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Executive Summary 

Context and Purpose of Project 

The Costa Rican Training for Private Sector Development Project was designed to respond 
to the needs of Costa Rica to re-establish, in times of economic difficulties, long term 
economic growth by expanding and diversifying exports to the world market. The project 
goal was to stimulate growth in production and exporting of non-traditional goods and 
services, and thus increase levels of employment and foreign exchange earnings for Costa 
Rica. The specific purpose of the Project (as stated in the "logical framework" of the RFP) 
was "to strengthen the human resources needed for developing the private sector through 
a selected series of training experiences; to develop an institutional capability far the 
provision of a range of training programs to Costa Rica in private enterprise, banking, and 
in institutions of higher learning; and to improve the critical support functions and the 
quality of professional level manpower (banks and universities) which they must provide the 
private sector, if the latter is to become an active competitive participant in international 
markets." 

The overall project consisted of three complementary components addressing different 
needs: a) long term training in the United States, b) short term training in Costa Rica, and 
c) short term technical training in the United States. Three institutions were responsible 
for various aspects of the direction of the project (see figure 1). A Cooperative Agreement 
and Memorandum of Understanding between the Coalicibn Costarricense de Iniciativas de 
Desarrollo, Prograrna de Capacitacidn (CINDE/PROCAP) and USAID provided the 
umbrella contract for the project. The overall coordination of the project and the 
implementation of the in-country component were the responsibility of CINDE/PROCAP. 
This report describes the Short ~ e r m  Training Project in the United States, which 
Education Development Center (EDC) developed and implemented, working in close 
collaboration with CINDE/PROCAP (and later the CINDE/Divisibn Industrial), 
USAID/Costa Rica, and EDC's collaborating institutions. The specific objectives of the 
U.S. component were: 

to provide short term, specific, practical, "hands-on" training experiences in the 
U.S. for managers and key administrators working in the non-traditional export 
sector of the Costa Rican economy; 

@ to provide short term, state-of-the-art technological and "hands-on" training in 
the U.S. for teaching staff of Costa Rican universities in order to improve their 
ability to develop and deliver needed private sector training in selected areas 
(Electrical Engineering, Industrial Production, Food Technology, Wood 



Figure 1. 

Cooperative Agreement 
USAID - CINDE 

Major Components in the Costa Rican Training 
for Private Sector Development Project 



Technology, and Economics), and enhance cooperation between the universities 
and the private sector; 

to provide short term training and internships in the U.S. for personnel from 
private financial institutions and the Central Bank of Costa Rica to reinforce 
general banking operational skills and improve analytical skills needed in 
banking operations. 

Training Approach 

The focus of the Short Term Training Project in the United States was managen in h e  
private sector, but training was also provided to professors of higher eduction (the 
Universidad de Costa Rica [UCR] and the Instituto Tecnol6gico de Costa Rica [ITCR]) in 
selected areas, and to managers in financial institutions. 

To increase the impact of the training, priority was given to those sectors with the greatest 
potential to contribute to the overall goals of the project and most prepared to take advantage 
of the training, and to targeted decision-makers--the owners and managers of key firms within 
each secqor. Training approaches were developed to respond to the specific needs of these 
experienced managers and professionals and accommodate the constraints on their availability 
to be away from the workplace. Typically training programs were quite intense, and ranged in 
duration from 1 to 3 weeks. They focused on practical information and strategies, "hands-on" 
and observational learning. 

Over the life of the project five different training modes were developed to provide the 
flexibility necessary to address the variety of concerns of Costa Rican businesspersons and 
professionals: 

Customized Programs were developed for groups within a single sector, focusing 
on the unique needs of their businesses and sector. These generally emphasized 
exporting, commercialization, marketing, and/or production techniques. 

Packaged Programs offered managers the opportunity to attend programs 
alr2ady designed and being offered in the U.S. EDC identified programs which 
were appropriate for Costa Rican managers. Individuals could attend a program 
whose published objectives closely corresponded to their own needs. 

Conferences/Expositions provided managers with the opportunity to attend an 
international show and learn about the latest technology in their fields, assess 
the comparative quality of their products, identify market opportunities, and 
make business contacts. 

Internships allowed individuals, through placement in a company, to gain 
technical skills or learn a specific process or marketing strategy. 



Self-designed Programs were proposed by managers themselves, and focused on 
a particular company need, such as finding new sources of raw materials or 
machinery, exploring new markets, or receiving specific training on machinery or 
manufacturing techniques. They provided managers with the opportunity to hone 
in on their precise or most immediate needs. 

The programs types offered differing lengths of time away from the job, from 3 weeks the 
upper limit to 3 or 4 days the shortest. 

Project Achievements 

During the three years and four months of the project, 492 managers and professionals 
received training in 76 different programs; 24 different industries participated, representing 
more than 155 products and services, in addition to university and financial system 
professionals (see figures 2 and 3 for summaries by year and by sector). More than 26 
institutions collaborating with EDC provided training. Training took place in more than 38 
different locations throughout the U.S., from Mayaguez, Puerto Rico to Corvallis, Oregon; 
San Diego, California to Boston, Massachusetts--and points in between. The determination 
of geographical location for each program was based on the particular resources available 
there and the objectives of an individual or group of trainees. 

The project reached and exceeded total targets for participants trained. Eight private sector 
participants in addition to those projected in the "illustrative charts" of the final contract 
were trained (467 trained, 459 targeted); all of the 19 professors of higher education 
received training; 6 of the 8 financial managers were trained. (Original contract targets of 
238 for private sector, 24 for university systems, and 49 for financial systems were revised 
in contract amendments as circumstances and needs changed.) The lower than projected 
number of financial managers participating in the program resulted from a variety of 
circumstances, including the availability of other training options (not in existence at the 
time the RFP was written), diversity within the financial area, limitations on their time away 
from the job, and perceived lack of interest. 

The cost of training programs averaged $ 1242 per training week overall, with the financial 
and university programs being the most expensive per participant week, and the private 
sector agricultural programs the lowest cost per participant week. 

Challenges Faced During the Project 

Among the challenges encountered during the project, time constraints proved to be one of 
the most pervasive. Envisioned as a five year project in the project paper, the contract at 
first provided a two-year period for training, yet specified the same participant target 
numbers. Contract extensions provided additional time and increased the number of 



S hort-~erm Training in the U.S. 
Summary of Project Achievements 

Year 1 : (June 6,1988 - June 5,1989) 

Total Number of Participants .......... 87 
Total Number of Programs ............ 5 

Year 2: (June 6,1989- June 5,1990) 

Total Number of Participants .......... 17 1 
Total Number of Programs ............ 28 

Year 3+: (June 6,1990- September 30,1991) 

Total Number of Participants ......... ,234 
Total Number of Programs ............ 43 

Totals: 
Total Number of Participants .......... 492 
Total Number of Programs ............ 76 

Figure 3. 

Sectors Trained Summary Sheet 
1 

Food and Agriculture: 
.......... Total Number of Participants 223 

Total Number of Programs ............ 22 

Industrial: 
Total Number of Participants .......... 244 
Total Number of Programs ............ 35 

Financial Systems: 
Total Number of Participants .......... 6 
Total Number of Programs ............ 4 

Universw Departments 
Total Number of Participants .......... 19 
Total Number of Programs ............ 15 



participants to be trained. Top level managers of small and medium businesses found it 
difficult to be away for more than three weeks--not the six weeks called for in the original 
RFP. The level of specificity required by sophisticated managers resulted in more 
customized training than originally tnvisioned, and therefore necessitated a longer 
development time. 

The structure of the original contract tying administrative costs to completed person months 
of training placed unrealistic constraints on programming. This cost containment mechanism 
failed to take into account the development time frame and costs incurred throughout the 
program or the fluctuation between heavier and lighter training implementation periods. 
This structure was modified to provide flexibility needed for appropriate programming, and 
a substitute cost containment measure of an administrative ceiling and a percentage 
guideline for ratio between administrative and program costs was instituted. 

Difficulties were encountered in meeting the targets originally outlined for financial 
managers, and thosc funds ultimately were re-programmed to other sectors. Providing 
training in Spanish at the level of specialization required, or simultaneous interpretation at 
a reasonable cost, proved difficult or prohibitive at times, and alternatives were sought. 

Lessons Learned 

Throughout the project there were changes and modifications made as the project team 
observed trends and grappled with difficulties, and as participants shared their feedback. 
A few of the most important learnings are listed below. The most important appear with 
an asterisk (*). 

* A clearly defiired stratqy for reaching goals acts as a rudder, keeping the Project on 
come and Project Team on b o d  

A strategy, closely tied to the Project purpose, was developed and used in the 
selection of sectors and participants, and applied to program development and 
evaluation of success along the way. This served as a touchstone, and helped the 
Project team avoid many pitfalls along the way. 

* : . Coordination ii essential when responsibility for different aspects of the whole 
training p m w  are the province of different hsthtiom 

The "team approach" the three institutions adopted in their working relationships 
contributed to commitment and results, enhanced mutual satisfaction, and 
increased quality control. This withstood many challenges, including 
organizational and personnel changes in the institutions. 

4 



* spec if^ rnaruzgement and technical frahhg across counhy and cultural boundaria 
demands a ckar underJ?andh,g of participant"sed,~, the two contexis, and 
"appropriate technology." Management shan$ with pmeme in each country, 
contribulm signt*ficanlly to success. 

Staff from each country and familiar with each context was very important in 
achieving the level of customization desired. Differences in culture, business 
environment, size of industry, and technology had to be dealt with to rrwimize 
the potential for impact. Having staff in each country meant they could stay 
abreast of current developments and manage implementation issues more 
smoothly. The fast-paced, short term nature of the training made this especially 
important, as immediate action is often necessary. 

* 8 Attention to q d @  control, especidly in the be- pays off in satirfi 
participants who "market" w e  program themselves. 

Keeping the standards high and paying close attention to participants' feedback 
resulted in quality programs. As the reputation of the programs grew, the 
programs were actively sought by potential participants--the best form of 
marketing. Quality was enhanced through thorough understanding of the needs 
from the beginning, communicating these well to deliverers of training, and 
monitoring the process. 

* Shared Management Infinnation Systems are important for monitoring and "staying 
on target" where more than one utrtrhctro 

. . n i s  involved in different aspects of a 
complete pmesc. 

Shared spreadsheets for summarizing and projecting cost data and participant 
numbers increased communication among all the institutions and clarified 
implications of actions or decisions. This "shared knowledge base" and a uniform 
method of working increased the effectiveness of monitoring and reaching 
targets. 

* Sening targets both helps cand hinders achievement of project goah. 

Having specific targets for a sector or a program type helped in the planning and 
gave focus to recruitment efforts. Perhaps efforts to locate appropriate 
candidates were more vigorous because of target numbers. Targets also helped 
us agree on, and as a team be responsible for, the number and type of programs 
that could be achieved in a certain time frame. However, targets at times 
became too rigidly etched in our consciousnesses, and stifled creative thinking 
about other ways to achieve goals. Original contract targets for "person months" 
were totally unrealistic, and therefore had a discouraging and confining effect. 
Need to reach targets could feed the temptation to relax standards for qualified 



applicants. 

FWbility is i r e d  to sueces;rfd opemtion of a project of this nuture, and nee& 
and cirnunstances change. 

Changes in country and business environments, changes in staff and organizations 
managing a project, and global market circumstances necessitate modifications 
throughout the project. Flexibility must be built in. 

e Private sector businesses are ofren cahous about sharing information with 'Ipotentiul 
competitors"; value must be fiund fir a productive exchange of &as. 

In arranging and implementing visits to companies, mutual benefit must be 
perceive.d for a satisfactory exchange of ideas to occur. Within a participant 
training group, managers in the same sector may see themselves as "competitors." 
For productive exchange to occur, common ground must be established and the 
issue of competition and proprietary information confronted. 

There are many factom outside "trahhp" which contribute to or become baniem to 
4xporti.g successfurly. Efforts to m*culale these and seek solutrbns can contribute 
signrjti,antly to project hpact. 

Many training programs provided a. forum for participants to discuss and seek 
solutions to barriers blockifig successful exporting. Issues such as infrastructure 
(transportation, tariffs, availability of loans, etc.), limited availability of raw 
materials, and inferior packaging were discussed. Participants identified some 
steps they could take to decrease barriers. 

A small staff and the intensity required to devebp so many training programs in a 
h i t e d  time fmme contribute4 to "burn-out. " Ahpate  planning time is imp- 
to maintain staff morale and effectiveness 

Delays in contract decisions, and compressed time for achieving goals resulted 
in a much shortened planning time, lost opportunities for marketing and 
development, and programs scheduled simultaneously. This put additional stress 
on small staffs. 

Waen companies and participants are required to contribute of their own resomes, 
they approach the training more serious!y and use it more wkely. 

The commitment of companies and participants, demonstrated by their 
contribution of time and money, influences the1 success of the training and 
increases the potential impact on the company once training is completed. 



"Seasonal" factors are important com&mtwm in p h n h g  the time j m m  for 
realizing propuns, apcially in the agrkultuml sector. 

Harvest time in the U.S. may be short, and very specific, and may coincide with 
an important production time in Costa Rica. University professors in the two 
countries have totally different vacation schedules. This presents particdar 
challenges for "observational, hands-on" programs. 

Recommendations 

The following recommendations are made to enhance future projects of a similar nature. 
They encompass the areas of project design, management, effectiveness, and 
evaluation/follow-up: 

Project Design 

1) Training project designs should recognize training as one integrated process, from 
needs assessment through evaluation, and develop ways to maintain that unified 
integrity. Structures should be provided which will contribute to continuity, rather 
than fragmentation. These structures might include coordination mechanisms, joint 
planning time, and mechanisms for joint decision-making. 

2) Design should eliminate barriers to flexibility or unrealistic constraints, such as 
tying administrative costs to completed programs or specifying a strict time duration 
for each training program. It is unrealistic and counterproductive to tie 
administrative costs to completed participant months. Cost containment measures 
should recognize that training does not proceed at the same pace all the time, and 
that deve!opment is a legitimate and necessary phase in training. 

3) A training project involving more than one country can be strengthened if there 
is project management presence in each country. This maximizes clear understanding 
of the needs of both contexts, contributes to quicker response to a changing 
environment, facilitates smoother implementation, and enhances the possibility of 
appropriate technology transfer and training. Coordination mechanisms and mutual 
accountability should be anticipated. 

4) The design should be flexible enough to permit creative solutions for and cost- 
saving and programming alternatives to emerge. The particular needs of the target 
adult audience require creative solutions (for examp!e, mmagers in swll b s i n e w ,  
particularly in a culture where decision-making responsibility is centered in the 
"person at the top", find it difficult to be away from the job for long periods of time). 

5) A mid-point evaluation by an objective, experienced evaluator can provide 



valuable insights for project implementation. 

Project Management 

1) If several organizations are involved in the project, time should he built in to 
establish systems of communication and coordination, This is especially important 
in the start-up phase. 

2) Decisions regarding contractual changes need to be made at a pace that allows 
adequate planning time for both programming and staffing considerations. Delays 
are costly in lost opportunities for programming, planning, and marketing. 

3) A management structure that builds in the understanding of and responsiveness 
to both cultures and country contexts is important to assure agreement on goals and 
smooth operation. A well-coordinated, diverse management team can be more 
resourceful than management by a single institution. 

4) Time for thorough needs assessments should be planned at regular intervals 
throughout the project. 

5) Program planning should take into account differences in seasonal factors 
(especially for agricultural groups) and structural factors, such as differing university 
calendars, 

Project Effectiveness 

1) The impact of training can be inhibited by factors outside "training" itself. The 
environment can be supportive pf or plagued by barriers to successful exporting 
(inadequate transportation, excessive tariffs, inefficient customs processes, difficulty 
of obtaining loans, etc.). Attention to how these issues might be resolved can 
enhance project impact. 

2) On-going identification of "market niches" in the international market for the 
products of the country could become one factor in developing the criterialstrategy 
for selecting sectors and businesses. 

Project Evaluation and Follow-up 

1) Clarity of responsibilities for evaluations is important, so that valuable statistical 
data is not lost; mechanisms and resources should be available for data collection 
and analysis. Evaluation forms should be standardized and easily analyzed 



statistically. Mechanisms for obtaining written forms from participants in 
individualized programs should be devised. 

2) In-country evaluation and follow-up could provide valuable information for future 
programnling. 

3) Follow-up in-country could have an effect on the ability of businesses to ut3lize the 
information learned. Resources provided for this could increase the potential of 
long-term effects of the training. 



COSTA RPCAN 7i'RAIINING FOR PRIVATE SECTOR DEVELOPMENT: 

SHORT TERM TRAINING IN THE U S  

I. Objectives of the Project: 

The overall goal of the umbrella project was to stimulate growth in production and 
exporting of non-traditional goods and services, and thus increase levels of employment and 
foreign exchange earnings for Costa Rica. The Project Purpose was: 

a to strengthen the human resources needed for developing the private sector 
through a selected series of training experiences; 

e to develop an institutional capability for the provision of a range of training 
programs to Costa Rica in private enterprise, banking, and in institutions of 
higher learning; 

a to improve the critical support functions and the quality of professional level 
manpower (banks and universities) which they must provide the private sector, 
if the latter is to become an active competitive participant in international 
markets. 

The specific objectives of the U.S. component were: 

a to provide short term, specific, practical, "hands-on" training experiences in the 
U.S. for managers and key administrators working in the non-traditional 
export sector of the Costa Rican economy: 

to provide short term, state-of-the-art technological and "hands-on" training 
in the U.S. for teaching staff of Costa Rican universities in order to improve 
their ability to develop and deliver needed private sector training in selected 
areas (Electrical Engi~eering, Industrial Production, Food 'Technology, Wood 
Technology, and Economics), and enhance cooperation between the 
universities and the private sector; 

e to provide short term training and internships in the U.S. for personnel from 
private financial institutions and the Central Bank of Costa Rica to reinforce 
general banking operational skills and improve arlalytical skills needed in 
banking operations; 



The attainment of these goals is discussed in Section I l l  below. 

11, Training Methodology and Approach: 

Structure of Responsibilities & Coordination Among Institutions 

The project was structured so that three organizations (two in-country and one based in the 
U.S.) had responsibility for overseeing different components of planning and 
implementation. While the overall coordination of the larger umbrella project and the 
implementation of the in-country component were the responsibility of CINDE/PROCAP 
(and later CINDE/Divisi6n Industrial), USAID/CR, CINDE', and EDC each had 
responsibility for aspects of what is one congruent training process, from needs assessment 
and planning to evaluation and follow-up. (see figure 4) 

Because of this structure of "shared responsibility" for the training process, clear 
communication and coordination among the institutions was essential to the success of the 
project. This structure which could have resulted in confusion, complications, program 
delays, and conflict. However, one of the real strengths of the project was the "team 
approach" which individuals responsible for the project in each of the three organizations 
evolved. Strong relationships, clarity of role, common understanding of and commitment 
to goals, a high level of trust, and active problem-solving of any difficulties were 
fundamental elements in the foundation and functioning of the project team. Divisiveness, 
protectiveness of "turf', or lack of commitment to goals--all attitudes which could have 
seriously jeopardized or greatly inhibited the success of the project--were totally absent 
among the project team. The team found ways to deal with pressures of time, unexpected 
events, delays, differences in culture and operating style, and together move the Project 
toward successful outcomes. 

While the in-country training was the responsibility of CINDE, all training under the 
umbrella project had been envisioned in the project paper as a complementary, mutually 
reinforcing and interdependent. Since the in-country training began a full two years before 
the U.S. training, due to delays in the contracting process, the coordination envisioned was 
"out of sync." However, because of the team approach and the knowledge of all parties of 
the goals and, to some degree, the activities of the complementary in-country training 
component, informal coordination occurred. Information regarding resources that would be 
appropriate for in-country training was shared. Efforts were also taken to ensure that each 

' ~ u r i n ~  the project there wore organizarianal changes in CINDE, and thus Tunas Cortos" had different 
reporting patterns during the evolution of the Project. In this report, for simplicity, the term "CINDE will be 
used generically in the narrative of the report to refer to either CINDE/PROCAP or CINDE/Divisi6n 
Industrial, except in those cases in which it is important to identify the division referred to. In those cases the 
longer identifying name will be used. 



Figure 4. 

RESPONSIBILWRIES OF THREE ORGANIZATIONS 
(as defhed in contract) 

USAIDICR 
CINDE CINDE USAID/CR EDC 

g 111tematlonal travel 

individualneedst0 



training request was examined to determine most appropriate location for delivering the 
training (in-country or U.S.), based on the program goals and considerations for cost 
effectiveness. 

Plaming and Strategy 

The planning of the project took place through planning sessions, usually held in San Jose, 
that involved all three institutions, In the early stages of the project, this planning resulted 
in the development of a clear and focused strategy for priorities for training and selection 
procedures, and assurance of coordination among the institutions involved. In developing 
a strategy, ways were sought to maximize the impact of the Project and achievement of 
Project goals. Sectors were identified and prioritized with regard to their potential to 
contribute to increasing the country's exports of non-traditional products, services, in-country 
employment. A series of sector studies that had been done in-country provided a global 
view of needs and capabilities among businesses. The strategy served as a tool for selection 
of sectors, companies and individuals, and for the identification of areas of training. By 
providing a touchstone at all stages of the project, agreement on strategy enhanced the 
communication amongst the three institutions. 

From the strategy a set of requirements were formulated for participation in the training. 
These requirements were communicated to prospective participants and companies. 
Participants who di.d not meet the standards often de-selected themselves after the first 
informational meeting. The consistency and clarity that resulted from mutually understood 
and clearly communicated requirements also contributed to a sense of trust and reliance that 
earned the program a good reputation in Costa Rica. This reputation was important to 
promote the programs by "word of mouth," thus stimulating interest on the part of 
prospective participants. 

Development of Programs 

The development of programs proceeded along lines of principles stated in the project paper 
and surfaced in subsequent needs assessments. These principles served as guides throughout 
the development process for all programs. All focused on practical, "hands-on" approaches, 
utilized principles of adult learning, and provided information and activities based on the 
identified needs of the individual or group. Frequently the content of the programs 
included world marketlmarketing information, institutional and/or business linkages, 
practical considerations of camrnercializ~tio~?, import regu!ations, and sometimes technical 
information. A variety of "hands-on" experiences were included in programs (see figure 5), 
and these became part of the five program types, as appropriate to the objectives of each. 
(see figure 6 )  



Figure 5. 

Figure 6. 

Expositions '7' I n n t e r n s h i p s ) '  



Alliances formed that could lead to collaborahon within sector and stronger market 

13 

The development of training programs was seen as a process which began with the general 
sector/system needs assessments and continued through the evaluation stage. (see figure 
7) Information from program evaluations served, then, to inform and refine the 
development of subsequent programs. 

The process itself varied slightly according to program type (see appendix, figures 24-28), 
but essentially began with the study of needs of a group/individual and analyzing the 
appropriateness of these needs for U.S. training, development and refinement of program 
objectives, identification of appropriate resources, experts, locations, institutions for 
accomplishing these objectives, and preparation of the TIP. Adequate knowledge of sector 
needs was seen as crucial in the development process, and the planning sessions in San JosC 
often included joint interviews (CINDE/PROCAP & EDC) with business managers to 
determine and clarify specific needs. 

Types of Training 

While the early stages of the project were dominated by Customized Training Programs for 
single sector groups, over the life of the project five different training modes were developed 
to provide the flexibility necessary to address the variety of concerns of Costa Rican 
businesspersons and professionals. These types were Customized Programs, Packaged 
Programs, Conference/Expositions, Self-Designed Programs, and Internships. (see figure 
8 for a comparison of these types) Below each type is described in more detail below, and 
perceived advantages and disadvantages of each discussed. 

Variations in the development process for each program type are illustrated in a series of 
charts in the appendix. The introduction of five different types of training programs, 
necessitated re-clarifying the roles and responsibilities of each institution and of EDC 
subcontractors and the participants themselves. To accomplish this EDC, CINDE, and 
USAID/CR developed a check-list of tasks that we used in the development and monitoring 
of each program type. A sample of these task charts also appears in the appendix. 

Customized Programs were developed for groups within a single sector, focusing on the 
unique needs of their businesses and sector. These generally emphasized exporting, 
commercialization, marketing, and/or production techniques. Thirty-one Customized 
Programs, or 40% of the total programs, were completed. 

Advantages: Very focused, specific information for the needs of a sector or group. 
Intense and practical. Best experts made available. Cost-effective for groups of 15 
or more. Managers in sector get acquainted. Managers in sector forced to look at 
"sector" issues that affect all businesses, not just the issues for their own business. 



Fitgure 7. 
DEVELOPMENT OF TRAINING PROGRAMS 

(Varies slightly by program typc) 
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0 EDC 

E D 0  S U B C O N T R A ~ R S  
* PARTICIPANTS 



* ,  m: Because so specific, development time required. Development expense 
high if program developed for a small number, therefore not cost effective for small 
numbers. If sector is small, difficult to get adequate numbers in sector. With small 
sectors, in groups of 15 or more, groups are necessarily heterogeneous in company size 
and management function, and therefore individuals may perceive their needs as 
different from those of the group. Competition among businesses represented may 
inhibit interaction and sharing of information with group members or increase potential 
for conflict. 

Packaged Programs, already designed and being offered in the U.S., were identified by EDC 
with knowledge of concerns within a variety of sectors in Costa Rica. CINDE helped 
determine which were appropriate for Costa Rican managers. Individuals could attend a 
program whose published objectives closely corresponded to their own needs. Sixteen 
Packaged Programs, or 21% of the total programs, were completed. 

m u :  Published brochure available for prospective participants to examine 
to determine applicability to their particular needs. Often past participants available 
to discuss their experiences. Dates set well in advance. Opportunity to interact with 
participants from other countries and get broader perspective on topics. Can enroll 
as individuals (not necessary to form a group with similar concerns). 

Disadvanta~es: Program may be more general and not address the specific needs of 
the individual. Dates may not be possible for prospective participant. The more 
"global" approach, with colleagues from other countries, may not address country 
specific needs. Programs may sometimes canceled at the last minute for lack of 
sufficient enrollment. Often a good command of English is necessary. Programs 
tend to be more expensive than other types. 

Conferences/Expositions provided managers with the opportunity to learn about the latest 
technology in their fields, assess the comparative quality of their products, identify market 
opportunities, and make business contacts. Ten Conferences/Expositions, or 13% of the 
total programs, were completed. 

Advantages: State-of-the-art developments in a field. Many possible business 
contacts. Often international in scope. Opportunity to compare pricing and quality 
of products. Orientation to global markets and competition. Individuals or small 
groups can attend, and observe a lot in a short time. Usually very cost effective. 
Opportunity to assess future participation with an exhibition booth in a similar type 
show. 

Disadvanta~es: Oftcn huge in scope; the uninitiated manager or professional may 
feel overwhelmed. May be very "high tech," and not of the scale appropriate for 
businesses in lcss industrialized countries or small or medium-sized businesses. Often 



a good knowledge of English and business sawy necessary to take full advantage of 
the experience. 

Internships allowed individuals, through placement in a company, to gain technical skills or 
learn a specific technology or marketing strategy. Four Internships, or 5% of the total 
program, were completed. 

Advantam: Opportunity for an individual to learn very specific technical skills or 
information through observation or supervised practice. See company(ies) from the 
"inside". Focus on individual concerns. Contact with business(es) for future 
exchange. Informal learning about structure/social environment of company provides 
insight into U.S. business culture. 

Disadvantate~: Development process may take more time and be more costly than 
other types. Competition and "trade secrets" may mean some aspects of the company 
or some companies are not accessible for "visitor". Good command of English may 
be necessary. 

Self-Designed Programs were proposed by managers themselves, and focused on a particular 
company need, such as finding new sources of raw materials or machinery, exploring new 
markets, or receiving specific training on machinery or manufacturing techniques. They 
provided managers with the opportunity to hone in on their precise or most immediate 
needs. Fifteen Self-Designed Programs, or 20% of the total programs, were completed. 

Advantags: Completely customized for individual or company need. Manager 
selects resources most desired to reach goals. Manager in direct contact with U.S. 
individuals prior to program implementation. Manager largely in charge of selection 
of dates. Very cost effective, as no development costs incurred. 

Disadvantages: Manager may not have initiative required or access to appropriate 
individuals or companies. Given schedules and way of working of US. managers, 
often difficult to schedule more than three weeks in advance. Last-rninute changes 
in schedules of U.S. businessmen may mean program changes. 

Implementation of Programs 

The implementation of training programs proceeded relatively smoothly, although there were 
many challenges in bringing 482 participants to the U.S. for training. With regard to program 
content, programs were very much "on target" for the needs of participants, the only exception 
perhaps being one segment of the first customized program. (Even this program was evaluated 
very positively, although participants felt that the segment on production was too elementary 
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Figure 8. COMPARISON OF 5 TRAINING TYPES 
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and not specific enough for their level of experience.) Early program evaluation data gave EDC 
and CINDE/E'ROCAP valuable information on ways to refine the process so that content 
closely reflected needs, and this was utilized in the design of subsequsnt progran:s. EDC 
worked closely with subcontractors in providing ample information on needs and objectives, 
designing and carefully reviewing program segments, and attending to implementation details. 
EDC provided subcontractors with materials and orientations regarding all logistical aspects of 
the program as well. 

The in-country pre-departure orientations were very important in the successful 
implementation of programs. These were provided jointly by CINDE and USAID/CR, and 
included an overview of the program, logistical arrangements, insurance coverage, and 
cultural contrasts. Participants commented that all topics were useful. They felt that the 
cultural component provided good preparation for understanding and interpreting the 
experiences of their trip. 

For the group programs--Customized and Packaged Programs-EDC and CINDE/PROCAP 
developed a systems of designating a "group coordinator" within the participant group to 
serve as official "spokesperson," and as "eyes and ears" for the group. EDC was in touch 
with this individual prior to hislher departure, on arrival, and during the program. 
Throughout the program implementation this individual could relay any discontent or 
individual concerns about achievement of program goals to EDC or to those on site 
delivering the program. This provided an important monitoring method that contributed to 
quality control and allowed issues to be dealt with immediately. 

Perhaps the most challenging aspect of the logistical arrangements (international and 
domestic flights, lodging and transportation arrangements, medical examinations and visa 
checks) for so many people was the time factor. These preparations were too often 
compressed into a short time frame, or several groups were leaving/arriving simultaneously, 
which put additional stress on the small staffs at each location. 

Three processes are worth mentioning here which streamlined the logistical arrangements. 

1) A "task list'" enumerating the steps in the development and implementation of 
each program type was constructed at a planning meeting of CINDE, EDC, and 
USAID. This gave each member of the "managing team" more information and 
understanding of the total process, clarified the length of time needed for each step, 
and clarified roles. This list was modified as needed, and was utilized as a 
monitoring tool by each institution. (see appendix) 

2) For many programs we were able to put into place a system whereby airline 
tickets could be purchased as single, round-trip tickets, including both the 

'see appendo* for sample. 



international and domestic portions of the air travel. This not only simplificd marly 
aspects of the flight arrangements, but also provided tremendous cost-savings, 
allowing more participants to take advantage of the training, Group discounts were 
obtained as well. 

3) For very short programs--especially Self-designed Programs and Conferences/ 
Expositi~ot~s, where no subcontractor in the U.S. was involved, we developed a system 
of distribution of allowances to participants prior to their departure. This was done 
via a CINDEIEDC Miami U.S, dollar bank account. 

Plans for handling emergencies were put into effect during two hurricanes, one airline strike, 
and several minor illnesses. 

Evaluation 

Responsibilities for evaluation were somewhat ambiguous in the initial contract, and roles 
were clarified as the program progressed. CINDE was responsible for follow-up evaluations 
at the conclusion of each program and impact evaluations. USAIDICR was responsible for 
designing a questionnaire to be used after the participant returned to assess the success of 
the training. 

EDC evaluated each Customized Program, Packaged Program and Internship thorough 
written evaluations (in Spanish) which were completed at the conclusion of each program. 
These were collected and reviewed by both EDC and her subcontractors. Monitoring was 
done by EDC and her subcontractors throughout the programs through observations and/or 
discussions with participants. In the early Customized Programs, EDC also conducted 
evaluation seminars/exit discussions with the participants; in later programs these were 
conducted directly by the program provider. The written evaluations and seminars 
contributed to the refinement of the program design and implementation for subsequent 
programs. EDC prepared evaluation summaries of the early programs and forwarded these 
to CINDE/PROCAP, but the early evaluation farms were very detailed, and this was a 
time-consuming process. USAID felt the results were not worth the time invested, and that 
the process was too costly. EDC was asked to suspend conducting the evaluation seminars 
and preparation of summary evaluation reports. It was felt that if summaries were needed, 
they could be done more cost-effectively in-country. EDC modified the evaluation forms 
she was using on the basis of feedback from mid-term outside evaluators, and continued to 
collect evaluation forms from participants and review these carefully at the conclusion of 
their programs. No further written summaries, however, were prepared. 

Written evaluations for Self-designed Programs and Conferences/Expositions were to be 
given to CINDE by participants on their return to Costa Rica. Unfortunately, many 
participants failed to do this, and CINDE found it very time-consuming to follow up with 



attempts to contact participants. EDC did not receive written cvaluations from participants 
in these programs, although both EDC and CINDE received verbal fccdback from phone 
calls, and we also received Icttera from individuals regardit~g their programs, 

Follow-up discussions were held on several occasions by CINDE in Costa Ricil several 
weeks after the participants' return. Impact evaluations were to bc conducted by CINDE 
six months to one year after the training program occ~rrred. 

The evaluation of training programs served a very important function of providing 
information that was utilized immediately for refining future programs, as well as measuring 
the level of satisfaction of participants immediately following the program. Valuable 
statistical information was lost due to the inconsistency of forms and the problems related 
to collecting them, 

111. Project Accomplishments & Successes 

Successes of the project are measured by how well the goals were met, the satisfaction of 
participants with their training, and the impact of the project on the overall goal of 
stimulating growth in the production and exporting of non-traditional goods and services and 
thus increasing levels of employment and foreign exchange earnings for Costa Rica. 
Achievement of goals and satisfaction of participants are discussed below. Project impact 
is discussed in a separate section, section VI. 

Attainment of Goals 

The Project attained and exceeded its goals of numbers of participants trained--492 
managers of a diverse range of non-traditional products and services participated in the 76 
programs. During the project 1252 weeks of training were completed. (see figures 9-16 in 
the colored section that follows for charts illustrating the accomplishments of the project) 
Over 26 training institutions provided training to managers, professors and financial system 
managers. The number of sectors represented in the training included: Fond and 
Agriculture 12; Indmtrial Areas, 12; University Departments and Financial Systems, 9. (see 
figure 10 for a listing of the sectors) Managers were enthusiastic about their training, and 
recommended training to others. The initial success and reputation for quality resultcd in 
effective "word of mouth" marketing done by !'alumniu of programs, so that there was more 
and more demand for the training. Three extensions lengthened the program by 1 1/4 
years. 

The maximdm targets for programs, participants and participant weeks of training set forth 
in the contract were attained and exceeded, as illustrated in the chart below. 



Programs: 68 76 

Pnrticipants: 486 402 

Partlcipmt Weeks: 1 188.85 1252.10 

Illustrative charts, utilized as a planning tool, show that the estimated numbers of programs, 
participants, and participant weeks were very close to the actual figures. Variations were 
to be expected, as the purpose of this chart. was illustrative. 

Five program types provided a variety of options to suit the diverse needs of many 
managers: 310 managers (63%) attended Customized Programs, 77 (17%) 
conferences/expositions, 77 (17%) Packaged Programs, 22 (5%) Self-Designed Programs, 
and 6 (1%) Internships. Of the total number of participants, 244 (50%) were in industrial 
areas, 223 (45%) in food and agriculture sectors, 19 (4%) in universities, and 6 (1%) in 
financial systems areas. Of the total number of participants, 434 (88%) were men and 58 
(1.2%) were women. Twentyfour different private sector industries participated, and nine 
university departments and financial systems areas. 

Participants' Satisfaction 

The satisfaction of participants was reported through written evaluations, evaluation 
seminars at the conclusion of many group programs, verbal comments and unsolicited 
letters. Overall. satisfaction with the program was very high. Ninety-eight percent of 
participants returning written evaluations said that they would recommend the program to 
a colleague. Participants rated the achievement of program objectives high. Companies 
sent additional managers to a second piogram; given their costs in international air fares 
and salaries while the managers were away, this represented a significant expression of the 
perceived value of the program. 

Evaluations conducted for USAID by an outside contractor fourteen months after the 
beginning of the Project (about mid-point of the original two year contract) found a very 
high degree of participant satisfaction among those participants randomly interviewed. On 
a scale of 1 to 10, satisfaction with the program as a whole was rated at 9.1. Fourteen of 
fifteen participants said they would take another such program if one relevant to their needs 
were offered; the authors of the report comment that "this high number of repeat participant 



intentions is the ultimate irlcaiure of satisfii~tion."~ Thcy also found that 13 of 15 
participants had rrlrcatly recornmcnded the program to others. Participants also had 
displa.yed a high degrce of satisfaction on a semantic differential scale, saying they werc 
satisfied, found thc programs lively, useful, and with much variety. 

Througliout the program, both CINDE and EDC received unsolicited lcttcrs and telephone 
calls from "'ulumni" communicating positive attitudes toward the programs and sharing the 
changes thcy had been able to make as a result of the information gained from this 
experience. Several groups placed testimonial acknowledgements in the San JosC 
newspapers? This act was noted as evidence of satisfaction in the mid-point evaluation and 
described as "an unusual practice by Central American  standard^."^ 

Unfortunately, complete written evaluation data is not available for several reasons: 

1) Responsibility for evaluations was ambiguous in the contract, assigning some 
aspects of the evaluation to CINDE and others to EDC. After fourteen months into 
the contract, i t  was recommended that evaluations after a program and impact 
evaluations be done by CINDE. 

I 2) The evaluation forms used changed several times during the life of the Project. 

3) Participants in self-designed programs were to have submitted a written report to 
CINDE at the conclusion of their program. However, there was limited staff time 
to follow up on the collection of these, and managers, who had been away from their 
offices and were very busy on return, often failed to submit their reports. There was 
no clear statement of responsibility for how evaluation data would be collected from 
those participatiilg in conferences or expositions. 

EDC continued to collect written program evaluations completed by participants at the 
conclusion of customized and packaged programs and internships for the purpose of 
monitoring the success of each program and maintaining quality control overall. These 
evaluations were read and studied, and adjustments or refinements made in successive 
programs on the basis of the information contained in these. 

 enfo forth, W. and D. Swanson, "Mid-Term Evaluation: Education Dovelopment Center Contract to Provide 
Short Term Technical Training in the U.S. for CIWDE/PROCAP," Prepared for USAID/Costa Rica, Project 
525-0212, August, 1989, p. 55. 

%ee appendix for examples of letters and acknowledgements. 

kenforth and Swanson, p. 55. 
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Figure 14. 

COMPARISONS OF # OF PARTICIPANTS 
BY PROGRAM TYPE AND SECTOR 
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Figure 15. 
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IV, IBrojcct Cost ~umrnnrrics~ 

The total cost of training programs for the thrcc and one-fourth years of thc Project was 
$ 1,555,113, and administrative costs was $474,335. Excluding administrative costs, the 
overall average per participant week cost was $1252, the averagc per participant cost $3161, 
and the average per program cost was $20,462. Ratio of administrative to program costs was 
30.6%. (see figures 17-20 for costs summaries, averages, and comparisons by program type 
and sector) 

I Food and agricultural programs were the most economical ($1149 per participant week), 
with industrial areas a close second ($1298), The food and agricultural programs were 

The highest cost programs were those for financial systems ($1899 average per participant 
week). These were, in contrast, shorter in average length (an average of 1.5 weeks) and 
averaged 1.5 persons per program. They consisted of packaged programs and an internship. 
University programs were the second most costly (at $1773 per participant week). These 
averaged 4.29 weeks in length, but were predominately individuallv customized programs, 
with the remainder packaged programs. 

predominantly group customized programs of 3.16 weeks in length. Fixed program costs 
were spread over three weeks and divided by an average of 17 participants per customized 

- - - 
the way. Only the most significant ones are discussed here. 

2 1 

. q 
b h  

I The most economical program type was self-designed ($956 average per participant week). 
There were no development costs involved in this type, and seldom were any fees paid to 
suppliers. The average duration of self-designed programs was short, 1.36 weeks per 
program. The most costly program type was packaged ($1650 average per participant week). 

University systems programs were the highest cost average per participant ($5785) and 
industrial areas were the lowest ($3015). The program type with the highest average per 
participant cost was customized ($3834), while the lowest was self-designed ($888). 

- 

V. Challenges Faced During the Project 

As with any project, there were a number of small, medium-sized and large challenges along 

I "As all final invoices have not been received at this writing, all cost figures are estimates; final actual costs 
may vary slightly from those reported here. 





Figure 18. 
Costa Rican Training for Private Sector Development 
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Figure 20. - 

Costa Ri- Training for Private §ector'~evelo~ment 
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Summary of Project Costs (con?) ! 

AVERAGE COST PER PROGRAM 



In the beginning of the project a structural constraint specified in the contract resulted in 
an inviable. situation. The contract linked administrative paymcnts to number of person 
months of training completed. The contractor could not bill any administrative costs until  
programs were completed, and then could bill only on the basis of numbers of person 
months of training completed. This was a very unrealistic situation for two reasons. First, 
the nature of the training process necessit:~ted that programs be under development all tlic 
time. Yet programs could not always be i,nplemented on a constant calendar basis, The 
"ebb and flow" of program implementation was depen.dent on several factors: a) length of 
time require for development of a particular program; b) participant's availability; c) 
availability of prime resources; and d) seasonal factors, especially in the food and 
agricultural sector programs. Only the first of these was in the control of the contractor, and 
even that only partially so, as the contractor depended on the level of information available 
for developing the program and the ready availability of resources. 

Nor did the contractor have control over the number of' person months achieved, or 
responsibility for the recruitment of participants and the n9mbers that could be recruited 
for any particular training program. Additionally, the length of time the manager of a small 
to medium-sized company could be away from the job, and thus available for training, had 
been vastly overestimated in the RFP. Instead of six weeks, most managers were reporting 
that they were available for a maximum of three. This contract clause put enormous 
pressure on the contractor. A series of discussions revealed these issues, and, approximately 
nine months into the two year contract, EDC received a contract amendment removing this 
constraint and substituting in its place other cost containment measures (a ceiling on 
administrative costs plus a stated administrative to program cost ratio). 

Time Constraints 

Among the challenges encountered by the project, time constraints proved to be one of the 
most pervasive. Envisioned as a 5 yea; project in the project paper, the contract at first 
provided a two-year period for training and specified achievement of the same participant 
targets. Contract extensions provided additional time but increased the number of 
participants to be trained. Top level managers of small and medium businesses found it 
difficult to be away for more than three weeks--not the six weeks called for in the original 
RFP. The level of specificity required by sophisticated managers resulted in customized 
training that was more highly customized than originally envisioned, and therefore 
necessitated a longer development time. The removal of the "person months" requirement 
discussed above was helpful, as was the contract extension of one and a quarter years. 
Decisions on the extensions were delayed until the last minute--amendments received each 
time at the find hsilr b f e ~ e  the emtfaet expired-artd this made phrring within the time 
frame needed for effective programming extremely difficult, put additional stress on staff 
in both CINDE and E W ,  and in some cases resulted in the lost opportunity for participants 
to attend a packaged program with fixed dates that had already been identified as a high 



priority. Marketing opportunities for informing prospective participants about upcoming 
training were lost, and numerous programs were clustered close in the same time frame, 
therefore putting additional strain on the small staffs and leaving no time for marketi ng uew 
program types, such as the self-designed option, which needed explanation and advancc 
marketing in order to be utilized. 

Programs for Financial Systems Managers 

The project paper called for training of 49 financial systems managers, 20 from the Banco 
Central de Costa Rica (BCCR), 29 from priviate banks and financial institutions. However, 
only six participants in the financial sector were trained in a program focusing on banking 
or financial systems issues. A great deal of effort was expended both on the part of CINDE 
and EDC to bring to fruition programs for the financial sector. A customized program was 
developed on the basis of a training request received in the first quarter of the program. 
However, the Asociaci6n Bancaria Costarricense (ABC) reviewed and rejected the TIP. 
Feedback on the reasons for rejecting it was slow in coming and not very detailed. 

A number of subsequent attempts were made to provide training for bankers. They were 
sent a second program with a number of individual options and numerous brochures on 
courses and programs in banking. A willingness was expressed by both CINDE and EDC 
to meet with them to clarify and define objectives for training. On one occasion during 
planning sessions in Costa Rica, EDC project manager met with two banking managers and 
developed a set of objectives for training for banking managers--they were to confirm these 
objectives on return to their banks, and notify EDC to move forward on development. 
However, others in their banks did not concur with the objectives as stated, and neither the 
confirmation of the defined areas nor any further definition of needs came forward at that 
time. 

The reasons for the inability to bring to fruition many programs in the financial sector are 
complex. First of all, after the project paper was written, there was a considerable delay 
before the contract for the project itself was signed. At the time of the Project Paper, very 
little training was available in the country for financial systems managers, and they were 
greatly in need of training. Since that time, however, a number of training options for the 
banking system have emerged. These include a one-year graduate program offered in Costa 
Rica by INCAE, seminars offered in Miami by INCAE, short-term in-country programs, and 
other smaller programs. The number of options for training provides an array from which 
the banking managers can choose, and these options may well have presented themselves 
in competition with the project opportunities for training. 

Also, the ABC is comprised af a great diversity of banks, varying ir. size, management 
preparation, and needs. This diversity may have made presented some difficulties in their 
discussion of and agreement on needs and training preferences. One or several 
spokespersons, as "representatives" of ABC, communicated needs or reviewed the options 



which EDC prescntcil. This may have resultcd in somc confusion on thc part of EDC in our 
attcmpts to determine exactly what thc bankcrs of ABC wanted. I-Iowever, the delays and 
lack of specificity in fcedback to EDC made it difficult for EDC to correct any 
misunderstandings and modify training plans. When subsequent options did not match the 
expectations of those who studied the training plans, perhaps a spiraling effect set in, and 
already declining interest was diminished further, 

Bankers reported major constraints on thc time they could be away from the job. This may 
also have been a contributing factor to the their reluctance to attend training programs. 

Following recommendations made in the mid-term evaluation study, CINDE and EDC made 
additional efforts to encourage bankers to participate in the project, but received no 
response. It was then decided by USAID/CR, CINDE, and EDC to re-program the funds 
set aside for bankers to the other sectors, and to discontinue pro-active attempts to involve 
bankers. However, it was also communicated to the ABC and BCCR that the Project would 
still welcome their inquiries and requests. 

Those bankers and financial systems managers who did participate in programs evaluated 
them very positively. Three bankers attended a packaged program, INTRADOS; one 
banker attended a Banking Management Program; one financial manager attended a 
Securities Market program; and one participated in an internship in which he learned 
important information for setting up credit rating systems. 

Not listed under "financial systems managers" in the participant totals here, because they did 
not attend a program developed specifically for "financial systems managers," were three 
bankers from the Banco Central de Costa Rica who attended private sector programs to 
learn more about the processes of export businesses and how to better analyze and evaluate 
loans given to entrepreneurs or small businesses. There was a special training segment 
arranged for these three bankers during the private sector program, focusing on their 
interest in the process of evaluating loans and risks. They found this session very valuable. 
So, in reality, nine financial systems mapagers participated in the programs. 

Organizational Changes 

Changes in the organizational structure of CINDE and the reporting structure for "Cursos 
Cortos" presented periods of ambiguity. At the beginning of the project, CINDE/PROCAP 
was the entity that managed the training program. Issues regarding training were discussed 
directly with the head of PROCAP, and decisions made quickly. This contributed to the 
ability for staff to move quickly in programming and preparing the logistics for participants. 

When CINDE was restructured in late 1989, BROCAP as such was abolished, and the 
training became a part of the Divisidn Industrial. The uncertainties and changes in some 
staff and policies presented new challenges to the fast-paced "short term training in the U.S." 
project. Decisions were not made as quickly, sources of support and administrative 
assistance were not always clear or available. 



Though not without its difficulties, "Cursos Cortos" (the term uscd in CINDE to refcr to thc 
"short term training in the U.S." project) personnel devcloped ways to utilize more fully thc 
"technical training cxperts" in the Divisih Industrial. Sectors previously targeted were 
changed with the change in policy and management, so this presented some delays, as 
preparations already made were put aside to develop work in newly identified sectors. 

The fact that by the time this change occurred, the program strategy and "team approach" 
between "Cursos Cortos" personnel, USAIDICR, and EDC were well established meant 
that the affects of the changes were mitigated. Also, the dedication of "Cursos Cortos" 
personnel to the goals of the project contributed to the continuing successful programming 
of participants. However, the diminished level of support for the project--it did not appear 
to be a high priority item in the new structure--placed more stress on the small staff of 
"Cursos Cortos." 

VI. Project Impact 

The evaluation of the impact of the project, to be conducted by CINDE, has not yet been 
completed. However, the project seems to be achieving very positive results at the purpose 
level. The mid-term report states that interviews with participants suggest a high potential 
for export impact. Participants reported new export sales or distribution agreements 
resulting from contracts made during the program, were in the process of negotiating sales 
based on contacts developed during the program, reported new products, reported changes 
in firm activities. Employers of participants noted "positive effects on participant motivation 
and morale."' 

Since this evaluation was completed, reports of preliminary results have continued to be 
shared with project staff by participants. Firms have reported a number of changes which 
they relate to the experience of the training: expanded markets; increased numbers of 
clients; increased sales; expanded product lines and new products; increased productivity; 
improved quality control; increased employment. Some specific examples include the 
following: 

One grower of cut flowers received a huge order for a certain white flower to be rushed to its 
destination--President Reagan's farewell ball. She had made the contact with a potential client she met 
during the training. 

Managers of six small companies producing Ornamental Plants met during the training in the US. On 
their return, they decided to form a cooperative. They now have a stronger position in the market- 
more diversity, greater ability to  supply large orders. They purchase from other smaller growers and 
have recently closed contracts in the European market. 

 enfo forth and Swanson, pp. 56J7. 



Tcxtilc manufr~cturcrs located sources of "quality ucccssorics", and now rhcir products can bring ;I h i g h  
price. Thcy also located sources of used milchincry which they rcfurl)ish ;~nd ur;c in tlicir m;~nufa;rctl~ring. 

Yucca growers discovcrcd that yucca chips can I x  a popular item for sdc  in the US,, rind have begun 
to proccss some of their frcsh yucca into chips, Thcy also have begun including recipes along with their 
product to attract new consumers' intcrcst in using the product, 

Manufacturcrs of metal products visitcd thc Universal Lrrboratorics and lcar~icd about standards and 
testing of products. Subscqucntly some have improved thc quality of thcir products, and now cirrry the 
UL sctrl. 

Onc small manufacturcr of industrial ovens improvcd the quality of his product aftcr training, I-lc has 
cntcrcd into a "joint venture" with an American company as a result of contacts hc made during his 
training. 

One manufacturer of plastics products has cxpandcd his line after recciving training in compounding 
techniques for rubber manufacturc. 

An association of dairy produccrs in Costa Rica, aftcr attending an exposition in the U S ,  organized 
thcir own exposition and had 200 pcople attend from outside Costa Rica. 

Scvcral small business owncrs involved in tourism in Monteverde wcrc concerned with the protection 
of their area. They arc looking into ways to preserve the rainforest by limiting tourist access. Th!:.y also 
have convinced a local college to bccomc involved in regional planning and to start a degree in 'eco- 
tourism". 

Managers from a textile cooperative in a small town were previously dependent on subcontracts from 
larger manufacturers. After a trip to explore contracts directly with U.S. firms, they have negotiated 
a direct contract with a company in Ohio. 

A potato grower was having a great deal of difficulty with his crop. After attending traia:i:ig in 
agribusiness, he decided to plant snow peas instead, and they are thriving, as well as bringing a good 
price on the international market. 

A university professor is developing a new curriculum for Food Sciences, after his extended training and 
exploration of several such university prggrams in the U.S. 

University professors of electronics are develctping ways to collaborate more closely with industry, and 
arc exploring possible internship relationships with local industry. 

A manager is setting up an agency to study credit ratings of institutions and provide credit information, 
based on information he received in his training program. 

In addition to these changes within firms, important for Costa Rica's future are the 
collaborative efforts that have resulted within industries. The collaborations place the 
industries in a stronger export position, allow them to expand and diversify more effectively, 
and provide cost savings for economies of scale. These resulted primarily from the single- 
sector, customized programs. EDC built into these programs ways to maximize the potential 
to collaborate by focusing sessions on the examination of the sector itself and shared 
problems arid concerns. Some associations have formed as a result of these beginning 
discussions, and participants from one group have formed a cooperative. 



made with U.S. businesses and educational institutions hive provided thc context for greater 
international and intercultural understanding and mutual benefit. (see figure 21, which lists 
preliminary results of the project) 

VII, Lessons Learned 

Throughout the project there were changes and modifications made as the project team 
observed trends and grappled with difficulties, and as participants shared their feedback. 
A few of the most important learnings are listed below. The most important appear with 
an asterisk (*). 

* A clearly defured strafegy for reaching goah acts as a rudder, heping the Project 
on course and Project Team on b o d  

A strategy, closely tied to the Project purpose, was developed and used in the 
selection of sectors and participants, and applied to program development and 
evaluation of success along the way. This served as a touchstone, and helped 
the Project team avoid many pitfalls along the way. 

* Coordination is isentr'al when mponsibility for different aspects of the whole 
training p m m  are the province of different insthtbns. 

The "team approach" the three institutions adopted in their working 
relationships contributed to commitment and results, enhanced rnutual 
satisfaction, and increased quality control. This withstood many challenges, 
including organizational and personnel changes in the institutions. 

* SpeciJc management and technical training across county and nrlfural 
bounduh demandr a clear umkrstanding of participant's needs, the two 
contats, and '"appropriate technology." Management shared, with presence in 
each county, contributes sipijicantly to w c m .  

Staff from each country and familiar with each context was very important in 
achieving the level of customization desired. Differences in culture, business 
environment, size of industry, and technology had to be dealt with to 
maximize the potential for impact. Having staff in each country meant they 
could stay abreast of current developments and manage implementation issues 
more smoothly. The fast-paced, short term nature of the training made this 



Figure 21. 

Costa Rican Training for Private Sector Development: 

Short-Term Training in the U.S. 

I Results I 

Expanded Markets 
Increased Client Numbers 
Increased Sales 
Expanded Product Lines 
Increased Productivity 
Improved Quality Control 
Increased Employment 

Stronger Export Position 
Expanded Markets 
Cost Savings 



purticipants who "market" ju tm pr0~'tyutts thc?mrc'lvcr. 

Keeping the standards high and paying close attention to participants' feedback 
resulted in quality programs. As the reputation of the programs grew, the 
programs were actively sought by potential participants--the best form of 
marketing. Quality was enhanced through thorough understanding of the needs 
from the beginning, communicating these well to deliverers of training, and 
monitoring the process. 

e S h d  Management Injomahn System are impottant for monitoring and 
"staying on target" where mom than one institution is involved in different aspects 
of a complete proem. 

Shared spreadsheets for summarizing and projecting cost data and participant 
numbers increased communication among all the institutions and clarified 
implications of actions or decisions. This "shared knowledge base" and a 
uniform method of working increased the effectiveness of monitoring and 
reaching targets. 

* Setting tatgets both helps and hindem achievement of projiect goals. 

Having specific targets for a sector or a program type helped in the planning 
and gave focus to recruitment efforts. Perhaps efforts to locate appropriate 
candidates were more vigorous because of target 'numbers. Targets also 
helped us agree on, and as a team be responsible for, the number and type 
of programs that could be achieved in a certain time frame. However, targets 
at times became too rigidly etched in our consciousnesses, and stifled creative 
thinking about other wayS to achieve goals. Original contract targets for 
"person months" were totally unrealistic, and therefore had a discouraging and 
confining effect. Need to reach targets could feed the temptation to relax 
standards for qualified applicants. 

Flexibility is essential to successjid operation of a project of this nature, and 
nee& and c m t a n c e s  change 

Changes in country and business environments, changes in staff and 
organizations managing a project, and global market circumstances necessitate 
modifications throughout the project. FIexibiIity must be buiIt in. 



In arranging and implementing visits to companies, mutual benefit must be 
perceived for a satisfactory exchange of ideas to occur. Within a participant 
training group, managers in the same sector may see themselves as 
"competitors," For productive exchange to occur, common ground must be 
established and the issue of competition and proprietary information 
confronted. 

There are many factors outside ~m.iniqg" which contrihuk? to or become baniem 
to exporting successfirlly. EEIfrts to articuhte these and seek solutions can 
contribute si@iji"jiantly to project impact. 

Many training programs provided a forum for participants to discuss and seek 
solutions to barriers blocking successful exporting. Issues such as 
infrastructure (transportation, tariffs, availability of loans, etc.), limited 
availability of raw materials, and inferior packaging were discussed. 
Participants identified some steps they could take to decrease barriers. 

@ A small staff and the intemity required to develop so many training programs in 
a limited time frame contributed to "bum-out." Adequate planning time k 
important to maintain staff morale and effectiverum 

Delays in contract decisions, and compressed time for achieving goals resulted 
in a much shortened planning time, lost opportunities for marketing and 
development, and programs scheduled simultaneously. This put additional 
stress on small staffs. 

fl When companh and paiticipants are required to corrtn'bute of their own 
momes, they approach the tmining more seriously. 

The commitment of companies and participants, demonstrated . , r ,  .. 

contribution of time and money, influences the success of the training and 
increases the potential impact on the company once training is completed. 

a 'Seasonal" factors are important considerations in planning the time fiames for 
realizing programs, especially in the a(prlunrltural sector. 

Hamest time in the U.S. may be short, and very specific, and may coincide 
with an important production time in Costa Rica. University professors in the 
two countries have totally different vacation schedules. This presents 
particular challenges for "observational, hands-on" programs. 



VIII, Kecornmendrrtions 

The following recommendations are made to enliance future projects of a similar nature. 
They encompass the areas of project dcsign, management, effectiveness, and 
evaluation/follow-up: 

Project Design 

1) Training project designs should recognize training as one whole process, from 
needs assessment through evaluation, and develop ways to maintain that unified 
integrity. Structures should be provided which will contribute to continuity, rather 
than fragmentation. These structures might include coordination mechanisms, joint 
planning time, and mechanisms for joint decision-making. 

2) Design should eliminate barriers to flexibility or unrealistic constraints, such as 
tying administrative costs to completed programs or specifying a strict time duration 
for each training program. It is unrealistic and counterproductive to tie 
administrative costs to completed participant months. Cost containment measures 
should recognize that training does not proceed at the same pace all the time, and 
that development is a legitimate and necessary phase in training. 

3) A training project involving more than one country can be strengthened if there 
is project management presence in each country. This maximizes clear understanding 
of the needs of both contexts, contributes to quicker response to a changing 
environment, facilitates smoother implementation, and enhances the possibility of 
appropriate technology transfer and training. Coordination mechanisins and mutual 
accountability should be anticipated. 

4) The design should bc flcxiblc enough to permit creative solutions for cost-saving 
and programming alternatives to emerge. The particular needs of the target adult 
audience require creative solutions (for example, managers in small businesses, 
particularly in a culture where decision-making responsibility is centered in the 
"person at the top", find it difficult to be away from the job for long periods of time). 

5) A mid-point evaluation by an objective, experienced evaluator can provide 
valuable insights for project implementation. 

Project Management 



2) Decisions rcgurding contractual cliatlges need to be madc at a piice that ullows 
adcyuate planning time for both programming and staffing cotisidcrations. Delays 
are: costly in lost opportunities for programming, planning, und marketing, 

3) A management structure that builds in thc unclcrstanding of and responsivetlcss 
to both cultures and country contexts is important to assure agreement an goals and 
smooth operation. A well-coordinated, diverse manilgcmcnt team can be more 
resourceful than management by a single institution. 

4) Time for thorough needs asscssnients should be planncd at regular intervals 
throughout the project. 

5) Program planning should take into account differences in seasonal factors 
(especially for agricultural groups) and structural factors, such zs differing university 
calendars. 

Project Effectiveness 

1) The impact of training can be inhibited by factors outside "training" itself. The 
environment can be s1.1pportive of or plagued by barriers to successful exporting 
(inadequate transportation, excessive tariffs, inefficient customs processes, difficulty 
of obtaining loans, etc.). Attention to how these issues might be resolved can 
enhance project impact. 

2) On-going identification of "market niches" in the international market for the 
products of the country could become one factor in developing the criteria/strategy 
for selecting sectors and businesses. 

Project Evaluation and Follow-up 

1) Clarity of responsibilities for evaluations is important, so that valuable statistical 
data is not lost; mechanisms and resources should be available for data collection 
and analysis. Evaluation forms should be standardized and easily analyzed 
statistically, Mechanisms for obtaining written forms from participants in 
individualized programs should be devised. 

2) In-country evaluation and follow-up could provide valuable information for future 
programming. 

3) Follow-up in-country could have an effect on the ability of businesses to utilize the 
information learned. Resources provided for this could increase the potential of 
long-term effects of the training. 
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Figure 22. 
Types of Training Summary 

Year 1: (June 6,1988 -June 6,1989) 

Customized Programs: 

Year 2: (June 7,1989- June 6,1990) 

Customized Programs: 
Exposi tions1Conferences: 
Packaged Courses: 

Year 3+: (June 6,1990- September 20,1991) 

Customized Programs: 
Expositions/Conferences: 
Packaged Courses: 
Self-Designed Programs: 
Internships: 

Total: 

Customized Programs: 
Exposi tions/Conferences: 
Packaged Courses: 
Self-Designed Programs: 
Internships: 
All Programs: 

Participants Programs Participant 
Weeks 

29 1-28 

443.67 
1.42 

65.10 

260.36 
61.91 
94.10 
20.42 
13.84 

995.3 1 
63.33 

159.20 
20.42 
13.84 
1252.10 



Figurc? 23. 
Sectors Trained . Summary 

Year 1: (June 6,1988 - June 6,1989) 

Food & Agriculture: 
Industrial Areas: 

Year 2: (June 7,1989- June 6,1990) 

Food & Agriculture: 
Industrial Areas: 
University: 
Financial Systems: 

Year 3.e: (June 6,1990- September 20,1991) 

Food & Agriculture: 
Industrial Areas: 
Financial Systems: 

Total: 

Food & Agriculture: 
Industrial Areas: 
University: 
Financial Systems: 
All Programs: 

Programs 







Agure 25. 

DEVELOPMENT OF PACKAGED TRAINING PROGRAMS 

Prckagcd RO- uanin~d] o 

Announccmata Through New pcr, I 
Associations, Sector Spccial 1* sts 

m I bdivldualc Apply 1 

USAIDICR 

0 EDCI SUBCONTRAmRS 
* PARTICIPANTS 



pzzyiGql+. 
Z ConfacrlcclExpo Idcnliflcrl 

I Announccmcnta Through Ncw 
Asnociatlons, Sector Spccinl y ats . 

-1 
I Indlviduall Sclcclcd I . 

I 

'Praining Objectives Defined 

W n g  Implementation Plan (TIP) 
Refined 

Participants Enrolled in Conference 0 

I 



DEVELOPMENT OF INTERNSHIPS 

USAID/CR 
CINDE 

0 EDC 
EDCs SUBCONTRAmRS 

* PARTICIPANTS 



Figure 28. 

DEVELOPMENT OF SELFmDESIGNED TRAINING PROGRAMS 

Announccmcnu Through Now pcr, I 
A8socinUonar, Scclor Spccinl "P" nu 

Individuals Apply, Submlt Dctailed Plan 
V1 [ n M I l I  

+ USAIDICR 
CINDE 

0 EDC 
EDCs SUBCONTRACTORS 

* PARTICIPANTS 
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Apartndo Porul lo063 
1000 8an JoJ  Carto A i u  

TelOIono 20.4545 
Tokx 3550 AlDCR KR 

Fw (W) 20-3444 

February 24, 1989 

SU&JEXITr Claurmra for Short-term U.S. Raining Participants in Flowers an8 
crnamerrtal Plants. 

PROCAP h t e d  a lovely cetemny fa returning participants fran two 
oharc-term U.S, t r a i n h  aessim for exrmrters of flowers evrd ornamental 
plats .  I want b shse with ycu t.he a~peciatiar and gratitude of the 
participants to AID and C I N E  .far ehe experience. 

The spkeman far tihe gcup couldn't say em$h about hckt v a l W e  the 
train- was. They were very impressed w i t 3  tlhe course amtent an8 the 
administrative planagmt. Wiowly did a wnderful job, especiaUy with 
t.he ornamental plant 9-8 because fhe participants were so l3mroughly 
pleased. l be  project: manager, e lv ia  Chant is excellent. She is very 
Micated, very perceptive to tihe expressed an3 tmexpressed nee& of & 
grcup, ard smart as well. Her Wslh  ability and h r  cultural sensitivity 
are cantribut:ing factors to tlhs success. Sw is even so tlvsught.Eul that M 
she leanred of the' axexmy, she faxed a message to the groups, in Spanish, 
telling them hew mu& ehe enjup.9 meeting them and wishitq them well. This 
Mnd of detail had the participants totaXly @pressed with the program and +h 
UniM states. 

AQENCIA PARA EL DESARROLLO INTERNACIONAL 
MUOM WONOMICA 08 L M  PlTAOOl UMDOL CN 401TA I))CA 

What inpressed me arost: about the Ornamental plant q r t e r s  was the 
plans they made as a grcup for thE! future. First of all ,  t)ley did riot bw I - - * - -  - -- - 
They visited the annualualornamental plant shw in Florida and were so inpaessed 
an5 proud (as m t  of the plants have their seedling origin in Costa Rica) I 



I would like to canmad PKCW'e menagenrent of t h i o l  hrt-torm 
training. Clara Zinner gaciaraly mnapm rhe group seaeions and provides 
=cll.@nt aqport to the mamger of Ul is  particular activity, Zoila Volio. 
Zoila ie wnderful. 91e haa incredible energy, organizatimal and human 
relatim skills, ard a ddica t iao  ard enthusiasm that d34n1 t st*. b t h  of 
these wmen are a plwure tO work with, 

It was a r d  krnr for me to represent AID. I wit& mre of you could 
have been there to feel the great sentiments these Coeta =can prricipanta 
expressed a b u t  AID, C[NDE snd this training -unity i n  particular. It 
really a thrill to listen to them gush about the value of the exprrienxt 
an3 their plans for ehe future as a result of the training. I was p r d  of 
AID and America, 

you- 



SARET AIRPORT INDUSTRIAL PARK and FREE ZONE 
- (Developers of Al Juela Industrial Park & Free Zone) 

Alajuela, Costa Rlca 
September 26, 1909 

Mrs. Silvia Cowan 
EDUCATION DEVELOPMENT 
CENTER 
55 Chapel Street 
Newton, MA 02160 

Dear Mrs. Cowan: 

I have just arrived from participating in the FREE TRADE ZONE 
ADMINISTRATION AND OPERATION Seminar, at the World Trade Center 
in New York. 

I want to thank you, as well as your program and the Education 
Development Center for a mostly interesting and educational 
experience. 

The Seminar itself was very well planned and counted with 
important knowledgeable speakers. 

The information and insights provided by them, definitely 
enhance future strategy within our business. 

Participating at this kind of seminars not only provides high 
professional training but alFo an invaluable experience. 
Also they give the opportunity to share with people embarked 
in the same project areas and from many different countries, 
cultures and personal backgrounds. 

Thank you again for this interesting experience and I hope to 
have this pportunity again. /P 
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April. L O ,  1990 

Dr. Lan T. Pho 
University of Lowell 
College of Education 
One University Avenue 
Lowell, MA 01854 

Dear Dr. Pho: 

Please find enclosed a copy of the paper that is the 
result of Mr. Molina's research project in our department. 
Please note the acknowledgement to EDC (on the front page 
and p. 10). It has recently been accepted for publication 
by the Journal of Food Processing and preservation. Usually 
a paper is published a few months after its acceptance and 
we will send you reprints at that time. 

Again, thank you for your cooperation and best personal 
regards. 

Sincerely, 

MP/rz 
Enc . 
cc: Manuel Molina 

Dr. Sylvia Cowan L/ 



SELECTED I'IIYSICAL CHAIIAC'I'J3R'J:S'I'CS OF GIZOUND 
ROASTED ~ 0 1 7 1 . ' ~ ~ ~ ~  ) 

M. Molina 
Department of Chemical ~ngineering and 

the Interdisciplinary Program of Food Technology 
University of Costa Rica 

Ciudad Universitaria Rodrigo Facio 
Costa Rica 

A .  Nussinovitch, M. D. Normand and M. Peleg 
Department of Food Engineering 
University of Massachusetts 

Amherst, MA 01003 

Contribution of the Massachusetts Agricultural 
Experiment Station in Amherst. The work was 

supported in part by a grant from EDC, 
Education Development Center, Inc., 

Newton, Massachusetts 



xter, SA. 

Junc 6, 1990 

D r .  Sylvia R .  Cowan 
Sen io r  P r o j e c t  D i r e c t o r ,  
I n t e r n a t i o n a l  Programs 
E d u c a t i o n  D e v e l o p m e n t  Center ,  I n c .  

Dear D r .  Cowan, 

J u s t  a few words t o  thank you f o r  making p o s s i b l e  ou r  
P l a s t i c s  Technology T r a i n i n g  a t  t he  U n i v e r s i t y  o f  L o w e l l .  I t  was 
a  g r e a t  o p p o r t u n i t y  f o r  m e  and f o r  ou r  company t o  be exposed t o  
t h e  l a t e s t  advances i n  p l a s t i c s  i n  Lowe l l  as  w e l l  as  i n  d i f f e r e n t  
i n d u s t r y  v i s i t s .  

I must c o n g r a t u l a t e  you and your s t a f f  f o r  an e x c e l l e n t  
o r g a n i z a t i o n  and f o r  making o u r  s t a y  a t  L o w e l l  a ve ry  f r u i t f u l  
one. 

Hgain, thank you ve ry  much. 

S i n c e r e l y ,  

Pablo A r r i s t a  



i.i~;t~ecles d e e a ~ r o l l a n  cursos' de a p r s n d i z a ~  e in tens ivo  de 1 
idioma ingles creo  realmerite que es una nsceazdad que aderri&s 
di- loa  C U ~ S O C  que herr~os r e c i b i d o  se desarrollara cursos 
in ten91,vos  pracc i cos  - soDre r l  !.dioms i n g i k s .  aplicado a l  , 
ml+amo s?c+.ur ~rnsrrien.ial .  ,:,, bluk piensa de la iuea '?  . 
-'\.hora solamente deb~nios Tener I e  en que eL c ~ n f l i c ~ ~  ' d e l  
\.;nlro 2ersico no con t inue  po r  largo tiempo y e i  mundo vuelva  
a la paz, como debe ser para e l  Sierisstar d e  l a  humanidad. 
Muchos sa iudos  para su  f a m i l i a  y espero a tender la  en Cos ta  
hita i lwan te  su  proxirna v i s l t a .  .. . 
. . ~ > z i  gen%.ileza,  



l EDCIINTEHN ATIQN AL 
San Jouá,  13 d c  marzo do  1 9 9 1  

l Sra. 

SyLvia Cowon, Ed.D. 

Directora del Proyecto 

1 Estimada ucfiora: 

Reciba de mi parte un cordial saludo, y a la vez 

deseo manifestarle a travbs de la presente mi mbs sincero 

agradecimiento por el honor con el que fui distinguido, 

al ser elegido como parte integral del programa "Capacita- 

ci6n para el Desarrollo del Sector Privado". 

La experiencia recibida durante mi estadia en los 

Estados Unidos enriqueció no sólo mis conocimientos, sino 

también acelerb mi desarrollo profesional. 

Agradezco nuevamente la oportuqidad brindada, quedando 

a su disposición, 



A RICAN . L . _ _ a = , _  

Sra. 
Sy l v i a  R ,  Cowwn, Ed.D. 
Senlur P r n j e c t  Dzrector 
l n t e r n a t i o n a l  Proqrams 
53 Chapa1 S t r e c t  
Wewton, Massachueettc 02160 

Estimada S r a .  Cowan: 

Por medio de l a  presente qu iero  expresar todo m i  
agradecimiento por su colaboracidn en e l  e x i t o  d e l  curso 
sobre mercadeo in te rnac iona l ,  en Arizona. 

Actualmente, me encuentro t r aba j  ando en un es tdd io  
de f a c t i h i l i d a d  para un proyecto de p lantas  ornamentales 
con f i n  de expor tar  a terceros mercados. Ademas, estoy 
enviando algunas car tas  de i .n t roduccion de l a  compañia y 
d e l  proyecto con e l  f i n  de conseguir compradores y con 
suer te  un inversionista-comprador d e l  producto. 
Realmente estoy muy motivado con es te  proyecto y todo se 
l o  debo a l  curso que l l e v e  en Thunderbird. 

De m i  u l t i m a  semana y e l  diseño i n d i v i d u a l ,  he de 
d e c i r l e  que tambien sal ' io  todo perfectamente, h i c e  
muchos contactos en F lo r i da ,  e x i s t e  mucho i n t e r e s  
t u r i s t i c o  por Costa Rica. Actualmente, trabajamos en l a  
r e a l i z a c i o n  de fam t r i p s  para promocionar e l  pa is .  

Finalmante, qu ie ro  cursar  formal i n v i t a c i a n  para 
que en l a  proxima v i s i t a  a nuestro pa i s  no se quede s i n  
llamarme para poder mos t ra r le  l o  b e l l o  d e l  mismo. 

De usted muy atentamente. 

- P.O. BOX 2907-1 000, 

\ Carlos ~ r e j o s ! ~ .  

SAN JOSE. COSTA RICA TEL. (506) 22-4547,22-7338 TELM 3412 



' I ' E H M O  h 4 E C A N I ( X  S.A. 
lel8lorio: 22-62-31 f ex (UX) 21 -8W4 

Afildo, 390 2 300 Curri&bclt 
hvr, 14-16 Callo 4,  E;en Job4 

E s t i m a d a  S y l v i a :  

Un s a l u d o  c o r d i a l  de  p a r t e  de  N o r i t a  y m i o .  

Le a d j u n t o  una f o t o c o p i a  d e l  r e c o r t e  d e  p e r i b d i c o  que  
s a l i b  e n  La N a c i a n  s o b r e  n u e s t r o  nuevo  c o n t r a t o  c o n  l a  
compafi ia  F i s h e r - K l o s t e r m a n ,  I n c .  e n  K e n t u c k y .  

Muchas g r a c i a s  p o r  s u  i n t e r e s  e n  n u e s t r a  e m p r e s a  y por  
t o d a  s u  a y u d a .  

A t e n t a m e n t e ,  

Gerardo  V i l l a l o b o s  Q .  



r ----- ' 
TERMOMECANICA, S.A. UNA EMPRESA METALMECANICI 

COMPROMETIDA CON EL MEDlO AMBIENTE 

TERMOMECANICA S.A. 
1 - ... . 

llgrsdeee a F~SHER-KLOSTERMAN fa confianza depositada al wscrlblr 
un contrato de fabricación y distribuclbn de sus prestigiosos 

productos para Costa Rtca Y Centro Amkica - .------- 

En Termomecanka tenemos los das puestos en e ~ ~ ~ .  
Ir~~s:igemos n u m s  tecr?ologlas y estarnos preocu~ados 
mr le DreservacíCn del ~ e d i o  ambiente =a Costa Rice. . 
Es wr esa  rubn que hemos suscrito ün Contrato de 
fabricaddn y Distrlboci6n con ASilER- KLOSIEHMAN, tara 
tcrnpanfi norlsamerícana. que tiene gran westigia en ta 
ccnsrnccfbn de: ciclones. colec(3res de polvo y de eqJpo 
para Bvltar la eontaminatión ambiental en el tratamiento de 
desechos. Para cubrir as1 el memdo costarricense y 
centroamerkarro. 

~&mmeei%nka. S A  se fundb en 1974 con le Idee 6e mar 
una industria metalmec&4ca, sspeciaiizada en la 
laricactbn de homs y secedores industriales, fajes 
transpcrfmras y r>ensancB tamMen en presentar a fa 
3ndustrla codankense una solución a sus problemas da 
mlpw líbneos en s u s  procesos de ~roduccibn- 

I---~-[ Nfrech  ~?l lakbs  y GerardD Villalobos sun los tngenlems 
Iry. Gsm& E&?obos Quhd. sctkrs. que cori conocímiento yvlslbn han hecho que tos 

P , M m f o  industrialas ks ben ta confianza paia llenar bs 
repwrimler?tos de su empresa. Ademds los obreros 
especiatltadcs de su  empresa, 8leHen gran orgulk be !a 
didad  de su trabajo. 
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O gmpo de indushiales metalmecánicos qce partiapó en el 'programa da cursos cortos y visitas de observación (Bn los Estados 
Unidos de Noiteaméñcaw 

- 

PROMOVIDO POR CINDE-PROCAP . 

$ cual se r d i ó  &ante el mes de a b r e  del año en curso, desea por este medio expresar públicamente su rechnócimiento a 
- 

- 1 

la . l .  

GERENTE DE PROCAP ING. CLARKZOMER R., A SU ASISTENTE IN6. ZOILA - 

VOL10 P., Y A LA DRA. S I ~ I A  COWAN FUNCIONARIA DE.EDUCATIOIN DEVE- 
LOPMENT CENTER; - , 

quienes a su cargo la organización de este eyento. 
La e+enaa y conocimientos adquiridos fortalecerán el desarrollo futuro de nuestras empresas y sector metalniecánico y por 
ende coaciywar al esfuerzo exportador en que Costa Rica se encuentra comprometida. - 

Sr. J&n Carlos Abarca A. 
Ing. Elmer Arias A. 

fng. Juan Marcos Femández S. 

Ing. Jacobo Rubinstein R. 

Ing. Ricardo Pacheco C. 

Ing. Víctor Hugo Bend'g 
Sr. Luis F. Castillo C. 

Sr. Gerardo Villalobos - - 
Srta. Luáa Solís M. - 
Srta. Rosa l. Solís M. 

Licdo. Stek Delolrne N. 
Sr. Edgcn Rvnnehm P. 

Taller H-7, SJ., Sr. Marvin V q  a A. 
Ing. león Mon 1 ero G. 

Compqñía Leogar, S& Sr. Felipe Leóri M. 

Filtros dt? Costa Rica, S& Sr. Carlos Edu~rdo Garito Ch. 
Sr. Wálter A. Rojas M. 

iRodaka, SA., Arq. Rodrigo Masís D. 

llmportadora de Maquinaria Sr. Juan Carlos Díaz V. I 
\ 

h m ,  S A ,  Sra. Ana Mlcaela Peña C. 

C E W R O  . Srta. Jeannibtte Víquez Ch. 1 

CINDE-lmpulso - Industrial Ing. Luis lncler A. 
- .. 



Appendix E: Illustrative Targets from Contract 
(Proposed & Actual) 

Summary: All Training Programs 
(by Year) 



rota1 Numbcr of Oroupe 

rota1 Numbcr of Pnrlicipnnur 

rota1 Numbcr of Pnrlicipmt 
Necks 

Jumkr of Group8 
Jew Contmct Targetti 

6188-9/9 1 
Customized 
Packagcd Rograms 
Confcrence/Exposition 
Internship 
Sclf-Designed 

Jumber of Participants 
Jew Contract Targets 

6188-9/9 1 
Customized 
Packaged Rograms 
Conference/Exposition 
Internship 
Self-Designed 

'OTAL 

TRAINING FOR PRIVATE SECTOR DEVELOPMENT 
ILLUSTRATIVE TARGETS (Using Maximum Numbers) 

Prlvnte 
F'ro~w,ucd 

57 

459 

1101.49 

17 
1 1  
1 1  
3 
15 

57 

294 
60 
78 
5 
22 

459 

- 
Ctor 

Actual 

57 

467 

1 l67,7l 

17 
12 
10 
3 
15 

56 

294 
69 
77 
5 
22 

467 

lccloi 
Actual - 
4 

6 

10.14 

0 
3 
0 
1 
0 

4 

-- 

0 
5 
0 
1 
0 

6 

Scclcrr 
Actual 

IS 

19 

74.25 

Actuul 

76 

49 2 

1252.10 

3 1 
16 
10 
4 
15 

76 

310 
77 
77 
6 
22 

492 





Costa Rican Training Program for Private Sector Development 
Tv~e/Davs maw FOCW ts # Part. 

FEBRUARY 19 
Textile Manufacturers I 

Q/12/89-3/11/89) 

mofRogo-5 
Na d P a W p c n k  87 

Total: Mem 76 (87%) Women: 11 (13%) 

Exporting 0, GF4, MM, PM 13 2 11  S3B14.90 

Exporting 0. GM. MM. PM 18 3 15 $2332.47 

Exporting 0, GM, MM, PM 11 4 7 $4AOB.22 

Technical Training 0, GM, PM 25 0 25 S3507A3 

Exporting 0, GM, MM P 2 18 $337533 

0. Owners 
GM: General Managers 
MU: Marketing Managers 
PM. Produciion Managers 
BM: Banldng Managers 
TM:Technicai Manager 
R Research & Development Manager 

F: Female 
M: Mole 



Costa Rican Training Program for Private Sector Development 
T v ~ e / D a v s  Primarv Focus 

YeUZ(.hne6.1989-.h~5.1P90) 

.WE 1989 
University: Economics PP/32 d.' Program Design Professors 
(M. 8CddCxS - 6 m 8 9  - 8/i2/89 
J. SCXHIIO - 6/24/89 - 7/33/89 
0. Cespedes - 6/24/89 - 8/5/89) 

JlbLY 1989 
Univ.: Electrid Engineering CP/21 d. Program Design/ Professors 
(I?. T w -  7/81 89- 7/22/89 Technical Information 
G. LoPio - 7/8/89 - 7/23/89 
V. CIIQCWI - 7/8/89 - 7/28/89 
M. H e r n o n d e r  - 7/8/W - 7/29/89 
I. MazcM - 7/8/89 - 7/29/89 
F. MsnteS - 7/8J89 - 7/29/89 
E. W - 7/8/89 - 7/29/89 
J. Pcre~  - 7/sfso - 7/29/89 
D. V-OS - 7/8/89 - 7/29/89 
J. 1Snene.Z - 7/8/%9 - 8/5/89) 
Univ.: Industrial Production CP/27 d Program Design/ Professors 

C1/16/83 - 811 2189) Technical Information 

AWSUSf 1989 
Fish and %imp Exporters CP/Z d. Exporting 0, GM, MM 

(81'12189 - o / m  
Free Trade Zone Manogers PP/I5 d. Management 

W I  - 9 P m  

Avesoge 
KeytoAbbrevksont: 
C P . c ~ s b d z & v  aOwners F: Female 
mPod<ogedmiF=n GM: General Managen M: Male 
CE: a w r -  MM: hMenng Managen 
S k  SeSf-Desigred Rogm PM: PFoduction Managers 

\ Pn: lnternsMp BM: 6anklng Managers 
1M:Technlcal Manager 

~5 R: Research & Development Manager . 



Wd 'WW 'W3 '0 

Wd 'WW 'W3'O 



I # Pad, 

1 MAY 1990 I 
I Electronics Manager cVsd Exporting Information GM, PM 2 0 2 $85600 

(s/sm-wm I 
Phormamiicol Manuf. PP/12 d. Exporting 0, GM, MM, PM 4 1 3 S3aQ625 

c5/11m-5/22/~0) 
W.: Oca'potional Health CPl23d. Program Design1 Profes#>rs 2 0 2 $3.986.33 

a smt~ Technical Information 
W1/QO-6NFO) 

I 
I Flostics MmufcscttlFers I CPf23 d. Technical Training 0, GM, PM 17 2 15 $3,64333 

integrored Pest Manogmnt PP/21 d. iechnica! Traitniw 0, GM, Professors 7 0 7 $4,481.45 
(yrjpo-6/2PO) 

I Total: Men: 150 (88%) Women: 21 52%) 

QOwners 
GM: General Managers 
MM: Marketing Managers 
PM: Production Managers 

F: Female 
M: Male 



OaOBER 1990 
O a i r y m m m  CV7d. 

a m -  l o r n  
0tmkhg M o n o g e m e n t :  PPll4d. 
Inkoda 

owm- 1 c l y ; r , 1 -  
Metd Working: hkrketing =/7 d. 

CfW4PO - 10120p0) 
FmWe Mmufoctuers fl PP/ 12 d. 

Ocylyso-WaW 
Ru&m Marketing C€/6 d. 

0 ~ - 1 ~ 1 p 0 )  
R e g i o n a l  Tourism CP,m d. 

a w m -  1 v 1 7 m  

Exportii lnformation 

Technical Training 

fxportiig lnformation 

Manogement 

Exporting lnformation 

Manogement 

Marketing 

Exporting 

Exporting Information 

Coordinate hlarketing 
Strategy 

Costa Rican Training Program for Private Sector Development 

9 S 87689 

15 S4304.76 

3 $91252 

10 S3BW.35 

3 S?,143.66 

3 $ 4 D . W  

1 SW.39 

7 SD7t597 

9 Sl2ts75 

P S3m.05 

MM. GM, 0 

0, GM, PM 

0, GM, PM, MM 

0. GM. MM 

0. GM. MM 

BM 

0 

0. GM 

0. GM 

0. GM. MM 

9 

17 

5 

10 

3 

3 

1 

7 

11 

as 

F: Female 
M: Male 

eOwnen 
GM: General Managen 
MM: Marketing Managers 
PM: Produclion Manogers 
BM: Banking Managers 
1M:Techrdcal Manager 
P Research & Development Manager 



Technical Training 

Marketing 

Technical Training 

f3porting Information 

Technical Training 

Developing 
Marketing Plan 

Marketing Plan 

Technical Training 

Developing 
Marketing Pian 

0. GM. PM 

0. GM, MM 

0, GM. PM 

0. GM. MM 

GM, MM 

0. GM, MM 

C 

GM, MM 

0, GM, MM 

=ownets 
GM: General Managers 
MM: Marketing Managers 
PM: Production Managers 
BM: 8anldng Managers 
fM:Technical Manager 
IC Research & Development Manager 

F: Female 
M: Male 



MARCH 1991 
Processed foods IM122 d. Technical Training iSM.MM 3 0 3 

G f i m  -3/22/91) 
~ ~ 3 0 d S h o w  -3d Technical Training GM.MM 4 0 4 

W3fl1-315P1 
iZppard Show of Am- SD/5 d. Technkal Training GM. MM 2 3 2 

Olr2/91-3/16/FU 

APeClL 1?91 
lntemh$3: Tcxlrism 1NT/8 d. Technical Training 0 

(&14/91- 412lpl) 
m % m  SD/6 d. Technical Training 0,GM 

W 9 r 9 1 -  4/243 
secslrfiies MWet Devebp. PPf 14 d Technical Training EM 

<W1/91 - W W 1 )  
TrcrvelExp&ibn-mX S3/7 d. Technical Training MM 

(4/2&91- 428fo1) 

0:Owners 
GM: General knogen 
MM: Marketing Mamgms 
PM: Pmductlon knogen 
BM: Banfdng Monogers 
TM:Technlcal Manager 
R Research & Development Manoger 

F: Female 
M: Mat9 



Technical Training/ 
Productions 
Management 

Te -!mica1 Information 

Marketing 

Marketing 

Technical Training 

Management 

Marketing 

Management 

Marketing 

eOwnsrs 
Ghk General Managers 
MM: Marketing Manogers 
PM: ProducMn hbmgers 
BM: BonWng Monogers 
YhkTechnlcal Manqpr 
R Research & Development Manoger 

F: Female 
M: Male 



Costa Rican Training Program for Private Sector Development 
PrqICm: Tv~eIDavs maw Focus ts #Part. F M $ ~ e r  P q d  

1991 
National Piastics Expo CE/3 Exporting O,GM,PM,MM 

(611 8/91 - 6/23/91) 

u y  1991 
Hotel Investment Decisions PP/7 Management 0. GM 

(7/7/91 - 7/13/91) 
Employee Turnover PP/7 Management 0, GM 

(717191 - 7/13/91) 
Processed Foods: SD/7 Technical Training T M 
Meat Technology 

OD8tol -813191) 

August 1991 
WasLdgton Gift Show CE/7 Exporting 0, GM, MM, PM 

(8123191 -8/29/9l) 

September 1991 
Blackberries SD/7 Exporting 0, GM 

(9/9/9l -9/15/91) 
Roots S@/2 Exporting TM 

(9/9/91 -9/15/91) 

No. d Programs: 7 
Na  d Parkipants: 32 

Total: Men: 26 (81 %) 
Key to Abbrevktkns : 
CP: C&mlmd Program 
PP:PackagedRogram 
CE: C o n f e r e n c e ~ o n  
SD: M-Dedgned Program 
rnhtecnstrip 

Women: 6 (19%) 

0: owrsts 
GM: General Manulgers 
MM: Marketing Managers 
PM: Production Managars 
BM: Banklng Managers 
TM:Technlcal Manager 
k Research & Development Manager 

F: Female 
M: Male 


