Competencies in Methodology or Other Features:
 

The case study method is used extensively, with cases
 
developed by the Institute 
 staff. The Institute also makes
 
use of some 160 training films.
 

Consulting Activities:
 

The Institute is a 
member of the Government Management

Training Bureau 
 Consultative Committee and 
 of the Training

Advisory Committee to the 
 Zimbabwe Institute of Public
Administration 
 and Management. Consulting 
services are
 
available 
to member organisations of the 
Institute.
 

Research:
 

Limited to case development primarily.
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2167 private members
 
The Zimbabwe Institute of Management 

has 

from the
subscribers
or collective
207 institutional 
 banks,
and 

sectors, including major

and industrial
commercial 
 and small
and large
conglomerates,
finance houses, 


a collective member.
The Government is 


to a Diploma in
 

businesses. 


are offered leading
examinations 


Business Administration.
 
Professional 


total
held with a 

some sixty-five seminars were 


1984-85,
In 
A two week residential seminar
 over 1,000 people.
of
participation a
In 1985-1986, 


was also offered at the University 
of Zimbabwe. 


the
 
Executive Programme will be offered 

at 

week International
four 
 of Zimbabwe programme


Both the University

Victoria Falls Hotel. 
 are expected to become
 

Executive Programme 


annual events.
 
and the International 
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Name: 
 Zimbabwe 
 Institute 
of Public Administration and Management
 

(ZIPAM) 

Location: 
 Harare, Zimbabwe
 

Size of Staff:
 

Four, including the director.
 

Persons Enrolled per Year:
 

The Institute is 
 not yet operational 
 and has 
 given no
 
courses.
 

Physical Facilities:
 

Offices 
 are located 

occupied 

in a large office building also
by the Zimbabwe 
 Public 

Training Service Commission.
facilities 
 have not yet been identified, although
several possibilities 
 are reported 
 to 
 be under

consideration.
 

Structure of Management:
 

The Zimbabwe 
 Institute 
 of Public 
Administration
Management is and
to be the 
 top national

the training entity of
Public 
 Service 
 Commission. 
 The Public
Commission Service
is an 
 appointed 
 body responsible
recruitment for
and training 
of public 
 service personnel at
 
all levels.
 

Specialisations:
 

The ZIPAM 
 is being designed 
to train 
 senior
servants public
(assistant 
 secretary 
 level 
 and above) from
central and local government agencies 
 in the fields
(1) Development of:
Planning 
 and Management,
Administration, (2) Public
(3) Financial 
 Management, 
 (4) Human
Resources Management, and 
(5) Local Government Studies.
 
Special Competencles in Methodology or Other Features:
 

These are 
yet to be developed.
 

Consulting Activities
 

Yet to be developed.
 

Commentary:
 

None.
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Name: Department of Political 
 and Administrative Studies and
 

Department of Business Studies, University of Zimbabwe
 

Location: Harare, Zimbabwe
 

Size of Staff:
 

Approximately twelve full-time faculty.
 

Persons Enrolled per Year:
 

This is difficult to determine, inasmuch as programmes are at
 
the undergraduate level 
and students courses
take without
 
being majors in the specific subjects:
 

Physical Facilities:
 

Excellent classroom and other facilities on a newly developed
 
campus. Library is 
one of the more advanced in the region.
 

Structure of Management:
 

The departments elements a
are within School of Social
 
Science, which in 
turn is part of general university structure_.
 

Specialisations:
 

A post-graduate diploma 
 will be introduced in Public
 
Administration in 1985. In addition to courses in public

administration, organisation and 
 methods, public finance 
and
 
budgeting, new courses in development management and personnel
 
management are be into
to introduced the undergraduate
 
curriculum in 1985.
 

Special Competencies in Methodology or Other Features:
 

None
 

Consulting Activities:
 

Professors do in
engage consulting work, some for
 
international organisations.
 

Research: 
 A research programme is under development.
 

Commentary:
 

The Public Administration Programme -is of stronger
one the 

university programmes in the 
SADCC region.
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