
THE FIFTH ANNUAL REPORT OF 

THE CARIBBEAN AND LATIN AMERICAN 
SCHOLARSHDP PROGRAM 

August 1991 

Submitted to: 

Latin American and Caribbean Bureau 
Office of Development Resources 
Education and Human Resources Division 
Agency for International Development 

Submltted by: 

Aguirre International 
1735 North Lynn Street 
Suite 1000 
Rosslyn, VA 22209-201 9 

and 

Checchi and Company Consulting, Inc. 
1730 Rhode Island Avenue, N.W. 
Washington, DC 20036-31 93 

Under Contract Number LAC-0001 -C-00-9035-00 
CLASP Follow-On 

Project Number 598-0640 



T A B L E  O F  C O N T E N T S  

Introduction .............................................. i 
CLASPTargets . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  it 
New Scholarship Awards . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . iii 
TheEvaluationProcess . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  v 
New Insights into CLASP I . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . vi 
Conclusions . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  vi 

CHAPTER ONE - OVERVIEW OF CLASP ORIGIN AND IMPLEMENTATION . . . . . . . . . . 1 
I 

Introduction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  1 

I Special Characteristics of CLASP . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 
CLASPITargets . . . .............................................. 3 
Management of the CUSP I Program . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6 
The Results of CLASP I . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 7 
Trainee Evaluation of the Program . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 8 

I LessonsLearned . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  13 

I CHAPTER TWO - CLASP TARGET POPULATION . . . . . . . . . . . . . . . . . . . . . . . . . . . . 15 

TheCUSPObjectives . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  15 
Additional CLASP I Program Data . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 22 
Conclusion... ................................................... 24 

CHAPTER THREE - IMPLEMENTATION OF CLASP I . . . . . . . . . . . . . . . . . . . . . . 25 

Introduction and General Description of Training . . . . . . . . . . . . . . . . . . . . . . . . . 25 
AssessmentdTraining ............................................ 27 
OescriptiondtheData . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  28 
Trainee Perception of Training . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ., . . 30 
Pre-departurePreparation . . . . . . . . . . . . . . . . . . . . . . . .  a t . a t . a t a t . a t . . . a t . a t a t . .  30 
Training Objactives of Trainees . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 31 
TraineeSatisfaction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  32 
ExperienceAmerica . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . . .  34 
Bendits d Training to Returned Trainees . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 37 
Meeting Other CLASP Objectives . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 39 
Fdlow-On ............................................. 40 
Summary and Conclusions. . . . , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 41 

CHAPTER FOUR - SATISFACTION AMONO SELECTED GROUPS 
AND THE EFFECT OF THE TRAlNlNO PROGRAM . . . . . . . . . . . . . . . . . . . . . . . . . 43 

Introduction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  43 
DataandMethods . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  43 
Findings and Discussion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . , . . . . . . . . . . . . . 44 
Conclus ions. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  52 
Policy Implications . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 52 



......................................... APPENDIX A - Counlty Profllom 55 

Belize . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  58 
Bolivia . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  61 
Colombia . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  64 
CostaRica . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  67 
DominicanRepublic . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  70 
Ecuador. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  73 
ElSalvador . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  76 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  Guatemala 79 
Haiti . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  82 
Honduras . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  85 
Jamaica . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  88 
Panama . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  91 
Peru . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  94 
RDOIC . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  97 
ROCAP . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  100 

103 
CASS . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  106 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  DataTable. 109 

APPENDIX 8 - Dorcriptlon of Vrrlrbler .................................. 11 1 

APPENDIX C - Louonm Larrned ....................................... 11 7 

Organizing to Implement CLASP-Type Training Programs . . . . . . . . . . . . . . . . . .  1 18 
Recruitment.. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  119 
Selection . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  120 
Prwjeparture Orientation . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  121 
Implementing the Training . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  122 
Follow-on Lessons Learned . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  124 



E X E C U T I V E  



EXECUTIVE SUMMARY 

The Fifth Annual Report provides an overview of the implementation status of AID'S 
Caribbean and Latin American Scholarships Program (CLASP) through Septemher 30,1990 
(FY 90). CLASP is a direct response to recommendations made by the 1984 National 
Bipartisan Commission on Central America (the Kissinger Report). Thzt report 
recommended that the U.S. Government provide scholarships to over 10,000 individuals 
from Central America. The CLASP program, with consistent financial resource backing 
from Congress, has already surpassed that original objective by over fifty percent. 

This annual report on the process of monitoring and evaluating CLASP represents a 
milestone. Although CLASP training will continue until 1994, this is the last report that will 
be focussed on those Trainees who were sekcted and trained directly as a result of the 
Kissinger Con~mission recommendation. However, neither the CLASP training effort nor 
its evaluation process is ending prematurely. Rather, CLASP has proved to be such a 
successful program that, even before it has ended, it has entered a new phase as CLASP 11, 
which will extend its operation to 1998. To distinguish the original CLASP training initiative 
from the new CLASP I1 program, the former will be referred to as CLASP I where 
appropriate. 

CLASP I1 will continue the effort of CLASP I to focus more on the disadvantaged, women, 
and other previously bypassed sectors of developing countries than in any similar AID 
training program of its scale. It will continue to look for scholarship candidates who have 
demonstrated leadership traits, but who nevertheless are clearly not in circumstances that 
would allow them to obtain their educational or training objectives in the U.S. on their own 
without scholarship assistance. In fact, CLASP I1 will heighten the focus on leadership 
qualities as a criterion of selection. It will also look niore closely at the special CLASP focus 
on "Experience America" activities, which are designed to assurc that the returning Trainee 
has achieved a greater understanding of how the democratic and free enterprise system of 
US. society works, and at how best to enhance the contribution of the returned Trainees 
through Follow-on programs. 

This report is organized in six sections. This summary draws on the highlights of the report. 
It also introduces the theme of the transition to CLASP 11, which also is the focus of 
Appendix D. Chapter One explains the origin, orientation and implementation of the 
CLASP training initiative. To better understand the dynamics of the CLASP I training 
initiative, Chapter Two provides a profile of the CLASP Trainee who has been recruited into 
this program. Chapter Three examines what has happened to the Trainee since he or she 
joined the program and draws upon his or her evaluation of the training program, both upon 
departure from the US. and after at least several months back home applying the benefits 
of the training. Chapter Four examines the question of which Trainees benefit most from 
the training, their understanding of the US., and the effect of the program on their socio- 
economic status upon their return home. Finally, some relevant country-specific profiles and 
other reference materials are presented in the appendices. 



CLASP TARGETS 
The CLASP I Project Paper and subsequent policy guidance have established and 
periodically revised the specific progam targets. The targets as they stand at present are 
as follow (see Figure 1). 

Fifteen thousand individuals from the LAC region are to be sent to the United States 
for training over the life of the project. As noted above, this target has been 
increased from the original training goal of 10,000, and even the revised target has 
already been surpassed as of the end of FY 90. 

A minimum of 70 percent of CLASP Trainees should be recruited from backgrounds 
of economic or social disadvantage. At the end of N 90, compliance with the 
disadvantaged criteria target stood at 87 percent. 

At least 40 percent of all CLASP Trainees should be women. The percentage of 
female CLASP I Trainees as of the end of N 90 was 43 percent. 

A target level of 30 percent (increased from the original 20%) of the Trainees are 
to be placed in long-term training programs (nine months or more). The contract for 
placement of Trainees from the Andean Region was fixed at a lower level of long- 
term placements, and the performance of the Andean Missions continues to be 
measured against the earlier 20 percent target. Notwithstanding the lower minimum 
target for one regional project, the overall record of long-term CLASP I placement 
stood at 34 percent at the end of N 90. 

Figure 1 

CLASP Targets and A c h i e v e m e n t  

Scholarship Awards through FY 90 
................................................................................................... 

1 I 
Fioure 1 rhom thd CUSP mu& hwe atcoded the 15,000 objective and tha ~kotlon tug* for diudvm(rged UIO f .m.kr o 

Other target groups-actual and potential leaders, rural dwellers and youth-have no specified 
percentage targets. Thus, Mission project managers decide what percentages to assign to 
targeted subgroups in accordance with demographic, social, and political conditions existing 
in a given country. 



As noted above, the original CLASP I training initiative has not yet ended. There were 
2,347 new training starts in FY 90. This was an increase of 18 percent above the cumulative 
number of awards at the end of the previous fiscal year. However, this statistic may be 
misleading. The separate projects which make up CLASP I began at different times, and 
the most recent to start up are still expanding, while the ones that started earlier are 
tapering off. 

The first two CLASP I projects, the 
Central American Peace Scholarship 
(CAPS) program and the Central 
American Scholarship Program (CASP), 
a separate set-aside component, began in 
N 85 and were drawing to a close in 
FY 90 (see Figures 2 and 3). CAPS, 
administered by the Central American 
USAID Missions, averaged 2,210 new 
scholarship awards between FY 86 and 
FY 89, and dropped to 1,227 new 
awards last fiscal year. Similarly, the 
CAPS set-aside, administered by 
Georgetown University, which averaged 
260 scholarship awards between FY 86 
and FY 89, decreased in FY 90 to ten 
new awards. 

-- - -- 

Figure 2 

CAPS New Scholarshlps 
FY 85-90 

gurs 2 drpictr a drclins in FY 90 award8 in CAPS. 

CASP New Scholarships 
FY 05-90 

P T l l C  New Scholarshlps 
FY 06-90 

I W -  w r  n a y  n r  w r  w w  
Source: C I S  as o f  91 30190 

I 
Figure@ 3 8hom find CASP mud8  and r decline in I T I C  ward8 rime FY 87438. 

' h e  Presidential Training Initiative for the Island Caribbean (PTIIC), which joined CLASP 
as a new training project in FY 86, increased its awards in FY 90 by 15 percent over the end 
of FY 89. This was also a declining level of new awards, however, since the 182 new xwards 
in FY 90 represented only 56 percent of the average of 324 per year over the preceding 
three-year period, i.e., FY 87 - N 89 (see Figure 4). 
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EXECUTIVE SUMMARY 

Of the regional CLASP I training projects, only the Andean Peace Scholarship Program 
(APSP), which was started in F Y  87, did not taper off its new scholarship awards in N 90 
(see Figure 4). The average number of new awards in N 88 and N 89 was 362. In 
N 90, the number of new awards was 382. 

The Cooperative Association of States for Scholars (CASS), the second CLASP I set-aside 
administered by Georgetown University, which began awarding scholarships in FY 89, 
increased its number of scholarship awards by 67 percent to 546 (see Figure 4). 

Flgure 4 

APSP New S c h o l a t - s h i p s  CASS New S c h ~ l a r ~ h i p ~  

I 
Figure 4 rdl.otr the room rtut d the APSP and CASS proirctr and ongoing award8 in FY 90. 

The Latin American and Caribbean I1 (UC-11) Project 

The CLASP I Annual Rsports have also included reference to scholarship awards in the 
LAC-I1 training project. LAC-I1 training was included in the evaluation process not because 
it was part of the CLASP I initiative, but rather bxause it represented residual funding that 
remained when LAC-I1 funds were used to set up the CLASP I projects in the Caribbean 
(PTIIC) and in the Andean Region (APSP). LAC-I1 differed from the CLASP I project in 
that it did not have the same selection targets or implementation design. Nevertheless, the 
CLASP Information System (CIS) and questionnaire data has been collected on the LAC-I1 
Trainees as if they were in the same piojec.t. 

I 

New LAC4 scholarship awards have declined 
because new funding was unavailable after FY 
89 (see Figure 7). There were no new LAC-I1 
long-term scholarship awards in FY 90, and only 
one in FY 89. Only two percent of the total 
numbcr of scholarships in that project have 
been awarded wer the past two years (nine 
awards). For that reason, this will be the last 
report that will include information  or^ LAC-11 
Trainees. A separate report will provide final 
statistics on the selection, training, and Trainee 
appraisal of the LAC-I1 training. 

Figwe 5 
LAC- I I Now Scholarships 

n 05-90 

C 
Figure 5 rdlocta find UCll mrrdr In FY SO. 



The hallmark of the CLASP I monitoring and evaluation process, of which ;his Annual 
Report is one component, has been an examination of the entire process, ix., from 
recruitment through pre-departure, orientation, the training experience and, lastly, the 
crucible of trying to apply the fruits of the training after returning home-principally through 
the eyes of the Trainee. To accomplish this evaluation, questionnaires were developed in 
English, Spanish and French to capture the Trainee's observations of that process at the 
critical junctures in the training program, the most important being at the end of the training 
program and after the Trainee has retuned to his or her home country. 

The process of administering the questionnaires to returned Trainees in their home country 
through a personal interview has afforded an opportunity to examine the US. training 
experience more fully than the responses on the exit questionnaire permitted. Still the 
principal emphasis of the evaluation process has been the Trainee appraisal of the training 
experience. 

The questionnaire data collection effort is complemented by Site Visits by evaluation staff 
to U.S. training sites to i n t e ~ e w  Trainees. These visits are designed to gain a greater depth 
of information on training programs that may be especially innovative or especially 
problematic. 

This focus an the CLASP T training process 
through the eyes of the Trainee has 
provided valuable insights into the strengths 
and weaknesses of the training process (see 
Figure 6). It has provided useful data for 
efforts to understand and characterize the 
impact of the training on the lives of the 
scholarship recipients. This questionnaire 
data collection effort will continue during 
the CLASP I1 evaluation process, although 
the instruments will undergo some revision 
to sharpen their focus on the core issues of 
the CLASP I1 evaluation. 

C 

Drawing on this experience, there will be a E~ 
new level of evaluation effort kbr CLASP 11. indimton d the v& of the progrrmr. 

The new focus will be to understand more 

F l g u o  6 

Wou Id Respondents Recomnend CLASP' 
1001 .."" .............................................................................................. 

nun 8 rhowe how q?reotionnrirm yield u d u l  Trrinao-8upplkc 

thoroughly the results of the scholarship program, i.e., to focus on its impact. The tools 
which will be brought to bear on this effort are proven social science interactive research 
methodologies, such as case studies, focus groups and townhall meetings. A common 
denominator of this new effort will be the face-to-face interaction between the evaluator and 
the Trainee or other perscns, such as employers, mentors or family members, who are 
important sources of information about the results of the training experience. 

One of the major reasons for the inclusion of a greater level of interactive evaluation effort 
for CLASP I1 is that this offers the opportunity for a more tangible and insightful look at 



issues such as leadership qualities of the Trainees and the effect of Experience America 
activities. These integral characteristics of CLASP I and CLASP I1 programming are 
difficult to assess by drawing primarily on the questionnaire data. 

CLASP I1 training is just beginning, and the new "qualitative evaluation" effort is also ir! its 
initial stages. A description, in summary form, of that effort is included in Appendix D. At 
this point of transition between the two programs, it is appropriate to focus on what the 
CLASP I training initiative has accomplished. It has been a complex and innovative effort 
in which the evaluation staff was learning as much as were the AID Mission project 
managers, placement contractors, and training providers as the training initiative unfolded. 
The fact that there is a CLASP I1 demonstrates that all parties to this effort, including the 
US. Congress and Administration policy-makers, have found it worthwhile. Although the 
program has experienced some growing pains, as would be expected of any new and 
untested initiative, the training process has had the advantage of periodic evaluation reports 
that have identified problems and have suggested corrective actions. There have been mid- 
course adjustments that have kept the program focussed on achieving its multiple objectives. 

NEW INSIOHTS INTO CLASP I 
The databases on the Trainees and their views on the training offer an opportunity to look 
for statistically significant correlations that may be useful tc C U P  project managers in 
shaping the training propam design, recruitment efforts, and orientation or follow-up 
programs with the returned Trainees. This type of statistical analysis has been presented in 
past Annual Reports an issues such as how Trainees from different backgrounds view their 
preparation for training, which Trainees express the greatest frustration with problems of 
communication in English, to what extent Trainees from different sectors of society find that 
they are able to apply their new post-training skills, and how Trainees in different types of 
training rate various components of their overall program. Chapter Four of this report sets 
forth new data analysis related to how perceptions of Trainees about their training 
experience vary depending on the length of the program, and depending upon whether the 
program was academic or technical. The analysis indicates that Trainees' views on the value 
of the training appear to be influenced by the Trainee's gender and prior level of academic 
preparation. 

Missions collectively are exceeding the CLASP I selection targets. Furthermore, most 
Trainees view the training favorably, and find it beneficial once they have returned to their 
home country. Historical data from Trainees and from CLASP I managers, whether they 
are AID, placement contractors, training providers or the process evaluation staff, have 
indicated lessons in implementation which have been used to fine-tune the program and will 
continue to serve as a guide CLASP I1 project managers. 

One area where fine-tuning has been shown to be important concerns pre-departure 
orientation. Missions that have adequately prepared Trainees in terms of English language 
training (where necessary), training objectives, cultural adaptation, and training course 
content have benefitted by having Trainees return with more positive attitudes toward their 
training experiences and more likely to consider their training experience applicable to their 
professional and personal lives. Another very important area of focus for the evaluation is 



Follow-on activities. As the number of Trainees returning home increases, the Follow-on 
respo~~sihility assumes ever-growing importance. It is vital in achieving the objectives of the 
CLASP program, i.e.., the strengthening of bonds of friendship and understanding between 
the US. and other countries as a result of the returned Trainee's broadened knowledge 
about the US, its people, its institutions, and its culture, and the maximization of the 
returned Trainee's contribution to the economic and social development of his or her 
society. 

Analysis of Trainee and contractor feedback and of project management experience has 
revealed the importance of well-organized programs based on clear policies and procedures 
from the design stage through the post-tralining follow-up activities. These factors impact 
on the effectiveness of the program and, therefore, on Trainee satisfaction and attitudes 
toward the U.S. Although the individuai steps, (i.e., selection, preparation, Experience 
America) are on the whole well-run, increased attention to continuity and integration 
between successive phases in the program may further enhance the program's effectiveness. 

These are only the most currently operational lessons which result from the evaluation 
process. Other sections of this Annual Report which outline lessons learned may be f~und 
in Chapters One and Three, and more extensively in reference form in Appendix C. 
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CHAPTER ONE 
OVERVIEW OF CLASP ORIGIN AND IMPLEMENTATION 

The purpose of this chapter is to provide an overview of the origin, orientatLon and 
implementation of the Agency for International Development's (AID) Caribbean and Latin 
American Scholarships Program (CLASP) through fiscal year 1990 (N 90). CLASP I (the 
program title that is used in this report to distinguish the origiaal training effort from the 
already operational CLASP I1 extension) began is a direct response to recommendations 
made by the Na.tiona1 Bipartisan Comn~ission on Central America (the Kissinger Report) 
of January 1984. That report recommended that the U.S. Government provide scholarships 
to over 10,000 individuals from Central America. 

COMPONENTS OF THE CLASP TRAININQ INITIATIVE 

CLASP - Carlbbern and Latln Amerlcrn Scholarrhlp Program 

CAPS - Central American Peace Scholarship project - 1985 
CASP - Central American Sciwiarmip Project - 1986 
PTllC - Presidential Training lnitiative for the Island Caribbean - 1986 
APSP - Andean Peace Scholarship Project - 1987 
CASS - Cooperative Association of States for Scholarships - I= 

The CLASP I program was authorized in February 1985. It began as a Cectral American 
initiative, operating as two projects; the Central American Peace Scholarships (CAPS) 
program and a Georgetown University-managed, parallel congressional funding set-aside, 
called the Central American Scholarship Program (CASP). In 1986, CLASP was extended 
t~ the Caribbean under the name of the Presidential Training Initiative for the Island 
Caribbean (PTIIC). Using funding that was already available in the Latin American and 
Caribbean I1 (LAC-11) project, like CAPS, the second regional project is also managed by 
the AID Missions in the region. The third expansion of the CLASP I training initiative was 
in 1987, when LAC I1 funds were used to launch the Andean Peace Scholarship Program 
(APSP). The most recent component of CLASP I began in 1989, when Georgetown 
university's set-aside training program was expanded to encompass the ~aribbeanregion 
along with a new effort in Central America. This new effort was termed the Cooperative 
Association of States for Scholarships (CASS). 

The original 10,000 scholarship goal for Central America recommended by the Kissinger 
Report was to be achieved during the period from 1985 to 1993, When the program was 
expanded to the Caribbean and the Andean Region of South America, the training target 
was increased to a minimum of 15,000. The following is a description, by region, indicating 
from where these Trainees have come. 



Central Ame~lca 

In the CAPS project, 11,121 scholarships have been awarded as of thc end of N 90 to 
students from Belize, Costa Rica, El Salvador, Guatemala, Honduras, and Panama. From 
the same countries, an additional 1,129 scholarships have been awarded in the CASP project, 
and a further 509 in the CASS pr~;ect. 

The Caribbean 

The PTIIC project provides training for 
individuals selected by the AID Missions 
in the Dominican Republic, Haiti, 
Jamaica, and AID'S Regional Develop- 
ment Office for the Caribbean (RDOIC) 
whose Trainees represent most of the 
other nations of the Eastern Caribbean. 
The scholarship target was 1,785. At the 
end of N 90, the PTIIC project had 
reached 1,226 scholarships, and in CASS 
an additional 364 Trainees had been 
selected, for a total of 1,590. 

The Andean Reglon 

Tralnsea by Reglon and Projact 
Through FV 90 

Cantral 
Project Amerlca 
CAPS 11,121 
CASP 1,129 
PTllC 
APSP 
CASS 509 
Total 12,769 

Crrlb- 
barn Andsrn Total 

11,121 
1,129 

1,226 1,226 
1,125 1,125 

364 873 

1,590 1,125 16,474 

The countries that comprise the APSP regional project are Bolivia, Colombia, Ecuador, and 
Peru. The training target for this region was established at 1,740 scholars. Scholarship 
awards at the end of N 90 amoilnted to 1,125. 

SPECIAL CHARACTERISTICS OF CLASP 
CLASP shares many typical AID participant training characteristics, especially those related 
to human resource development. However, several characteristics are unique to CLASP. 
They are described in outline form below. 

Parallel to strengthening the human resource base of Latin America and the 
Caribbean through training in skills essential for social, economic, and political 
development, CLASP'S other goal is strengthening the ties of friendship and 
understanding between the countries of the LAC region and the US., including an 
appreciation for democratic institutions, free enterprise, and the value of a free press. 

CLASP has a special target emphasis on training the socio-economically 
disadvantaged from both rural and urban areas, with a major participation of women, 
and the simultaneous challenge of identifying persons who have demonstrated 
leadership potential. 

Within the context of the Country Development St,rategy Statement, the design of the 
program begins with the Trainee. First, project staff identify and select the Trainee 
using the above described target criteria. Then, the project managers and placement 
contractors build the training program around his or her training needs. 



To assure the broadest and most impartial bast: for recruiting and selecting Trainees, 
Missions have formed special CLASP selection committees, often including 
individuals from the private and public sectors in their countries. 

The AID Missions are also responsible for providing a special orientation to CLASP 
scholars for their U.S. study programs. Pre-departure orientation programs for 
Trainees are intended to prepare the Trainee in advance to take advantage of the 
training experience in terms of the training objzctive and the corollary aspect of 
Experience America activities including, where appropriate, through the provision of 
English language and remedial training before departure for the U.S. Additional 
preparation may occur in the U.S. 

The CLASP program is designed to include first-hand experience with U.S. social and 
democratic institutions, processes, and values. During training, program 
administrators provide scholars with opportunities to become involved in the daily 
lives of individual American families and in activities of community, professional, 
private sector and governmental organizations. The sum of these opportunities 
constitutes the Experience America component of the training. 

CLASP project managers have recognized that the training experience, to be most 
successful, requires structured and continuous contact with individuals after the 
scholar returns to his or her country. All participating CLASP Missions are expected 
to implement specially tailored Follow-on programs for Trainees after they have 
returned home. This will have an even higher priority in CLASP 11. 

CLASP Missions are under AID/W guidance regarding implementing practices for 
containing costs (i.e., use of the Training Cost . aalysis System W A ]  and open 
competitive contracting procedures) to ensure that contractors design and implement 
the training programs at reasonable costs. As part of this cost control process, 
contractors are required to use the TCA system to report their expenses. 

The CLASP I Project Paper and subsequent policy guidance set out several specific project 
targets. 

a Over the life of the project, 15,000 individuals from the LAC region are to be sent 
to the United States for training. 

At !east seven of every ten CLASP Trainees (70%) should be economically or socially 
disadvantaged. The remaining three out of ten need not be classified as 
disadvantaged, but they may not be from among the elite, who could study in the U.S. 
on their own. 

A minimum of two-fifths (40%) of all CLASP Trainees should be women. 

A minimum target level of 30 percent of these individuals are to be placed in long- 
term training (nine months or more). The four Andean country AID Missions in 



CLASP were permitted by AIDIW to retain an earlier 20 percent minimum target, 
although they were encouraged to meet the 30 percent target. 

Life of Project Objective 
The total number of scholarship awards for the life of project was reached and passed in 
FY 90. The CLASP I training began exclusively in Central America in 1985, with over one 
thousand awards in that first year. The awards have been over two thousand per year in 
each subsequent year. Although the number of new awards was declining in N 90, it is 
clear that CLASP I will achieve a significantly higher total than its objective of 15,000. 

The CLASP I training 
initiative has been 
implemented through 
several different projects. 
The three regional AID 
Mission-managed efforts 
are CAPS, for Central 
America, PTIIC, for the 
Caribbean, and APSP, for 
the Andean region sf 
South America. The two 
Congressional set-aside 
projects are CASP, in 
Central America, and 
CASS, in the Caribbean as 
well as Central America. 
These several projects 
began in different years, 
and, therefore, are in 
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The record of achievement in meeting the selection targets has been very good. Chapter 
Two details that record in terms of the selection criteria and placement by project and, in 
some cases, by Mission. Briefly, the results of the selection process is outlined below. 



The three Mission-administered I 
regional projects are each above 
the 70 percent minimum target 
(see Figure 1.2). The first of 
these, CAPS, began recruiting 
and selecting the disadvantaged 
at below the target level. But, 
the data reflect how the CAPS 
hdissions subserquently improved 
their records. The later-starting 
rt:gional projects had the benefit 
of that early eqperience and have 
consistently reported results 
above the miniinum target. 

The managers olf the Georgetown 
University set-aside projects 
(CASP and CMiS) have reported 
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that all of their Trainees meet the disadvantaged criteria. This 100 percent record for these 
projects may change based on an AIDIW request to Georgetown to review the application 
of the disadvantaged criterion to the CASPICASS Trainees. In any case, CASP and CASS 
selection of disa~dvantaged Trainees appears to be well above the 70 percent minimum 
target. 

Women 
All projects are above the 40 
percent minimum target at the 
end of N 90. Once again, it can 
be seen graphically in Figure 1.3 
that the early effort, when 
CLASP I was launched, met with 
greater difficulty meeting this 
selection target. CAPS and 
CASP gradually improved their 
efforts and have now exceeded 
the minimum target. The later 
starting projects had this early 
experience to draw on as they 
began their efforts. 

Both the Caribbean regional 
project (PTIIC) and CASS, which 
recruits from the Caribbean as 

F l g u a  1 3 
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well as from Central America, have not just exceeded the 40 percent minimum target; 
women have received a majority of the scholarships awarded in those two projects. 



Long-term 
The two Georgetown University- 
administered set-aside projects 
are req~onsible for CLASP I 
being above the 30 percent target 
for long-term training. This is 
because they have been targeted 
almost exclusively on long-term 
training (81.7% for CASP and 
100% for CASS, see Figure 1.4). 
The Andean regional project 
(APSP) has a 20 percent 
minimum target because its 
original funding level was based 
on the assumption of a lower 
level of long-term training. APSP 
is averaging above that lower 
target (23.9% of awzrds for long- 
term training at the end of 
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y N 90). CAI% project managers are below target, with a cumulative average of 25 percent 
of training scholarship awards for long-term study as of the end of FY 90. Of the Mission- 
managed regional projects, only PTIIC is above the 30 percent target (34% as of the end 
of FY 90). 

MANAGEMENT OF THE CLASP I PROGRAM 
CLASP I is one of the largest and most complex participant training programs undertaken 
by AID. The program includes 14 AID Missions with full-scale CLASP I training efforts, 
three Congressional set-aside projects, the involvement of Trainees representing 25 
countries, 12 US-based placement contractors, and more than 250 institutions of higher 
education in 44 states, the District of Columbia, the Virgin Islands, and Puerto Rico. In 
order to manage and guide the large number of individuals and organizations that contribute 
to the achievement of CLASP I objectives, AID has established several management tools. 

l The CLASP I Project Paper provides the initial conceptual framework, specifies the 
target of total scholarship awards, and specifies the sub-targets of a minimum of 20 
percent (later raised to a minimum of 30%) for long-term training awards, 40 
percent minimum for women, and 70 percent for the socially/economically 
disadvantaged. 

l The Country Training Plan (CTP) describes how each participating Mission structures 
its training emphases with in the overall guidelines. 

l Semi-annual Reports (SARs) provide a summary description of completed project 
implementat'm and provide a projection for the next period, as well as identifying 
any bottlenecks. 



Policy guidance cables from ND~Washington (AID/W) to fiezd Missions provide the 
fine-tuning mechanism which has allowed the Missions to draw on the lessons learned 
elsewhere in the program to guide Missions in their implementation of CLASP I. 

Periodic contractor meetings are held in the Washington area to review 
accomplishments and constraiuts of the CLASP I programs. These meetinns bring 
together representatives of LAC/DR/EHR, the training placement contractors, and 
the process evaluation assistance contractor. 

The long-term process monitoring and evaluation contractor visits AID Missions and 
training sites on a regular basis to obtain data on Trainees, examine Mission 
management of the CLASP I training program, and report findings and suggestions 
to AID/Washington. LAC/DR/EHR reviews the evaluation reports and other 
contract deliverables with a view to drawing on the evaluation results for new policy 
guidance or other dialogue with the Missions. 

The Missions provide data quarterly to AID/Washington on new Trainees and 
updated information on students in training using the eLASP Information System 
(CIS). The CIS is a computerized database installed and maintained in each Mission 
which provides program and biographical data on the Trainees. These Mission- 
maintained databases used by the evaluation contractor to produce, inter alia, the 
CLASP Fact Sheet, which is a quarterly, program-wide progress report, and which 
serves as the core data for the preparation of this Annual Report. The Fwt Sheet 
for the last quarter of FY 90 appears as Appendix E to this report. 

The following, in summary fashion, highlights the accomplishments of CLASP I from its 
inception in February 1985 through September 30, 1990. 

Achievement of Program Targets 
The tota! numbcr of scholarship awards was 15,474 at the end of N 90, an 18 
percent increase over the total achieved at the end of N 89. 

Of this number, 5,290, or approximately 34 percent, have been enrolled in long- 
term training programs lasting nine months or longer. This is an increase of two 
percentage points above the cumulative long-term Trainee share of the total 
awards at the end of FY 89. 

Trainees from economically and/or socially disadvantaged backgrounds have 
comprised 87 percent of the total awards. This, too, represents a two percentage 
point increase above the level recorded at the end of FY 89. 

The cumulative share of females in the program now constitutes 43 percent of 
CLASP I Trainees. This is a further improvement over last year's record of 42 
percent for cumulative awards to females. 



Selection Committees identified 11,014 Trainees (79%) as coming for rural areas, 
and 13,605 Trainees (89%) as actual or potential leaders. 

Those identified as having been selected on the basis of the youth criteria, or in 
youth-related occupations, totalled 4,367 (29%). 

Yralnee Vlewr on the Effects of the Tralnlng Program 
The program's quality was rated as "good" or "excellent" by 91 percent of all 
Trainees who responded to the EM Questionnaire. 

Nine out of ten Trainees definitely would recommend their training programs to 
others in their home country. 

Nearly cight out of tlen Trainees felt their original objectives were realized "to a 
great extent" or "a very great extent" upon completion of their program. 

About three-fourths of the responding returned Trainees found their training 
programs to be "useful" or '"very useful". 

Nearly three-fifths of the returned Trainee respondents have indicated that the 
CLASP I training had helped them to a "great" or "very great extent" to advance 
in their career. 

Trainee AttJtudes Regarding the U.S. and the Training Experience 
Eight out of ten Trainees reported upon completion of their training that they 
had increased their understanding of the U.S. way of life "much" or 'very much." 

When they departed the U.S., Trainees were asked to identify the aspects of their 
U.S. program that they had liked most. The responses that appeared most 
frequently were "sharing experiences" and "culture and society in general." These 
two themes characterized a total of 43 percent of the responses. 

TRAINEE EVALUATION OF THE PROQRAM 
Whether the training program is meeting its objectives depends on whether the Trainees 
who have been selected are able to take advantage of the training opportunity by acquiring 
useful skills or achieving the expertise that will increase their productivity and their 
contribution to their society when they return home. In this special training program, there 
is also special consideration given to making sure that the returned Trainee understands the 
U.S. better after the training in the US. and is prepared to look for ways to relate the U.S. 
experience to conditions at home upon return. 

The achievement of these objectives requires a coordinated approach on the part of those 
recruiting and preparing the Trainees for the training experience, those who arrange the 
training program, those who provide the training, and those who work in the post-training 
environment. The latter are to ensure that the new competence of the returned Trainee is 



harnessed as effectively as possible by networking with others with similar experience and 
continuing exposure to professional stimirli from thr: U.S. 

The role of Aguirre International, as tne evaluation contractor, has been to monitor the 
Trainee from the time he or she enters the CLASP I training program to evaluate how all 
the other parties to this process are succeeding in their responsibilities. A constant feature 
of this evaluation process has been to periodically ask the Trainee to share his or her 
perception of the process. 

The first Trainee evaluation of the training experience depends on whether the Trainee is 
in long-term academic training or short-term technical training. If it is the latter, the Trainee 
is first asked for a critique of the process at the end of the training experience. This 
information is collected by the Exit Questionnaire. The departing Trainee is asked about 
the training program, the administrative support structure, the preparation for the training 
before departure for the U.S., what the Trainee has learned about the IJ.S., and whether 
he or she expects this learning experience to be relevant upon return home. 

The long-term CLASP academic student, who often will be in the US. for two or more 
years, is provided the opportunity to express views on the strengths and weaknesses of the 
training program and the support structure after a period of at least six months into the 
training. The range of questions in the Mid-term Questionnaire is similar to that of the Exit 
Questionnaire, but it explores even more closcly the environment of the Trainee and how 
that may be affecting the learning experience. The purpose is to collect information on the 
training process early enough in the program so that corrections can be made if the Trainee 
is encountering serious problems in the design of the training program or the environment 
in which it is taking place. This long-term academic Trainee is also requested to complete 
the Exit Questionnaire at the end of the program. At that point the Exit Questionnaire 
responses become the more final appraisal of the training experience. 

The crucible for testing the value of the training experience comes only when the Trainee 
has returned home and has become engaged in relating the experience to the home 
environment. The evaluation process, therefore, continues to seek the Trainee's appraisal 
of the experience after he or she has experience in that process of applying the U.S. training 
in the home environment. In order to assure a valid test of the post-training experience, 
professional interviewers target only those Trainees who have been back in their home 
country for at least half a year for an interview using the Returnee Questionnaire. This 
follow-up instrument again probes the Trainee's overall evaluation of the training experience, 
this time with the retrospective viewpoint of the elapsed period. Several new issues related 
to the experience of the Trainee in trying to apply the benefits of the training are introduced 
in this questionnaire. The Trainee is also asked to evaluate the Follow-on program and 
whether he or she has any suggestions that might contribute to enhancing the impact of the 
training through Follow-on activities. 

Trainee responses to these three questionnaires, which have been aggregated in a database 
over the course of the CLASP I training effort, have yielded an extensive amount of useful 
information. The questionnaire database allows comparison of Trainee satisfaction with the 
nature of the training program and other non-program components of their stay in the U.S. 
It yields useful data on Trainee appraisals of the program's utility upon return to his or her 



country. It also allows an examination of Trainee perceptions of the extent to which they 
have learned something about the people of the U.S. and the U.S. system of government 
during their program. 

Trainee Satislaction with the Paogram 

In general, the data collected from the Trainees in the questionnaires indicate that 
satisfaction with the training experience is related to adequate pre-departure orientation, 
English language preparation, the level of U.S. classroom and non-classroom training, and 
U.S. support structures. Cultural adaptation, English language communication skills, and 
administration of medical insurance are areas of recurring difficulty that can undermine an 
otherwise successful program. Providing the organizers with complete and timely advance 
information on the Trainees' academic, professional or job-related background has been 
shown to be important in developing a program which delivers maximum value to the 
Trainee. 

Conversely, in group training programs, especially long-term training, mixing students of 
differing academic or experiential levels of preparation creates frustration for trainers and 
Trainees alike. These issues are described in greater detail in Chapter Three. Some 
recurring lessons regarding Trainee satisfaction are listed below. 

Pre-departure Orientation and Training 

Although overall most Trainees express feeling very prepared (16%) or prepared (48%) for 
their training programs, a few Trainees in virtually every project (5% overall) express 
feelings of being unprepared when they leave for the U.S. These Trainees might be helped 
if they were identified early in the orientation process. Analysis of Questionnaire data shows 
that, in short-term programs, those who most often express feelings o; unpreparedness for 
their training program are males, are older, and are enrolled in training programs whose, 
content is different from their own backgrounds. In long-term programs, by contrast, those 
who most often express feelings of being unprepbred for the training are women and are 
among the older Trainees. 

This does not mean, for example, that all women and older Trainees in long-term training 
will necessarily feel unprepared. Rather, Trainees who reflect these characteristics are more 
prone to feel unprepared, perhaps because of societal, or psychological stereotypes. 
Whether real or not, these preconceptions pose a challenge to the AID Missions, 
contractors, and training providers to assist these individuals in developing a positive attitude 
toward their ability to cope with the training experience. 

English Language Training 

Trainees often have expressed the view that their lack of English language capability is a 
drawback to their training experience, both in and outside the training process. For short- 
term programs, Trainees are usually provided only short "survival" English training. Some 
Missions have developed helpful supplemental materials to assist the Trainee to deal in the 
U.S. with problems of communication. Missions have also gained experience in assuring that 
the training providers have available language-qualified trainers and support personnel. 



For those who need it, intensive English language training is provided for long-term Trainees 
either in-country or in the U.S., or both. In-country training offers the AID Mission the 
chance to separate from the program, befare travel to the US., those persons who are either 
unable to achieve a predetermined level of proficiency or unwilling to make the effort to 
learn English. Although learning a language in the U.S. may be facilitated by the student 
having to use it outside the classroom, the economies of in-country English instruction are 
important to consider: first, the in-country cost is generally much less in the countries of the 
LAC region; and second, the financial and emotional cost of having Trainees fail in their 
training programs because of language-related problems may be lessened if they have not 
already travelled to the U.S. 

Training Programs 

Trainee responses indicate that satisfaction with the training may be increased by: 

paying particular attention to on-site activities (in the case of short-term Trainees), 

providing qualified lecturers (including Spanish or French speakers where appropriate 
for non-English speaking groups) and instructors who are accessible to the Trainee, 

making sure that the level of difficulty is appropriate for all Trainees, and 

ensuring that the training is appropriate for the background of the Trainee and for 
the conditions of his or her country. 

Homogeneity 

From Trainee responses to open-ended questions, information supplied by training providers, 
and from Site Visits, it is clear that mixing Trainees from divergent backgrounds in group 
training programs frequently presents a serious drawback to the successful achievement of 
the training objective. Frustration resulting from a heterogenous group training situation 
may be experienced by all the parties involved, i.e., by the more prepared Trainees, who feel 
held back by less prepared Trainees, by the less prepared Trainees, who are hard pressed 
to keep up with the training and may feel isolated from other Trainees, and by the training 
provider, who has to try to cope with these divergent needs of the Trainees. 

The problem of heterogeneity does not appear most often to be an issue of gender, social 
background, nationality, or income level. Rather it appears to arise most frequently as a 
factor of the training-related background of the Trainees, When the training is academic, 
homogeneity refers to similar academic preparation of the training group. If the program 
is hands-on training, problems may arise when some members of a group are supervisory, 
and others are the implementers for whom the training is most practical. 

The AID Mission may not always form its own training group, but rather may entrust that 
responsibility to a placement contractor. Trainees often have expressed pleasure when they 
have been able to train with nationals of neighboring countries. However, when that 
situation arises, the Mission will want to assure that the design of the training program is 
congruent with the background of the Trainee, and that the group organizer is alert to the 
importance of homogeneity. 



Support Structure 
Trainee attitudes toward their training experience appear to be direztly influenced by the 
training support structure. Particular concerns expressed in the past rela'e to providing good 

, housing, appropriate and timely stipends, and personnel who are able to establish rapport 
with the Trainees. Furthermore, contacts with U.S. families or individuals appeare io 
correlate positively with the Trainee's perception of the success of the learning experience 
(see the discussion of related data in Chapter Four). These personal contacts :are also 
associated with the Trainee's rating of the support structure. 

Trainees' Percoptlons of the Program After Returning Home 

Trainees tend to rate the value of the program more highly once they return to their country 
if they have jobs which provide for more individual initiative and more flexibility. In 
particular, private sector, self-employed Trainees report most often ?hat they are successful 
at implementing newly acquired skills. 

The corollary appears to be that Trainees who are recruited into th2 program directly from 
sch~:)ol or narrow professional or occupations! fields will encounter more difficulty in 
applying thzir training experience. They, therefore, represent special targets for Mission 
cffc rts in Follow-on programs. 

The responses of returned Traine,es also indicate that long-term training appears to provide 
greater post-training career benefits than short-term training. It also results in more 
continued contact with the U.S., once the Trainees return to their country. However, there 
is also a higher level of academic achievement at the time of selection among long-term 
scholarship recipients, which may also explain this correlation. This issue is also explored 
in greater detail in Chapter Four. 

Trainee Perceptlons of the U.S. and Ties with the U.S. 

Several variables of program design appear to correlate positively with Trainee perceptions 
of the U.S. and continued post-training contcct and ties with the US. These observations, 
which come from Trainee responses to questionnaires and intewiews, may be of service in 
Trainee selection, preparation, and orientation. The more significant of these are listed 
below. 

Pm-&parturc Orientation. The Trainee's positive view of the U.S. is strongly 
associated with his or her satisfaction with the in-country pre-departure orientation. 
It may be that a "halo effect" from a successful training program rubs off on post- 
training perceptions of the pre-departure orientation, but it also appears probable 
that a successful orientation is an important stepping stone to a successful program. 

Experience America Component. Trainee responses to the questionnaires indicate that 
incressed Trainee interaction with U.S. society and institutions improves the Trainee's 
attitudes towards the U.S. Visiting with families and attending athletic and civic 
activities are rated more positively by Trainees than observing cultural events or 
visiting tourist spots. 



Trainee Professwn and Ap .  Self-employed returnees are more likely to maintain 
post-training U.S. contacts. Trainees who are older than the youthful majority of 
CLASP Trainee seem less inclined to initiate contacts with US. people and are less 
likely to develop a positive view of the U.S. This does not mean that Missions would 
necessarily better achieve their training objectives by focussing selection on young, 
self-employed persons. But, it does suggest that, in the absence of other extenuating 
factors, youth and professionals may be better able to make the most of the training 
opportunity. 

J 

Earlier Annual and Country Reports have elaborated a number of additional observations 
and operational recommendations that fall into the category of "lessons learned." A 
principal advantage of the central process evaluation contract is that it has facilitated indirect 
cross-fertilization of experiences among the participating Missions. This was a particular 
value early in the implementation of this major innovation in AID training program focus. 

These observations and recommendations have now been generally internalized by the 
participating Missions and need not be repeated here. Any newcomer to CLASP training, 
who may wish to "read in" on past strategic and tactical observations may turn to 
Appendix C, where an updated version of the section on Lessons Learned from the Fourth 
Annual Report on CLASP I issued in April 1990 (Chapter One, pages 9-15) has been 
included for reference. 

The ongoing review of new questionnaire responses indicates that there remain, nevertheless, 
a few areas in which it would still be timely to repeat some of these earlier observations, 
particularly in the area of pre-departure orientation. Lessons learned from analyzing the 
data supplied by the Trainees, and in many cases by the training providers, which deal with 
this aspect are outlined below. 

Ambussadots of CLtSP. Trainees should be encouraged to take information about 
their country and thc9 families, towns, etc., to share with Americans. One Mission 
sent a group of video professionals to the U.S. for CLASP I training. Now that they 
have returned, they recognize the importance of imparting information on their 
country for promoting understanding with U.S. nost families. As a result, they are 
preparing a videotape on their country and culture that will be made available to 
future CLASP Trainees to take with them. Trainees should have a clear 
understanding of the limited knowledge of most Americans about Latin America and 
the Caribbean, and that they meet Americans who know "nothing" about the 
Trainee's country. 

Learning j h m  Experience. Returned Trainees are major resource for the pre- 
departure orientation panel discussions, particularly dealing with issues of transition 
to U.S. social, academic, and political life. 

Pmviding "Shockw Absorbers. Long-term Trainees should be alerted to the typical 
stages of adjustment to a new cultural environment. They should understand what 
will be happening to them and how they can best respond to "culture shock." 



Luyirrg flu Gvourrtlwork for Follow-on. The concept of Follow-on should be initiated 
in the pre-departure orientation program with discussion of what activities the 
Trainees would view as appropriate and useful upon their return. 

Other lessons learned from evaluation of the CLASP I training process, that related to pre- 
departure orientation and other aspects of the program appear in Chapter Three, and 
appear in a comprehensive outline in Appendix C. 'The reader of this report will find in the 
following three chapters the data and interpretations of that data that will suggest other 
approaches to drawing on the experkme of CLASP I training during the balance of that 
program. More importantly, it offers the opportunity to apply that experience in the design 
and implementation of CLASP 11. 
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CHAPTER TWO 
CLASP TARGET POPULATION 

THE CLASP OBJECTIVES 
This chapter describes the extent to which the CLASP I training initiative is reaching the 
intended target population described in the previous chapter. 

The genesis of CLASP I in the Kissinger Commission Report and the selection criteria 
designed into the program clearly establish that recruitment for these scholarships .s 
supposed to be targeted quite differently from traditional AID participant training. Whrx 
the new training initiative was launched, USAID Missions were faced with a major early 
challenge to recruit the disadvantaged, the young, rural dwellers and female candidates, 
while also looking fo: persons with demonstrated leadership potential who otherwise would 
have been overlooked for AID scholarships. To assure the U.S. Congress that AID was 
complying with this mandate, all CLASP I training programs have been evaluated, among 
other things, on the extent to which they meet these recruitment criteria. The computerized 
CLASP Informati011 System (CIS) was designed i:o collect and report this compliance record. 
The CIS figures reported in this chapter are based on data available as of September 30, 
1990. The discussion is organized according to project data for the separate CAPS, 
CASPICASS, PTIIC and APSP projects. 

18 CIASP I meeting project design targets? 

Yes. CLASP I managers are not 
just meeting the targets, they are 
exceeding them. Selection 
procedures have been designed to 
identify the applicants who meet 
the criteria described in the 
previous chapter and other 
established selection criteria, 
consistent with the Kissinger 
Report, the CLASP I Project 
Paper, and Country Training 
Plans, i.e., with an emphasis on 
the economically or socially 
disadvantaged, women, youth, and 
proven and potential leaders (see 
Figure 2.1.) 

As of the end of FY 90, a total of 
15,474 Trainees were recruited 
and selected for CLASP I training 

F l g v o  2 . 1  

CLASP I Awards to Target Groups 
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and sent to the US. by the fifteen USAID Missions and Georgetown University. Ali 7f the 
selection criteria minimum targets have been exceeded. Nearly 500 more women have been 
selected to participate in the program than required by the 40 percent target. About 2,700 
more persons identified as disadvantaged have been selected than was required by the 70 



percent target. The target of 30 percent in lung-term training programs h i d  been exceeded 
by over 645 scholarship awards. The high proportion of Trainees selected on the criteria 
of leadership (91%) and disadvantage (87%) reflect the priority given these criteria by the 
selection committees. 

Even when the CLASP I training initiative is broken down into its component projects, the 
record of compliance with the training targets is nearly perfect. In all projects, the selection 
targets, i.e., for female participation and for economically or socially disadvantaged criteria 
were surpassed by the end of FY 90. The target for long-term training has been met by 
PTIIC and by APSP (but, in the latter case, only because the Andean Missions have a waiver 
of the 30% target). CAPS is below the 30 percent target for long-term placements. 

It should be kept in mind while looking at these data on the selection criteria that a Trainee 
may meet more than one target, e.g., a woman who is reported as disadvantaged may be 
recorded as both economically and socially disadvantaged as well as meeting the youth and 
leadership criteria. To avoid double counting, the totals for each category should not be 
added. 

Within regional projects the record of compliance with the program targets varies among 
the participating Missions. The record of compliance with the targets by each Mission may 
be found in the separate Country Profiles (Appendix A) and in summary form in the CLASP . - -  
I Fact Sheet ( ~ ~ ~ e n d h  F). 

Is CLASP I recruitment meetlng the target 
for the economic8lly disadv8ntaged3 

Yes. All CLASP I projects are well 
above the minimum target for selection 
of at least 70 percent disadvantaged. 

Mission definitions ~f economic and 
social disadvantage vary depending on 
local factors. In most cases, family 
income and household amenities are 
important factors in the definition. 
Other factors which may be taken into 
consideration in judging a candidate as 
disadvantaged include the sex or ethnic 
group of the Trainee and social position. 
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of the cumulative percentage of I 1 
disadvantaged persons awarded scholar- Figure 2.2 r h w r  that each of the projwto ir above the targot for 

ships as of the end of N 90. dirrdvantrgad. 

In addition to the category of economic disadvantage (used by all participating Missions), 
which was applied to 86.7 percent of the Trainees, the other categories of disadvantage 
(which are not mutually exclusive) are ethnic disadvantage (reported by all but three 
Missions and applied to 17.3% of their Trainees) and social disadvantage (reported by 
seven Missions for 73.3% of their Trainees). 



Table 2.1 depicts the; extent to which awards 
were granted to the disadvantaged by each of 
the Missions and by Georgetown University, in 
the parallel set-aside project, as defined by the 
project managers. When total awards to the 
eild of FY 90 are used to determine percen- 
tages, the CLASP I ptoject shows 87 percent of 
the awards were granted to the disadvantaged. 
Thus, CLASP manager; have significantly 
exceeded the goal of a minimum of 70 percent 
of all awards to the disadvantaged. 

An indicator of disadvantaged status may be 
found in some of the demographic data 
collected for all Trainees. For example, it 
would seem likely that the parents of Trainees 
who are considered to be from disadvantaged 
circwmstances will have little education. 
However, since the program is also looking for 
candidates who have demonstrated leadership 
potential, it might also be assumed that the 
scholarship recipient would have succeeded in 
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bla 2.1 rhowr th.1 mort Miulonr hrva r u r p a d  tha 70 pursuing academic studies beyond the levels , g d  ,or d18a,,,,rmQ.d. 
attained by his or her parents. This is exactly 
what the data discloses. 

The typical Trainee selected for the project has 11.43 years of education while his or her 
mother had an average of 5.34 years of schooling, and the Trainee's father had an average 
educational background of 5.8 years, The range in average years of schooling for the 
parents of Trainees is, on the low end, from Guatemala (about three and one-third years of 
schooling for mothers of Trainees, and about four years for fathers) to the much higher level 
found in the Eastern Caribbean, where both parents of the Trainees average over nine years 
of schooling in both the PTIIC and the CASS projects. The Trainees with the highest mean 
years of schooling, i.e, over fifteen years, have been selected in Ecuador and by the Central 
American regional office (ROCAP). Haiti was close behind with over fourteen years of 
schooling in both the CASS and PTIIC projects. In the selection of Trainees by ROCAP, 
the difference between the Trainees' educational background and that of their parents is 
about ten years, whereas the least difference is about four years in three of the Central 
American countries. 



Data is not available which would allow a com- 
parison between the yews of schooling of the 
population in general i n  the CLASP Trainees' 
country with that of the parents of CEASP 
Trainees and the Trainees themselves. However, 
the data from the CIS for CLASP I Trainees and 
their parents appears to clearly sustain the 
hypotheses. The levels of schooling for the parents 
of CLASP I Trainees are entirely consonant with 
the backgrounds of social and economic dis- 
advantage from which the project managers are 
attempting to recruit. Ad the same time, the 
contrast between the educational backgrounds of 
the Trainees and their parents is sufficiently large 
to indicate that the Trainees have demonstrated 
the ability to rise beyondl their background of 
disadvantage (see Table 2.2). 

Is CLASP I meeting the minimum 
target for selection of females? 

Yes. The cumulative selection of females for 
CLASP I training surpassed the minimum target of 
40 percent female CLASP Trainees for the first 
time in FY 89. In that year, total awards to 
women reached the 42 percent mark;. At the end 
of N 90, the record was further improved. The 
cumulative figure for female recruitment rose to 43 
percent. 

Figure 2.3 reflects the record of the three regional 
CLASP I projects and the Georgetown University 
set-aside in the selection of females for scholarship 
awards. 

When considering women as a target group, one 
should look at both the quantity (the number) and 
the quality (the length and type of training) of 
awards to determine whether the awards are 
distributed equitably project-wide. There are of 
course many factors that may limit the number of 
female candidates for long-term programs, e.g. 
societal stereotypes, lack of equal educational 
opportunity, family obligations, etc., but the 
selection policies applied by the project managers 
may be designed so as to overcome these barriers. 
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Table 2.3, which depicts the ceunt~y-specific record, shows that the project managers are 
largely achieving or surpassing that objective. 

The distribution of CIASP I long-term scholarship awards to women does not differ 
significantly from that of all awards (see Table 2.4). Ecuador and Panama have awarded 
somewhat fewer short and long-term scholarships to women than the program calls for, and 
ROCAP has awarded only three long-term scholarships according to that Mission's CIS data 
submission. 

Considering academic awards to women (a sub-set of those who have been selected for long- 
term training - see Table 2.5), women comprise 43 percent of the academic awards, i.e., 
nearly the same as their participation in CLASP I training overall. This is important, 
because receiving a US. higher education degree may be very prestigious in Latin America. 
Missions have awarded these scholarships proportionately to women. 
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Wave CLASP I recruiters responded to the 
leadership criterion In their selection? 

Yes. Policy guidance has stressed the 
importance of seeking current or future 
leaders for participation in the program. As 
a result, over nine of every ten CLASP i 
Trainees have been identified as individuals 
who have demonstrated leadership 
characteristics (see Figure 2.4). 

Leadership traits are not defined in the 
program design in terms of how they should 
be identified or a minimum programming 
level. It, therefore, is left to the CLASP 
selection committees to identify these 
characteristics. Leadership, a subjective 
quality, is more difficult to measure than 

- 
Flgura 2.4 

CLASP Awards to Lenders 
R e r u l b  by Project 

Source: CIS data am or 0/30/W 

otherCLASp criteria. Leaders may refer to politicians, opinion makers, or young people 
who have shown indications of becoming leaders in the future. Over the course of 
implementation of the project, it has become obvious that the quality of leadership is vital 
to reaching project objectives. Missions have given serious consideration to definitions of 
leadership or functional systems for using leadership as a selection criteria. This is 
evidenced in the school achievement levels reported in Table 2.2. 

The test of whether Trainees have been reasonably identified in terms of leadership 
characteristics will only come with time as they demonstrate after their return home how 
well they are able to apply their training experience for their own advancement and for the 
benefit to their communities and associations. During CLASP I1 evaluations the case study 
methodology will be targeted on developing early indications regarding success in this area. 

Have individusis from rural areas received 
a significant share of CLASP i awards? 

Yes. Project managers have endeavored to 
include candidates from rural areas. As a 
result, the CAPS and APSP regional projects 
and the CASPJCASS set-aside have awarded 
over half of their scholarships to persons 
from rural areas. 

There is no concrete policy mandating a set 
distribution between rural-urban 
populations, and the term "rural" is left to 
each Mission to define depending on local 
conditions. Some project managers have 
identified as "rural" candidates from 
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is made up principally of migrants from rural 
areas. Of the 15,418 awards made to Trainees 
in thc CLASP I program for whom data was 
furnished as to whether they were from urhan 
or rural areas, 11,014 awards (71%) were 
made to candidates on the basis of the rural 
criterion as established by the Missions. 

I 
PTIIC Missions send the fewest Trainees 
identified as rural. This is in part because 
these Missions represent island nations for which the distinction between rural and urban 
would be somewhat artificial. The record at the end of FY 90 is reflected in Table 2.6. 

Have youth recelved a slgniflcant 
psrtlon of CLASP I trainlng awards? 

Yes. The average age of all CLASP I Trainees since the program began is 27.4 years old. 
It is slightly higher for males (28.1 years) than for females (26.4 years). Missions have 
identified "youth" as a selection factor for about one third of all Trainees. The average age 
of these Trainee youths is under 23 years old. 

Although, no specific targets or definitions of youth were established in the project paper, 
and, therefore, comparisons of the emphasis on youth is not possible between countries or 
between projects, it is clear that an important focus of the project paper is on youth or 
youth-related activities. Because Missions have not been provided an age criteria to apply 
in the selection process, some Missions have identified under age 25 as the cut off for the 
youth criteria, while others have higher or lower age cutoffs (see Figure 2.6 and Table 2.7). 
The guidance to the Missions alsa provides for including in the "youth" reporting category 
some non-youth whose jobs are youth-related, e.g., school teachers or Boy Scout leaders. 

Plgure 2.6 

Age Profile of CLASP Trainees 
by Project 
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Using their country-specific 
definitions, Missions have designated 
about' 35 percent of the Trainees as 
meeting a youth selection criteria. 
Far more than the 35 percent of all 
Trainees identified as youth are 
drawn from young populations. The 
majority of Trainees are under 30 
years of age at time of selection. 



The graphs related to age on this 
page (Figure 2.7) and on the 
previous page show only age 
profiles of Trainees and, 
therefore, are not tied to the 
"youth-related" criteria used by 
the Missions to report their 
selection of youth. 

ADDITIONAL CLASP I 
PROGRAM DATA 
Discussion in the above sections 
concerns the extent to which the 
CLASP I program is meeting the 
targets that are specified in the 
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training initiative and better 
appreciation of the background of the Trainees may be gained by reviewing additional data, 
primarily biographical information. The following sections present this information. First 
is presented a listing of areas of preparation of Trainees and their occupations prior to 
selection. This information is useful in understanding areas from which CLASP I 
implementors have selected Trainees. Second, information is presented on sectors of 
Trainee employment at selection, keeping in mind that CLASP implementors should recruit 
and select Trainees from the private sector as well as the public sector. 

What is the area of preparation of C U S P  I Trainees prior to training? 

The fields with the greatest number of 
Trainees (both with 19.2%) are 
agriculture and education (see Figure 
2.8). Business and health comprise nine 
percent and 7.2 percent, respectively. 
The applied technology, exact science, 
and manufacturing fields together 
comprise 15.1 percent participation, and 
all other fields less than five percent 
each. Reflecting the diversity of the 
recruitment for CLASP I, the category 
with the greatest number of Trainees 
(20%) is "other"; i.e., other than one of 
the listed fields that comprise the usual 
areas of academic preparation. 
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The largest sector, agriculture, also has the 
largest imbalance between the representation of 
men (29%) and women (6.1%), while in the 
educational area, the percentage of women 
(26.4%) nearly doubled that of men (13.8%). It 
is interesting that women also outnumber men 
substantially in the fields of business, and 
manufacturing. The above information is drawn 
from CIS data from 14,831 Trainees (96% of 
total). 

What occupations did CLASP I 
Trainees have prior to selection? 

CLASP I Trainees come from a wide variety of 
backgrounds. Because of the youth, rural and 
disadvantaged emphases of the program, many 
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of the applhmts &me just out oi school or from backgrounds in the trades, agricultural, and 
self-employed sectors. The unskilled worker and student categories contain approximately 
equal proportions of men and women, while men predominate in skilled worker and 
technician categories, and women exceed men in the professional category. 

The accompanying table (Table 2.9) is based on CIS data drawn from 15,051 Trainees (97% 
of the total). Trainees most frequently classify their occupations at time of selection as 
studentlrecent graduate (24%), unskilled worker (22%), skilled or semi-skilled worker or 
technician (19.8%), professional (15.6%), andbusinessperson (9.7%). Each of the remaining 
categories contained five percent (other) or less of the Trainees. Data are also available in 
the CIS on the field of prior employment of the Trainee (see Table 2.10). The results are 
similar to the areas of academic preparation, i.e., agriculture and education are the major 
areas. 
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Are Tralneer being selected from the prlvate soctor3 
Yes, the majority are. Public sector Trainees are a minority. 

The relevant data drawn from the 
CIS are for 10,667 CLASP I 
Trainees (69% of the total). Figure 
2.9 shows that over half (55%) of 
the Trainees were employed in the 
private sector at the time of their 
selection. Of these, 80 percent 
came from private for-profit 
organizations and 20 percent from 
non-profit organizations. More than 
one-third (37%) of the Trainees 
were employed in the public sector. 
About eight percent of all Trainees 
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The data presented in this chapter indicate that the managers of CLASP have designed their 
recruitment and selection to meet the program's targets and selection emphases. Trainees 
are primarily from the disadvantaged sectors of their societies, as defined by Missions. In 
addition, they often come from rural areas; they are often young; and more than four out 
of 10 are women. Most Trainees are classified as leaders and potential leaders. 

After successfully recruiting Trainees from the targeted populations, the next challenge for 
the project managers has been to provide these Trainees with training programs and 
experiences needed to fulfill project goals. Chapter Tnree discusses the training experience 
received by the Trainees when they arrive in the United States. 
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CHAPTER THREE 
IMPLEMENTATION OF CLASP I 

~NTRODUCTION AND GENERAL DESCRIPTION OF TRAINING 
This chapter describes the implementation of CLASP I training including the success with 
which the CLASP I training process has been carried out from the Trainee's point of view. 
The following data are derived from the CLASP Information System (CIS), which is 
compiled from data submitted by the participating CLASP Missions, and from the Trainee- 
supplied questionnaire responses. 

The object of CLASP training includes two principal components. The first, skills and 
academic training, is designed to advance the T.rainees' job-related skills, to assist their 
career progress and their country's development. The training differs from traditional AID 
training, however, in that it is not intended to be related to a specific development project 
in the Trainee's country. The second component, Experience America, is designed to 
provide opportunities for the Trainee to gain first-hand exposure to U.S. democratic 
institutions, free enterprise, free press, lifestyles, customs, and people in order to establish - - 
understanding and links between-the ~ra inee  and U.S. citizens. 

On what type of training programs 
do CLASP Trainees participate? 

Technical training may be either short-term or long-term. Short-term courses range between 
one month (a minimum amount for CLASP) up to nine months. Technical training above 
nine months is long-term training and applies to the 30 percent target of long-term 
placements. 

The CLASP training initiative is 
especially interesting because there is no 
stereotypical training program. As 
indicated earlier, three-tenths of 
scholarship awards are intended to be 
used for long-term training. The 
definition of long-term training for 
purposes of CLASP is that it exceeds 
nine months (270 days). This training 
may be of either an academic or skills 
training (technical) nature. Academic 
training, as defined in AID'S Handbook 
10, is degree-seeking or academic 
certificate-seeking. Training that does 
not have a degree or certificate as its 

Some programs have been designed to bring groups of outstanding university students to the 
U.S. for a year's study toward the degree they will earn later in their home universities. 

' 

Flour. 3.1 
Type of CLASP Training 

by number of Trrinrrr 

Tschnical (L-T) 
1465 

Academic (L-T) Academic (9-1) 
3826 
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Although this clearly is an academic type of program, it would be considered long-term 
technical training because the object would not be a degree from the institution where the 
Trainee is studying. There is no arbitrary limit to the length of technical training, but more 
than a one-year program would be unusual. 

Long-term technical training is most often designed as group training. Because CLASP 
training is non-traditional, it usually requires that the placement contractor design a special 
program rather than look for off-the-shelf programs. This, and the CLASP emphasis on cost 
containment, is the reason that such training is usually feasible only for groups of 15-20 
Trainees. Examples of long-term technical training programs include agricultural-related 
fields, small-business skills, or natural resource management. 

Short-term training is almost exclusively technical training. Although some instances of 
short-term academic training have been designed, these are the exceptions that prove the 
rule. These exceptions, such as a program which allowed university students to "top off' 
their in-country degree programs in conjunction with a U.S. university, and thereby earn two 
degrees, prove the versatility of CLASP, but do not characterize it. 

Short-term technical training is also usually group training for the same reason noted for 
long-term group training, i.e., cost constraint and the fact that CLASP training programs do 
not generally coincide with off-the-shelf program designs. This type of training program has 
been used for trade, business, banking or labor sector on-the-job training, seminars or 
observational tours as well as for extra-ordinary programs such as for artisans or the 
exposure of young political leaders to U.S. political campaigns. 

Some students in academic programs, i.e., who originally were sent on two-year academic 
programs with the objective of obtaining a degree, have been re-categorized as technical 
trainees when it became clear that the amount of time required for them to learn English 
meant that they would not be able to earn a degree within the two-year training program 
period. Other students, in similar circumstances, have been extended aq additional period 
to be able to obtain their degree. The decision rests with the program managers in the AID - - 

Missions or at Georgetown~niversity, and depends on the circumstances of the case. 

Academic Programs 
Academic training managed by the AID 
Missions (CAPS, PTIIC, and APSP) 
generally consists of college or university 
training placements of individual scholars 
with varying degree objectives (see 
Figure 3.2). Training placements by 
Georgetown University (CASPICASS) 
generally are groups made up of 
Trainees from different countries in the 
same academic program at a community 
college. The variety of fields which 
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four-year undergraduate degree, or in a very few cases a Doctorate. But, as noted above, 
most oftcn the academic training has been for two-years of study in a US. community 
college, especially in the CASP and C A B  projects. For AID scholarsliip programs, this type 
of training placement is virtually unique to CLASP. In these community college programs, 
fields of study include such job preparation areas as computer programming, business, hotel 
management, etc. 

Have Mlsslons met the mlnlmum target of 
~cholarshlps for long-term studies? 

Yes. Of the 15,474 scholarship awards 
through the end of N 90, over one-third 
(34%) have been for long-term programs. 
The percentage of long-term training varies 
by Mission and project. The major focus on 
long-term academic training by the 
George town University CASPICASS projects 
has raised the CLASP I overall percentage 
of long-term awards above 30 percent, even 
though the APSP regional project operated 
on a 20 percent minimum target, and CAPS, 
the largest regional project, is below the 30 
percent target (see Figure 3.3). 

Qlgura 3.3 

Long-Term Awnrds by Projcct 
Compared t o  307. Target  

CADS CASP PTllC APSPa CASS -Overall- 

Have the long-term training awards 
Included a slgnlflcant portlon of 
rcademic degree programs? 

Yes. About three-quarters of the long-term 
training awards have been degree-seeking 
studies, i.e., academic study. This means 
that of the total for both short and long- 
term awards in CLASP I, as of the end of 
FY 90, one out of four had an academic 
degree cr certificate as its objective. The 
other one quarter of long-term training 
awards, i.e., those for technical training, 
represent about nine percent of the total 
CLASP I scholarship awards and about 12 
percent of the total of technical training 
assistance awards (see Figure 3.4). 

Pl#ure 3.4 

Percent of Long-Term Awnrds 
for Academic Training 
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The previous section describes the wide range of CLASP I training programming. However, 
to gain an understanding of the impact of the program, a description of Trainee perceptions 
of the strengths and weaknesses of these programs is instructive. 



The questionnaire data presenicd in this section of the report ;Ire focussed on the following 
issues: 

perceptions of training-beginning with pre-departure orientation, progr;lm objectives, 
program quality and satisfaction with the program; 

views on the Experience America component of the program; 

benefits of the training upon return to the Trainee's country, and 

meeting other CLASP objectives. 

DESCR~PTION OF THE DATA 
CLASP I training program evaluation data have been collected by Aguirre International 
since 1986, when the firm was contracted by AID/Washington to provide technical 
implementation assistance for CLASP. The principal instruments for measuring the results 
of the training programs have been the questionnaires, which are designed to capture 
Trainees' impressions of the program, identify the programs strengths and weaknesses, 
highlight any special problems, and collect post-training appraisals of the value of the 
training. 

The largest database is for the Exit Questionnaire. The Returnee Questionnaire, that is 
administered in the Trainez's, country yields retrospective infornation on the training from 
the perspective of applying the new skills and knowledge in the home country. The Mid- 
term Questionnaire is used exclusively for long-term training as a diagnostic tool to identify 
situations in which mid-course corrections may be necessary. A brief description of these 
instruments follows. Further description, including specific questions that appear in the 
questionnaires may be found in Chapter 4. 

Exit Questlonneire 
The largest database is from the Exit Questionnaire, which is designed for all Trainees, 
whether academic or technical, long or short-term. This instrument is sent to both academic 
and technical training scholarship recipients as they conclude their program and prepare to 
return home. The 4,955 responses to these questionnaires as of the end of N 90 offer a 
primary source of data for analysis regarding the success, of training implementation. An 
additional 1,532 Exit Questionnaires were collected and entered into the database over the 
course of the past year. As of September 30, 1990, the Exit Questionnaire database was 
made up of the responses from 3,000 CAPS Trainees, 573 PTIIC Trainees, 826 APSP 
Trainees and 556 CASP Trainees. 

The cumulative total number of Exit Questionnaires, now about five thousand, is less than 
the total number of trainees for several reasons. Completion of the Questionnaire is 
voluntary, and some exiting Trainees will have other demands on their time that they may 
consider more: important. Some early Trainees' exited the U.S. before the development of 
the instrument. Others were not surveyed because information regarding the presence of 
short-term training groups was slow to reach the evaluation contractor. Still others, who 
were placed in training programs by PIET, were administered a groupinterview protocol 



designed for illiterate or semi-litcn~te Trainees. The protocol wus devclop~l by Crcative 
Associates International/PIET to be administered, analyzed and reported under their 
direction (the numl~er of these exiting Trainees is nearly as large ;IS the nearly 5,oOO on 
whom Exit Questbnni~ire responses are available in the database). 

In addition to serving as a key instrument for evaluating CLASP training overall, by project, 
and by Mission, the Exit Questionnaires also provide the primary reference point for group 
training program evaluations. When questionnaires from a group of Trainees are received, 
they are reviewed for any significant program strengths or weaknesses. An Individual 
Program Evaluation (IPE) report is prepared and distributed to AIDIW, the appropriate 
Mission and the placement contractor. 

Returnee Questionnairellntervlew 

The second-largest questionnaire database (2,003 files) is from the in-country interviews of 
returned Trainees. All CLASP Trainees who have completed their training programs and 
have been back in their country long enough to constitute a valid test of application of the 
training experience represent the target participants in this evaluation. However, in the 
Central American countries, where the number of returned Trainees is large, it has been 
judged more practical to collect these Trainees' views through a structured or random 
sample. The Returnee Questionnaire database includes Trainee responses from the CAPS 
region (1,538), the PTIIC region (262) and the CASP project (183). Project information (but 
not nationality and other data) is missing for 20 Trainees. There are no Returnee 
Questionnaire responses from the Andean Regi0.1, as APSP long-term scholarship recipients 
have not yet returned home in numbers that would justify an in-country evaluation. 

This instrument is administered by professional researchers to Trainees who have returned 
home and who have had six months or more (as it is cuxently being applied) of experience 
in applying their training ,q their home country. The responses yield data which both 
characterize the Trainee's assessment of the training experience, rate the value of the 
Experience America component, and ask questions about concrete experiences related to 
the usefulness of the training. An additional 531 interviews of returned Trainees were 
conducted and entered into the database during FY 90. 

Prior to this report, most of the Returnee Questionnaire data came from returned short- 
term Trainees. During the past year, this data has been supplemented with information 
collected from samples of returned long-term Trainees in Central America and to both long 
and short-term Trainees in the Caribbean. 

Finally, the Mid-term Questionnaire is an interim evaluation instrument sent to long-term 
academic scholarship recipients in the midst of their program (which may last from one to 
four years, but most often is for two years). It is designed to identify whether there are any 
significant problems with regard to the program up to that time, i.e., while the opportunity 
still exists for remedial action. 

As the Mid-team Questionnaire has been targeted only on long-term academic Trainees, only 
about one quarter of all Trainees have been among the target population. The views of the 



Trainee are necessarily tentative ;rt this point in his or her studies. As the comments of the 
Trainee on thc training progrm will clearly be more definitive at the end of the proyrarn, 
those views, captured in the Exit Questionnaire, are more valuable tbr analyzing the 
Trainee's overall impression of the training program. 

Contlnulty of Responses v8. Flexlblllty 
In some instances the number of response? in the database will be significantly lower than 
the total number of questionnaires that have been collected. These are the result of a break 
in continuity of data collection in response to a specific question. An inevitable consequence 
of instrument refinement in order to provide a flexible response to changing evaluation 
emphases, is that the most recent data necessarily will not be representative of the entire 
Trainee population. The CLASP Questionnaires have undergone some revision over the 
period of the evaluation, but a major portion of the database has been continuously 
collected. Reference appears later in this Chapter and in Chapter Four to modifications 
that have been.made in the questions and the results of new questionnaire data. 

The following discussion of Trainee perceptions related to the scholarship program is 
organized by topical questions. Under each question is a description of the responses 
according to the data from the Exit Questiomaire. Then, the responses to the Returnee 
Interviews are summarized. (Data for individual Missions are aggregated here, but they are 
also available for review in detail in the separate Mission Country Report.) 

This section on Trainee perceptions addresses three principal questions. 

Are the Missions providing adequate pre-departure orientation? 

Are the training objectives of the Trainees being met? 

What is the degree of Trainee satisfaction with the training? 

Old respondents Nnd the pro-departure 
orlentetlon useful? 

Yes. A majority of the respondents to the Exit Questionnaire who received pre-departure 
preparation felt it was either "of considerable use" or "extremely useful" in the areas 
surveyed. Only five or six percent indicated that they found the orientation to be not very 
useful or of no use. 

In response to this question about pre-departure orientation, 35 percent of the Trainees 
reported not receiving English language training prior to their departure for the US. 
Although this percentage appears high, the reason for this, at least in part, is that the 
program includes native English speakers from Belize, Jamaica and other Eastern Caribbean 
islands for whom English is, of course, not part of the preparation. Others have their first 
instruction in English immediately after arrival in the U.S. 



A small percentage (between one 
percent ant1 seven percent) alf 
Trainees also reported they did 
not receive other aspects of pre- 
departure training. It is not 
possible to Sily from the data the 
extent to which this apparent lack 
of preparation represents a lapse 
of memory by the Trainee, an 
instance of last minute replace- 

Tabla 3.1 

U d u l n o u  ol PrcD.p.rlwm Trrlnlng 
(ewH Rmp0n.w In PwoonIwoe) 

No( CmelB- Ew- 
Anon Of We Vuy  (Lonw urbly lremely 

hrpurUon Uu Uutul U u  U u  UuYul 
Engllah Lmgurgm 2.7 4.0 24.0 39.2 20.3 

Info. on U.9. 1.7 3.8 26.5 48.7 21.5 
Pro~rrrn Info. 1 .8 4.9 18.8 45.0 28.7 

Info. on AID Polloy 1.7 4.5 18.5 47.3 27.2 
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rnent, or other circumstan&. Table 3.1 shows the responses to the question of the 
usefulness of the preparation related to four distinct aspects of the pre-departure 
orientation. 

Did the CLASP Trainees fed  
prepared for the trip and the 
training program in the U.S.? 

Yes. Nearly half of the 4,535 respondents to 
the Exit Questionnaire, as of the end of N 90, 
felt that they were "prepared" for the trip and 
training program. Another 16 percent 
considered themselves to be "very prepared". 
Thirty-one percent reported being "somewhat 
prepared." Only a small percentage (5%) felt 
"unprepared" for the training (see Figure 3.5). 

Flgum 3.6 
Preparation for Trip and U.S. Program 

Extent Trrinaa Felt Prepared 

What main objective did reapondents have 
upon entering the CLASP program? 

When asked on the EJcit Questionnaire what their 
original principal objective was for applying for the 
CLASP program, over three-quarters (77%) of the 
3,824 respondents identified the training "field of 
knowledge" as their chief objective. "Getting to know aa to  now U.S. 9.6 

the U.S." was selected by one in ten of the Trainees, bun Englirh 8.6 
Other 5.0 

while the area of "English knowledge" was third, also 
with nearly one in ten (9%) selecting that response. 
The other six objectives (making friends, sharing culture, career development, traveling, self- 
knowledge improvement, and other) were selected by a total of five percent of the 
respondents (see Table 3.2). 



To what extent did respondents 
peaiize their training expecfations? 

More important than the Trainee's objective is the 
question of to what extent that objective was fulfilled. 
Exit Questionnaire data provide an answer to that 
question. Over three-quarters (78%) of 4,916 
respondents reported that their objectives were 
realized to "a very great extent" (26%) or to "a great 
extent" (52%). Sixteen percent indicated that they had 
realized "some" of their objectives, while six percent 
felt that their objectives had been realized only "a 
little" or "not at all" (see Table 3.3). 

is the training received comparable 
to the Trainee's expectation? 

Tabla 3.3 

Extent to Whkh Trd- 
Wlud Vralnlng E x p o m U o ~  

D.grw d Expotalk41 Puawrlmgo 
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A Orad Extant 51 ,Q 
Soma 16.0 

A LIHIa 5-5 
Not At All .7 

100.0 
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Yes. About nineteen of every twenty Trainees who responded to this question rated the 
training received "about the same as expected" (44%) or "better than expected" (50%). Only 
slightly over five percent responded that the training program was "worse than expected." 
This question indicates that not only are the Trainees generally satisfied with their U.S. 
training experience, but that the MissionS' are generally doing a good job in orienting the 
Trainees, so that they do not have unrealistic expectations. 

Were respondents satisfied with the U.S. scholarship program? 

Yes. About seven out of every eight Trainees 
(87%) of the 4,787 respondents to this question 

TraInoo &Uaf.ctlon wHh 
in the Exit Questionnaire were definitely U.S. Program (Pucomagn) 

satisfied with the program. Specifically, their &timiaction L . V ~  

Among Trainees who were asked this question after their return home and after a period 
of at least six months to evaluate the application of their training, the satisfaction rating with 
the program was higher. Over nine o?it of every ten returned Trainees (90.3%) of the about 
two thousand respondents rated themselves as either "very satisfied" (45.5%) or "satisfied" 
(44.8%). The remaining respondents either said that they were "neither satisfied nor 
dissatisfied" (5.8%), "dissatisfied" (1.9%), or "very dissatisfied" (2.1%). 

responses were that they were either "very 
satisfied" (39.2%) or "satisfied" (47.4%) with 
their program. Those who were "dissatisfied" or 
"very dissatisfied" represented six percent, with 
the remaining seven percent expressing that 
they were "neither satisfied nor dissatisfied." 

v ~ t y  satidlad 39.2 45.5 
Sat1rfi.d 47.4 44.8 

NaitharINor 7.4 5.8 
Dlur~lrflad 3.0 1.9 

Vow DiruUrfld 3.0 2.1 
100.0 100.0 
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Are Tralnees In long-term academic programs 
also satlsfled with thelr trelnlng? 

Ycs. Long-term Trainees, most of whom study for academic degrees, express themselves to 
be nearly as positive about their scholarship program as Trainees are program-wide, as 
reflected above. Exit Questionnaires from 1,322 respondents who had studied in long-term 
academic training programs record that eight of ten Trainees (80.1%) were either "very 
satisfied" (24.1%) or "satisfied" (56%) with their program. About one in ten (11.1%) was 
"neither satisfied nor dissatisfied," while the remaining respondents indicated that they were 
"dissatisfied" (5.1%) or "very dissatisfied" (3.3%). 

How do Trainees rate the overall auality 
of thelr U.S. scholarship 

A related measure of the success of the training 
experience is found in the question of how the 
Trainee rates the "overall quality" of the 
program. Responses to the Exit Questionnaire 
are shown in Table 3.5. Overall, about nine of 
every ten respondents were positive about the 
quality of their training programs. The largest 
percentage (47%) characterized their program 
"good", followed by 44 percent xBo considered 
their program "excellent". Two percent rated 
the program "poor" or '"very poor". 

Table 3.5 

T r d n u  R.tlng of Overall 
Quality of the Saholarahlp Program 

( P w m u g n )  

Quality Short-T Long-T Overall 
Excrllent 48.7 30.8 43.8 

Good 44.6 55.2 47.4 
Fair 4.9 10.5 6.5 

Poor 1.1 2.7 1.6 
Valy Poor .7 .8 -7 

100.0 100.0 100.0 

This positive assessment applied to both short-term and long-term programs. Among the 
short-term Trainees, a total of 93 percent of the respondents rated their programs as either 
"excellent" (48.7%) or "good" (44/6%), with the remaining seven percent of respondents 
rating the training "fair" (5%), "poor" or "very poor", (1% each). 

For long-term students, the responses on the Exit Questionnaire reflect that 86 percent rated 
their programs as either "excellent" (31%) or "good" (55%). Eleven percent rated the 
programs "fair," with only four percent responding "poor" (3%) or "very poor" (1%). 

Would resporldents recommend the 
CLASP program to others? 

Yes. The database for this question on the Exit 
Questionnaire contains the responses of 4,839 
Trainees, and 90 percent responded "definitely 
yes." Nine percent chose the conditional 
response of "maybe," and less than one percent 
replied "no." Figure 3.6 depicts these responses 
of the Trainees. 

The questionnaire responses from 1,s 19 
returned Trainees yield nearly the same 
percentages. With the hindsight of having 
returned home and having worked to apply 



their training, Trainees remained similarly positive that they would recommend the CLASP 
training program to others. These responses from the Trainees who have completed their 
training program indicate that, even though some of them may have some reservations about 
how their particular training program was developed, they would still recommend the 
opportunity to someone else. Only one percent of the returned Trainees would not 
recommend the CLASP training experience to their fellow countrymen. 

This response to the question is perhaps the single most clear-cut measure of Trainees' 
overall impressions of the CLASP program. The overwhelmingly positive responses show 
that, on the whole, the program has offered Trainees a very valuable learning experience in 
the United States, which they appreciate and would like their countrymen to be able to 
share. 

Experience America is the people-to-people component of the CLASP program and has its 
roots in the Kissinger Report. The goal of Experience America, as stated in the CLASP I 
Project Paper is to have Trainees actively witness democratic institutions and the value of 
free enterprise in development, as well as "to foster and strengthen relationships between 
the peoples of the United States and the Latin American countries." This is why virtually 
all CLASP training is in the U.S. Third-country training, that occurs with other AID 
participant training programs, including, for example the LAC-I1 training that has run in 
parallel to CLASP I, would conflict with the Experience America objective. The critical 
challenge of the program design is to provide opportunities for visiting CLASP Trainees to 
actively experience the US. and return home with a lasting commitment to regional 
cooperation and understanding. 

For CLASP 11, Experience America activities remain an important program element. The 
Project Paper establishes that the Missions are to include this aspect as a formal component 
of all contracts and training requests and that this activity be experiential and participatory, 
rather than observational. 

In this section we report on the Experience America component from the Trainee's point 
of view. Data for these questions were collected on the Exit Questionnaire and in the 
Returnee Interviews. 

What type of experiences did 
Trainees have in the United States 
under the Experience America 
component of the program? 

Responses of 4,940 CLASP I Trainees on the Exit 
Questionnaire indicate a wide variety of experiences. 
As displayed in Table 3.6, the great majority of 
respondents attended cultural events (92%), traveled 
around the U.S. (82%), visited or lived with U.S. 
families (80%), attended athletic events (65%), and 
attended civic activities (61%). 

Anrnd CuHurd Evrntr 92.0 
Travel Around U.S. 82.4 

VI#k/LIW with Funill08 80.0 
Attrnd Athldc Evrntr 66.0 
Anend Clvio Acthrilrr 62.0 



What did Trainees llke most about 
their experience in the United States? 

Nearly four in ten (39%) of the 4,589 
respondents to this question on the Exit 
Questionnaire referred to social interaction as 
one of the things (they listed a maximum of 
three) that they liked most about their US. 
experience. American culture was second 
(35%), followed by overall aspects of the 
program (26%) and acquiring general 
knowledge (23%). 

Among the 1,972 returned CLASP I Trainees 
who answered this question about what they 
liked most about their program, about a third 

Table 3.7 

What Tra lnm U k d  MOST About Thalr 
Expurloma In ttw U.S. 

(In Pumnt.ow*) 

Exparlotm ExH h t u r n n  
Sooial Interaction 30.0 31.8 

U.S. Culture/Cuatoma 34.9 32.0 
Program Aspectr 25.7 31.3 

General Know!edge 23.0 15.3 
Knowied~e of English 9 s  3.5 

General 9.9 8.8 

- - 

referred to social interaction, general programmatic aspects, and U.S. culture. As depicted 
in Table 3.7, these were followed next in preference by acquiring general knowledge (15%). 

What did Trainees llke least about their 
experiences in the US.?  

On the Exit Questionnaire, no aspect of the 
program was named as least-liked by more than 
a small minority of the 3,509 respondents. Over 
one thousand respondents, who identified 
aspects of their program that they liked most, 
choose not to identify a single issue as least 
liked. Eleven percent of the respondents, who 
did elect to share negative impressions, 
mentioned the U.S. environment (weather, city 
conditions, etc.). A similar percentage 
mentioned food, social issues such as racial 
discrimination, and U.S. culture in general. 
Learning English also was an item of dislike. It 

Table 3.8 

What Trcllnwm U k d  LEAST About Tholr 
b p o r l ~  In th. U.S. 

(In Porcontmgm*) 

mm Extl Roturnw 
Food 10.7 11.4 

U.S. Environment 10.7 8.3 
Social luuer/R.ciam 10.7 6.0 

US. Culture 9.9 6.5 
Englirh Knowledge 7.8 3.9 

Program Duration 4.7 10.8 

Qouror: Ow(bnn.lm d.tuuu - n - 3500 W; 174U Wmn) 

is likely-that- this is an expression of dissatisfaction with problems in communicating in 
English rather than programmatic problems. Other areas of dislike were scattered over a 
wide range of items, each reflecting five percent or fewer (see Table 3.8). 

Data from 1,745 Returnee Interviews, in response to this question about least liked aspects 
of the program, reflect that the Trainees most frequently named issues relating to food 
(11%). Displeasure with program length was cited nearly as frequently. This concern is 
likely to represent frustration over shortness of the program length rather than too long a 
program. Other areas cited were the U.S. environment (8%), U.S. culture (7%), and social 
interaction (6%). 



Dld respondents flnd that thelr CLASP 
experiences Increased thelr understanding 
of certain aspects of U.S. life? 

Yes. Table 3.9 shows the percentages of the 4,831 
respondents to this question on the Exit Questionnaire, 
who said that the program had increased their 
understanding of various aspects of U.S. life "much" or 
"very much." Eight of ten exiting Trainees reported an 
increased understanding of U.S. way of life, and three- 
quarters (74%) increased their understanding of US. 
citizens. Seventy-two percent increased their 
understanding of U.S. families. Increased ,, 

Table 3.9 

Traineer' Incrauod Undantnnding 
of the US. 

(Rorponaar of 'Much'PVery Much') 

ku d l n a r u u  Wrcent 
U.S. Way of LHa 79.9 

U.S. Citizanr 74.9 
US. Farnilirr 72.5 

US. Qovernmant 58.2 
U.S. Politloe 53.5 

8aum: W W d o n n r l m  d.t.b.u - n - 4831 

understanding of U.S. government and politics was 
reported by 38 and 54 bercent, respectively. In each of the five areas of the CLASP 
program shown in Table 3.9, a majority the Trainees felt upon completion of their training 
program that they had gained increased understanding of the United States. 

How do Trainees characterize 
the U.S. as a country? 

Trainees were asked to indicate on a 7-point scale how 
they would characterize the US. according to the 
fol lowing o p t i o n s :  un f r i end ly / f r i end ly ;  
disorderlylorderly; unjustlfair; ungenerous/generous; 
and insensitive/sensitive. For purposes of this report, 
the top three positive responses are used in a 
combined percentage. 

Data collected on the Exit Questionnaire and reported 
in Table 3.10 show that, on the whole, departing 
Trainees think very well of the U.S. Large proportions 

Tabla 3.10 

ChrraatriaUon Exll Rolurtm 
Ordarly 83.0 Q3.3 

Qanarour 81.6 06.4 
Fdr 80.7 84.0 

Friendly 80.1 84.7 
SenrHtve 73.8 78.8 

of Trainees chose the positive adjectives of orderly (84%), generous (82%), fair (81%), 
friendly (go%), and sensitive (74%). 

In the responses to the Returnee Interviews, the U.S. also was characterized by the Trainees 
as orderly (93%), generous (86%), and friendly (85%), fair (84%), and sensitive (79%). 

In an effort to probe whether Trainees' characterization of the U.S. differs between the 
country, as represented by its people, and by its government, this question has been recently 
modified. Similarly, another recent modification of this question is designed to explore 
whether exiting Trainees consider their attitude toward aspects of the U.S. society and its 
government changed during the course of their training program. The early results from the 
revised question, reported in the next chapter, indicate an improved impression after the 
training program, mote so for the US. people, but also a positive shift of views toward the 
U.S. government. 



On the Returnee Interview only, a series of questions are asked in order to gain data on the 
effect of the CLASP training on the Trainee's life and career. These questions range from 
items comparing job status at the time of the interview to that existing before training, to 
others querying the applicability of the knowledge acquired in the program. Responses to 
these items provide information for assessing the perceived benefits of the program for the 
individuals' lives and careers. 

Do returned Traineas find employment? 

Yes, but a minority encounter problems finding suitable positions to employ their training. 
Of 1,861 returned Trainee respondents to this question, 85 percent were employed. Of 
returned Trainees who answer no to this question, the incidence of negative assessments of 
the value of the training program are higher than among those who are employed. This 
underscores the fact that the Missions in the countries to which the Trainees return will be 
able to enhance the impact of the training and the attitude of the Trainees toward that 
training if they focus attention on assisting the unemployed Trainees to find suitable 
employment. 

How does the Trainee's current job 
compare with the previous job? 

Extremely well. Of the 872 employed Trainees who responded to this question, nearly three- 
quarters (73%) indicated that their current job was "better" than the job they held prior to 
the program. Twenty-five percent said it was "about the same," while two percent said that 
their current employment was "worse" than their previous one. 

Do Trainees balleve that the training increased 
their professional competence? 

Yes. Eight out of ten of the 1,660 returnees 
who responded to two similar questions about 
the relationship between their training and 
increased competence reported that the training 
improved their professional competence 
significantly (52% "much" and 27% "very 
much"). Another 13 percent of respondents 
reported that the training increased their 
professional competence somewhat. This 
means that over nine of every ten of the 
employed returned Trainees 
a little job-related benefit 

ascribed more than 
to the program. 

Table 3.1 1 

Inareaad Protomlonal Competence 
(P.rmW-) 

Rmponw w a  Nmro COmbhd 
Vely much 20.1 42.7 27.4 

Much 56.8 43.1 51.8 
Some 15.0 9.0 13.1 
A little 5.6 3.4 4.0 

Not at all 3.5 1.0 3.0 
100.0 100.0 100.0 

Sourn: FWunuQuaUonn.)mbbbrrn = 1129 (OldQwdan); 
SJZ(N.w-1 

Five percent reported 
- - 

professional competence, and three percent responded "not at all." 

Do the Trainees believe that the training helped 
them to obtain increases in their salaries? 

little" increased 

For the most part, no. From the 1.179 responses in Returnee Interviews of employed 
Trainees, the data indicate that more than half (58%) said that the program "did not help 
at all" in obtaining an increase in salary. Ten percent said "a little," and a similar percentage 



said "somewhat." A total of only 22 pcrcerrt indicated that the program was helpful in this 
area (15% said "much," and 7% said "very much"). Sin;,ilar information has been collected 
from a more recent question. Of 183 respondents who were employed and were receiving 
a higher salary than before their program, only 28 percent considered the increase to be due 
to the CLASP training program. 

It must be noted that the objective of the training is not an increase in salary, but rather 
increased professional competence and positive understanding of the US. The question is 
not even relevant for Trainees who were not employed prior to joining the program or who 
were self employed. Many other Trainees are returning to the same position they left, often 
after only a short absence. The employers of the Trainees may often feel that the bonus to 
the absent employee is the leave of absence that permits the Trainee to participate in the 
program. It would not be realistic to expect a salary raise in such circumstances when the 
Trainee returns, especially for public service employees. The issue of an increase in salary 
would only come when the employee was able to demonstrate a greater level of competence 
and increased productivity, perhaps with the concomitant assumption of increased 
responsibility. 

Did returned Trainees find the training 
useful for the current job? 

Yes. About three-fourths (74%) of the 1,282 returned Trainee respondents found the 
program "very useful" (28%) or "useful" (46%), for the job they held at the time of the 
interview. Sixteen percent reported it was "somewhat useful." Six percent indicated that it 
was "slightly useful," while four percent said that it was "not at all useful." 

A similar question regarding usefulness of the training, also with a five point scale of 
responses from "very useful" to "of no use," now has data from 350 returned trainees. 'The 
results are similar, but slightly more favorable to the CLASP training program. Eighty 
percent responded the training was "very useful" (40%) or "useful" (40%). If the more 
recent data is aggregated to the earlier responses, those judging the program "useful" or 
"very useful" to their current job becomes 76 percent. At the negative end of the scale for 
this question about the utility of the training, responses remain the same. 



Was the tralnlng ebfectlve In helplng Tralnee8 
establish professlonal tles In the U.S. or at home? 

Only somewhat. Overall, slightly fewer 
than half of the returned Trainees 
answering this question about 
professional ties reported that the 
program was "very uscful" or "useful" in 
establishing relations with people in the 
U.S. who did the same kind of work. 
Another 30 percent were equally dividcd 
in rating the program "somewhat useful" 
or "slightly useful," while the remainder 
said it was "not at all useful" for 
establishing this type of relationship. 

II Table 3.12 

Effrallvenue In Eetibllahlng T W  
In the U.S. and d Hocll. 

W-nugw) 
In U.S. At Honw 

E f f . a l l v ~  OM Nm OIJ N.w 
Very Uuful 12 28 14 28 

Uu(ul 31 38 42 38 
Somewhat Uuful 15 17 14 10 

Slightly Uaeful 15 13 '3 15 
Not At All Uaeful 27 6 17 13 

100 100 too 100 

This question regarding establishing cor,tacts recently has been slightly revised, bct with the 
same scale for responses. The respondents to the new question now number 381, and the 
pattern of responses is similar to the old data (see Table 3.12). The combination of the new 
and old data reflects 63 percent rating the program more than slightly useful (17% ''very 
useful", 33% "useful", and 15% "somewhat useful"). 

Although the program did not generate continuing U.S. professional linkages, over half of 
the respondents said (using the combined new and old data) that the program had been 
either "useful" (42%) or "very useful" (14%) in developing professional relationships with 
people at home. Another one-fourth were divided about equally in rating the program 
"somewhat useful" or "slightly useful," and the remainder said the US. program was "not at 
all useful" for developing home country ties. It should be kept in mind that establishing ties 
to U.S. or home country persons in the same line of work is not a specific ~bjective of the 
training, but the existence of such ties would indicate that effective Experience America 
results had occurred. 

In whet ongoing ectlvltles are Trainees 
Involved slnce thelr return? 

Nearly three out of four (74%) returned Trainees have 
kept in contact with other Trainees since returning 
home. Over one-third (37%) continue to read 
professional literature, and two out of five (20%) 
participate in professional associations. Only one in 
eight (16%) is not engaged in any ongoing U.S.- 
related activity since return to his or her home country 
(see Table 3.13). 

Contact With Other T r d n w  73.7 
Profdond Fkuling U.7 

Prolroiond AuooI.Uonr 26.3 
Other lnvolvrmrnt 7.5 

No Involvement 16.0 



Have Experience Amerlct, ~ct ivi t ies led to an 
increased appreclatlon of US. democratic lniptitutlons? 

Apparently yes. In addition to the data reported earlier in this chapter (see Figure 3.9) 
regarding Trainees' increased understandir~g of the US., other efforts to probe changes in 
Trainee perception also indicate a significant shift in Trainee undcrstanding of the U.S. and 
its governmental system as a rcsult of the training experience (including the Experience 
Amcrica activities specifically designed to achieve that purpose). The new data, based on 
the Returnee Questionnaire, so far includes only 240 responses, so gene:alimtions must be 
very tentative. Nevertheless, the new retrospective measures point to a clear upward shift 
in Trainees' perceptions of several characteristics of the U.S. government after the training 
compared with the same Trainees' views at the outset of the training. This data is presented 
in Chapter Four (see Figure 4.6). 

The previous section discussed the benefits of training to returned Trainees. One method 
for enhancing the effects of training is to provide a follow-on program for returned Trainees. 
Many Missions have begun to provide this type of activity under CLASP I. One of the 
challenges for Missions has been to design and implement a follow-on program which might 
incorporate additional training md enhance Trainee linkages with the United States. The 
fact that there has been no prescribed model for a Follow-on program, and only general 
guidance from AID'S Handbook 10, has meant that there would be variety among Mission- 
sponsored Follow-on efforts. This, in turn, has suggested the value of looking at the 
Mission-designed programs for innovations that might be adopted elsewhere. What has been 
clear in innumerable evaluations of training CLASP I1 has an increased emphasis on Follow- 
on, and also may benefit from the lessons learned during implementation of CLASP I 
Follow-on efforts. 

Follow-On Activities Under C U S P  I 

The following are illustrative examples of follow-on activities that have been carried out in 
several different Missions. 

workshops for returned Trainees who are job-hunting to assist them with networking, 
resume writing, and interview experience; 

alumni associations, which serve as a vehicle for the returned Trainees to design and 
propose development projects; 

newsletters written by the returned Trainees, including notices of upcoming training 
courses, and other activities, and distributed by the Mission; 

training designed by host country technical training institutes to reinforce the 
leadership and technical skills acquired in the U.S.; 

seminars for returned Trainees on economics, job markets, and licensing for 
professionals; 



workshops for tcachcrs rlnd staff rccyircd to do adaptive training; 

assist;lnce in establishing coopcrativc:,; 

o Mission distribution of  books and pamphlets in the ;ma o f  training of thc rcturned 
Trainee (in some cascs through the Regional Technical Aid Ccntcr I 1  - R'I'AC 11); 
and 

periodic self-actualizationlpersonal development/leadership training seminars to 
evaluate how the returned Trainee has hecn able to use technical training and 
leadership skills gained in the US. 

Follow-on Lessons Lnnrned 

Review of the follow-on pograms already in place suggests several valuable lessons that 
should be studied by all Missions. These have been gathered from AIDIW, AID Missions, 
contractors, and observers: 

For those trainees who are entering the job market upon their return from training, 
support services are essential to assuring the effectiver~,:ss of the training; 

The potential for achieving the desired results from the scholarship program is 
increased when the program begins to deal early with re-entry and prepares the 
scholar to relate the U.S. experience to circumstances at home. 

Large country-wide alumni associations that bring together returned Trainees with 
very dissimilar backgrounds and training experiences do not appear to reinforce the 
training experience as much as do more discrete regional and/or occupational 
groupings. 

The involvement of local organizations (educational, civic, Church, chambers of 
commerce) can lend much in the way of support to the follow-on process by linking 
the scholar to the home community. 

Alumni groups can be an invaluable resource by providing speaker plograms, mentor 
programs, conducting seminars and classes, publishing newsletters, recognizing 
achievement, and conducting employee training campaigns. 

The importance of follow-on rivals the specific academic or technical training program the 
scholar might receive. It is vital in achieving the objectives of the CLASP program. These 
programs can solidify and maintain the bonds of friendship and understanding between the 
United States and other countries by continuing to offer the returned Trainee exposure to 
the US., its people, its institutions, and its culture. 

SUMMARY AND CONCLUSIONS 
Assessment of Trainee responses to Exit and Returnee Questionnaires indicates that 
Trainees are overall very positive about their experiences in their U.S. training program. 
Trainees found pre-departure preparation useful or extremely useful. With respect to their 



training progrirms, Trisinces report t h t  thcy rcrrlizcd their training cxpectiltions :lnd thcy 
were satisfied with thcir programs. Pcrhi~l~i the most rcvc:rling statistic is t h i ~ t  nine out of 
ten 'l'rainces definitely worll(1 ~~:comrncnd thc progrilm t o  others in thcir country. 

With respect to their Expcricncc Arnericrr wtivitics, Trr~inccs rcport that thcy irttcrlclcd 
cultural ;~nd athletic events, traveled in the U.S., visited or lived with US. lilmilics, and otlicr 
activities. Trainees report that thcir most liked experiences while in the US. arc soci;~l 
interaction and American culture. Trainees report that thcy increzscd their undcrstmding 
''much'' or "very much" of' US. citize~s, politics, government, families, and way o f  lif'i:. Most 
exiting Trainees characterize the U.S. as generous, orderly, fair, friendly, and sensitive. 7'hc 
above indicators show that programmers are meeting the rquirement that they provide 
useful Experience America activities. 

After the Trainees have returned to their home countries, they report that the U S .  training 
program improved their professional competence and helped them to advance more rapidly 
in their careers. Employed Trainees find that their training programs have been very useful 
or useful in their current positions, although this positive result has not in most cases been 
translated into salary increases. 

The only area of concern is that few Trainees report ongoing contacts with the U.S. after 
return to their homes. Overall, Trainees do not have continuing ties with the U.S. This look 
at Trainees' appraisals of the training experience and the impact of that training from the 
vantage point of experience in applying the benefits of training in their home country stands 
on its own as an indication of success of the training. In addition, the data lends itself, in 
some instances, to additional analysis, in greater depth. In Chapter Four, this further 
exploration of the data for significant correlations is presented, and some new data that has 
only recently begun to be collected is also presented. 
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CHAPTER FOUR 
SATISFACTION AMONG SELECT ED GROUPS 
AND THE EFFECT OF THE TRAINING PROGRAM 

The purposc o f  this chapter is to examine how satisfaction among Trainccs vwies across 
gender, length of the training program, type of training, and years of education. It will also 
cxplain how the Trainees characterize the United States before and after their training, and 
the effect of the program on the Trainee's socio-economic status after returning to his or her 
home country. Although the CLASP training evaluation projcct does not include a pre,'post- 
test research design, the Returnee Questionnaire includes some retrospective measures. that, 
as some researchers have shown, can be helpful in measuring the effect of a given program. 
It is worth noting that these retrospective pretests have been included in the Returnee 
Questionnaire only recently and have been applied only to a small number of Trainees; 
consequently, the results should be taken as tentative and subject to a closer examination 
in future statistical analysis. 

DATA AND METHODS 
The data fc~r this report was collected through both Exit and Returnee Questionnaires. The 
Exit Questionnaire is sent to recipients 1)f both academic and technical scholarships as they 
terminate their program. It contains 45 questions, and exiting Trainees of different fields 
and length of programs are asked to report their satisfaction with the preparation for the 
training program that they received in their home country, and their training program in the 
United States. The Trainees are also asked to indicate how they characterize the U. S. upon 
completion of their program. In all 4,978 Exit Questionnaires have been collected. 

The Returnee Questionnaire is administered to the Trainee any time after six months of 
returning to the home country. It includes 34 questions and is administered by researchers 
in the Trainees' home country. The database contains 2,023 of these cases. In this 
questionnaire, the Trainee is asked how the training program affected his or her life in terms 
of competence in the job, increased salary, and change in the Trainee's status in the 
community. The questionnaire also includes some retrospective measures in order to assess 
how the Trainee characterizes the United States before and after the completion of the 
training program. Apirre International is not the first evaluator to use these types of 
measures; several researchers have used and found them quite useful (see Campbell and 
Stanley). 

Coefficients of correlation and chi-square procedures were used for the analysis of the data. 
The objective of applying these statistical tests is to determine the magnitude and the 
direction of the relationship among selected variables, and the coefficient of correlation 
reveals just that. For example, when two variables are positively correlated, the values of 
one variable increase as the values of the second variable also increase; and two variables 
are negatively parrelated when the variables are inversely related, i.e., as values of one 
variable increciL(:, the values of the second variable may be expected to decrease. 
4dditionally, chi-square is used to unveil the strength or degree of relationship among 
selected variables. The chi-square is a test procedure that enables us to portray the 



difference ;mong samples with respect t o  variables that hirve nomin~l-scrrles. It should be 
noted that when t h e  number o f  c;lscs is hrge, ;is in the sample, it is fuirly easy to ohtain 
!;t;ltistical significi~ncc; cansccpcntly, we will be concerned only with large chil-scluare values. 

'Thc discussion and findings set out below arc supplemented by tables in Appendix B. Those 
tables contain the clcscription of the variables, coefficients of correlation find chi-squarc 
values upon which the level o f  significance of the relationship among variables; is dctermincd. - 
The fig;rcs below depict the data set out in the tables. 

- 

FINDINGS AND DISCUSSION 
Are males and bemales 
equally satisfied with 
their tralnlng program? 

Yes. Both males and females are likely to 
be satisfied with their training program; 
88.5 percent of the females reported being 
"satisfied or very satisfied" with their 
program, and 85.1 percent of the males 
reported feeling the same way about their 
program (see Figure 4.1 and Appendix B, 
Table 1). The Trainees, remained equally 
satisfied with their training program after 
their return to their country (as observed in 
the Returnee Questionnaire). 

Ara, trainees receiving short and 

FIGURE 4.1 

SATISFACTION DY GENDER 

long-term training ecyually satisfied? 

No. Trainees who received short-term 
training were more likely to be satisfied 
with their program than those who received 
long-term training; whereas 89.1 percent of 
the Trainees who received short-term 
training were "satisfied or very satisfied", 
only 80.1 percent of the Trainees who 
completed long-term training said that they 
felt the same about their program. The 
difference is statistically significant as 
Trainees exited the program and after they 
returned to their country. The relationship 
is validated with the coefficient of corre- 
lation (see Figure 4.2 and Appendix B, 
Table 2). That is, the level of satisfaction 
decreases as the duration of the program 
increases. 

FIGURE 4.2 

SATISFACTION BY LENGTH 
OF TRAINING 

I Source: Exit Questionnaire Dahbmw 



In gcncn~l, hoth short-term and long-tcnn Truinecs arc most oftcn dissatisfied with the 
amount of stipends and housing amingements. Specific areus of concern for long-term 
Trr~inees most often center on the program rluration ( a  long-term program lasts and avcrage 
of more than 28 months), the language used of instruction (the instruction of long-term 
programs, especially academic programs, will generally be in English, ix., not the native of 
most of the Trainees), and the level of specialization (long-term study usually involves 
learning a new area or level of specialization). Short-term Trainees, by contrast, participate 
in programs that last an average of less than two months, the instruction usually is imparted 
in the Trainee's own language, or interpretation is provided, and the area of training is 
generally closely related to the Trainee's work experience. 

Additionally, Trainees in long-term training more often than short-term Trainees express 
concern about the lack of attention and guidance from the personnel in charge of the 
program, the quality of training, and not having enough opportunity to interact with U.S. 
families. This suggests that the frustrations of long-term Trainees, which are inherent in 
their more stressful environment, could be ameliorated by a consistent practice of direct 
communication with training program monitors to discuss progress and any needed 
adjustments to the Trainee's program. It also suggests that a consistent effort by the Mission 
and the placement contractor to assure that Gperience America activities such as visits and 
stays with U.S. families and the chance to travel within the United State, as is regularly done 
with short-term CLASP Trainees, would improve the long-term Trainee's overall satisfaction - 
with the training program. 

Are trainee? drt, academic and technical 
training equajly satlsNed? 

No. Trainees who received technical 
training are more likely to be 
satisfied with their program than 
those who received an academic 
type of training; 88 percent of the 
Trainees receiving technical training 
reported that they were "satisfied" or 
"very satisfied", and only 79.9 
percent of Trainees in the academic 
field said that they felt similarly 
satisfied. The difference of 
satisfaction between the two samples 
is statistically significant (see Figure 
4.3 and Appendix B, Table 3). The 
levels of satisfaction remain the 
same even after the Trainees return 
to their home country (as captured 
in Returnee Questionnaire 
responses). 

FIGURE 4.3 

SATISFACTION BY TYPE 
OF TRAINING 

Academic 7.4% 12.7% 70.9% 
Technlcrl 5.0% 8.1% 88% 

Academic Technical 

Source: Exit Questionnaire Database 

The difference in satisfaction between academic and technical Trainees may be expected to 
a large extent be similar to the differences between long-term and short-term Trainees 
already described. According to the CIS, 99 percent of the short-term programs are also 



technical training. For 110th of tlic:;c typcs 01' training, Traince dissi~tisfilction is rclatcd to 
the factors previously described, cspccially prol~lcrns with English. Trainccs in both of these 
types of training are sepratcd from family and friends for a long period o f  time. Ac;~dcmic 
Trainees are generally in the US. longer than long-term technical Trainees, but the latter 
will, by definition be in training programs lasting more than nine months. 

A look at the response of these Trainees, whose period of study is more comparable, 
reveals, in fact, that satisfaction levels (79.4% academic and 80.8% technical) and 
dissatisfaction levels (7.5% and 9.2%, respectively) are extremely close. The only data that 
would point in a difference between these two types of academic and technical Trainees 
comes from a study of the reasons expressed by the Trainees for their dissatisfaction. The 
academic 'Trainees more often than long-term technical Trainees express concern over 
adjusting to the U.S. environment and culture (25.6% of those academic students who 
expressed dissatisfaction compared to 15.5% for the technical Trainees). This difference 
probably derives from the academics being often individually placed, and the long-term 
technical Trainees, often being prrt of a training group. This further data underscores the 
need for a strong support structure for long-term Trainees, sugested in the previous section, - - -  - - 
especially for long-term academic Trainees. 

A m  trainees equally satisfied 
across levels of education? 

No. Trainees with fewer years of 
education are more likely to be satisfied 
with their training program than those 
with more education; 89.2 percent of the 
Trainees having 12 or less years of 
education reported being "satisfied or 
very satisfied", while only 82.3 percent of 
the Trainees with 13 or more years of 
education said that they were similarly 
"satisfied or very satisfied" (see Figure 
4.4). The difference is statistically 
significant and the coefficient of 

FIGURE 4.4 
SATISFACTION BY YEARS 

OF EDUCATION 

12 y e a n  or learn 5.1% 6.7% 89.27. 
13 y a r n  or mom 7.0% 0.8% 82.3% 

This comparison does not reveal the cause of the relationship, but it implies that Trainees 
with more years of education are more discriminating and demanding of high quality 
programs, or that those with a higher level of education may find their program to be a 
repetition of previous training. It also means that Trainees with more years of education 
would perhaps benefit a great deal from more challenging programs. 

correlation demonstrates this relationship 
(see Appendix B, Table 4). Source: Exit Questionnaire Database 
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Do male end female, trainees 
equally think that the program 
increases their understanding 
of U.S. politics? 

No. A higher percentage of males 
reported that the program increased 
their understanding of U.S. politics than 
did females; 57.2 percent of the male 
Trainecs said that the program 
increased, "much or very much", their 
understanding of U.S. politics, and only 
49.1 percent of the female Trainees said 
that they felt similarly. The difference is 
statistically significant (see Figure 4.5 
and Appendix B, Table 5). Source: Exit Questionnalrc Database 

One possible explanation for this difference may be the fact that, in Latin American 
societies, from which the vast majority of the CLASP Trainees come, males are traditionally 
expected to be more interested in politics than are females. The reader should note that 
this difference is reported here overall, and that this relationship may vary among countries. 

Do male end female trainees equally think that the 
program increases their understanding of U S .  femilles? 

Yes. Both males and females said that 
the program increased their 
understanding of U.S. families; 72.2 
percent of the males said that the 
program increased their understanding 
of U.S. families, and 72.8 percent of 
the females reported feeling the same 
way about their programs. The 
difference is not s:atistically significant, 
which suggests that both males and 

- --- ~- 

FIGURE 4.0 
UNDERSTANDING U.S.  FAMILIES 

BY GENDER 

40% - ................................................................ ....................... 
30% - ................................................................ 
20% d ............................................ 

,OX - ........................................... 
OX 

No1 a1 ell A UlUm Somr Yucb Very Much 

females equally value visiting or I Mrlsw 2.6X 6.3% 18.0% 42% 30.2% 
F a m d u  2.4% 6.0% 18.0% 30. I X 33.7X staying with U.S. families and are 

. - 

interested in interacting and learning I ~ r ~ e m  ~ r r n r ~ e u  - 
about the people of the (see Source: Exit Queationnairc Databnac 
Figure 4.6 and Appendix B, Table 5). . 



Do trainees receiving short end long-term training 
equally think that the program increases their 
understanding of U.S. politics and famllle83 

No. More Trainees who received long-term training said that the training increased their 
understanding of US. politics and families than did Trainees who received short-term 
training. The difference is statistically significant (see Figure 4.7 and Appendix B, Table 6). 
A majority of both long- and short-term Trainees stated that the U.S. experience had 
increased their understanding of U.S. families "much or very much," (see Figure 4.7 and 
Appendix B, Table 6). Logically, Trainees staying in the United States for longer periods 
of time have more opportunities to interact with the U.S. people, and learn more about U.S. - - 
politics than ~ r a i n e i s  staying for shorter period of time. 

UNDERSTANDING THE UNITED STATES 
BY LENGTH OF TRAINING 

POLITICS FAMILIES 

Not a l  e l l  A ULUe Soma Much Very Much Nol at d l  A UIUa S o r e  Much Very Much 



Do male and female Orelnees 
equally think that the program 
Improved thelr view of the 
people of the Unlted States? 

No. There are differences in rating 
perceptions of the U.S. people whcn 
males and females are compared. 
Females indicated a greater shift in their 
perceptions of the U.S. people and 
government than did males. They also 
tended to ascribe lower values before 
thei; training experience began than did 
males. The differences were not as great 
when Trainees receiving short-term 
training .were compared to those who 
received long-term training. The same 
pattern appears with regard to attitudes 
toward the U.S. Government. It should 
be noted that these are only preliminary 
results, and we should continue to take 
a close look at these variables in future 
analyses when more data is available 
(see Figure 4.8 and Appendix B, 
Table 7). 

rlauRe 4 . 8  
CHARACTERIZATION O F  U.8. P E O P L E  

BY Q E N D E R  

M A L E S  
@ ............................................................................................. 

Do males end females equally think that the 
program Improved their competence In the job? 

Yes. Males and females responding to 
the Returnee Questionnaire, both said 
that their training program improved 
their competence in the job; 75.1 percent 
of the males and 77 percent of the 
females said that their program 
improved their competence in the job, 
"much or very inuch." A very small 
percentage of both groups reported that 
the training did not help them at all 
when they returned to their home 
country. The difference, however, is not 
statistically significant (see Figure 4.9 
and Appendix B, Table 8). Although a 
difference between Trainees who 

FIGURE 4.9 
IMPROVED COMPETENCE IN THE JOB 

BY GENDER 

Not at all A Utlle Some Much Very Yuah 

Yalar 4.2% 5.4% 16.3% 56% 20.1% 
Farorlea 2.4% 5.0% 14.7% 56.4% 20.8% 

Yale, a hrnalss 

Source: Returnee Questionnaire Database 

received short-term training (75.3%) and I 
those who received long-term training (83%) stood out, according to our chi-square value, 
the difference is only borderline in terms of statistical significance (see Table 4.9). 
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CHAPTER FOUR - 

This means that when Trainees reported that the training program improved their 
competence in the job, the improvement was felt equally regardless of gender and the length 
of the training. This is a very important finding; it suggests that Tri~inccs across the board 
are indeed learning new skills, and they return to their country with increased confidencc. 
The experience of studying and trairrir~l; outside of their native country may inspire 
emot io~h  as well as technical growth. 

Do trelneea? find that the program 
increased their salary? 

No. A large percentage of the 
Trainees reported that the 
training program did not increase 
their salary at all. Females 
tended to report more often than 
males that the program did not 
increase their salary, 64.2 percent 
and 54.2 percent respectively, 
(see Figure 4.10 and Appendix B, 
Table 9). On the other hand, an 
equal, if lesser, number of 
Trainees of both sexes claimed to 
have received a salary increase 
due to their training in the 
United States (22.6% and 21.6%, 
respectively); the difference, 
according to the chi-square value 
test is only borderline in terms of 
statistical significance. 

The response difference is 
statistically significant, however, 
when Trainees who received 
short-term training are compared 
with those who received long- 
term training. More Trainees 
who received long-term training 
tended to report that their salary 
increased "much or very much" as 
a result of their experience in the 
United States than those who 
received short-term training 
(40.6% and 21.2% respectively; 
see Figure 4.1 1 and Appendix B, 
Table 9). 

FICIJRE 4.10 
INCREASED SALARY BY GENDER 

Not a1 111 A Little Some Much Very Much 

Malea 54.2% 11.1% 12.IX 15.2% 7.4X 
Females 04.2% 7.3% 0.0% 14.7% 0.0% 

PI Maler Fcmrler 

Source: Returnee Questionnaire Database 

FIGURE 4.1 1 
INCREASED SALARY BY LENGTH 

OF TRAINING 

........................................................................................................ 

................................................................................................ 

Not a t  a l l  A U t t h  Some Much Vary Much 

I Short 50.2% 0.5% 10.1% 14.0% (1.3% 

Lon# 32.8% 13.8% 13.8% 16.2% 28.4% 

I Short Ian# 

Source: Returnee Questionnaire Database 

The difference may be explained by the fact that long-term programs often result in the 
Trainees earning an academic degree (a factor which is found to be a cause of salary 
differentiation), and, even if the training is non-academic, such a training may be more 



specia!izcd. 'This should not imply though, that Missions ought to sclcct 'I'r:linccs only f i ~ r  
long-term training; we huve srlrcrldy shown thnt Truinecs who rcceivcd short-tcrm training 
also consider that they have benefitted a great deal from the program. 

Do male and female tralnoer equally thlnk that the 
program Increased thslr atatus In their community? 

Yes. Males and females both ( 
rcported that the training 
program increased their status in 
their community, although males 
(57.8%) more often than females 
(37.4%) reported this perception 
(see Figure 4.12 and Appendix B, 
Table 10). While the difference 
appears to be great, in terms of 
statistical significance it is only on 
the borderline as determined by 
the chi-square value. 

But the difference is greater and 

FICUItF: 4.12 

INCRKASED STATUS IN COMMIINIrI'Y 
I3Y CENDICIt 

statistically significant when 
Trainees who received sho~  i-term 
training are compared with those 
who received long-term training 
(see Figure 4.13 and Appendix B, 
Table 10). This means that 
Trainees who received long-term 
training perceived a greater 
improvement in their status in 
their community due to their 
training in the United States than 
those who received short-term 
training. This implies that the 
training program is not only 
valued by the Trainees, but it is 
considered by the Trainees' to be 
valued by their community as 
well. 

Source: Returnoo Questionnaira Database 

FIGURE 4.13 

INCREASED S T A T U S  I N  COMMUNITY 
BY LENGTH OF TRAINING 

Much Hilher 

Short 72.4% 20.QX 6.7% 

Loo# 18.1% 39.2% 42.77. 

Source: Returnee Questionnaire Database 

Again, Missions should not use this measurement as a basis for limiting short-term training; 
as previously noted, Trainees who received short-term training have learned about the 
United States and have found, for the most part, their experience in the United States to 
be often satisfactory and quite rewarding. 



From the analysis of the data, thc following conclusions may he sustained: 

Both males and females arc comp;~rably satisfied with the training program. 
The level of satish~ction is still sirnili~r cvcn after Trainees vcturn to thc home 
country. 

A higher percentage of Trainces who received short-term training said that 
they were satisfied with their program than those who received long-term 
training. This difference is still significant even after the Trainees have 
returned to their country. 

A higher percentage of Trainees who received technical training reported 
being satisfied with their program than those who received academic training. 
The difference is still significant among those Trainees who have returned to 
their home country. 

Trainees with fewer years of education were more likely to be satisfied with 
their programs than those with more years of education. 

Males reported more frequently than females that their experience in the 
llnited States increased their understanding of U.S. politics. 

Males and females reported with similar frequency that their experience in 
the United States increased their understanding of US. families. 

Trainees reported that their training in the United States helped them to 
improve their competence in the job; the improvement was perceived 
regardless of gender and length of the training. 

A small percentage of the Trainees reported that their training in the United 
States helped them to increase their salary. A greater percentage of long-term 
Trainees reported having experienced an economic improvement due to their 
training. 

Both males and females said that the training program increased their status 
in their community. The difference is statistically significant when Trainees 
who received long-term training were compared with those who received 
short-term training. A much larger portion of long-term Trainees perceived 
an increase in status. 

The data analysis presented in this chapter show that the majority of the Trainees have been - 
satisfied with their training program, especially Trainees in short-term programs and those - 
with fewer years of eciucation. They were more likely to be satisfied with their programs 
than those who received long-term training and had more years of education. It appears 
that influences external to the program training objective (e.g., length of separation from 



hornc, ahscnce o f  family, ctc.) dso determine the levels of satisfaction, but the  drrta suggests, 
nevcrtlieless, t l i r~ t  a crrrcf'ul study o f  the Trainees's backgrounds would help in the selection 
rrrid placement o f  Trainees in programs with the appropriate level of difficulty, spcciirlization, 
or cven interest. Level of satisfaction is a valuable diagnostic tool for identifying ;In 

especially successful o r  problematic program, and, if neccssirry, for proposing irnd 
implementing corrective measures. 

Both women and men receiving a CLASP scholarship have found the Expericncc America 
component of purticular interest and utility for learning about and understanding the people 
and government of the United States. The activity of visiting or staying with US.  families 
appears to be one of the most valued aspects of the program, although short-term Trainees 
are less likely to report that the experience increased their knowledge of the United States 
than long-term Trainees. An attempt should be made to continue, if not expand, this type 
of activity so that all Trainees, regardless of the length and field of study, receive the benefits 
of this component of the program. 

Another significant measure of a successful program is the Trainee's perception of how the 
training experience advanced his or her career and status. The Trainees' views about their 
newly-acquired capabilities and their opportunities to become agents of social change in their 
respective society are also important indicators of success. The evaluation process under 
CLASP I has emphasized the measurement of levels of satisfaction of the Trainees with the 
content and structure of their training program, and the support services provided to them, 
e.g., housing arrangements, stipends, etc. The effect of the program on the Trainees' socio- 
economic status has also been studied, although generally as expressed by the returned 
Trainee in response to a questionnaire, without further probing. 

The evaluation process under CLASP I1 will not only continue to focus on issues explored 
under CLASP I, but, with the application of new social science research techniques (e.g. 
focus groups and case studies), a more detailed and in-depth analysis of how the training 
program has helped the Trainee to become an agent of change will be explored. There will 
be an emphasis on evaluation of the expansion and the implementation of Follow-on 
programs and activities. By contrasting different Follow-on programs and activities for 
different returned Trainee populations across countries, alternative Follow-on programs can 
be analyzed and proposed to the Missions for consideration. Lastly, gillen the CLASP 
mandate for a major share of the scholarship awards to be allocated to women, it will be of 
interest to apply the CLASP I1 evaluation methods to look more intensively at the effect of 
the program on the woman Trainee's role in the family and in the work place, and the ability 
of the returned female Trainee to apply her training experience in the socio-economic 
development of her country. 



Country Prof i l es 



APPENDIX A 

COUNTRY PROFiLES 

This section is dcsi,rncd to r1:lrrow thc locus 01' the cvr~lr~;~tion 01' the (II.ASI' tr;lirting 
initi;ltivc i ~ r i c l  its region:d project conlporicnts to the country-spccil'ic level by the ~ s c  o f  :I 

few of the key cvi~lts:~tion inclicators. 'I'llc Chmtry Profiles clcscrihc the USAID Mission- 
managed progrtims CAPS (in Ccntr;d Amcrici~), P'I'IIC (lor tlic Crlrilhxn) i1m1 APSP 
(for the Andean Region of South Arncric;i). Scpari~tc sections arc included on the two 
Georgetown University-i~clministcrcd projccts (CASP and CASS). 

'Two of the RID Missions rlrc managing regional CLASP training efforts. Both o f  these, 
the USAID/ROCAP Mission in Centrill America, and the USAIDIRDOIC Mission in the 
Caribbean, recruit CLASP Tri~inccs from severill countries. With the ROCAP Mission, 
like the Georgetown-administcrcd Congressional set-aside projects, the recruitment of 
Trainees is from countries where country-specific AID Missions arc also managing 
CLASP training programs. In reporting these regional training efforts in this section, the 
Trainees are treated as a graup, rather than separated by nationality. 

It should be noted that the recruitment 
and selection procedures, as well as the 
emphases of the training programs, 
may vary significantly among projects, 
especially with regard to differences in 
focus between the country-based 
programs and the region-based 
programs, and this variance may 
significantly influence Tra inee  
appraisals. 

The data on achievement of selection 
targets that is presented in this 
Appendix to depict Mission compliance 
with AID/W guidance (Figure I), is 
taken from the CLASP Information 
System (CIS) as of the end of FY 90. 
It is supplied by the participating 
Missions and  by Georgetown 
University. The data depicts the 
cumulative compliance with CLASP 
minimum targets for recruitment of 
females and the disadvantaged. It also 
reflects the amount of scholarship 
programming dedicated to long-term 
training (over nine months). The 30 
percent target of C U S P  does not 
apply to the four Andean participating 

Dl madvantegld Long- term 

A c h  i evement  o f  C L A S P  

Select i o n  Targe ts  

A c a m  I c Rura l ~ e e d o r ~ n l o  Youth 

Source' CIS as of 9/ 30/ 90 



AVENDIX A - .- , --- - - - -- --.-- -- - - - . - - - . - - - - - - --- -.a- 

ctiuntrics, where ttic: minimum t;~rgct is 20 percent. 'I'lle drlt;! depicted in Figure I :~lso 
indiciltes the ch;m~cteristics of CLASP 'l'r;rinecs in terms of the other cr~tegories which 
;Ire emphasized in the CIASP design. Tlicsc ;tic sclcction 01' indivicl~~;~ls from rur;d 
arc;ls, dcmonstr;~tcd or potenti;~l Icrdership ch;~r;~ctcristics, ;~nd youth. Tile pcrcent;~gc of' 
'I'rainees in academic programs (dcgrcc seeking) is also shown. Beci~usc e;lch of' thcsc 
last four program cmptlases docs not have i1 specific minimum programmatic target, 
Missions are responsible for setting thcir own t;~rgcts. 'The distribution of the Trainees - 

by sex, as ;I share o f  each of these other areas o f  progrxnmatic emphasis is ;~lso shown. 

The Trainee appraisals that are u s d  in 
this Appendix to depict the training 
programs (Figure 2) are based on both 
the Exit Questionnaire, i.e., information 
collected as the Trainee is completing 
his or her program and preparing to 
return home, and the Returnee 
Questionnaire, which is administered to 
returned Trainees after they have been 
back in country long enough to be able 
to judge the impaci of the training on 
their life and career. Two questions 
that appear similarly on both question- 
naires ask about the Trainee's satis- 
faction with the training experience 
(Question 1) and whether he or she 
would recommend it to others (Ques- 
tion 2). Overall, the satisfaction level 
recorded in the Exit Questionnaire is 
87 percent. Negative responses were 
about six percent, and the remaining 
seven percent were neutral. The 
corresponding figures from the 
Returnee Questionnaire were: 90% 
satisfied; 4% dissatisfied; and 6% 
neutral. For the question about 
recommending the program, the data 
for the Exit Questionnaire was: 93% 
yes; 1% no; and 6% maybe. The 
corresponding Returnee Questionnaire 
data was the same. 

Satisfaction Leve ls  of 
CLASP T r a i  nees 

-- 
3 F e l t  rJrumrad7 4 caimllty a? 5 Un-mcm~ U 9 7 

Source Q-data (n  = 4978 E x l t ,  1903 Ekturnoo) 

Other questions about the training program which appear on the Exit Questionnaire are 
designed to probe for areas that could be improved, e.g., whether the Trainee felt 
prepared for his or her training program at the time of departure for the U.S. (Question 
31, how the Trainee felt about the quality of the training program (Question 41, and 
whether the Trainee felt that he or she had learned to understand better the U.S. way of 
life (Question 5). The data on feeling prepared for the training was 64 percent, who felt 
prepared, five percent who felt unprepared, and the remaining 31 percent felt somewhat 



preprrrcd. The rcsl~oriscs rcgilrding the quality of  the trc~ining progrrrm wcre 89 pcrccnt 
wllo endorsed the qu:~lity, bur pcrccnt who were not satisfied with thc training quality, 
and scvcn perccnt who wcre only somewtint sc~tisficd. With rcgr~rd to the question ; ~ l m ~ t  
understmdi~lg better the U.S. wr~y of  life, tllc d:rtrr i~idicatcs that 77 percent agreed t h s t  
they had Icilrncd more, fivc percent responded ncgatively, and the remaining IH pcrccnt 
said they considered themsclvcs only somewh;rt better informed. 

It should be rcmcmbcrcd that the pattcrn of responses to thew questions offcrs means 
to look for areas of strengths and weaknesses, but it should not be over-interpreted. In 
comparing the rcsults to one of thcsc questions in a given project to the overall CLASP 
average for the siime questions, the difference in training program design may 
significantly influence the results. For example, an AID Mission that exceeded the 
CLASP minimum programming target for long-term training would likely have a 
somewhat lower overall satisfaction level than the CLASP average, because long-term 
Trainees are, in general, more critical of their training expericncc, as documented in the 
body of this Fifth Annual Report. 

It must also be kept in mind that even though one Mission's training program may be 
rated less positively than the CLASP average, with regard to some aspect, does not mean 
that the program was unsuccessfui. CLASP training overall receives very positive 
evaluations from the Trainees. A majority of each of the component training populations 
has expressed a clear affirmation of satisfaction with the training. 

Returnee Questionnaire data is available only for the Central American countries 
included in the CAPS and CASP training projects and in the Caribbean for the PTIIC 
training effort administered by the AID Missions in Barbados (RDO/C) and the 
 omi ink an Republic. Similar Returnee data has only been recently collected for Haiti 
and Jamaica, and will be available in the Country Reports based on those evaluations as 
well as the next CLASP Annual Report. The four APSP countries of the Andean 
Region and Georgetown University's CASS regional training effort began their training 
programs more recently, and it is premature to be surveying their returned Trainees, 
especially long-term Trainees who are only this year beginning to return home. Data 
supplied by returned short-term Trainees may, however, be collected in the Andean 
Region and be available in the next CLASP Annual Report. 

Although Returnee Questionnaire data is not available for some of the participating 
countries, the view of Trainees from these countries about the training program is 
captured in the Exit Questionnaires. A review of the data presented in this section will 
make clear that the responses of Trainees when they depart the U.S. and when they have 
been back home for half a year or mare do not differ significantly in most cases. 



SUB-REGION: Contral Amorica 
PROJECT TITLE: Corstral Amorlcan Poace Scholarships (CAPS) 
PROJECT PERIOD: M85-04 
PROJECT MANAQERS: USAiD/Bollzo: Lourdos Smith 

AID/ ' :  Anthony Vullbrocht 
MAJOR CONTFWCTOR: Partners for lntornatlonal Education and Training 

The projects of the Caribbean and 12th American Scholarship Program (CL4SP) 
operating in Belize are the Central American Peace Scholarship (CAPS) project 
managed both by the USAID/Belize Mission and a regional program managed by the 
AID Mission for Central American Regional projects (ROCAP) in Guatemala, as well as 
two regional projects implemented under a cooperative agreement with Georgetown 
University (CASP and CASS). CAPS is the largest project. All of these projects have a 
common design feature, i.e., the awarding of scholarships to individuals from 
disadvantaged sectors of society who offer leadership potential, but who otherwise would 
not have the opportunity to receive training or advanced studies in the United States. 

The training focus of the Mission-administered CAPS project in Belize has been on the 
education sector, with a special emphasis on rural areas. The focus on the education 
sector is .ntended to obtain the ,greatest multiplier effect by training the people who vvill 
have significant influence in their communities. The Belize program has included all high 
school principals andlor vice principals nation-wide and over one quarter of the country's 
primary schaol principals. The typical field of study has included education 
administration, community relations, methodology, etc. In addition to the education 
sector training, the scholarship program has also included representatives from the 
private sector who typically have been trained in management techniques. A further 
emphasis early in the program was to identify and select for training in the US. 
individuals who previously had received training in Soviet Bloc countries. 

The Belize CAPS training target (at present 290 scholarships) has been scaled down from 
its original level to accommodate the project's emphasis on long-term training and to 
provide follow-on support to the retunred Trainees. At the end of FY 90, 271 
scholarships (93% of the LOP target) had been awarded. USAID/Belize reports that, as 
of the end of FY 90, all but one )percent of all returned CAPS Trainees (100% of short- 
term Trainees) were employed in fields related to the training they received. 

In its training program, USAIDb3elize has not been constrained by having to include 
English language training, since that is thle native language of Belize. 



The original CLASP twining initiative 
is largely complete with the exception 
of about 20 shwt-tcrm scholarship 
awards, to be programmed in FY 91. 
Long-term scholars under CLASP I, 
who began their programs prior to FY 
90, remain in training in the US. The 
programs of these Trainees will 
coincide with the beginning of the 
CLASP I1 phase of this program. 

Figure 3 reflects the cumulative 
distribution of the scholarships awarded 
for USAID/Belize's CAPS project at 
the end of N 90 in terms of the target 
for long-term training, for selection of 
females, and for selection of persons 
from backgrounds of disadvantage. 
Belize is above all minimum targets 
with the exception of the 30 percent 
targe, for long term training. 

The Mission has achieved its program 
targets, with the exception of the level 
of long-term training. In FY 90 there 
was only one additional new start in 
the CAPS project, i.e., a short-term 
academic award. The CLASP training 
effort in Belize has been structured to 

A c h  i evement o f  Se lect i on  

Targets  - B E L I Z E  

ACa(IyI I IC AVO I LemdVahlD Youth 

Source' C I  5 ae of W30/ 90 

also comply with other target emphases, which do not have a selection target amount, 
i.e., the rural population, youth and persons with leadership skills or potential. Long- 
term academic scholarship awards have been divided proportionately between males and 
females. 



Figure 4 reflects the cvidtaation of the 
training program by the Trainees ;IS 

cxprcssed in response to survcy 
instruments upor. completion of the 
progrm (Exit Questionnaire) and aftcr 
several months of applying their new 
skills (Returnee Questionnaire). The 
questions that are representcd in 
Figure 4 ask about the Trainee's 
satisfaction with the training experience 
(Question 1) and whether he or she 
would recommend it to others 
(Question 2). Both of these questions 
appear on both questionnaires. In the 
case of Belize, there were none of the 
exiting Trainees in the survey who 
would not recommend the program, 
and the five percent of exiting Trainees 
who were dissatisfied with their training 
program was less than the six percent 
CLASP average. 

Other questions about the training 
program which appear on the Exit 
Questionnaire are designed to probe 
for areas that could be improved, e.g., 
whether the Trainee felt prepared for 
his or her training program upon 
departure for the U.S. (Question 3), 

11111n 
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Trainee Appra isa l  o f  

P r o g r a m  - Be1 i z e  
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Source, 0-data Cn a20 Exlt, 77  Returnee) 

how the Trainee felt about the qualityrof the training program (Question 41, and whether 
the Trainee felt that he or she had learned to better understand the U.S. (Question 5). 
Among all of the CLASP projects, CAPS Trainees from Belize are the only surveyed 
population that expressed on the Exit Questionnaire no negative views in response to any 
of these three questions. The percentage of Trainees who felt fully prepared for the 
training (70%) and who were fully satisfied with the quality of their program (95%) was 
more than ten percent higher than the CLASP overall average. However, the percentage 
of Trainees who said without reservation that as a result to the training program they 
better understood the US. way of life (55%) was more than ten percent lower than the 
CLASP average. 

In addition to the above programming results, USAID/Belize had placed thirty-one of the 
CAPS Trainees in Historically Black Colleges and Universities in the U.S. by the end of 
FY 88. There were no additional HBCU placements in N 89, and, in FY 90, four long- 
term students were studying at HBCUs (three at Hampton University, and one at South 
Carolina State College). Overall, this represented about 13 percent of the CAPS 
Trainees awarded scholarships by USAID/Belize. 



SUB-REGION: South Amorican Andoan Region 
PROJECT TITLE: Andean Poacv Scholarship Program (APSP) 
PROJECT PERIOD: FY 87 - 04 
PROJECT MANAGERS: USAIDILa P a :  Beatriz O'Brien 

AIDlW: Leslie Anderson 
MAJOR CONTRACTOR: Db. qlopment Associatog 

The CLASP/APSP trbiining project began in Bolivia in 1987 with twenty short-term 
training scholarsh~p awards. With an additional three years of operations, the Peace 
Scholarship project has become fully operational and has achieved three-quarters of its 
placement goal. Beginning with its 1988 programming of a group of small-town mayors, 
USAIDD Paz has sought to form geographic and occupational nuclei of returned 
Trainees upon which it is anticipated that Peace Scholars can be encouraged to form 
networks, and thereby reinforce efforts of the returned Trainees to apply the lessons they 
learned from their training experiences. 

The new scholarship awards during FY 90 included short-term programs for women 
market leaders, agricultural leaders, forestry technicians, and labor leaders. Long-term 
training programs were begun for health practitioners and uxiiversity professors. The 
health practitioners entered training in disease prevention. The forestry engineers and 
environmental specialists in forestry and soil conservation were sent to programs in a 
broad field of environmental disciplines. Training for trade union leaders included a 
focus on collective bargaining in a democracy and the trade-offs between ideological 
activism and promoting worker benefits. The small agriculture Trainees were seiected on 
the basis of their adaptability and preparedness to be innovators and leaders, based on 
previous association with USAID's Special Development Activities Projects. The 
objective was to improve their technical and business practices and to enhance their role 
as leaders in their communities through the multiplier effect that successful and 
profitable innovations may have. The university professors also were targeted because of 
the multiplier: effect which their experiences in the U.S. may have. As part of their 
Master's degree programs, emphasis is on development of teaching and evaluation 
techniques. 

In its training program, USA1DL.a Paz has had to deal with the fact that its Trainees 
would not normally know any English. This meant that survival English had to be 
designed for short-term groups, and that long-term Trainees had to be taught English as 
part of their program. 



In FY C A  there were 113 additional 
new scholarship awards. As of the end 
o, FY 90, USAID/h Paz had awarded 
about three-quarters of the projected 
410 scholarships to be given to both 
short-term and long-term trainees in 
the APSP/Bolivia scholarship project. 

Figure 5 reflects the distribution of the 
cumulative scholarships awarded for 
the CLASPIAPSP project in Bolivia at 
the end of FY 90 in terms of 
compliance with the minimum targets 
for long-term training, for selection of 
females, and for selection of persons 
from backgrounds of disadvantage. 
The Mission project managers have 
met or exceeded each of these 
minimum program targets, although the 
long-term target for APSP, at 20%, is a 
lower requirement than the program- 
wide target of 30% for CLASP long- 
term training. The CLMPIAPSP 
training effort in Bolivia has been 
structured to also comply with other 
target emphases, which do not have a 
selection target amount, i.e., the rural 
population, youth and persons with 
leadership skills or potential. 

A c  h i evement o f  Se l ect i on 

Targe ts  i n  B o l  i v  l a  



Shown in Figure 6 is the cvalu;~tion of 
the training program by the Trainees ;IS 

expressed in response to the Exit 
Questionnaire which is completed at 
the end of the program. As the APSP 
training began in 1987, and the first 
long-term Trainees were not awarded 
scholarships until FY 89, it has been 
premature to begin an in-country 
evaluation which samples returned 
Trainees. For that reason there is not 
yet any Returnee Questionnaire 
database for Bolivia. 

The questions that are represented in 
Figure G ask about the Trainee's 
satisfaction with the training experience 
(Question 1) and whether he or she 
would recommend it to others 
(Question 2). In the case of Bolivia, 
only two percent of the departing 
Trainees indicated that they would not 
recommend the program, although over 
eight percent expressed dissatisfaction 
with the trainin~ program. Other 
questions about the training program 
which appear  on the Exit 
Questionnaire are designed to probe 
for areas that could be improved, e.g., 
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whether the Trainee felt for-his or her training program upon departure for the 
U.S. (Question 3), how the Trainee felt about the quality of the training program 
(Question 4), and whether the Trainee felt that he or she had learned to understand the 
US. better (Question 5). The number of Bolivian Trainees who responded that they did 
not feel prepared for their program is higher than the CLASP average, and would 
appear to be an area that merits attention. 

USAID/La Paz trained twenty Bolivians at an HBCU (Bowie State University) in N 90. 
Tlis represents slightly more than six percent of the Mission's APSP Trainees. 



SUBREGION: South Amoricnn Andoan Roglon 
PROJECT TITLE: Andoan Poeco Scholarship Pro~rnm (APSP) 
PROJECT PERIOD: FY 07 - 04 
PROJECT IhANAGERS: USAIW/Bogotn: Laraino Mansfloid 

AIDlW: Loslio Anderson 
MAJOR CONTRACTOR: Development Associatoa 

Because of its relative level of economic development, Colombia has been classified by 
AID for purposes of its assistance programs as an Advanced Developing Country (ADC). 
This status removes the country from normal AID country development programming, 
and it means that AID personnel in-country will be minimal, and that developmental 
programs will generally require less in-country hands-on attention. The inclusion of 
Colombia in the CLASP tra'.?ing initiative through AYSP presented the AID managers 
with unique organizational challenges. Drawing on the experience of AID missions with 
well-established CLASP programs, a special evaluation of structural, staffing, and 
programming arrangements was conducted, with the result being the establishment of an 
APSP Office in Colombia that began scholarship programming by the end of FY 87. A 
pilot program was launched with seven female rural organization leaders, seven 
community developers, and five small businessmen, all of whom were provided intensive 
training in their respective areas. By the end of FY 88, thirty-nine scholarships had been 
awarded, and the Colombian program was ready to enter full scale into both short-term 
and long-term scholarship programming. 

Colombia's unique problems, such as improving its institcltional capability to deal with the 
narcotics trafficking problem, also have presented special programming challenges to 
USAID/Bogota. The Mission has sought to train individuals in how to confront the 
dangers of drug production, trafficking and consumption. Special training emphases have 
been focussed on human resource development needs and on the private sector, where 
an effort has been made to identify leaders emerging from backgrounds of economic 
disadvantage. Other programming targets have been the areas of national resources and 
environmental sciences. APSP programming has also been directed in part at training 
trainers, in order to take advantage of the multiplier-effect of such training. 

In its training program, USAID/Bogota has had to deal with the fact that its Trainees do 
not normally know English. This has meant that survival English had to be designed for 
short-term groups, and that long-term Trainees had to be taught English as part of their 
program, 



Although USAID/Bogot:i hegm its 
APSP programming slowly, for the 
reasons unique to its status as ;In ADC 
country, it had achieved a level of 
scholurship awards sin~ilar to that of its 
Andean neighbors by FY 90. Similar 
to the neighboring APSP training 
programs, FY 89 marked the beginning 
of scholarship awards for long-term 
training. 

Figure 7 reflects the cumulative 
scholarshjps awarded for the 
CWiSPIAPSP project in Colombia at 
the end of FY 90 in terms of 
compliance with the minimum targets 
for long-term training, for selection of 
females, and for selection of persons 
tiom backgrounds of disadvantage. 
USAID/Bogota has exceeded the 
targets in selecting females and persons 
from economically disadvantaged 
b~ckgrounds. Although long-term 
training is slightly below the overall 
CLASP target of 30%, it is well over 
the APSP-specific minimum target of 
20%. The CLASP training effort in 
Bolivia has been structured in order to 
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also comply wit5 other target L 
emphases, which do not have a selection target amount, i.e., the rural populstion, youth 
and persons with leadership skills or potential. These also are depicted in Figure 7. 



Figure: 8 rcflcccs t l~c  cvdui~tio~i o f  tlic 
traini~rg program by the  Tn~inccs ;IS 

cxprcsscd in response t o  the Exit - 
Qucstionnairc, which is completed at 
the end o f  the 'I'raincc's propam. As 
the APSP training b c p n  in 1987, and 
the first long-term Trainees wcrc no t  
awarded schol;~rships until FY 89, it 
has been premature to begin an in- 
country evaluation which samples 
returned Trainees. For that reason 
there is not yct any Returnee 
Questionnaire database for Colombia. 

The questions that are represented in 
Figure 8 ask about the Trainee's 
satisfaction with the training experience 
(Question 1) and whether he or she 
would recommend it to others 
(Question 2) In the case of Colombia, 
96 percent of the departing Trainees 
indicated that they would recommend 
the program. This compares very 
favorably with the overall CLASP 
average of 90 percent. Other questions 
about the training program which 
appear on the Exit Questionnaire are 
designed to probe for areas that could 
be improved; e.g., whether the Trainee 

Tra inee  App ra i sa l  o f  

P r o g r a m  - COLOMU l A 

felt f& his or her training program upon departure for the U.S. (Question 3), 
how the Trainee felt about the quality of the training program (Question 4), and whether 
the Trainee fel: that he or she had learned to understand the U.S. better (Question 5). 
Slightly less Colombian APSP Trainees than usual for CLASP training felt prepared for 
their training experience. The responses with regard to clear approval of the overall 
quality of the program (93%) is five percent higher than the CLASP average, but the 
response to the question about a better understanding of the U.S. way of life (73%) is 
eight percent lower than the CLASP average. 

During FY 90, USAID/Bogota programmed 24 Colombians to have experience at an 
HBCU (Historically Black Colleges and Universities) as part of their program, i.e., at 
Tuskegee University. These Trainees represent about eight percent of the Colombian 
APSP total. 



SUB-REQION: Contrill Amorica 
PROJECT TITLE: Control Amorican Psaco Scholorshlps (CAPS) 
PROJECT PERIOD: FY 05 - 04 
PROJECT MANAQERS: USAIDJSan Joso: David Losk 

AIDIW: Anthony Vollbrwht 
MAJOR CONTRACTORS: Partnurs for Intornational Educa?lon and Training 

National 4-H Foundation 

Two CLASP projects are being implemented in Costa Rica. The largest project is the 
CAPS short-term and long-term training project managed both by USAID/San Jose and 
by the regional USAII)/ROCAP office in Guatemala. The smaller CASP/CASS project, 
administered by Georgetown University, is also regional. All three have the same 
objective of reaching persons from disadvantaged backgrounds, rural areas, females, and 
others who might have been overlooked in the traditiona! sectoral development approach 
to training. 

USAID/San Jose has allocated the largest number of scholarships to short-term training. 
Groups have been formed of about twenty representatives from such fields as rural 
municipal leaders, Rcd Cross workers, public health workers, teachers, school 
administratnrs, counselors, rui4 firemen, and women leaders of cooperatives. A second 
emphasis of the CAPS program in Costa Rica has been secondary school students, 
primarily from rural areas. Aftl:r English Language Training (ELT) they then travel to 
the U.S., where they stay in U.S. homes for nine to ten months (earlier these stays were 
for six months.) The third focus of the Costa Rican program has been long-term 
scholarships. These generally are for the last two years of an undergraduate degree or 
for an W S  degree. 

The CAPS project, which began in FY 85, will award the balance of its CLASP long-term 
scholarships in FY 91. Subsequent funding will be for long-term training already in . 
progress. The Mission projects holding some funds in reserve to allow for long-term 
training extensions, if needed. If funding still remains available in N 93, it will be 
expended on short-term groups. 

In its training program, USAIDISan Jose has had to deal with the fact that its Trainees 
would not normally know any English. This meant that "survival" English had to he 
designed for short-term groups, and that long-term Trainees had to be taught English as 
part of their program. USAID/San Jose developed a two-week ELT program for its 
short-term training programs. 



Tlic C'IASP scholrrrsl~ips in Costa Riw 
t)cg;rn with 44 CAPS tririning ;rwirrds in 
17Y 85. From that srn;rll-scrtlc 
hcginning, the Costa Ric:rn CAPS 
project hiis tr~kcn major strides, 
;iver;rging over 370 sclmoli~rships pcr 
year betwccn FY 86-90. Thcrc wcre 
380 CAPS scholarship awards for FY 
90, of which slightly more thtrn half 
(53%) were for long-term training. 
About two-fifths of those long-term 
Trainees were sent for academic 
studies. 

Figure 9 rcflccts the cumulative 
distribution of the scholarships awarded 
for the CWIISPICAPS project in Costa 
Rica at the end of FY 90 in terms of 
compliance with the targets for long- 
term training, for selection of females, 
and for selection of persons from 
backgrounds of disadvantage.  
USAIDISan Jose has exceeded the 
targets in selecting females and persons 
from economically disadvantaged 
backgrounds for participation in the 
Peace Scholarship program. It has also 
exceeded the minimum target for long- 
term scholarship awards. The CLASP 
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training effort in Costa Rica has been structured to also comply with the oihcr CLASP 
target emphases, which do not have a selection target amount, i.e., the rural population, 
youth and persons with leadership skills or potential. 



I;ig~~rc I0 rctlccls tllc cv:~l~r;rtior~ of' t l~c  
trcrining I)rogr:ltn by the 'I'r:~it~ccs 41s 
cxprcsscd in rcsponw to tl~c I:xit 
Qncstionn;~ire which is colnplctcd 111 

thc end o f  thc progr:rm, :~tld the 
Returnee Oucstionnrlirc, which is 
;rdministcrcd after the 'I'r;~incc hrrs 
l~ecn hwk home long cno~lgh to be 
clhlc to cvdu;~tc Ilow useful thc training 
has hccn l'rom prol'cssiot~irl and 
person;rl Icvcl. 'I'i 1 4 .  questions t h i ~ t  arc 
rcj)rcscntcd in Figure 10 ask itl~out tlac 
Trainee's satisfaction with the training 
expcricncc (Question 1)  and whether 
hi: or shc would recommend it to 
others (Question 2). These two 
questions are asked on both 
questionnaires. In the case o f  Costa 
Rica, 94 percent of exiting Trainees 
would definitely recommend the 
program to others. This is about five 
percent higher than the C U S P  
average. 

Other questions about the training 
program which appear on the Exit 
Questionnaire are designed to probe 
for areas that could be improved, e.g., 
whether the Trainee felt prepared for 
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his or her training program when he or she left for the U.S. (Question 3), how the 
Trainee felt about the quality of the training program (Question 4), and whether the 
Trainee felt that he or she had learned to understand the U.S. better (Question 5). The 
percentages of exiting Costa Rican CLASP Trainees who felt definite about being 
prepared for the training experience (77.5%) and that they better understood the U.S. 
way of life as a result of the program (92.3%) were the highest levels among any of the 
CLASP training projects. 

USAID/San Jose has also worked with its contractor to schedule training at Historically 
Black Colleges and Universities (HBCUs) in the U.S. The results of such placements for 
the CAPS project are reported by the Mission to be well above 10 percent minimum 
target. In FY 90, 129 Trainees in short-term programs attended six different HBCUs. 



APPENDIX A 

SUB-REQlON: Carlbhnn 
PROJECT TITLE: Proo. Twining Ink lor tho loland Carlbboan (P'I'IIC) 
PROJECT PERIOD: FY 80 - 04 
PROJECT MANAGERS: USAIDISanto Domingo:Licra Dolg 

AID/W: Marllyn Arnold 
MAJOR CONTRACTORS: Partnors for lntornatlonal Education and Training 

Unitod Schools of AmorlcdCreatlve Associates 
Academy for Educational Development 

Under the Caribbean and Latin American Scholarship Program (CLASP) a scholarship 
initiative was launched in the Dominican Republic in FY 86 as part of the Presidential 
Training Initiative for the Islb:lds of the Caribbean (PI'IIC). Thc PTIIC program 
emphasis is targeted on !ong-and short-term educational and training opportunities for 
economically and socially disadvantaged persons and contains a greater emphasis on 
youth training than previous scholarship programs. 

The PTIIC emphasis in the Dominican Republic has been on groups of youth, university 
faculty, governmental ministry personnel and small entrepreneurs. hng-term Trainees 
have been sent to U.S. junior and community colleges in such fields as computer 
progrsmming, tourism, agricultu:e, industrial electricity, marketing, health, furniture 
production, electronics, educatioti, communications media, and economics. There have 
also been two-year Xaster's degree programs in the, social science areas. In the 
Domi--!can Republi~ there is also a Georgetown University-~lministered CLASPJCASS 
project. Common to both prajects is the selection emphases on leaders and potential 
leaders from disadmtaged backgrovnds. 

The PTIIC training initiative encountered special programrzing difficulties because of a 
change in training placement contractor in the middle of the pr~ject period. This directly 
affected Trair -es in the U.S. and may have negatively impacted on some of them and on 
some aspects of their training piograms. 

Because the Dominican Republic is a Spanish-speaking country, USAIDISanto Domingo 
had to p~ovide survival English training, for short-term groups, and a conversational level 
for long-term academic Trainees. For the latter, further English training was necessary in 
the U.S. before they could begin full-time academic studies. Because some of the 
Trainees ?roved r I have difficulty with ?earning English, and some of the schools 
apparently had litile experience in providing ELT fox foreign students, the training 
programs of several students suffered setbacks. As a result, some students were not able 
to complete their degree or certificate program within the planned two years, and the 
Mission converted their status from academic training to long-term technical training. 



I n  FY 90, tlncre were forty-one short- 
tcrm new PTIIC scholnrships i~werdcd 
for training !hilt began in Mr~y 1990. 
IYTlIC will now be ti~cusscd on 
Dominicans who arc nlre;~dy in Ior~g- 
tcrm training. 

Figure 11 reflects the cumulative 
scholr~rships awartlcd for thc 
CLASBfPTIIC project i n  the 
Dominican Republic at the end of FY 
90 in terms of the targct for long-term 
training, for selection of females, and 
for selection of persons from 
backgrounds of disadvantage.  
U S A I D f S a n t o  D o m i n g o  h a s  
substantially achieved the program 
targets which are an integral part of 
the CLASP program concept. In terms 
of the emphzsis on long-term training, 
the project was significantly above the 
minimum target. Because of the 
greater expenditures associated with 
long-term training, it proved necessary 
to adjust downward the number of 
trainees that had been projected in 
early Country Training Plans. 
USAIDISanto Dorningo has exceeded 
the targets in selecting females and 
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persons from disadvantaged backgrounds for participation in the Peace Scholarship 
program. The CLASP training effort in the Dominican Republic has been structured to 
also comply with the other CLASP target emphases, which do not have a selection target 
amount, i.e., the rural population, youth and persons with leadership skills or potential. 



Figu~c 12 reflects the cveluirtion o f  the 
tri~ining progrim by thc Tr:~inccs iIs 
cxprcsscd in response to the E~it 
Questionnaire, which is completed i ~ t  

the end of the progrilm, und the 
Returnee Questionnaire, which is 
i~rlministcred after ihe Tri~inec has 
bccn back home long enough t o  be 
able to evaluate how useful the training 
has been from a professional and 
personal level. The questions th~at are 
reprcscnted in Figurc 10 ask ahout the 
Trainee's satisfaction with the training 
experience (Question 1) and whether 
he or she would recommend it to 
others (Question 2). In the case of the 
Dominican Republic, an unr~sually high 
percentage of the Trainees were not 
satisfied with the CLASP training as 
expressed in the Exit Questionnaire 
(20 .5%) and the  R e t v r n e e  
Questionnaire (25%). Similarly, the 
percentage of returned Trainee:; who 
would definitely recommend the 
program to others (74.3%) was lower 
than the percentage of exiting Trainees 
(86.0%) responding positively to the 
same question, and over twenty percent 
lower than the CLASP average 
(94.6%) for that question. 
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Other questions about the training piogram which appear on the Exit Questionnaire are 
designed to probe for areas that could be improved, e.g., whether the Trainee felt 
prepared for his or her training program upon departure for the U.S. (Question 3), how 
the Trainee felt about the quality of the training program (Question 49, and whether the 
Trainee felt that he or she had learned to understand the U.S. better (Question 5). The 
responses of the Dominican Trainees to these questions also indicate problem areas. 
One out of five exiting Trainees (20%) 'id not apprnve of the quality of their training 
program, This is notably higher than tire CLASP average (3.5%) who expressed a 
negative view to this question. 

USAIDBanto Domhgo reports that 18 of its training p!acements under PTIIC through 
N 88 (there were no new starts in FY 89) were made in Historically Black Collcges and 
Universities (HBCU). Durinc FY 90, two long-term students were at Howard Universiq 
and one was at Oakwood College. F~enty-eight short zerm Trainees were trained at 
Bowie State University. This represents over one ; ?rter of USAIDBanto Domingo's 
PTIIC programming. 



SUB-REQION: South American Andean Re~lon 
PROJECT TITLE: Andean Poace Scholarship Program (APSP) 
PROJECT PERIOD: M 07-04 
PROJECT MANAQERS: USAID/Quito: Ellon Loddy 

AID/W: Lesllo Andorson 
MAJOR CONTRACTORS: Dovolopmont Assoclatos 

Experiment in International Living 

Ecuador initiated participation in the Caribbean and Latin American Scholarship 
Program (CLASP) in FY 88, with the launching of the Andean Peace Scholarship 
Program. APSP aims to promote democratic values and strengthen ties between the US. 
and the countries of the Andcan region through training of leaders and potential leaders 
from both the public and private sectors who can make a contribution to the 
development of the country and have demonstrated the potential to influence opinions 
and policies. 

Short-term training of Ecuadoreans has been directed at health professionals (public 
health technicians, administrators and policy-makers), agricultural trainees (inter alia: 
aquaculturists, extensionists and natural resource managers), c~mmur:~y development 
leaders, mayors and munic$~al officials, drug prevention specialists, jc. nalists, artisans 
and youth groups (including young political leaders). Long-term trainilrg, consisting of 
one-to-two year scholarships (both for non-degree graduate work and some Masters 
programs) has bcen targeted on groups such as public health technicians and 
administrators, agricultural economists and other professionals, special education 
professionals, university professors and administrators, university students and other 
young professionals ~ i t h  demonstrated leadership potential. 

In its training program, USAIDJQuito has had to deal with the fact that its Trainees 
would not normally know any English. This has meant that survival English had to be 
designed for short-term groups, and that long-term Trainees had to be taught English as 
part of their program. 
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ACCOMPLISHMENTS 
The APSP program in Ecui~dor has b w n  in operation for three ycilrs and hrls rc;~chccl ;I 
total of 255 scholarship awards as of the end of FY 90. During the pwt Ciscill year, an 
additional 80 Trainees trcweled to the U.S. Of thcse, 16 were sent for lot~g-term tr;linirrg, 
and 31 percent of the new Trainees were femi~le. 

USAIDJQuito programming of APSP 
scholarship awards began with a major 
emphasis on short-term training, 
because of problems associated with 
620Q restrictions, which delayed 
contracting arrangements for in-country 
administration, including candidate 
recruitment. This initial lag in long- 
term scholarship awards is being 
addressed by subsequent programming 
of long-term training. The Mission is 
also below target in the portion of its 
scholarship awards received by females. 
Moreover, women have not received a 
proportionate share of long-term 
academic awards. Fur ther  
programming adjustments will be 
required to bring the selection of 
trainees up to target levels for both 
long-term Trainees and for females. 

Figure 13 reflects the cumulative 
scholarships awarded for the 
CLASPIAPSP project in Ecuador at 
the end of FY 90 in terms of the target 
for long-term training, for selection of 
females, and for selection of persons 
from backgrounds of disadvantage. 
IJSAIDIQuito has exceeded the targets 
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in selecting persons from economically disadvantaged backgrounds for participation in 
the Peace Scholarship program. The cumulative percentage of long-term Trainees 
remains slightly below the APSP target of twenty percent. The CLASP training effort in 
the Ecuador has been structured to also comply with the other CLASP target emphases, 
which do not have a selection target amount, i.e., the rural population, youth and persons 
with leadership skills or potential. 



Figure 14 reflects the evirl~~ation o f  the 
training pro~ram by the Trainees as 
expressed in response to the Exit 
Questionnuire, which is completed at 
the end of the training progrm. As 
the APSP truining began in 1987, i~nd 
the first long-term Trainees were not 
awr~rded scholarships until FY 88, it 
has been premature to begin an in- 
country evuluation which samples 
returnec Trainees. For that reason 
ttere is not yet any Returnee 
Questionmire database for Ecuador. 

The questions that are represented in 
Figure 14 ask about the Trainee's 
satisfaction with the training experience 
(Question 1) and whether he or she 
would recommend it to others 
,(Question 2). In the case of the 
Ecuador, the percentage of Trainees 
departing the US. who said they would 
not recommend the training program 
to others was less than one percent. 
Other questions about the ;raining 
program which appear on the Exit 
Questionnaire are desigr cd to probe 
for areas that could be improved, e.g., 
whether the Trainee felt 
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his or her training program when the Trainee left for the U.S. (Question 3), how the 
Trainez felt about the quality of the training program (Question 4), and whether the 
Trainee felt that he or she had learned to understand the U.S. better (Question 5).  For 
each of these indicators the clear-cut positive responses were significantly lower than the 
CU.p average (prepared 58.8%, quality 82.9%, understanding 73.4%). 

USAIDIQuito has made its first HBCU placement for a group of 18 short-term Trainees 
in FY 90, at Bowie State University, and has one long-term student studying at Tuskegee 
Universitj. This represents a little more than seven percent of the total Ecuadorean 
APSP Trainees. 



9UB-REQION: Contral Amoricil 
PROJECT TITLE: Csntrirl American Poace Scholarships (CAPS) 
PROJECT PERIOD: FY 85 - 94 
PROJECT MANAGERS: USAIDISan Salvador: Jaleh Torres 

AIDIW: Anthony Vollbrecht 
MAJOR CONTRACTORS: Partners for International Education and Training 

Consortium for Service to Latin America 
Partners of the Americas 
University of Now Moxico 

The largest CLASP scholarship project operating in El Salvador is the Mission- 
administered CAPS project. Some CAPS Trainees have also been recruited and trained 
under the supervision of the regional AID office in Guatemala (ROCAP). A parallel 
CLASP project is administered on a regional basis by Georgetown University (CASPI 
CASS). These CLASP projects have in common the effort to target economically 
disadvantaged sectors for scholarships to the U.S. and to allocate a major share of the 
scholarship awards to females, youth, rural dwellers, and persons who have demonstrated 
leadership or leadership potential. 

The USAID/San Salvador-managed CAPS program has allocated a majority of its long- 
term scholarships to three-year programs for disadvantaged individuals who otherwise 
would have no opportunity to visit and study in the United States. The first year is used 
for English language study and orientation. The following two years lead to an Associate 
of Applied Science degree, typically in a field such as business administration, accounting, 
construction management, agricultural mechanics, electronics repair or medical 
equipment repair. 

Short-te,,m training has been generally focussed on economically disadvantaged 
community leaders who are considered most likely to influence young people, such as 
teachers and youth leaders. A special youtkelated program in El Salvador has been the 
selection of school valedictorians for a five-week program which exposed them to the 
U.S. lifestyle, instructed them in leadership skills, taught the role of government and the 
private sector in a democracy, and emphasized communication skills and voluntary 
service for community development. 

In its training program, USAID/San Salvador has had to deal with the fact that its 
Trainees would not normally know any English. This has meant that survival English had 
to be designed for short-term groups, and that long-term Traine~s had to be taught 
English as part of their program. 



The C I S P  program in El Salvador 
has now been operaiimal for six years. 
The total number of scholarships 
awarded as of the end of FY (90 was 
1,416, of which 38 percent were for 
long term training. The new awards 
during IT 90 were 194 scholarships 
divided about evenly between short- 
term and long-term training. These 
additional awards were heavily 
weighted toward females (76%) in 
order to raise the cumulative average 
to the 40 percent minimum tar~et  - 
overall. ' 

Figure 15 reflects the mulative 
scholarships awarded for the 
CLASPICAPS project in El Salvador at 
the end of N 90 in terms of the target 
for long-term training, for selection of 
females, and for selection of persons 
from backgrounds of disadvantage. 
Despite a heavy emphasis during the 
past two years by US.2IDISan Salvador 
on including the disadvantaged, its 
cumulative record is still below the 70 
percent target for participation in the 
Peace Scholarship program. It has, 
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however, exceeded the minimum target 
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for long-term scholarship awards, less than half of which hate been allocated to academic 
degree objectives. The C W P  training effort in El Salvador has been structured in 
order to also comply with the other CLASP target emphases, which do not have a 
selection target amount, i.e., the n m l  population, youth and persons with leadership 
skills or potential. 



Figure 16 rcflccts the evdu;~tion 01' the 
training progrm by the 'rrrlinccs ;Is 
cxprcssed in rcsponsc to the Exit 
Qucstionnuire, which is completed ; ~ t  
the end of the training program, and 
the Returnee Questionnaire, which is 
administered :~ftcr the Trainee has 
been back home long enough to be 
ablc to evaluate how useful the training 
has been from a professional and 
personal level. The questions that are 
represented in Figure 16 ask about the 
Trainee's satisfaction with the training 
experience (Question 1) and whcther 
he or she would recommend it to 
others (Question 2). Both of these 
questions are asked on both of the 
questionnaires. In the case of El 
Salvador, there were less than one 
percent of the exiting Trainees, and 
none of the returned Trainees, who 
would not recommend the program to 
others. With regard to those returned 
Trainees who definitely would 
recommend the program, the 
Salvadoran CAPS project has the 
highest percentage (98%) of any of the 
CMSP projects. 
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Other questions about the training program which appear on the Exit Questionnaire are 
designed to probe for areas that could be improved, e.g., whether the Trainee felt 
prepared for his or her training program when he or she left for the US. (Question 3), 
how the Trainee felt about the quality of the training proCTam (Question 4), and whether 
the Trainee felt that he or she had learned to understand the U.S. better (Question 5). 
For both the third and fifth questions, the positive responses (71% and 86% respectively) 
were significantly higher than the CLASP average. 

USAIDBan Salvador programmed 31 Trainees under the CAPS project at Historically 
Black Colleges and Universities (HBCUs) through FY 89 and that an additional 143 
scholarships were similarly targeted for FY YO and FY 91. During N 90, there were 25 
short-term Trainees who attended a program at Jackson State University, and another 71 
students enrolled in long-term training at another three HBCUs. The Mission is, 
therefore, close to being on targe; for reaching the ten percentage target for 
programming at HBCUs. 



SUB-REQION: Contral Amorlca 
PROJECT TITLE: Control Amorlcm Pooco Scholarships (CAPS) 
PROJECT PERIOD: FY 85 - 04 
PROJECT MANAQERS: USAIDIQuatomaio: Bambi Arollono 

AID/W: Anthony Voilbrocht 
MAJOR CONTRACTORS: Partnors for lntornatlonal Education and Training 

META Inc. 
Exporiment in intornational Living 

The Peace Scholarship program in Guatemala is administered through the CAPS project 
by the USAID Mission; second, some Trainees arc selected on a regional bases by the 
ROCAP Mission, also located in Guatemah; and third, Guatemalans are recruited into 
the CASPICASS project by Georgetown University. CAPS in Guatemala is the largest 
project among all oi the countries which participate in the CLASP training initiative. All 
the projects share the CLASP objective of seeking economically and socially 
disadvantaged persons for short-term and long-term training in the U.S. In Guaten~ala, 
special emphases have been targeted on youth and the indigenous population. 

The CLASPICAPS awards began in Guatemala in N 85. In that first year, the USAID 
Mission was able to select and begin training of 325 persons. The CAPS programming 
averaged nearly one thousand awards in each of the subsequent four years. For the first 
three years of the project, CAPS was almost entirely focussed on short-term training. In 
order to increase the share of the project allocated to long-term training awards, 
USAID/Guatemala began in FY 88 to include a greater portion of long-term Trainees in 
its programming. Because of the higher cost associated with longer periods of training, 
the total number of new training starts declined. 

The CAPS project in Guatemala has focussed on short-term training for target 
populations from small and medium private sector enterprises, and from the public sector 
among persons employed in primary health care, community development, training, 
primary education, etc. This training, in groups of roughly 40 persons, has continued 
through the past year. The long-term training has been targeted on several groups. The 
Junior Year Abroad (JYA) program has been in place for about 100 university students 
per year. This effort complements other AID funding, and it is designed to help 
deserving youth complete a secondary education. Long-term training has typically 
included fields such as business administration, education, engineering, public health, 
agriculture and computer science. 

In its training program, USAIDIGuatemala has had to deal with the fact that its Trainees 
would not normally know any English. This has meant that survival English had to be 
designed for short-term groups, and that long-term Trainees had to be taught Eng!ish as 
part of their program or be taught in Spanish. 



AN noted ohove, for the first three 
years of the Pcrlce Schol:lrship 
program, USAIDIGuaternulu focussed 
almost exclusively on short-tcrrn 
training. That IOcus in CAPS progrnm- 
ing chiinged somewhat in FY 88 - 89, 
and the percentage of long-tcrrn 
scholarship awards incrcased ovenrll 
from onc percent to 16 perccnt. How- 
ever, with the absence of further long- 
term training awards in FY-90, the 
share of the Guatemala CAPS progrilm 
for long-term trai~ing fell to 14 
percent. 

Figure 17 reflects the cumulative 
scholarships awarded for the CLASP/ 
CAPS project in Guatemala at the end 
of FY 90 in terms of the target for 
long-term training, for selection of 
females, and for selection of persons 
from backgrounds of disadvantage. 
With the exception of the target for 
long-term scholarship awards, the 
Mission has exceeded the CLASP 
minimum targets. The CLASPICAPS 
training effort in Guatemala has been 
structured to also comply with the 
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other CLASP target emphases, which do not have a selection target amount, i.e., the 
rural population, youth and persons with leadership skills or potential. 
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expressctl in rcsponsc t o  I11e l 'xit 
C)ucstior~n:rirc, complctcd ;it the end of' 
the tri~ining progrrlm, i~nd the ltcturncc 
Oucstionnrrire, which is irtlministcrcd 
after the Trainee has bccn bilck homc 
long cnough r:) hc :~hlc t o  cvrllucitc how 
tlscful the training h;rs bccn from ;I 

profcssion;~l and personal level. 'T'hc 
cjuestions that arc rcprcscntcd in 
Figure 18 risk about the Trainee's 
satisfilction w;+h the training experience 
(Question I) and whcthcr hc or she 
would recommend it to others 
(Qucstion 2). Both of these questions 
appear on the two questionnaires. In 
the case of Guatemala, only about one 
pcrcent of the exiting Trainees would 
not recommend the program to others, 
and less than one percent of the 
returned Trainee respondents provided 
the same response. 

Other questions about the trcining 
program which appear on the Exit 
Questionnaire are designed to probe 
for areas that could be improved, e.g., 
whether the Trainee felt prepared for - - 
his or her training program upon departure for the US. (Question 3), how the Trainee, 
felt about the quality of the training program (Question 4), and whether the Trainee felt 
that he or she had learned to understand the U.S. better (Question 5). The number of 
Guatemalan Trainees who rated highly the quality of their training program was about 
five percent higher than thc average for CLASP overall (93.3% and 88.5% respectively). 

USAIDIGuatemala reparts that its efforts to program scholarship recipients in 
Historically Black Coileges and Universities (HBCUs) in the U.S. have been quite 
successfu1. Information as of the end of FY 90 indicates that HBCU placements were 
about 18% (a total of 800 placements) in the CAPS project. During N 90, the Mission 
included training at Texas State University, an HBCU, for 40 short-term Trainees. 



SUB-REQIQN: Carlbbocln 
PROJECT TITLE: Pros. Trairiln~ Init, for tho Ir;lantl Carlbbo;rn (PTIIC) 
PROJECT PERIOD: FY 80 - 02 
PROJECT MANAGERS: USAIDIPort-au-Princo: Nicolo Jonn-Mary 

AID/W: Marilyn Arnold 
MAJOR CONTRACTORS: Partners for lntornotlonal Educatlon and Tralnln~ 

Unitod Schools of Amorlca 

In Haiti, as elsewhere in the Caribbean, the Caribbean and Lat ip  American Schol;~rship 
Program (CLASP) is being implemented through both thc PTIlC project, adn~inistcrcd 
by AID, and the CASS earmark project, administercd by Georgetown University. Both 
of these projects are aimed at providing both short-term and long-term training 
opportunities in the US. for the socially and economically disadvantaged (including a 
major participation of women), to enhance their active role in the development of their 
country. In Haiti, the PTIIC project began in early FY 87. So far, the selection of 
scholarship recipients has included communication specialists, political party officials, 
legislators and labor activists. The project has also included public sector representatives 
from the Ministry of Information and from the Ministry of Justice. These courses were 
inteded to advance the dernofisj!ic development of Haiti. 

The PTIIC training initiative cr~iountered s~ecial programming difficulties because of a 
change in training placement contractcx in the middle of the project period. This directly 
affected Trainees in the US. and may have negatively impacted on some of them and oil 
some aspects of their training programs. 

The training program in Haiti is confronted with the nearly general lack of English 
language capability among the target population for CLASP long-term academic training. 
After an initial experience with very expensive and extensive ELT in the US, the 
Mission began an English language program in-country (four months) and limited the 
instruction in the U.S. to "topping-off'. Nevertheless, the costs associated with long-term 
training have proved to be significantly more than anticipated and have precipitated a 
major scaling back of the scholarship program In FY 89. 
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ACCOMPLI~HWENTS 

'1'11c ~ ~ ~ A S l ~ / l y l ~ l K ~  prograrn i r l  I h i t i  
I~egrm ilwrlrding scholr~asllips ill I:Y H7. 
Sniti:rl progrrrrnrning wus mostly short- 
tcrm trilining, hut d s o  inclurlctl :I smrrll 
group o f  long-term ilcrdcmic stutlcr~ts. 
In thc second yew of thc projcct, r r  
mrijor incrcilsc o f  Ior~g- tc rm 
scholitrships w~ls awr~rdccl. Ily tllc third 
yc;u o f  tlrc progrrrrn, the IISAIII 
Mission in I-Liiti corrfrontcd the nccd to 
scnlc back its long-tcrm progrrrtnming 
to assure sufficient funding wiiil:rbility 
for thc students iilrcady in long-term 
training. This was i11s0 influenced by 
the change in placement contriictor. 

Of the target areas for CLASP training 
awards, Haiti is well above the 
minimum target for females, and, after 
a major programming e thr t  in FY 00, 
has now nearly reached the target for 
econom~cally and socially disadvantaged 
individuals. Long-term training of 
PTIIC scholarsnip recipients, which 
stood at 25 percent at the end of FY 
88, has declined to 20 percent, below 
the 30 percent minimum for the PTIIC 
project, with only three long-term 
awards in FY 89 and two in FY 90. 

Figure 19 reflects the cumulative scholarships awarded for the CLASP/PTIIC project in 
Hait1 at the end of FY 90 in terms of the minimum targets for long-term training, for 
selection of females, and for selection of persons ?om backgrounds of disadvantage. The 
CLASP/PTlIC training effort in Haiti has been structured to also comply with the other 
CLASP target emphases, which do not have a selectio~~ target amount, i.e., the rural 
population, youth and persons with leadership skills or potential. 



Figure 20 retlects the evaluation of the 
trsining program by the Trainees as 
expressed in response to the Exit 
Questionnaire, which is completed as 
the Trainee is departing the U.S. 
training program. The in-country 
survey, which provides similar 
appraisals by the Trainees after they 
are back in country and have had time 
to test their new capabilities ha? only 
been recently completed, snd the 
survey results are not available for this 
report. The questions that are 
represented in Figure 20 ask about the 
Trainee's satisfaction with the training 
experience (Question 1) and whether 
he or she would recommend it to 
others (Que,stil.m 2). In the cane 0,' 
Haiti, nearly fifteen percent of the 
exiting Trainees were less than fully 
satisfied with the <trairring program, and 
nearly twenty percent were less than 
sure that they would recommend !he 
program to others. 

Other questions about the :!raining 
program which appear on the Exit 
Questionnaire are designed to probe 
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for areas that could beimprove& a.g., 
whether the Trainee felt prepared for the training program when he or she left for the 
U.S. (Question 3), how the Trainee felt about the quality of the training program 
(Question 4), and whether the Trainee felt that he or she had learned to understand the 
U.S. better (Question 5). An unusually low number of Haitian Trainees, by CLASP 
overall ratings, felt fully prepared for the training experience when they left for the U.S. 
(54.5% compared with 64.8% overall). The 40 percent who responded that they were 
less than sure that they understood the U.S. better after their program is abuut double 
the CLASP average (20.5%). 

USAIDIPort-au-Prince reports that it began its first HBCU placements under the PTIIC 
project, as required by the Gray Amendment, in N 88. In FY 90, the Mission sent two 
groups of short-term Trainees to HBCUs (10 to Clark Atlanta Univ. and 12 to Jackson 
State Univ.). Ten long-term Trainees were also studying at HBCUs during the year (six 
at Lincoln Univ. and four at Oakwood College). 



SUB-REGION: Central America 
PROJECT TfTLE: Central American Peace Scholarships (CAPS) 
PROJECT PERIOD: FY 85 - W 
PROJECT MANAGERS: USAID/Tegucigalpa: Ned Van Steenwyck 

AIDMI: Anthony Vollbrecht 
MAJOR CONTRACTORS: Academy for Educational Devolopnient 

Partners of the Americas 
Partners for International Education and Training 

In Honduras the CLASP education and training program is administered under two 
projects. The largest, and primary scholarship program, is the CAPS project. CAPS 
Trainees are selected by the USAID/Tegucigalpa Mission, but a few Hondurans have 
been also recruited and selected by the regional AID Mission in Guatemala (ROCAP). 
The other project, CASPICASS, is managed by Georgetown University on the basis of a 
legislative set-aside in the C U S P  authorization. Both of the projects have the same 
mandate of awarding scholarships to emerging leaders who come; primarily from 
disadvantaged backgrounds. These scholarships are reserved for persons who would not 
otherwise have the opportunity for exposure to US. society and to U.S. education and 
training designea to help them realize their leadership potential. The CAPS training 
program in Honduras provides a mix of both short-term and long-term educational 
opportunities. 

A key element of the CLASPICAPS training program for both short-term and long-term 
Trainees is active exposure to and participation in the culture and democratic aspects of 
life in the United States. Fields of study are related to priority areas for Honduras' 
development such as agriculture, education, healthlpopulation, small and export business, 
and infra-structure development. Targeted for long-term training, primarily at the 
undergraduate level, are youth from rural areas who have leadership potential. 

In its training program, USAIDRegucigalpa has had to deal with the fact that its 
Traineles would not normally know any English. This has meant that survival English had 
to be designed for short-term groups, and that long-term Trainees had to be taught 
English as part of their program, or they had to be taught in Spanish. 



The CAPS program in Honduras got - 

off to a quick start in N 85, with over 

- two hundred scholarships awarded, and 
more than fifteen percent of those 
were received by long-term Trainees, 
whose placement and support 
constitute demanding reqtiirements. 
Since then, the project has expanded in 
both number of scholarships awarded 
and in the portion of them allocated to 
long-term training (over the 30 percent 
minimum in FY 87 acd N 89). Total 
awards to the end of FY 90 have 
reached 1,812, and the Long-term 
portion of these was 24 percent. 

US.4IDflegucigalpa has made efforts 
to find qualified scholarship recipients 
who come from economically or 
socially disadvantaged backgrounds, as 
well as assuring that a major portion of 
those awards go to women. Mission 
programming for N 89 (47% female) 
and for N 90 (44% female) brought 
the over-all record of the CAPS project 
in Honduras nearer its 40 percent 
target. For long-term training the 
Mission's record dropped slightly, as 
there were no new long-term 
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scholarship awards in N 90. with 98% of its short-term awards for N 90 going to 
I disadvantaged persons, the Mission has surpassed the CLASP minimum target for 

including persons from economically and socially disadvantaged backgrounds. 

Figure 21 reflects the cumulative scholarships awarded for the CLASP/P'I"PTIC project in 
Honduras at the end of N 90 in terms of the minimum targets for long-term trairiing, 
for selection of females, and for selection of persons from backgrounds of disadvantage. 
Figure 21 also reflects how the CLASP/PTIIC training effort in Honduras has been 
structi~red to also comply with the other CLASP target emphases, which do not have a 
selection target amount, i.e., the rural population, youth and persons with leadership 
skills or potential. 



Figure 22 reflects the evaluation of the 
training program by the Trainees, as 
expressed in response to the f i t  
Questionnaire, which is completed at 
the a d  of the training program, and 
the in-country survey, which provides 
similar appraisals by the Trainees after 
they are back in country and have had 
time to test their new capabilities has 
only been recently completed. The 
first two questions reflect the results 
from both questionnaires in response 
to the same questions about the 
Trainee's satisfaction with the training 
experience (Question 1) and whether 
he or she would recommend it to 
others (Question 2). In the case of 
Honduras, there were only about one 
percent of the departing Trainee 
respondents, and one percent of the 
returned respondent Trainees, who 
would not recommend the program to 
others. The percentage of returned 
Honduran Trainees who were fully 
satisfied with the training program 
(95.5%) is the highest level among all 
of the CLASP projects. 

-- 
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Other questions about the training program which appear on the Exit Questionnaire are 
designed to probe for areas that could be improved, e.g., whether the Trainee felt 
prepared for the training program when he or she left for the U.S. (Question 3), how the 
Trainee felt about the quality of the training program (Question 4), and whether the 
Trainee felt that he or she had learned to understand the U.S. better (Question 5). The 
about two-fifths who indicated that they felt less than fully prepared for training when 
they left for the US., was higher than the CLASP average. However, the ratings for the 
quality of the training (93.4%) and better understanding of the U.S. (85.6%) were both 
significantly above the overall CLASP average on these questions. 

USAWTegucigalpa reports that, as of the end of FY 90, it had placed 188 CAPS 
scholarship recipients in Historically Black Colleges and Universities (HBCUs). In 
FY 90, 199 Trainees attended HBCUs (150 in short-term training programs, and 49 
Trainees were studying at nine different HBCUs). This level of HBCU programming 
is in exczss of 20 percent. 



SUB-REGION: Caribbean 
PROJECT TI?LE: Pres. Training Init. for the Island Caribbean (PTIIC) 
PROJECT PERIOD: FY 86 - 94 
PROJECT MANAGERS: USAIDIKingstsn: YvonneJohnson 

AIDIW: Marilyn Arnoltr 
MAJOR CONTRACTORS: Partners for International Education and Training 

United Schools of America 

The CLASP training initiative in Jamaica is. carried out through PTIIC, administered 
by USAID/Kingston, and CASS, administered b-r Georgetown University. Both 
projects have the same goal of including sectors of the society that otherwise would 
not normally be included in sectoral-oriented development training. The USAID- 
managed project, which is the largest, includes a mix of short-term and long-term 
training, whereas the Georgetown-administered project, based on a legislative 
earmark, is currently focussed exclusively on long-term training. 

The PTIlC scholarship award project in Jamaica was begun in FY 86, but did not 
become fully operational until the following year. In addition to rural youth, 
USAID/Kingston has sought to also target individuals whose U.S. experience will 
have a multiplier effect, such as teachers and private sector leaders. One training 
program which had a very positive evaluatioa was for women in the construction 
industry. 

Recruitment of community and youth leaders has been handled through 4-H clubs 
and the Jaycees movement in Jamaica, while recruitment of teachers and educators 
has been handled through a teacher training institution, the College of Arts, Science 
and Technology. The Mission has also advertised scholarships in the leading daily 
newspapers. 

?;he PTIlC training initiative encountered special progismming difficulties because of 
a change in training placement contractor in the middle of the project period. This 
directly affected Trainees in the US, and may have negatively impacted on some of 
them and on some aspects of their training programs. 

In its training program, USAID/Kingston has not been constrained by having to 
include English language training, since that is the native language of Jamaica. 



Under the PTIIC project, USAID/ 
.Kingston has selected and sent 233 
Jamaicans to the U.S. for training. 

USADNngston has encountered 
significant problems in structsiing its 
scholarship project to meet all of the 
target emphases because of the large 
Jamaican immigrant community in the 
U.S. In order to give a training 
experience in the US. to persons who 
would not otherwise be likely to have 
that opportunity, and who would then 
return to their home communities to 
share ahat experience with others, 
those persons with immediate family 
members already in the U.S. are not 
considered the most appropriate 
candidates. The criteria becomes 
more problematic when trying to 
r e a c h  t h e  e c o n o m i c a l l y  
disadvantaged. The result has been 
that USAIDIKingston has had 
difficdty finding as many qualified 
scholarship recipients who meet the 
disadvantaged criterion as it has 
s o u g h t .  N e v e r t h e l e s s ,  

F i g u r e  23 

A c  h i evement ~f S e  l e c t  i on 

Targets - J A M A I C A  

*C.d.mlC n v o  I LandWShlD Youth 

Source : C l S as o r  91 301 90 

us-/Kingston was able to program L 
in FY 90 increased levels of scholarship awards for Trainees from disadvantaged 
backgrounds (73%). 'This training ratio increases slightly the overall percentage of 
compliance with that target. USAn>/Kingston was has the highest portion of awards 
to females of any component of CLASP training. 

Figure 23 reflects the cumulative scholarships awarded for the CLASP/PTIIC project 
in Jamaica at the end of FY 90 in terms of the minimum targets for long-term 
training, for selection of females, and for selection of persons from backgrounds of 
disadvantage. The CLASP/PTIXC training effort in Jamaica has been structured to 
also comply with the other CLASP target emphases, which do not have a selection - 
target amount, i.e., the rural population, youth and persons with leadership skills or 
potential. 



Figure 24 reflects the evaluation of 
the training program by the Trainees 
as expressed in response to the Exit 
Questionnaire, which is completed 
just before the Trainee departs the 
U.S. training program. The in- 
country survey, which provides similar 
appraisals by the Trainees after they 
are back in country and have had 
time to test their new capabilities, has 
only been recently completed, and 
the survey results are not available 

I 

for this report. The questions that 
are represented in Figure 24 ask 
about the Trainee's satisfaction with 
the training experience (Question 1) 
and whether he or she would 
recommend it to others (Question 2). 
Both of these questions appear on 
both of the questionnaires. In the 
case of Jamaica, all of the 110 
respondents would either "definitely" 
(96%) or "maybe" (4%) recommend 
the training programs to others. 
However, asked about overall 
satisfaction with the training 
experience, ten percent of the 
Trainees expressed dissatisfaction. 

Figure 24 
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Other questions about the training program which appear on the Exit Questionnaire 
are designed to probe for areas that could be improved, e.g., whether the Trainee felt 
prepared for the training program when he or she left for the U.S. (Question 3), how 
the Trainee felt about. the quality of the training program (Question 4), and whether 
the Trainee felt that he or she had learned to understand the U.S. better (Question 
5). An unusually low percentage of Jamaican Trainees, by CLASP overall ratings, 
felt fully prepared for the training experience when they left for the U.S. (37.4% 
compared with 64.8% overall). The percentage of exiting Trainees who responded 
that they clearly understood the U.S. way of life better after their training program 
was also much lower than the CLASP average (58.8% compared with nearly 79.5%). 

USAID~Kingston reports that it has had major success in using U.S. Historically Black 
Colleges and Universities (HBCUs) for training its Jamaican ssholarship recipients. 
HBCU placements were reported in the FY 91 Country Raining Plan as 26 percent, 
compared with the ten percent target. In FY 90, the Mission had 13 PTIIC long-term 
students attending five different HBCUs. 
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PROJECT PERIOD: FY 85 - 94 
PROJECT MANAGERS: USAIDIPanama: Vilma Jaen 
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Georgetown University 

The CLASP initiative for training Panamanians was suspended in 1988 for policy 
reasons related to political conditions in Panama. With the establishment of civilian 
government in December 1989, both the USAID/Panama Mission-managed CAPS 
and Georgetown University-managed CASP projects resumed training during FY 90. 
Some Panamanians have also been trained in the CAPS project through the regional 
effort managed by the ROCAP Mission in Guatemala. Both the CAPS and the 
CASP projects share the same objectives and programming targets, although both 
projects have limited the breadth of their impact by concentrating on long-term 
training, almost to the exclusion of short-term training. This has meant that the 
recruitment population has been constituted by sectors of Panamanian society that 
were either not employed or able to be away from their jobs for an extended period. 
At the time the CAPS training effort was suspended in 1988, the Mission had 
awarded 427 scholarships. Since scholarship awards were resumed in FY 90, all new 
training starts have been long-term placements. 

The first groups selected under CAPS for long-term training were potential Panama 
Canal pilots and electrical engineers, while training in agriculture was provided to 
rural youth. Subsequent long-term groups were composed of economists, 
transportation managers, English professors, teachers and administrators, computer 
programmers, and undergraduates in geueraY fields such as business administration, 
the sciences, and economics. Short-term training was provided to rural youth, 
journalists, former trainees in the Soviet Bloc, politicians, and persons in various 
maritime occupations. 

Provincial committees have been established under the CAPS project in the ten 
provinces for the purpose of organizing and setting up follow-on programs for 
returned Trainees. These committees, composed of business and community leaders, 
have been given the challenge of meeting with returned Trainees, advising them on 
career paths and how best to pursue their professional goals, and assisting them in 
finding jobs. 

In its training program, USAID/Panama has had to deal with the fact that most of its 
Trainees would not normally know any English. This has meant that survival English 



had to be designed for short-term p;jrtps, and that long-term Trainees had to be 
taught English as part of their program, or be trained in Spanish. USAID/Panama 
has used schooling facilities in the Canal Zone to teach English to long-term 
Trainees. 

Under the CAPS project, over half of 
all scholarships were awarded in FY 
86, the second year of the program. 
Since the CLASP/CAPS training was 
restarted in FY 90, an additional 56 
Trainees have begun programs in the 
U.S. Thirty percent of these current 
academic Trainees are women. 

The CLASP minimum targets, 
designed to insure the participation 
of sectors of society that otherwise 
would have been unlikely to 
experience training in the U.S. have 
been met under CAPS scholarship 
awards with the exception of the 
percentage of female Panamanian 
Trainees. The level of long-term 
training in AIDPanama's training 
program design is greater (92%) than 
any other training component of 
CLASP except for the CASS project. 

Figure 25 reflects the scholarships 
awarded for the CAPS project in 
Panama at the end of FY 90 in terms 
of the minimum targets for long-term 
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how the CLASPICAPS training effort in Panama has been structured to also comply 
with the other CLASP target emphases, which do not have a selection target amount, 
i.e., the rural population, youth and persons with leadership skills or potential. 
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Figure 26 reflects the evaluation of 
the training program by the Trainees, 
as expressed in response to the Exit 
Questionnaire, which is completed at 
the end of the training program, and 
to the Returnee Questionnaire, which 
provides similar appraisals by the 
Trainees after they are back in 
country and have had time to tezt 
their new capability. The first two 
questions reflect the responses to the 
same question in both questionnaires 
about the Trainee's satisfaction with 
the training experience (Question 1) 
and whether he or she would 
recommend the program to others 
(Question 2). In the case of Panama, 
all of the Trainees leaving the U.S. 
and all of the returned respondent 
Trainees would definitely or maybe 
recommend the program to others. 
However, the percentage of Trainees 
responding to the ]Exit Questionnaire 
that they would definitely recommend 
the training (75.8%) is well below the 
CLASP average (89.8%). 
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Other questions about the training program which appear on the Exit Questionnaire 
are designed to probe for areas that could be improved, e.g., whether the Trainee felt 
prepared for the ttaining program when he or she left for the U.S. (Question 3), how 
the Trainee felt about the quality of the training program (Question 4), and whether 
the Trainee felt that he or she had learned to better understand the U.S. way of life 
(Question 5). The level of Panamanian Trainees who felt fully prepared for their 
training experience is above the CLASP average (75.5% compared to 64.8%). 
However the quality rating assigned by the exiting Trainees for their program (80%) 
is lower than the CLASP average (88.5%). 

USAIDPanama's placement contractor had not placed any Panamanian scholarship 
recipients in U.S. Historically Black Colleges and Universities (HBCUs) as of FY 88, 
when awards were suspended. Now that the scholarships are again being awarded, 
seven Panamanian students were studying at four different HBCUs during FY 90. 



SUB-REGION: South American Andean Region 
PROJECT TITLE: Andean Peace Scholarships Program (APSP) 
PROJECT PERIOD: FY 87 - 94 
PROJECT MANAGERS: USAIDILima: Veronica Feryero 

AIDNV: Leslie Anderson 
MAJOR CONTRACTORS: Development Associatos 

Partners of the Americas (NAPATTexas) 

The Andean Peace Scholarship Program (APSP) in Peru began CLASP training in 
FY 87. This project, managed by USATDlLima is directed primarily to disadvantaged 
populations. It has two main objectives, cultural and developmental. The cultural 
objective seeks to strengthen the ties between the U.S. and Peru by exposing 
Trainees to the U.S., its citizens, values, cultures, and institutions, and to enable them 
to acquire a realistic and positive understanding of the U.S. The developmental 
objective is to provide Trainees with appropriate and relevant training to increase 
their skills and broaden their knowledge base in a particular discipline or sector 
related to priority development concerns in Peru. 

The diverse groups from which participants are selected include: commnity leaders 
and organizers, agricultural leaders, teachers at high school and university levels, 
principals, journalists, farmers and cooperative leaders, drug abuse prevention and 
legal system professionals, development and finance specialists, and industrial 
workers. All training takes place in the U.S., and all participants are leaders or 
potential leaders. The technical training ranges from formal academic studies at 
junior colleges and universities to observation trips, meetings with officials and 
technicians, visits to active local community organizations, factories and farms, 
seminars, lectures, workshops, and hands-on technical training. Training in *the U.S. 
is offered in Spanish, in English with Spanish interpreters, or in English without 
interpreters. To the extent practical and feasible the participants interact and live 
with U.S. families. They participate in community events and activities through such 
organizations as the Scouts, the 4-H, civic action groups, sports clubs, cultural 
societies, and church groups. 

In its training program, USAID/Lima has had to deal with the fact that its Trainees 
would not normally know any English. This has meant that survival English had to be 
designed for short-term groups, and that special arrangement were necessary to teach 
long-term Trainees in Spanish, or to provide training in English as part of the 
program. 



APPENDIX A 

USAIDILima began fdl-scale 
programming of the APSP project in 
FY 88. It has maintained a level of 
scholarship awards averaging about 
90 per year. In FY 90 there were 89 
new awards. The number of 
scholarship awards for FY 91 is 
forecast to decrease, however, 
because of a decision to program a 
larger portion of remaining 
scholarships for long-term training. 
USAIDLima programming of long- 
term training already is above the 20 
percent minimum t~rget  for the APSP 
countries and is the highest level 
among the four countries in that 
project. 

Figure 27 reflects the scholarships 
awarded for the APSP project in Peru 
at the end of FY 90 in terms of the 
minimum targets for long-term 
training, for selection of females, and 
for selection of persons from 
backgrounds of disadvantage. Figure 
2 7  a l s o  r e f l e c t s  how t h e  
CLASPIAPSP training effort in Peru 
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has been structured to also comply L 
with the other CLASP target emphases, which do not have a selection target amount, 
i.e., the rural population, youth and persons with leadership skills or potential. 
USAIDILima programming of women in the APSP training project has significantly 
exceeded the minimum target (58% compared to 40%). The Mission has also 
exceeded the programming mkimum targets for disadvantaged and the APSP 
regional 20 percent target for long-term awards. 



Figure 28 reflects the evaluation of 
the training program by the Trainees, 
as expressed in response to the Exit 
Questionnaire, which is completed at 
the end of the training program, and 
the Returnee Questionnaire, which 
provides similar appraisals by the 
Trainees after they are back in 
country and have had time to test 
their new capability. The first two 
questions reflect the responses to the 
same question in both questionnaires 
about the Trainee's satisfaction with 
the training experience (Question 1) 
and whether he or she would 
recommend the program to others 
(Question 2). In the case of Peru, 
only one-and one half percent of ihe 
respondents to the Exit Questionnaire 
indicated that they would not 
recommend the training program, and 
94 percent responded that they 
definitely would recommend it. 

Other questions about the training 
program which appear on the Exit 
Questionnaire are designed to probe 
for areas that could be improved, 
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e.g., whether the Trainee felt prepared for the training program when he or she left 
for the U.S. (Question 3), how the Trainee felt about the quality of the training 
program (Question 4), and whether the Trainee felt that he or she had learned to 
better understand the US. way of life (Question 5). Less than one percent of 
Peruvian Trainees said they felt unprepared for their training program, and those 
who felt fully prepared (74.6%) is significantly higher than the CLASP average 
overall (64.8%). 

USAWLima indicated in its most recent Country Training Report (FY 89-90) that it 
has been placing ten percent of its Trainees in U.S. Historically Black Colleges and 
Universities (HRCUs). It projected the same rate of HBCU placements in FY 90. 
In practice, 16 Peruvians spent part of their short-term training program at Lincoln 
University during the year. 



SUB-REGllON: Caribbean 
PROJECT TITLE: Pres. Training Init. lor the Island Caribbean (FTIIC) 
PROJECT PERIOD: R 8 -  94 
PROJECT MANAQERS: USAID/RDO/C (Barbados):Sylvia Samuels 

AIDIW: Marilyn Arnold 
MAJOR CONTRACTORS: Academy for Educational Development 

United Schools of America/Creative Associates 

Since FY 86, the USAID Regional Development Office 
for the Caribbean (RIlO/C) in Bridgetown, Barbados has 
been implementing the PlXC scholarship project. PTIIC 
was designed to increase both long-term and short-term 
educational and training opportunities in the U.S. for 
citizens of the island states of Antigua-Barbuda, 
Barbados, British Virgin Islands, Dominica, Grenada, 
Montserrat, St. Christopher-Nevis, St. Lucia, and St. 
Vincent-Grenadines (Table 1 shows the distribution of 
awards). The Georgetown University-managed CPSS 
project has been awarding scholarships among the same 
population since FY 89. 
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The target population for both scholarship projects is the economically disadvantaged 
strata which would not otherwise be able to develop its leadership potential, nor have 
the chance to experience U.S. society. While the priority groups for inclusion in the 
program are tailored to the needs of the respective countries, the major focus has 
been on primary and secondary teachers, youth leaders, labor leaders, privpte sector 
individuals, public sector representatives seeking training in areas vital to economic 
development, and those who have returned from Soviet Bloc training. 

The PTIIC training initiative encountered special programming difficulties because of 
a change in training placement contractor in the middle of the project period. This 
directly affected Trainees in the U.S. and may have negatively impacted on some of 
them and on some aspects of ?heir training programs. RDOIC plans the award of 
622 scholarships through FY 91, although the transition of contractors and higher 
training costs than anticipated, could cause the target to be scaled back. As of the 
end of FY 90, the project has awarded 578 scholarships, or 93 percent of the 
projected total. 

USAID/RDO/C has not been constrained by having to include English language 
training either in-country or in the US., since that is the native language of among 
the Caribbean islanders who are recruited for its training program. 



The Caribbean regional scluolslrship 
program began in the summer of 
1986, whcg a group of primary and 
s e c o n d a r y  s c h o o l  t e a c h e r s  - 

- participated ivn a specially tailored 
course to upgrade and enhance their 
teaching skills. 

Figure 29 reflects the scholarships 
awarded for the PTUC project by 
USAID/RDB/C in Bridgetown as of 

1 
I the end o i  FY 90 in terms of the 

minimr~m targets for long-term 
training, for selection of females, and 
for selection of persons from 
backgrounds of disadvantage. All 
minimum target areas have been 
exceeded. Figure 29 also reflects how 
the CJASP/PTIIC training effort in 

- the Eastern Caribbean has been 
structured to also comply with the 
other CLASP target emphases, which 
do not have a selection target 
amount, i.e., the rural population, 
youth and persons with leadershi? 
skills or potential. It should be noted 
that on the small island states of the 
recruitment area, the concept of a 
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rural region often does not hive the same meaning as on the mainland. The Mission 
did not begin recording data on the leaderdip criteria at the beginning of the 
project, and has not updated the earlier data, which in part explains the appearance 
that selection of leaders and potential leaders has represented a problem for the 
project managers. 



Figure 30 reflects the evaluation of 
the training program by the Trainees, 
as expressed in response to the Exit 
Questionnrire, which is completed at 
the end of the training program, and 
the Returnee Questionnaire, which 
provides similar appraisals by the 
Trainees after they are back in 
country and have had time to test 
their new capability. The first two 
questioals reflect the responses to the 
sanie question in bolh questionnaires 
about the Trainee's satisfaction with 
the training experience (Question 1) 
and whether he or she would 
recommend the program to others 
(Question 2). In the case of the 
SDOIC Trainees, none of the 
returned Trainees responded that 
they would not recommend the 
program, and over 92 percent of 
respondents to this question on both 
questionnaires gave a positive 
evaluation to the program. 

Other questions about the training 
program which appear on the Exit 
Questionnaire are designed to probe 
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for areas that could be improved, e.g., whether the Trainee felt prepared for the 
training program when he or she left for the U.S. (Question 3), how the Trainee felt 
about the quality of the training program (Question 4), and whether the Trainee felt 
that he or she had learned to better understand the U.S. way of life (Question 5). 
The RDOIC Trainees recorded much lower levels of preparedness for their training 
programs (50%) and feeling that they understood the U.S. way of life better (51%) 
than is the case for CLASP training in general. A higher than average level (%.3% 
compared with 88.5%) noted, however, that they were satisfied with the overall 
qualiiy of their program. 

USAIDIRDOIC also reportea that its efforts to place scholarship recipients in 
Historically Black Colleges and Universities (HBCUs) was substantially above the 
target amount of ten percent. At the end of FY 89, the regional office's records 
reflected an HBCU placement in excess of forty-five percent. During FY 90 one 
student in a short-term program attended an HBCU, and 54 long-term Trainees 
spent time at a total of eleven different HBCUs, with the largest concentrations being 
at Alabama A&M (10 students) and Florida A&M (14 students). 



REGIONAL OFFICE: ROCAP 

SUB-REGIION: Central America 
PROJECT TITLE: Central American Peace Scholarships (CAPS) 
PROJECT PERIOD: FY 85 - 94 
PROJECT MANAGERS: USAIDIHOCAP (Guatema1a):Joseph Kelly 

AIDtW: Anthony Voiibrocht 
MAJOR CONTRACTORS: Partners for International Education and Training 

PanAmerica Agricultural School (EAP) 
CenAmerican Institute for Business Admin. (INCAE) 

The goal of the USAII) Regional Office for Central 
American Programs (ROCAP), located in Guatemala, is 
to complenient the efforts of the separate USAID 
Missions in the countries of Central America in their 
administration of the Caribbean and Latin American EI !Wador lw 

143 
Scholarship ' Program (CLASP). Table 2 provides the Gudrmdr 133 

distribution of ROCAP Trainees by country. Honduru 158 

Tow ROCAP Central America has several regional academic and 
training institutes established with the support of the 
U.S., which, like CLASP, are designed to help develop 
the human resources of the region. USAID/ROCAP, because of its region-wide 
focus, maintains contact and cooperative programs with these regional schools. The 
two schools with which RCCkP works to select CAPS scholarship recipients for 
training in the U.S. are EAP, located at Zamarano, Honduras (and usually referred 
to by its location), and INCAE, located in San Jose, Costa Rica. 

ROCAP's management of a CAPS training project began in FY 85, when it began to 
award scholarships to about one hundred to two hundred Trainees per year up to FY 
90, when programming declined to 32 new awards. Mirroring the focus of the two 
regional schools through which it is working, the focus of its training effort has been 
on areas such as cooperatives, small business associations, and lion-profit 
organizations, especially those that serve low income target groups. Its objective has 
been to improve the human resource base of the region in two vital areas: 
agricultural education and public fiscal management. 

The ROCAP program has offered a mix of short-term and long-term training 
programs. The short-term training is usually conducted in conjunction with one of the 
Central American regional institutions. Typically, the initial training effort consists of 
approximately a month at the regional institution followed by two or three months in 
the U.S. Groups targeted for short-term training have included agricultural educators 
and key personnel of the different Controller Generals' offices of Central America. 
Long-term non-academic training has been offered to selected Zamarano faculty. 



Long-term academic training has been provided to Zamarano graduates to enable 
them to obtain their B.S. degree from a U.S. agricultural university. 

ACCOMPL!SI?MENTS 
ROCAP structured its regional CAPS 
project to avoid duplicating the 
efforts of the USAID country 
missions. To do so it has limited the 
pool from which to seek Peace 
Scholarship Trainees to the regional 
institutions through vhich it was 
working. Because the selection 
processes of the institutions produces 
a student population which is not 
representative of the general 
population, ROCAP encountered 
constraints on its recruitment efforts. 
The student bodies uf the institutes 
generally are less often from 
disadvantaged backgrounds, and less 
often females than the general 
population. Because it was working 
with individuals who already are, or 
have been, in training institutions, the 
ROC- recruitment pool was less 
needful, in general, of scholarships 
for long-term training in the U.S. 
than the general population. 

USAIDJROCAP has acknowledged 
the need to refocus its recruitment 
efforts in order to seek a higher 

F igu re  31 

.." """ .................................................................................... 

Achievement o f  Select i o n  

Targets - ROCAP 

201 ..".... " "... ........ 
I F.na1.m 

A C ~ ~ M I C  LIWO I ~ m m e w m n  10 youth 

Source : C I S  as or 9/ 3O/ 90 

percentage of women and long-teh scholarship Trainees. The recruitment share for 
disadvantaged during FY 90 was 78%. However, the recruitment level in FY 90 for 
females was three percent, so the cumulative percentage fell. 

Figure 31 reflects the scholarships awarded by USAIDAZOCAP at the end of FY 90 
in terms of the minimum targets for long-tzrm training, for selection of females, and - 
for selection of persons from backgrounds of disadvantage. Figure 31 also reflects 
how the ROCAP training effort in Central America has been structured to also 
comply with the other CLASP target emphases, which do not have a selection target 
amount, i.e., the rural population, youth and persons with leadership skills or 
potential. Not only is ROCAP below target for including at least 40 percent females, 
the Mission's long-term training is less than one quarter of the 30 percent minimum 
target level, and there have been no academic awards to females. 



Figure 32 reflects the evaluation of 
the training program by the Trainees, 
as expressed in response to the Exit 
Questionnaire, which is completed at 
the end of the training program, and 
the Returnee Questionnaire, which 
provides similar appraisals by the 
Trainees after they are back in 
country and have had time to test 
their new capability. The first two 
questions reflect the responses to the 
same question in both questionnaires 
about the Trainee's satisfaction with 
the training experience (Question 1) 
and whether he or she would 
recommend the program to others 
(Question 2). The percentage of 
exiting ROCAP-placed Trainees who 
would definitely recommend the 
training (81.3%) is over nine percent 
lower than the CLASP average. 

Other questions about the training 
program which appear on the Exit 
Questionnaire are designed to probe 
for areas that could be improved, 
e.g., whether the Trainee felt 
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USAIDIROCAP reports that in FY 90 it made no new HBCU placements. 
Previously it had reported that it was programming approximately forty percent of its 
scholarship recipients at US. Historically Black Colleges and Universities. 

when he or she left for the U.S. (Question 3), how the Trainee felt about the quality 
of the training program (Question 4), and whether the Trainee f d t  that he or she had 
learned to better understand the U.S. way of lifc (Question 5). The percentage of 
exiting ROCAP Trainees who highly rated the quality of their training (77.6%) is 12 
percent lower than the CLASP average. Similarly, the percentage of exiting Trainees 
who responded that they unequivocally better understood the US. way of life as a 
result of their program was six percent below the CLASP average. 



REGIONAL PROJECT: CASP 

SUB-REGION: Central Amer .:a 
PROJECT IITLE: Central American Scholarship Program (CASP) 
PROJECT PERIOD: FY 85 - 92 
PROJECT MANAGERS: Goorgetown UniversityTom OatesJSrnithy Robinson 

AIDIW: Anthony Vollbrecht 

Georgetown University obtained a legislative set-aside of 
funding for the CLASP training initiative to launch a 
project parallel to that managed by the .4ID Missions in 
Central America. CASP began operating in Central 
America in FY 85 concurrently with the AID-managed 
CAPS project. The focus of the Georgetown effort was 
to develop training programs using educational and 
training institutions in the U.S. that had not traditionally 
been involved in training foreign students, specifically the 
use of community colleges as training sites. The intended 
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benefit of this projeci design was- the provision of appropriate training, a new, 
inexpensive alternative to traditional AID training, and cultural exchange in regions 
where there had not been much past contact with foreigners. Table 3 depicts the 
composition of the Trainee popul&on, in terms of nationality, that has received the 
CASP scholarship awards over the life of the project. 

long-term Trainees. As the George- 
town project managers gained experi- 
ence, however, CASP programming 
became increasingly devoted to two- 
year academic training in community 
colleges. As CASP awarded its final 
ten scholarships in FY 90, this type of 
award was the sole focus of the 
project, and constituted the model for 
the continuation of the Georgetown 
set-aside training effort in the CASS 
project, described separately (see 
Figure 33). 

The CASP training initiative began 
with a of both short-term and 

An important aspect of the CASP training initiative is the relationship between the 
population being recruited into the program, and the training being provided. The 
US. community college system, in addition to serving as a stepping stone to a higher 
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educational degree at a four-year institution, is designed for mark5table professional 
skills training for persons whose job search is targeted on occupaticns requiring skills 
above those acquired in secondary school, but less than those obtained at the BA/BS 
level. In the CASP design, Central American youth, recruited from backgrounds of 
disadvantage, who had demonstrated through academic achievement at the secondary 
school level initiative and dedication to improving their economic future, would be 
taught these same marketable skills, introduced to the US. way of life, and, where 
necessary, taught English. 

To manage CASP recruitment, 
selection, pre-departure orientation, 
and follow-on programs in tandem 
with the Central American AID 
Missions, Georgetown established a 
series of country offices in the region. 
Although the CASP training effort is 
partially competing with the Missions 
in recruitment, the CASP effort is in 
general much more narrowly focussed 
than that managed by ' the AID 
Missions, It also is under instruction 
to work in collaboration with the AID 
Mission and take into consideration 
the focus of the Mission's Country 
Development Strategy Statement. 

CASP managers have developed 
successful procedures for preparing 
U.S. trainers for receiving CASP 
Trainees, which includes arranging for 
school representatives to visit the 
region and participate in orientation 
programs. They also developed 
successful orientation programs for 
the newly recruited Trainees. 
Georgetown University, assisted by its 
active alumni associations in the 
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Central American Region, have initiated new structures and activities designed to 
make sure that the returned Trainee is able to productively harness his or her new 
skills to productive employment and civic activities. 

Figure 34 reflects the scholarships awarded by CASP at the end of FY 90 in terms of 
the minimum targets for long-term training, for selection of females, and for selection 
of persons from backgrounds of disadvantage. CASP exceeds minimum targets in all 
of these categories. Figure 34 also reflects how the CASP training effort in Central 



America has been structured to also comply with the other CLASP target emphases, 
which do not have a selection target amount, i.e., the rural population, youth and - - 
persons with leadership skills or potential. 

Figure 35 reflects the evaluation of 
the training program by the Trainees, 
as expressed in response to the Exit 
Questionnaire, which is completed at 
the end of the training program, and 
the Returnee Questionnaire, which 
provides similar appraisals by the 
Trainees after they are back in 
country and have had time to test 
their new capabili!~. The first two 
questions reflect the responses to the 
same question in both questionnaires 
about the Trainee's satisfaction with 
the training experience (Question 1) 
and whether he or she would 
recommend the program to others 
(Question 2). In response to each of 
these two questions (on the Exit as 
well as Returnee Questionnaire) the 
percentage of CASP Trainees who 
were favorable was less than the 
overall CLASP average. For 
satisfaction, the levels were lower 
than the CLASP average (by 2.7% 
percent on the Exit, and 9.5% on the 
Returnee). For the question on 
recommending the program, the 
responses were lower than the 

1.  Smt Imf1 .6  r l c h  W o q m m ?  1.  Ikomrrnd Prowam',  

Tra inee Appra isa l  of 

P r o g r a m  - CASP 

average by eight percent (Exit) and two percent (Returnee). Only with regard to 
understanding the U.S. better did CASP Trainees score their program higher than 
the CLASP average, i.e. by eight percent. 

Other questions about the training program which appear on the Exit Questionnaire 
are designed to probe for areas that could be improved, e,g., whether the Trainee felt 
prepared for the training program when he or she left for the U.S. (Question 3), how 
the Trainee felt about the quality of the training program (Question 4), and whether 
the Trainee felt that he or she had learned to better understand the US. way of life 
(Question 5). 



REGIONAL PROJECT: CASS 

SUB-REGION: Central America and Caribbean 
PROJECT TITLE: Coop. Assn. of Schools for Scholarships (CASS) 
PROJECT PERIOD: M 89 - 92 
PROJECT MANAGERS: Georgetown University:Tom OatesISmithy Robinson 

AIDIW: Anthony Vollbrecht 

In FY 1989, Georgetown University obtained a further 
legislative set-aside of funding for CLASP training to 
begin a new effort beyond its earlier CASP initiative in 
Central America and expanding its recruitment and 
programming into the Caribbean. Similar to its role in 
Central America, the CASS project is working now in the 
Caribbean in parallel with the USATD Missions in that 
region. The f o m  of the Georgetown effort is to develop 
training programs using educational institutions in the 
U.S. that had not traditionally been involved in training 
foreign students, specifically the use of community 
colleges as training sites. The intended objective of this 

Table 4 

Dlalrlbutlon ol CASS Trdnoea 

NaUonrllty N u m b  
b l l z r  4!5 

Coat8 Ricr 90 
El Srhmdor 104 
Ourtomria 153 
Honduru 117 

Dominican Rep. 128 
HrHl 76 

Junricr 06 
Olhrr Caribbou, 9) 

TOW C A I 8  873 

Soum mdlrdPIJQ100 

project design is the provision of appropriatc training, a ncw, inexpensive alternative 
to traditional AID training, and cultural exchange in regions of the U.S. where there 
had not been much past contact with foreigners. Table 3 depicts the composition of 
the Trainee population, in terms of nationality, that has received the CASS 
scholarship awards over the life of the project. CASS will also continue in CLASP II, 
and began placements during that new project in FY 90. 

The CASS training initiative has been exclusively targeted on long-term academic 
training. Most of its scholarship award recipients have continued to be placed in the 
same type of two-year community college occupational skills training that was begun 
by Georgetown under the CASP project. However, a new aspect of CASS is that it 
also has awarded scholarships to some returned CASP Trainees, who had 
distinguished themselves during their first training program, in order to return to the 
US. for an additional two years to build on their A.A.1A.S. degree and work toward 
a B.A.1B.S. 

As described in regard to the earlier CASP training initiative, an important aspect of 
the CASS training is the relationship between the population being recruited into the 
program, and the training being provided. CASS uses the US. community college an 
technical school system, both in terms of demonstrating how it can be used as a 
stepping stone to a higher educational degree at a four-year institution, and as a 
means for obtaining marketable professional skills training for persons whose 
employment focus is targeted on occupations requiring skills above those acquired in 
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secondary school, but less than those obtained at the BA/BS level. In the CASS 
design, Central American and Caribbean youth, recruited from backgrounds of 
disadvantage, who havc demonstrated initiative and dedication to Lnproving their 
economic future through academic achievement at the secondary school level, are 
being taught marketable skills, introduced to the U.S. way of life, and, where 
necessary, taught English. 

The W S  project in Central 
America is essentially a continuation 
of CAW. It has used the same 
personnel and program approach, 
although, as noted, the recruitment 
pool includes some returned CASP 
~rainees. In the Caribbean, however, 
a new series of offices were estab- 
lished to manage the recruitment, 
selection, orientation and follow-on in 
that region. 

Although the CASS training effort 
competes somewhat with AID 
Missions in recruitment, the CASS 
effort, like CASP, is in general much 
more narrowly focussed than that 
managed by the AID Missions. CASS 
managers are also under instruction 
to work in collaboration with the AID 
Mission and to take into considera- 
tion the focus of the Mission's 
Country Development Strategy 
Statement, Country Training Plan, 
and Social Institutional Framework 
planning documents. 

Figure 36 
l o r n  1001  

Achievement o f  S e l e c t i o n  

Targets - CASS 
lom 100% 

Acmd.mlc PwmI L U 6 Y . h  I D Youth 

Sourco ' C I S  so of 91 30/ 90 

Figure 36 reflects the scholarships awarded by CASS at the end of FY 90 in terms of 
the minimum targets for long-term training, for selection of females, and for seleciion 
of persons from backgrounds of disadvantage. CASS exceeds minimum targets in all 
of these categories. Figure 36 also reflects how the CASS training effort in Central 
America has been structured to also comply with the other CLASP target emphases, 
which do not have a selection target amount, i.e., the rural population, youth and 
persons with leadership skills or potential. 

Because of the recent start of the CASS project, and the fact that its Trainees are in 
two-year programs, no database is yet available on Trainee appraisals of the training 



program collected at the end of the training in the ' f i t  Questionnaires, or in the 
Returnee Questionnaire, after the Trainee is back in country for a half year or more. 

CASS has placed five Trainees at Florida A&M University, an HBCU. This 
constitutes about one percent of CASS placements. 
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DATA TABLE - PERCENTAOES OF QUESTIONNAIRE RESPONSES BY QUESTION 

The data below are the percentages associated with the questionnaire results on the 
five questions which are used to characterize Trainee views of the training program in 
each of the CLASP countries. Under each question the first number for each country 
represents the percentage responding affirmatively. The number below that is the 
percentage responding equivocally, i.e., "somewhat" or "maybe". The third percentage 
represents those who responded negatively to the question. The five questions are 
identified in the introduction to this seciion. Also presented are the corresponding 
data for the overall percentage responses to the five questions for all respondents 
program-wide. 

0-1 Q-1 0-2 Q-2 Q-3 04 0-6 
Mission Exit Return Exit Return Exit Exit Exit 

CLASP Overall: 
86.6 93.5 89.8 94.6 64.8 88.5 79.5 
7.4 3.9 9.3 4.0 30.3 8.0 18.0 
6.0 2.6 .9 1.4 4.9 3.5 2 5  

Bollvlr: 
82.9 86.3 50.4 83.7 77.6 
8.8 11.6 41.7 9.2 22.0 
8.3 2.1 7.9 7.1 .4 

Colomblr: 
84.8 95.9 61.4 93.0 72.9 
8.8 4.1 36.8 4.1 25.9 
6.4 0 1.8 2.9 1.2 

- - - - - -- - - - 

Cortr Rlcr: 
90.3 87.7 94.0 94.6 77.5 91.4 92.3 
4.1 7.8 5.4 3.6 20.3 5.1 7.7 
5.6 4.5 .6 1.8 2.2 3.5 0 

Domlnlcrn 
Ropubllc: 

75.0 53.1 86.0 74.3 70.5 73.3 73.4 
4.5 21.9 14.0 7.6 22.7 6.7 24.4 

20.5 25.0 0 18.1 6.8 20.0 2.2 

Ecurdcr: 
83.0 88.3 58.8 82.9 73.4 
10.8 11.1 37.1 12.0 26.0 
6.2 .6 4.1 5.1 .6 

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

El Salvador: 
87.2 93.3 90.3 98.0 70.6 88.7 85.7 
6.4 4.0 9.0 2.0 26.1 7.9 14.0 
6.4 2.7 .7 0 3.3 3.4 .3 



Q-1 Q-1 Q-2 (2.2 Q-3 Q-4 Q-5 
Mlaalon Exlt Return Exit Return Exit Exit Exit 

CUSP Ovrrall: 
86.6 93.5 89.8 94.6 64.8 88.5 79.5 
7.4 3,9 9.3 4.0 30.3 8.0 18.0 
6.0 2.6 .9 1.4 4.9 3.5 2.5 

Guatemala: 
87.3 94.1 90.8 97.6 62.7 93.3 78.2 
6.2 3.2 8.1 1.7 30.3 4.9 21.6 
6.5 2.7 1.1 .7 7.0 1.8 .I 

Jamaica: 
77.6 
12.2 
10.2 

Panama: 
85.2 87.7 75.8 90.4 75.5 80.0 82.2 
10.8 7.9 24.2 9.6 17.6 16.0 17.8 

- 4.0 4.4 0 0 6.9 4.0 0 

Peru: 
85.5 
6.8 
7.7 

- - 

ROCAP: 
81.6 93.3 81.3 96.7 66.4 77.6 74.4 
12.3 5.9 17.1 2.5 26.1 17.3 24.0 
6.1 .8 1.6 .8 7.5 5.1 1.6 

CASP: 
84.3 84.6 82.6 86.9 56.4 82.8 85.9 
12.3 11.0 16.3 10.5 38.2 14.8 13.6 
3.4 4.4 1.1 2.6 5.4 2.4 .5 
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The data used for the analysis come frcm three sources: The CLASP Information System 
(CIS), and the Exit and Returnee Questionnaire Databases. The variables can be described 
as follows: 

Sutifactiorr with the Training Pmgrarrr: Trainees' satisfaction with their program is measured 
by a question asked in the Exit and Returnee Questionnaires: "How satisfied are you with 
all the training you received? The respmse to this question is a five-point scale ranging 
from "very dissatisfied" (value 1) to "very satisfied" (value 5). Overall, 4,787 out of 4,978 
Trainees (96.1%) who completed the Exit Questionnaire, and 1,955 out of 2,023 Trainees 
(96.6%) in the Returnee Questionnaire entered valid responses to this question. 

Understandirrg U.S. Politics and Families: In the Exit Questionnaire the Trainees are asked 
to indicate how their scholarsl~ip program experiences increased their understanding of U.S. 
politics and families. The response to this question is also a five-point scale that ranges from 
'*not at all" (value 1) to "very much" (value 5). A similar question appears on the Returnye 
Questionnaire; however, this a retrospective measure that asks the Trainee to assess his or 
her feeling, before and after the training, regarding a series of characteristics of people and 
government of the United States. The list of characteristics includes: friendly, fair, generous, 
unprejudiced, and understanding. The responses range from "very unfriendly, unfair," etc. 
(value 1) to "very friendly, fair," etc. (value 7). Out of 2,023 Trainees, 240 have answered 
to this question. As was explained previously, this question has been included in the 
Returnee Questionnaire only recently, and it, therefore, has been applied to a very small 
number of Trainees. 

Improved Socio-Economic Status: In the Returnee Questionnaire the Trainees are asked to 
assess the extent to which Trainees think that the training program helped them to change 
their socio-economic status. A question that measures the change of salary is: To what 
extent did the program help you to increase your salary? The answers to this question 
ranges along a five-point scale from "not at all" (value 1) to "very much (value 5). Similarly, 
Trainees are asked to rate, on a five-point scale (l=of no use to 5=very useful), the 
rlsefulness of their training for improving their job competence and learning new skills. 
Trainees were also asked in the Returnee Questionnaire to assess how the experience in the 
U.S. affected their status in the community. The response to this question also falls into a 
five-point scale which ranges from "much lower" (value 1) to "much higher" (value 5). 

Length of Tmining and Levcl of Educatiurt: The data come from the CLASP Information 
System (CIS). These are continuous variables, and were transformed into: short-term 
training (value of less than 9 months) and long-term training (value of more than nine 
months); 12 or less years of education and 13 or more years of education. 

Gender and Field ofstudy: This information is also collected by the Missions and entered 
in the CIS. Each item has two values, e.g., male= 1 and female=2; and academic=A and 
technical =T. 

P 



DATA AND METHOD 
The following Tables show the cross-tabulation of the dependent and independent variables. 
They also contain the size of the chi-square clalculation and the significance of the difference. 
A chi-square value is large when two sub-populations arc substantially different; and the 
difference is st~,tisticdly significant when the observed significance level is small. 

TABLE 1 SATISFACTION BY GENDER 

MALES FEMALES 
% - d! - 9b Y 

Very Dissatisfied 2.9 76 3.1 66 
Dissatisfied 3.8 99 2.1 44 
Neither Dis./Satisfied 8.2 217 6.3 134 
Satisfied 48.7 1283 46.0 979 
Very Satisfied 36.4 960 42.5 907 

TOTAL 55.3 2635 44.7 2130 

Chi-rqurre = 29.8 DF = 4 

Sourco: Exit Quortionnrin Ditrbrro - 

TABLE 2 SATISFACTION BY LENGTH OF PROORAM 

SHORT LONG 
% - - # - % - # 

Very Dissatisfied 2.9 101 3.3 43 
Dissatisfied 2.2 77 5.1 66 
Neither Dis./Satisfied 5.8 202 11.5 151 
Satisfied 44.2 1539 56.1 731 
Very Satisfied 44.9 1564 24.0 313 

TOTAL 72.8 3483 27.2 1304 

Source: Exit Quortionnriro Drtabru 

TOTAL 
% - 4! 
3.0 142 
3.0 143 
7.4 351 

47.4 2262 
39.2 1867 

TOTAL 
96 - - # 
3.0 144 
3.0 143 
7.4 353 

47.4 2270 
39.2 1877 



TABLE 3 SATISFACTION BY TVPE OF TRAINING 

CtCADEMlC TECHNICAL 
% - # - W - # 

Very Dissatisfied 3.1 23 3.1 110 
Dissatisfied 4.3 32 2,8 100 
Neither Dis,/Satisfied 12.7 95 6.1 216 
Satisfied 55.6 416 45.3 ', 606 
Very Satisfied 24.3 182 42.7 1516 

TOTAL 17.4 748 82 S 3548 

Chi-rqurrr = 110.1 DF = 4 

Source: Exit Qurrtionnrirr Drtabarr 

TABLE 4 SATISFACTION BY YEARS OF EDUCATION 

12 YEARS OR LESS 13 YEARS OR MORE 
% - - # 2!? - # 

Very Dissatisfied 3.3 87 2.8 45 
Dissatisfied . 1 .8 47 5.1 81 
Neither Dis./Satisfied 5.7 148 9.8 155 
Satisfied 43.3 1128 53.2 845 
Very Satisfied 45.9 1196 29.'1 463 

TOTAL 62.1 2606 37.9 1589 
ChLrqurre = 105.3 DF = 4 
CoeUicirnt of Correlation = 4 9 1  1 

Sourco: Exit Qurrtionnairr Drtrbrrr 

TABLE 5 UNDERSTANDING U.S. POUTICS 
AND FAMILIES BY GENDER 

Pouncs  (N = 4694) 
Males Females 
- % -  # - % - # 

Not at all 4.9 129 5.6 116 
A Little 9.9 260 12.1 251 
Some 28.0 737 33.2 685 
Much 39.6 1041 36.5 754 
Very Much 17.6 461 12.6 260 

TOTAL 56.0 2628 44.0 2066 

Chi-qurrr (politico) = 37.1 
Chi-qurn (frmilkr) = 8.6 

Source: ExH Qurrtionnrin Drtrbur 

TOTAL 
96 - - # 
3.1 133 
3.1 132 
7.2 31 1 

47.1 2022 
39.5 1698 

100.0 4296 

SignHicrnor = ,001 

TOTAL 
% - - # 
3.1 132 
3.1 128 
7.2 303 

47.1 1973 
39.5 1659 

100.0 4198 
SignWcmcr ,001 

FAMILIES (N = 4786) 
Males Fomalos 
- 96 - # - % - # 
2.6 69 2.4 50 
6.3 168 5.9 125 

18.9 502 18.9 401 
42.0 1115 39.1 831 
30.2 801 33.7 717 
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TABLE 6 UNBERSTANDINQ U.S. POLITICS AND FAMILIES 
BY LENGTH OF TRAINING 

P o m e s  (N = 471 5) 
Short Long 
- 96 - # - # 96 - 

Not at all 6.4 220 2.2 28 
A I.ittle 12.2 416 7.8 101 
Some 30.3 1036 30.1 391 
Much 36.8 1258 41.8 543 
Very Much 14.3 487 18.1 235 

FAMILIES (N = 4775) 
Short Long 

- 96 - # - 96 d! 
3.0 105 1 .O 13 
7.3 254 3.1 40 

21.1 734 12.8 167 
39.7 1379 43.5 565 
28.9 1003 39.6 515 

TOTAL 72.5 3417 27.5 1298 72.8 3475 27.2 1300 
Chi-rqurre (polHic8) = 68.2 DF = 4 
Chl.rqurre (famil1.r) = 110.3 DF = 4 

Source: Exit Qurrtionnrire Dr tabw 

Slgniflcmce = ,001 
Significance = ,001 

TABLE 7 MEAfiQ RESPONSE8 ON 
U.S. CHARACTERlZATlON BY GENDER 

MALES(N= 108) FEMALES(N-132) 
Dlif. Before After -- pefore Q& 

Poople: 
Friendty 4.17 5.29 1.12 3.97 5.32 1.35 
Fair 4.45 5.44 .99 4.24 5.30 1.06 
Glenerous 4.53 5.43 .90 4.33 5.81 1.48 
Unprejudiced 3.99 4.53 .54 3.64 4.62 .98 
Understanding 3.90 4.16 .26 3.75 4.54 .79 

Government: 
Friendly 4.36 5.09 .73 3.27 4.27 1.00 
Fair 4.40 4.88 .48 4.1 1 5.00 -89 
Qenerous 4.70 5.43 .73 4.34 5.81 1.47 

f h ~  u e  averrgee d r w e n  point rcala e.g., ranging from unfriendly (value = 1) 
to very friendly (vrlue = 7). 



TABLE 8 IMPROVED COMPETENCE IN THE JOB 
BY GENDER AND LENGTH OF TRAININQ 

GENDER (N = 11 02) 
Maler Femalea 

2k d - 96 - # 
Not at all 4.2 27 2.4 11 
A Little 5.4 35 5.9 27 
Some 15.3 99 14.7 67 
Much 55.0 355 56.4 257 
Very Much 20.1 130 20.6 94 

LENGTH (N = 1101) 
Short Long 

Y x r 
3.4 34 4.5 4 
5.9 60 2.3 2 

15.4 156 10.2 9 
56.0 567 51.2 45 
19.3 196 31.8 28 

TOTAL 58.6 646 41.4 456 92.0 1013 8.0 88 

Chi-quarr (gmdrr) = 2.7 DF = 4 
Chi-aquarr (Irngth of training) = 10.2 DF = 4 

Source: Roturnrr Quralonnaire Database 

TABLE 9 INCREASED SALARY 
BY GENDER AND LENOTH OF TRAINING 

Significancr = ,802 
Slgnifismc* - ,038 

GENDER (N = 11 52) 
Males Females 
- % - # - 96 - # 

Not at all 54.2 396 64.2 271 
A Little 11.1 81 7.8 3 1 
Some 12.1 88 6.9 29 
Much 15.2 111 14.7 62 
Vcry Much 7.4 54 6.9 29 

LENGTH (N = 1151) 
Short Long 

- 9C - # - % - # 
59.2 646 32.2 19 
9.5 104 13.6 8 

10.1 110 13.6 8 
14.9 163 15.2 9 
6.3 69 25.4 15 

TOTAL 63.4 730 36.6 422 94.9 1092 6.1 59 

ChEquur (grndrr) = 15.7 DF 4 
Chi-quarr (Imnglh d training) = 36.8 DF = 4 

Source: Roturnw Qumtionnain Da l rbw 



TABLE 10 INCREASED STATUS IN COMMUNITY 
BV QENDER AND LENOTH OF TRAlNlNO 

GENDER (N = 383) LENGTH (N = 382) 
Mdaa Females Short Long 

Y d  - Jc - # - % -  # - % - # 
Same 42.2 84 62.5 115 72.4 173 18.1 26 
Higher 33.7 67 21.7 40 20.9 50 39.2 56 
Much Higher 24.1 48 15.7 29 6.7 16 42.7 61 

TOTAL 54.9 199 48.1 184 62.6 239 37.4 143 

Chi-rqurrr (gmdrr) = 11 .Q 
Chi.oqurrr (Irngth of training) = 122.8 

!3ourcr: Roturnre Qurrtionnrire Databarr 
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This appendix is intended to serve as a reference resource. It supplements the discussion 
of lessons learned that appears in Chapters One and Three of this Annual Report, which 
have been limited to a discussion of only the most operational issues at the present time. 
Much of the material in this section also appeared in the CLASP Fourth Annual Report 
of April, 1990. 

The process of identifying and enumerating lessons learned has been on-going since the 
beginning of the evaluation process in 1986. The process has interactively drawn upon 
the talents and insights of all parties to the training process. It, therefore, represents a 
distillation of cumulative experience derived from observing CLASP training. For that 
reason, the information in this appendix will be familiar to anyone who is experienced 
with the CLASP process. 

This section is intended here to serve the needs of the new CLASP manager, whether a 
new member of the AIDJW project management team, or one of the AID Mission 
managers. With the caveat that CLASP training has a unique design, this section may 
also sexve as a source of ideas and guidance for someone outside of the CLASP effort 
who is simply interested in learning about this complex and innovative training initiative. 

The following observations are not intended to describe specific problems or concerns, 
but rather are generalizations based on observation of CLASP implementation strategies 
over the past years. CLASP, it should be remembered, had its origin in the Kissinger 
Commission recommendations and represented a new emphasis in AID training that 
carried with it the need to develop and apply new procedures for recruitment, pre- 
departure preparation, record-keeping, and matching training programs to Trainee needs. 

Missions very quickly rose to the challenge in 1985 to implement CLASP. Country 
Training Plans were developed, and Trainees were selected and prepared for training 
and travel to the U.S. over a very short period of time. In many cases, the need to 
expedite the project precluded systematically addressing such fundamental aspects as 
standard procedures and organizational configuration. Since the early days of the 
project, Missions have gradually reorganized and refined their policies, procedures, and 
staffing to reflect project needs. The observations that follow refer to the fundamental 
process of CLASP implementation, rather than the details. 

The following sections on organizing, recruitment, selection, and pre-departure 
orientation present more specific comments on program implementation. That discussion 
is followed by discussion of lessons learned from the implementation of training and the 
development of Follow-on programs. 



1. Missions which instituted and administered clear, well-defined policies and 
procedures for recruitment, selection, programming, placement, and monitoring 
Trainees (and, it could be added, follow-on programs with returned Trainees) 
have been able to conduct very effective programs. Several fundamental activities 
have guided program success. 

The first fundamental activity was to decide upon an effective organizational 
scheme. This included decisions about contracting, upgrading training office or 
CLASP office staffs, procuring needed equipment, and space. Key questions 
included: 

Was an in-country contractor necessary? 

Who would provide the U.S. management of Trainees? 

Would the Mission use AIDIOffice of International Training's contractors 
or procure its own contractor? 

What type of staff would be needed? 

The second fundamental activity was to develop clear policies and procedures for 
the recruitment, selection, programming, placement, and monitoring of the 
Trainees. Key questions which were posed included: 

Would intermediary institutions be used in the recruitment of CLASP 
candidates? 

What type of documentation would be needed for processing and audits? 

Who would do the selecting? 

How would the selection criteria be applied? 

The appropriate implementation structure will depend on the complexity of 
Mission implementation activities and Mission staffing. In practice, CLASP 
Missions have employed a variety of modes for implementing the project. Some 
Missions have managed the entire in-country portion of the contract through their 
own training offices. Other Missions have used in-country contractors (both U.S. 
and host-country organizations) to handle all or part of the administration of in- 
country activities. Although no single organizational model stands out as the best 
approach, clearly the simplest structure has been demonstrated in Panama, where 
the Mission contracted with a single organization to handle all non-Mission in- 
country and U.S. administrative, placement, monitoring, management, and follow- 
on for its program. 
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3. A major problem early in CLASP was the failure by some Missions to staff the 
project adequately. An understaffed contract or training office can cause serious 
project delays and confusion. Missions suffered critical shortages of available 
positions for direct hire (either local or U.S.) staff. This meant that many CLASP 
administrative activities had to be handled through contractors. Similarly, it 
appears that staffing shortages in the Mission were compounded at times by 
inadequate staffing by the contractor. 

4. For CLASP-type projects, Missions have been well served when they have hired at 
least one person familiar with dBase 111 or similar computer programs. The 
CLASP Information System (CIS), the Participant Training Management System 
(PTMS), the PIOP Generator, and other dBase 111 programs will be continued 
through future AID training programs. Missions which have had the benefit of 
computer literate staffs have been able to devise many uses for these systems and 
others. 

5. It has proven useful to have a person on the CLASP staff who understands such 
issues as cross-cultural adjustment, specification of training objectives in behavioral 
terms, and returnee debriefing. Some Missions have designed and applied 
questionnaires to returned Trainees. However, to be of greatest use, 
questionnaires need to be read, coded, data processed, and analyzed using 
statistical procedures. It may be more rzlevant for Missions to develop oral 
debriefing exercises in lieu of, or in addition to, the written questionnaire. 
Experience shows that written questionnaires that are not subjected to coding and 
data processing are seldom analyzed; they usually are reviewed superficially and 
stored. 

1. Missions discovered the need to clearly differentiate between recruitment and 
selection in establishing procedures and criteria. Recruitment involves identifymg 
a qualified pool of candidates; selection occurs from among these already qualified 
candidates. 

2. Use of widespread publicity (newspaper and magazine advertisements, posters, 
etc.) has proved to be more appropriate for long-term scholarships than for short- 
term programs. Short-term programs often can be managed through local 
intermediary institutions which promote the program through in-house 
mechanisms. 

3. Missions that encountered early difficulty reaching the 40 percent target for 
participation of women found a solution by instituting a targeted recruitment 
effort. Rather than adding women to programs which had been designed 
primarily for men, training groups were designed for women. 

4. U.S. and local Mission staff have often proved to be sources of valuable contacts 
for the Training Office when they have understood the purposes of the program. 
In addition to other contacts and approaches, some staff will have their own 



projccts and professional intcrests which need to be maintained separate from 
CLASP. 

5. Because CLASP has its own specific selection and programming criteria, it will 
normally not have a natural constituency in the Mission. Project managers have 
discovered, therefore, that the benefit of attracting other staff in recruitment, 
planning, or targeting exercises often has carried with it the need to resist CLASP- 
type training being co-opted by other Mission offices or projects. 

6. Appropriate local organizations, e.g., private voluntary organizations (BVOsj and 
other groups, are often very effective in recruiting qualified candidates. Such 
organizations, when used as intermediaries, also need recruitment guidelines to 
ensure an equitable screening process. 

7. Peace Corps personnel may helpfully be engaged both in identify~ng qualified 
candidates and in interviewing candidates in areas where the Mission personnel 
may have difficulty travelling. A danger in using local groups is that they may 
nominate individuals who are not properly selected or screened. Their procedures 
must be carefully monitored, and the CLASP Project Officer must be convinced 
that the local organizations fully understand the goals and objectives of CLASP 
screening and selection. 

8. When local organizations, which frequently may be local government entities, are 
used to supply a pool of candidates from which the Mission selects the Trainees, 
the efforts of the organizations to control the selection process can be avoided by 
using more than one organization, or by requesting a large enough pool of 
candidates, so that a real choice is available to the Mission. 

9. In some cases, Missions have found the need to withdraw training programs when 
faced with local government insistence on controlling the selection process. 

1. Clear and specific definition of key selection criteria terms (leader, potential 
leader, economic and social disadvantage, youth, rural etc.) is necessary prior to 
initiating selection procedures. The definitions must be functional, so that each 
candidate can be classified according to the Mission's selection criteria. If 
definitions are difficult, as in the case of leadership, different methodologies have 
been used to assess the extent to which a person demonstrates leadership (for 
example, references from teachers, colleagues, etc.). 

2. Standard application forms, which include all the information required by 
LAC/DR for the information system database, as well as for Mission selection 
procedures, have proven very useful to the program monitoring and evaluation 
process. 

3. The availability of records of all non-selected applicants is also invaluable to 
evaluation of the project implementation. 



4. The evaluation process examines how the project managers have developed and 
used tangible measures, i.e., u systematic weighted scale, to categorize and rank 
applicants at ;dl stages of the evaluation process. 

5. With the CLASP emphasis on leadership, personal interviews with all final 
candidates, with uniform interview questions, are very important. 

6. The selection process appears to have worked best when at least one U.S. (or 
other Mission project representative) and one foreign national have served on 
each selection committee and have participated in each interview. In addition, it 
has proved to be helpful to have a technical expert and a representative of the 
contractor present. 

7. Missions have demonstrated that different selection criteria and procedures may 
be applicable for different training programs, e.g., short-term and long-term 
academic training. If this is done, however, both sets of procedures need to be 
available in written form as part of the project documentation. 

8. When selecting individuals for a training group, it is important to ensure that, in 
addition to meeting CLASP selection criteria, they also meet one additional 
criterion, i.e., that they constitute a coherent training unit. In the past, some 
Missions have sent groups which have met CLASP criteria for disadvantaged, 
rural, etc., but, the educational level of the Trainees varied widely, sometimes with 
a portion being illiterate. This factor made the group virtually untrainable as a 
unit. Information supplied by training contractors indicates that they have been 
surprised by the divergent backgrounds of such groups, and have had to revise the 
program completely during the first days the group was in the US., leading to 
added costs, strain, and discontent for all concerned. The final result was two 
parallel programs, one for literate Trainees and another for the illiterate Trainees. 

9. Other relevant considerations worth keeping in mind while forming training 
groups, besides educational background, include experience of Trainees, area of 
preparation, area of interest, and proposed use of the training. 

1. Program design tends to be more successful, in the view of the Trainees, whel~ 
US. contractors or trainers have been involved with in-country activities such as 
the pre-departure orientation. 

2. The leaning experience of short-term Trainees in the U.S. may be enhanced by 
bringing them together as a group for pre-departure orientation and by stimulating 
exchange of information among the members of the group. 

3. Pre-departure orientation requirements are different for short-term and long-term 
Trainees. Long-term Trainees may have several weeks of pre-departure training 
in English (ESL) or remedial preparation, which can afford them additional time 
to lean about their prospective US. experience. Short-term Trainees will have 



little udditionul orientation, even in the U.S. They are usuully equally anxious 
about the logistics OF their travel as about the objectives of the trainicg. 

4. Successful orientation programs have generally included discussion of informution 
about the Trainees' home country which Trainees may want to take with them, 
especially for use with host families or other Experience America aspects. Unless 
they are alerted during their pre-departure orientation, Trainees generally do not 
have a clear understanding of the typical American's comprehension of the 
Trainees' country. Exit Questionnaire data show that a large majority of Trainees 
report that Americans they met know "nothing" about a Trainee's country. This 
negative view may be moderated if the Trainee is not surprised on this score. 

5. Returned Trainees have been very effectively incorporated into the pre-departure 
orientation panel discussions, particularly for dealing with issues of transition to 
U.S. social, academic, and political life. 

6. During the U.S. training program, in order to avoid unpleasant surprises which are 
likely to detract from the learning experience, it is very important to provide in 
the pre-departure orientation accurate information on both the training program 
and U.S. culture. The latter orientation can help to prepare the Trainee to get 
the most from his or her Experience America program. 

7. The concept of Follow-on activities can be initiated in the pre-departure 
orientation with discussion of what post-training activities the Trainees would view 
as appropriate and useful. 

8. It is helpful, especially for long-term Trainees, to be aware of the typical stages of 
adapting to a new culture. They need to be alerted to what will be happening to 
them and how they can best respond tc "culture shock." 

~MPLEMENTING THE TRAINING 
Responsibility for the Trainee shifts from the Mission to the placement contractor upon 
the departure of the CLASP Trainee for training in the U.S. The success of the training 
program, despite the careful selection and pre-departure orientation, will then depend on 
the appropriateness of the placement, the skills of the training provider, and the backup 
support of the placement contractor. 

The diversity of CLASP training often requires specially tailored programs to meet 
specific needs; these specially designed programs, because of their uniqueness and 
creativity, may be more problematic than would be the case with proven off-the-shelf 
programs. H~wever, this aspect of CLASP tra%ing also has represented a challenge, i.e., 
to document both the failures and the breakthroughs so that all the participating 
Missions would be able to draw on the experiences of others in their unique efforts to 
implement the CLASP training design. 

There have been some recurring problems that have plagued CLASP training, which will 
be familiar to anyone who has worked with USAID training programs. They are 



APPENDIX C 

identified below even though AID'S efforts to corrcct these problems suggests th:~t they 
are not very cosily remedied. 

WAC medical coverage continues to surface in CLASF evaluations as a problem 
in terms of timely compensation for medical cxpcnses. Project managers may wish 
to alert Trainees to some potential problem in this area and be sensitive to 
Trainees' expressions of unhappiness when problems occur. 

Stipend amount is another area of recurring Trainee concern. The circumstances 
behind Trainee unhappiness over the amount of stipends are not always clear. 
Such views sometimes are expressed by only a part, often a minority, of a group of 
Trainees, all of whom have all been receiving the same amount of living 
allowance. When only part of a group of Trainees are unhappy with the stipend 
amount, the presumption may be that those individuals had less ability to manage 
their funds or had unrealistic expectations of the entitlement of the training 
program. Both of these possibilities may be addressed in pre-departure 
orientation. The timeliness of stipends, which earlier was an often expressed area 
of concern, appears to have diminished as an issue. 

If Trainees learn in advance from the Mission that expenses, and, therefore, 
stipends vary because of differences between training programs (long-term and 
short-term, academic, and technical) as well as because of local conditions, they 
will not be as likely to react as if they were discriminated against if someone in a 
different type of program or location gets a higher stipend. 

It would be helpful to the Trainees to be furnished before departure for the US. 
an explanation of the stipend, preferably in writing, which outlines how it is 
intended to cover normal living expenses. A discussion of budgeting the stipend 
would be useful. Trainees should understand that they can seek assistance from 
the training provider or the placement contractor for budgeting assistance. 

If Trainees are to receive stipends at a level established below Handbook 10 
guidelines, the Trainees are likely to learn of this fact. Dissatisfaction might be 
less likely in this circumstance if the Trainees had prior knowledge of the rationale 
for that decision. Problems related to this type of situation could be ameliorated 
if the Trainee understood that, if he or she feels that the stipend is inadequate, a 
request could be made to review it, based on the 'Trainee's record of expenses. 

For long-term students, in-country ELT has been use to advantage by some 
Missions to screen out those students who do not have either the motivation or 
the capacity to learn English. If the standard for English qualification for the 
training program is explicit from the outset, the prospective Trainee will be 
prepared for the consequence, if his or her program is terminated. 

If ELT is provided in the U.S. for academic Trainees, and they must establish a 
certain level of English competence before beginning academic studies, the 
Trainees ought to be aware of this requirement at the outset and understand how 
their progress impacts on their U.S. program. 



8. In addition to survivd ELT before thcir departure, short-term and long-term 
students, whose U.S. training is conducted in Spanish, have been found to 
appreciate the opportunity to continue to build on their ability to commuriicate in 
English. The availability of a continuing ELT component for these Trainces 
allows them to grow in their ability to communicate with Americans, and it can 
enhance the Experience America component of the training experience. 

9. Homestays with families who did not speak the Trainee's language have resulted 
in Trainees who felt isolated. Similarly, in some instance, Trainees have been left 
alone for extended periods in situations where no one was available to translate 
for them. This has impacted negatively on the Trainees' appreciation of the 
training program. 

10. Experience has shown that the success of efforts of training providers, especially if 
they are.new to the CLASP training initiative, will be influenced to a great deal by 
the adequacy of advance commt~nications about the training group and the 
training objective. The training provider needs adequate advance information 
regarding the backgrounds of the Trainees, especially in the case of group training, 
in order to meet the training objectives of the Trainees as well as the Mission. 
This is especially important when the training program is new, or the training 
provider does not have experience with similar training groups. 

11. Friction is likely to develop between the Trainee and the training provider unless 
all parties to the training program, i.e., the Mission, the training placement 
contractor, the training provider, and the Trainee, have a common perception of 
the training objective. 

12. The educational and experiential kqckground of the Trainees is important to keep 
in mind while reviewing candidates, especially for group training. Social, 
economic, or even educational differences are not reasons to prevent the inclusion 
of deserving, less prepared Trainees in a group. Paramount is the relationship 
between the training objectives and the background of the Trainees. Over- 
qualified members of a training group may be as disruptive and divisive in terms 
of group dynamics as under-qualikd members. 

Review of the Follow-on programs currently in plac.: reveals some valuable lessons. 
These have been gathered from AID, Missions, contractors, and observers: 

1. Support services are essential as returned scholars re-enter their culture as job- 
seeking adults. 

2. Many returnees do not have the job-search skills to sell themselves to prospective 
employers. 

3. Returning Trainees have benefitted from goal-setting and confidence-building 
experiences. 



4. The potential for achievi'ng results desired in the scholarship program is increased 
when the program deals thoroughly with re-entry and prepares the scholar to talk 
about the U.S. expcricnce after his or her return. 

5. The results may also be enhanced when Follow-on activities are planned for and 
implemented in the scholar's work or community setting. However, the credibility 
of the returned Trainee with regard to his or her experience in the U.S. may be 
influenced by people being convirtced that the Trainee is expressing genuine 
personal feelings, not AID-manufactured views. 

6. Experience with large country-wide alumni associations has been that these tend 
to be too divcrsc, ccrcmonial', and short-livcd. 

7. Scholars have consistently expressed interest in being aware of the kinds of 
xtivities that constitute Follow-on programs. Missions should consider making 
information routinely available to all returned scholars. 

8. Tht: involvement of local organizations (educational, civic, Church, chambers of 
commerce) can lend m~nch in the way of support to the Follow-on process by 
linking the scholar to the home community. 

9. Alumni groups can be an invaluable resource by providing speaker programs, 
mentor programs, conducting seminars and classes, publishing newsletters, 
recognizing achievement, and conducting employee training campaigns. 

The importance of a Follow-on program rivals the specific academic or technical training 
program the scholar might receive. It is vital in achieving the objectives of AID- 
participant training and the CLASP program: the strengthening of bonds of friendship 
and understanding between the United States and other countries by broadening the 
returned participant's knowledge about the U.S., its people, its institutions, and its 
culture. 

The above comments and observations are not offered as specific recommendations. 
Rather they represent a synthesis of lessons learned to date, which may provide insight 
into future programs and the continuation of CLASP. 
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CLASP II POLICY GUIDANCE' 
The second phase of the Caribbean and Latin American Scholarship Program (CLASP 11) 
adopts many of the same objectives and criteria as the now concluding CLASP training 
initiative. CLASP I1 confirms as its overall goal the strengthening of broad-based social and 
economic development in a context of pluralistic democracy and the free enterprise system. 
In the transition to CLASP 11, the primary changes involve clarification of objectives and 
implementation guidelines and increased Mission responsibility for country needs analysis 
and program implementation and evaluation. 

CLASP 11, like its predecessor, continues to draw on the following four selection criteria to 
target specific groups for training: 

1. leaders and potential leadeis; 

2. at least 40 percent of the scholars must be female; 

3. a minimum of 70 percent will come from socially or economically disadvantaged 
groups. While 30 percent may not be disadvantaged, Trainees will not be selected 
from families who could reasonably be expected i? obtain educational or career 
training in the U.S. using private resources. In no case will training be provided 
to individuals from economically or politically "elite" families; 

4. twenty to 30 percent of CLASP Trainees are to be long term, from 9 to 36 
months. 

The specific definitions of such social categories as "elite," "economically disadvantaged," and 
"leader" are developed by each participating Mission in its Social-Institutional Framework 
(SIF) analysis, a country-specific study which precedes the writing of the C U S P  I1 Project 
Paper. 

Several considerations distinguish CLASP I1 from its predecessor. A primary refinement in 
CLASP I1 program strategy is that the leadership criterion has been elevated from one of 
several factors to the primary consideration for participant recruitment and selection. This 
change is designed to maximize the impact of high-cost U.S. training by concentrating on 
individuals with the greatest potential for influencing the direction of their communities and 
societies. The project will provide leaders and potential leaders with training to significantly 
enhance their technical skills, leadership capabilities, career potential, and appreciation for 
the value of democratic institutions and free enterprise economies. The CLASP I1 overall 
project goals are to be accomplished through the academic or technical training of current 

1 The text of this policy guidance was sent by AID~Washington to LAC field Missions on Apri! 3,1991 
as State 106163. It is reproduced here to serve as a reference point for those who are reviewing this 
CLASP Fifth Annual Report for information which may assist the process of transition to CLASP 
I I. 



and potential leaders from fields judged by the ptcrticipating Missions to be critical to the 
successful social and economic development of each country. 

CLASP was a centrally directed and regionally funded program, while CLASP I1 will be 
funded by the Missions. As 3 result, CLASP I1 allows the Missions to place heavier 
emphasis on country developnlent objectives in the host countries. In the process of 
preparing for CLASP 11, each Mission has identified in its SIF the priority groups targeted 
for training. Under CLASP 11, Missions are encouraged, within the CLASP selection criteria 
and objectives, to devise training programs which reinforce general Mission objectives and 
program strategy. While CLASP set numerical goals for the number of Trainees, CLASP 
I1 places a greater emphasis on participant selection and on program quality and relevance 
than on the number of participants. 

CLASP I1 will continue the practice in which each Mission establishes its own administrative 
mechanism for recruitment and selection of Peace Scholars. Through Mission approval of 
the project paper, each Mission determines its priority training areas. The Missions may 
draw on host country support for this, such that a common element in C U P  I1 
implementation should be the active participation of local communities, institutions, and 
supervisors in the recruitment and selection of Trainees, in the establishment of training 
objectives, and in the planning for training programs. One principle to be observed in 
implementing CLASP I1 relates to the composiiion of training groups: CLASP experience 
has shown that training groups must be adequately homogeneous in terms of background, 
level of expertise, and professional interests to enable the training institution to offer training 
which is relevant to each person in the group. While cost containment will continue to be 
an active management concern through the monitoring of the Training Cost Analysis system 
and open and competitively bid contracts, it will be considered in the context of appropriate, 
high quality programs rather than in terms of relative cost only. 

Adequate advance planning by the Missions for particular training programs is essential for 
the success of the program. Such planning takes the form of complete PIOPs and Training 
Implementation Plans. Short-term technical training programs require at least three months 
advance written notification through a completed PIOP or training request, while the 
planning requirements for long-term technical and academic training impose a minimum of 
six months prior notification. For advanced acceptance at accredited institutions, the 
institutions must receive full documentation of certified transcripts, letters of 
recommendotion, medical clearances, and other required credentials three to four months 
before the beginning of the program. 

All Peace Scholars will receive appropriate and adequate pre-departure orientation and pre- 
program training necessary to benefit fully from the program. Such pre-program activities 
should include English language training if needed, remedial or preparatory academic 
training, cultural orientation to the U.S., and familiarization with the institutions in which 
the Peace Scholar will be working. It is important that the Peace Scholars be prepared for 
what they will experience, emotionally as well as intellectually, and appropriate training 
should take into account that disadvantaged rural Peace Scholars may not be familiar even 
with urban life in their home country. 



All CLASP I1 Peace Scholars will attend technical or academic training programs in the U.S. 
lasting no less than 28 days. At least 20-30 percent of the Peace Scholars from each Mission 
will attend long-term training programs of line months or more. The training to be 
provided should be appropriate to the needs of the Peace Scholar and make a substantive 
contribution to the Peace Scholar's career and leadership ability. 

Each Mission will establish placement procedures to comply with existing legislation with 
respect to the full utilization of Historically Black Colleges and Universities (HBCUs). At 
least 10 percent of all Peace Scholar training, both academic and technical, will be at 
HBCUs. A recent Agency-wide decision requires that calculations made for compliance with 
this provision be made in terms of participant-aonths. 

Experience America remains an important focus in CLASP I1 implementation. All training 
programs will include exposure to United States life and values, particularly as they relate 
to democratic institutions, free enterprise, and the development of personal and institutional 
relationships between Trainees and U.S. citizens. Each participating Mission is responsible 
for the inclusion of appropriate Experience America activities for each Trainee or group of 
Trainees which complement and supplement the technical and leadership skills components. 
Experience America is an experiential and participatory, rather than observational, approach 
to understanding the United States. These activities should make the exposure to values, 
principles of democratic government, American lifestyles, and US. institutions a personal 
and relevant experience. For programming purposes, the Experience America component 
will be a formal component of all contracts and training requests and will be fully integrated 
into the overall training plan. 

One of the most common findings of evaluations of participant training programs over the 
years has been the importance of providing follow-on support to help participants make 
maximum use of their training after returning home. In CLASP 11, this is reflected in an 
increase in the emphasis on and resources dedicated to Follow-on. While each Mission is 
free to devise its own Follow-on program, Follow-on is to be an integral part of individual 
training-program design from its inception. The goals of Follow-on are currently being 
achieved through a variety of means. Missions have, for example: 

established good tracking systems to stay in touch with scholars; 
formed associations of returned scholars; 
sponsored meetings and reunions; 
supported continuing education in workshops and seminars; 
assisted in job placement; 
invited returned Trainees to assist in planning or other activities; 
set up linkages between returnees and other U.S. entities such as the Peace Corps; 
and 
underwritten the publication of newsletters, working papers, and bulletins. 

Other creative approaches to Follow-on are encouraged. 

Training Cost Analysis (TCA) standardizes the monitoring of all project spending and cost 
containment efforts in CLASP I1 and, by requiring contractors to use uniform definitions for 
cost proposals, facilitates the competitive contracting process. Each contractor now prepares 



quarterly reports detailing its planned versus actual expenditures. Unique to CLASP is the 
CLASP Annual TCA Summary Report, which permits comparisons between Mission data 
(in the CLASP Information System) and contractor data. The Annual Report provides a 
level of detail allowing for more in-depth analysis than the quarterly reports and forms the 
base of aggregate cost data which will permit Missions and the Agency to project more 
accurately the real cost of participant training. 

Under CLASP 11, AID~Washington will continue ta rely upon a central evaluation contractor 
to carry out a process evaluation, similar to that carried out under the current CLASP, to 
assist both LAC/DR and the Missions in identifying and resolving implementation problems. 
The CLASP Information System (CIS) will continue to be the program information system 
used by the Mission to track the overall progress of the program and to report to 
AID/Washington on implementation. The central contractor's evaluation capacity has been 
expanded through the development of a qualitative evaluation focus which will be available 
to Missions through a buy-in arrangement for the design and implementation of Mission- 
specific impact evaluations tailored to Mission priorities and needs. These evaluation efforts 
may be targeted by the Missions on any aspect of the training program, such as the 
recruitment and selection process, training implementation (e.g., through site visits), or the 
Follow-on program. However, each Mission will be responsible for an in-country evaluation 
which ew::!r;:cs the entire project implementation at some point after a significant number 
of CUSP li Trainees have completed their training and returned home for a period of at 
least six months, and at least six months before the end of the project. 

As in past CLASP implementation, LACDR will continue to monitor program 
implementation in CLASP I1 and will make available to the Missions its observations and 
policy guidance in an opportune manner. 
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CLASP FACT SHEET FOR FY 90 
This appendix presents the final Fact Sheet for CLASP training through FY 90. These Fact 
Sheets are prepared on a quarterly basis from the CLASP Information System (CIS) for the 
AID/LAC/DR/EHR CLASP Project Managers as a tool to help in their management respon- 
sibilities. The data for the Fact Sheets is obtained, also on a quarterly basis, from the field 
managers of the CLASP participating Missions and from Georgetown University. When the 
data updates are received by Aguirre International they are compared with the previous 
database for analysis as to whether any inadvertent deletions or double entries or otherwise 
unexplained changes may have occurred since the previous quarter. 

When the Database Manager is satisfied that the new data is valid, the CIS database is 
updated; and the merged data is then used to produce the quarterly Fact Sheet reports. 

This final FY 90 Fact Sheet, upon which all of the analysis of compliance with CLASP 
minimum programing targets in this Annual Report is based, contains also the first 
information on CLASP I1 programming. During the remaining period of overlap between 
the CLASP I and CLASP I1 training programs, imp;., until the last of CLASP I trainees has 
finished his or her training, these Fact Sheets will continue to provide data on both 
programs. 



CAPS TRAINEES THROUGH FISCAL YEAR 1990 

COUNTRY 

BELIZE 
FY 85 
FY 86 
P/ 87 
I=Y 88 
FY 89 
FY 90 
TOTAL 

COSTA RlCA 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

EL SALVADOR 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

SUATEMALA 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

.IONOURAS 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

.. 
TOTAL 

TRAINEE! 
DISADVANTAGE 

NO. % 
FEMALE 
NO. 96 

ACADEMIC 
NO. % 

LONG-TERM 
NO. 46 
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CAPS TFMINEES THROUGH FISCAL YEAR 1990 Continued 

COUNTRY 

PANAMA 
FY 85 
FY 86 
FY 87 
FY 80 
FY 89 
FY 90 
TOTAL 

ROCAP 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

GRAND TOTAL 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

TOTAL 
TRAINEE! 
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LAC II f RANEES f WROUGW FISCAL YEAR 1990 

COUNTRY I 
DOMINICAN 
REPUBLIC 

FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

HAITI 

TOTAL 

JAMAICA 
N 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY90 
TOTAL 

3RAND TOTAL 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

TOTAL 
TRAINEE! 

2 
21 
38 
25 
3 
0 
89 

6 
30 
91 
1 1  
0 
0 

138 

8 
107 
38 
17 
2 
0 

172 

FEMALE ACADEMIC LONG-TERM DISADVANTAGE 

14 67% 
54 24% 
29 15% 
13 22% 
1 14% 
0 ovo 

1 1  1 22% 

6 75% 
40 37% 
12 3290 
8 47% 
1 50% 
0 NA 
67 39Vo 

7 88% 
12 11% 
12 32% 
4 24% 
0 0% 
0 NA 
35 20% 

7 88% 
12 1 1 940 
13 34 O/o 
4 24% 
0 0% 
0 N A 
36 21 % 

1 13% 
4 4 (Yo 
0 OYo 
0 0% 
0 0% 
0 N A 
5 3% 



PTllC TRAINEES THROUGH FISCAL YEAR 1990 

COUNTRY 

DOMINICAN 
REPUBLIC 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

MAIT1 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

JAMAICA 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

RDOC 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

GRAND TOTAL 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90.3 
TOTAL 

TOTAL 
TRAlNEEl 

0 
0 

48 
79 

1 
4 1 

169 

0 
0 

78 
104 
20 
44 

246 --- 

0 
1 

108 
69 
15 
40 
233 
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APSP TRAINEES THROUGH FISCAL YEAR 1990 
- 
COUNTRY - 

BOLIVIA 
FY 87 
M 88 
FY 89 
FY 90 
TOTAL 

ECUADOR 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL - 

'ERU 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

ZOLOM91A 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

SAND TOTAL 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

--. 
TOTAL 
TRAINEE: 

20 
76 
99 

113 
308 

N O  94, i J 0 .  NO, % NO. I 
- -*--- -a- 



GASP TRAINEES THROUGH FISCAL YEAR 1990 

BELIZE 

M R9 

TOTAL 

TOTAL 

EL SALVADOR 

FY 90 
TOTAL 

GUATEMALA 

TO1'AL 

IHONDURAS 
FY 85 
FY 86 
FY 87 
FY 88 
FY 89 
FY 90 
TOTAL 

TOTAL 
rRAlNEE! 

9 
56 
55 
52 
d 7 
10 

229 

15 
45 
24 
52 
51 
0 

, 187 

14 
49 
38 
50 
42 
0 

193 

15 
4 1 
28 
48 
54 
0 

186 

14 
43 
25 
80 
45 
0 

207 

- 
NO. - 



APPENDIX E 

CASP TRAINEES THROUGH FISCAL YEAR 19UO Continuod 

PANAMA 
FY 85 
M 86 
N 87 
W 88 
M 89 
FY 90 
TOTAL 

COUNTRY 
TOTAL FEMALE ' ACADEMIC 

TRAINEES NO. - '1G NO. % NO., 

WAND TQTAL 
FY 85 
M 86 
FY 87 
FY 88 
M 89 
FY 90 
TOTAL 

9 12% 
108 40% 
79 42% 
168 48% 
116 49% 
6 60Yo 

486 43% 

I 

74 
271 
108 
347 
239 
10 

1,!29 

42 57Yi 
190 70% 
133 71% 133 71 o/, 
313 90% 312 90% 
239 100% 235 98% 
10 100% 100% 
927 - 82% 922 82% 



CASS f RAINEES THROUGH FISCAL YEAR 1990 
LATIN AMERICAN COUNTRIES 

COUNTRY 

BELIZE 
FY 89 
FY 90 
TOTAL 

COSTA RlCA 
FY 89 
FY 90 
TOTAL 

EL SALVADOR 
FY 89 
FY 90 
TOTAL 

GliATEMALA 
FY 89 
FY 90 
TOTAL 

HONDURAS 
FY 89 
FY 90 
TOTAL 

SUB TOTAL 
FY 89 
FY 90 
TOTAL - 

TOTAL 
rRAlNEES 

ACADEMIC 
NO. 94 

FEMALE 
NO. 46 

LONG-TERM 
NO. % 

DISADVANTAGE 
NO. % 



CASS TRAINEES THROUGH FISCAL YEAR 1990 

COUNTRY 

DOMINICAN 
REPUBLIC 

FY 89 
FY 90 
TOTAL 

HAITI 
FY 89 
FY 90 
TOTAL 

JAMAICA 
FY 89 
FY 90 
TOTAL 

7DOC 
FY 89 
FY 90 
TOTAL 

SUB TOTAL 
FY 89 
FY 90.3 
TOTAL 

CARIBBEAN COUNTRIES 

TOTAL I FEMALE I ACADEMIC I LONG-TERM ~ ~ S A D V A N T A B E  I 
rRAlNEES NO. % 1 NO. % NO. % NO. % 

I 

GRAND TOTAL 
FY 89 
FY 90 
TOTAL 

327 
546 
873 

165 50% 
274 50% 
439 50% 

327 100% 
546 100% 
873 100% 

327 1006/0 
545 100% 
872 100% 

327 100% 
546 100% 
873 100% 



SUMMARY OF PROJECTS THROUGH FISCAL YEAR 1990 

'Does not include LAC 11. 

PROJECT 
I 
APSP TOTAL 
CAPS TOTAL 
PTllC TOTAL 
CASP TOTAL 
CASS TOTAL 

CAPS II TRAINEES THROUGH FISCAL YEAR 1990 

ACADEMIC 
NO. % 

I I TOTAL I FEMALE I ACADEMIC 1 LONG-TERM I DISADVANTAGE 1 

TOTAL 
TRAINEES 

1,125 
11,121 
1,226 
1,129 
873 

LONG-TERM 
NO. % 

FEMALE 
NO. % 

DISADVANTAGE 
NO. % 

518 46% 
4,599 419'0 
632 52% 
486 43% 
439 50% 

COUNTRY 

GUATEMALA 
FY 90 
TOTAL 

151 13% 
1,573 14% 
393 32% 
927 82% 
873 100% 

TRAINEES 

50 
50 

269 24% 
2,781 25% 
446 36Yo 
922 82% 
872 100% 

NQ. % 

1,010 90% 
9,599 86% 
922 75Vo 

1,129 1000/0 
873 100o/o 

22 44% 
22 44% 

NO. % 

0 0% 
0 0% 

NO. % NO. % 

50 108% 
50 100% 

35 7096 
35 7096 


