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POSE OF THE EVALUATION METHODOLOGY FOR CQ 

ahis evaluation was designed to assess the 
current status of HOPS-HI[ (the Honduras Peace 
Scholarship Project I& Project 522-0364) to 
assist in "defining strategies aimed at obtairaing 
maximum development impact." HOPS-II was 
in a very early stage of implementation at the 
h e  of the evaluation. Therefore, the previous 
and similar CAPSmOPS-I (the Central Ameri- 
can Peace Scholarslips Project and the Hon- 
duras Peace Scho la r sh i~o jec t s  597-0001 
and 522-0329), implemented from FH 1987 
though FY 1991, was dso included in the 
assessment. 

The evaluation focused on two issues: process- 
assessing the implementation of the current 
Project to identify options for possible improve- 
ments; and outcomes and impct-determiming 
how Trainees have wed CAPSMOPS training 
and the degree to which post-training activities 
can be attributed to the training received. 

The scope of work (see Appendx A) directed 
attention to four components of the HOPS-I.l 
Project: 

* Recmitmaent and Selection Procedures 

* Predeparture Orientation and Training 

U.S. Trailing 

* Follow-orn Activities 

Tit? evaluation also considered cost issues and 
the sde of the Projects in meeting Mssion 
Strategic Objectives. 

A combination of quantitative and quali 
methods was used to query more thm 306 
CAPS and HOPS-DI Trainees. Over 250 
Trainees were surveyed, using a vhde-rmging 
questionnaire. Further, more than a dozen fixus 
groups were held with Trainees in a range of 
fields. Open-ended interviews were conducted 
with Mission personnel, contractors, 'T 
employers, and other interested persons. Case 
studies were f o m d a t d  in four meas of Project 
f o e u s - s d l  business, enviromenfd 
leaders, teachers, and in democrati 
thening. 

T AND SELECTION 
PROCEDURES 

A. Findings: Recruitment 

In recnrimaent, the program has not yet reached 
the CLASP target of 40 percent phcipahon by 
women. At the amid-point of the 
HOPS-If dropped below the 38 perce 
pation rate achieved by the CAPS progm. 
However, no systematic pattern of discti 
tion agair1st women Is zspparent in the selertioz 
process. The 
&s&bution of 
favor Francisco Morazh and central and eastern 
departments) have been largely overcome 
HOPS-II. The Project has success 
network identified h& by US 
officers and intermediary organizatioras. 

8~ The use of i n t e m e i a y  orgunim~ons is a 
suitable means 10 target appropfiale can&- 

des. Howevzr, it is recornme 



several issues Be addressed in improving the 
e$iectiveness of the relationships. ne se  are 
the need' for adequate l e d  Pim to involve 
the organization, a clearer defirsihn of the 
mganizntion's commheM b supgorl its 
candiddm in seIedrdron, predepwturz, and 
Follown, and the need for increased net- 
working between HOPS-II personnel and the 
organiza fions. 

iB Given the continued dzj%zuly of HOPS-I1 to 
m c h  the CUSP target of 40 percent 
recmitrprent for women, increased eflirfs 
should be given to actrove recruitment of 
women for the short-term technical training 
programs. USMD/Honhras may wish to 
consider adopting a 50 percent participation 
rate for women, as b e  other CLASP 
Missions. 

C. Findings: Selection 

Pn selection, the HOPS-II staff has introduced 
effective new foms of short-term Trainee 
sektion. Week-long, substantive pre-selection 
seminars are organized for a large number of 
potential training can&dates. m l e  only a 
aninori~ are selected for HOPS-II training, she 
rest benefit from the seminar and serve as a 
natural "mdtiplier" constituency for the selected 
Trainees. HOPS-H Trainees preparkg for long- 
term training have played key roles in the design 
of these seminars. 

D. kcommendations: Selection 

HI T'he wed-long seledhn seminar sloootld be 
mintaimed, especially when it involves 
HOPS-11 long-term scholars in predeprture 
training. It is a model which s h d d  be 
comm unieated to other CUSP Missions. 

Project personnel shouid consider worki~tg 
with Iscd organiI;8trbpts f~cused on women 
in deveIopmemt as intermediary groups. A 
logical phce to begin tapping these 

networks is with the USAID Ofice for 
Women In Development. 

DEPARTURE 0 

A. Findings 

The Mkion has introduced an expanded pre- 
departure orientation and training m d d  w 
emphasizes the connection betweern the devdop 

ent needs of Honduras and the 
zng for which Trainees have 
Based on achieving Ofiree Competency-based 
Objectives, the predeparture training is designed 
to help the Trainees develop their lead 
skills and to place their training in the b 
context oftheir work. It is intended to awaken in 
the Trainees a mcomrnitment to share their train- 
ing with their co-wokers and mmunity. h 
attempts to provide all Trainees, both long-term 
and short-term, with appropriate skills in 
English. 

The multiple components of the predepmrs 
t r a i n i n m c h  includes detailed general 
academic knowledge and broadly defined 
"topping off' as well as instruction in develop- 
ment issues--make it one of the m s t  complete 
models in the regional CLASP program. How- 
ever, it was noted that the same conceptual 
model underlies the predeparture training of both 
short-term and long-tern program, which 
distinct objectives. For short-term Trairn 
training may have moved too far towards 
becoming a complete training program i ot 
always well m r h a t e d  with the U.S. g- 

e instruction has proven to be 
ematic element for both S~OII- 

term and long-term Trainees, 

&. Recommendations 



the U.S training, with greater communi- 
cation between the HOPS-11 program arad 
those implementing the program in the US. 
This suggests the reformulation of the 
current Competency-based Objectives to 
shsfien the amount of time spent in 
predeprture draining, 

B The week-long U~sivatr*onaPn seminar, 
which initiates predeparture draining, h s  
demonstrated its eflectivenes a d  should be 
rdained for shod-term Tdnees. It may 
require revision for many long-tern 
Trainees, who feel that it does not mesh wen 
with their grofessional training, 

Dte discussion of Honduran developme& 
&sues should remuin am 3nbegrd part 0f 
predeparfrsre training, regardless of other 
modifications that may be made. 

Rredepaature and English Language Training 
for Long-term Trainees 

811 The Competency-based Objectives, while 
suitable adjuncts to the preparation of long- 
term Trainees, appear to be less important 
to the Trainees' preparbtion than an 
increased focus om Epoglish prof~iency. 
m e  English language training for h ~ g -  
denn Trainees should emphasize 4chimeMng 
the necessary proficiency tc pass the 
TOEFL. Greater knowledge of the US acu- 
demic system needs to be included in their 
program. Competing grogrmt components 
should be correspondingly reduced. 

U ?%e English ltllng~age draining course 
should strive to create the English-only 
"&h environment" that is best able do 
advanm Trainees toward English projci- 
ency. An outside review of current language 
dsrstmction methods, materials, and person- 
nel by a specialist in English as a second 
banpage is recommended to make recom- 
mendatdons about the technical aspects of 

the cuniculum. An English-only dbrmiiory 
_for the long-tern academic students could 
improve the opportunities for gractia=llng 
English and contribute to creating group 
identity. 

77te long-term Trczi~ce~s' field q d n c e  
with Peace Corps wlunieers--in which rt;./.g 

spend a week with PCVs in rural areas- 
should be retained but it shouiU be 
scheduled e w h r  in the program. 

II Lsng4mm Trainees should have a greater 
role in rdesigniitg their US program, con- 
sistent with program objectives of Trainees 
working to formulate their fiture work in 
development in the country. Yolornieer 
Academic Counselors could be recruited in 
she US. community in Mond~pras to help 
Trainees become f~miliar with US. 
academic lge. 

Short-term English Language Training 

B e  Competency-based Objective reluring to 
English projcieney for short-term Trainees 
is unrealistic and Zeds to fjus~ratiom and 
unmer eqectati~ns. It should be rnod~ped fs 
providing suwiwa2 English. 

U S .  TRAINING 

A. Findings: Long-term Training 

Graduates of the long-term academic program 
who have received Bachelors or Masters 
Degrees are very satisfied with the training 
received. Trainees in the two-year Associate of' 
Arts degree program encountered difficulty in 
finding employment and in transfening their 
credits to Honduran universities. 



HOPS-ljT long-term d e m i c s  appear to be 
mare wmnzittd than former CAPS academics 
to applying their ~~g to the development 
problems of Honduras. %he leadership activities 
in which they participated during the predepar- 
ture training program have successfully raised 
their awareness of the issues, and they are 
reported as being more focused in their work in 
the United States. 

HOPS-II long-term academic Trainees are 
frustrated by the ewrent process used to select 
and glace &em in the universities. 'The program, 
with its large number of technical areas, is dso 
very diffise and would benefit from a sharper 
focus. This would reduce the number of areas 
with which the U.S. contractor has to be 
fimiliar, allowing them to better select univer- 
sities with excellent programs at a moderate 
cost* 

Experience America activities for ;long-term 
academics depend more upon the individual's 
motivation to seek activities outside the 
classrmm and the activities available through 
the university c o m m ~ t y .  

B. Findings: Short-term Technical Training 

Trainees report very high satisfaction with the 
short-term training programs offered by most of 
the training institutions in the U.S. A111 Trainees 
consistently reported the Experience America 
activities as one of the highlights of the U.S. 
training program, especially the homestays with 
American families. Some training institutions 
reported that Trainees were not prepared 
adequately for the culture shock that can occur, 
however. 

1 ?%e predep~ure orientation program 
should include a sfironger experr'ente'd 

ral oriePL&&*on for Tminees to 
prepare Trainees for the Experience 
Amen'ca portion ofthe program. &This should 
provide Trainees wilh amle t  understanding 

of U I.S cerlmral values and behaviors as we N 
as str~tegies for dealing with culture sh~ck.  

Long-term Academic Trainees 
guidelistes about the 

arnivmittits. The US. contracting agency 
should work more closely with the students, 
during program monitoring, to, encourage 
them to t ~ k e  ,&I2 tage oJ the 
t u ~ z i ~ e ~  present on BN campuses, @om volun- 
teer work in the community to actkities 
organized by maarpus ofices. 

IMPACT IN THE WORKPLACE A 
COMMUFUIIN 

Overall, CMSmOPS Trdtnees enjoy high Bevels 
of employment, with an unemployment rate of 
about four percect. Even though 30 percent of 
long-term Trainees were not employed when 
they began their training, most have found wear 
in their field of study on rebum. Most Trainees 
are also very hvolved in sornundty 
Short-term Trainees are more likely 
expanded their wmmunity d v i  
Trainees attribute their present 
community, at least in part, to the 
the "vision" hat  the U.S. training experience 
provided them. 

B. Recommendations 

Ehe drcsr'ni~g design prmess should iso 
a wide range ofiprtermted parh*es to ensure 
hat the training pian developed for the 
training provider is directly related to the 
candidates ' needs. 

k!! Gmup training pims should proied 
as& with resped ti, Trsu'p1@@ 
in vs8um'eer a&*aSiries, against 

which outcomes can be assessed. 



-OM ACTIVITIES 

A. Findings 

The activities supported through the Follow-on 
progr~m have reached substantid numbers of 
people. ?T)lrough September of 1.993, over 6,000 
persons had directly participated in some aspect 
of the Fo%low-on Program, either retuned 
Trainees themselves or others who had received 
training h r n  returnees. The Follow-on program 
has planrid and impliemernted activities in each 
of six -areas outlined in the working paper for 
CLASP-II. Most notably, Fol1ow-m has: 

* monitored the utilization of training; 

maintained appropriate data on returned 
Trainees; 

* reduced the difficulties of Trainee re-entry; 
and 

fostered the creation of various regional and 
occupationd associations. 

Follow-on s t a i  in cco~rjunction with the 
OBce of Education and Training, should 
determine w?td continued support is 
required f ir  the ~ V O  organaidIfrdIfrons c~eded  
d$wouglt Follow-on support, the environ- 
mental educators ' P A C m  and the returned 
long- fern Trainees ' ANEDH. 

Is Support for the new Hepaartmentab msoci- 
include kad@rs?tip seminars 

far the newly chosen association leadership. 

rBr Linkages s?rould be sbpengtB~ened within the 
program SO dhat d?ae long-term Trainees 
can use if?#& advanced training b assist 
s?#orP-term returnees in advancing their 
goals. Likewise, those back w longer period 
oftime can help those just returning. 

TEte Follow-on sraflshouM consider w0rIkip1g 
with groups of Trainees in speczjk not 
current& receiving (such as small 
busines.r), in addition to, establishing er 
network of all Trainees through national and 
regional associations. 

COSTS 

Findings 

The relative costs of the U.S. programming 
agency for HOPS-11 project were compared to 
the training costs of other Central American 
CLASP Missions. Training Cost hatysis 
(TCA) information show &at the Honduras 
Sroject's relative costs for C A P S  in t3c "uir~ed 
States were in the l ~ w  range arnong Central 
American Missions participating in CAPS. The 
relative costs for HOPS-D: were lower t'han the 
regional average compared with Central h e &  
can Missions prarticipating in CLASP-II. The 
costs for HOPS-'8 were also lower than ahe 
overdl costs for non-CLASP participant t r ~ n g  
programs and were szdBstantifalEy lower than the 
project-related short-term training programs. 

HOPS4 AND MISSION ST 
OBJECTIVES 

A. Findings 

QPS-II project is successfially contributing 
to meeting the Mission's Strategic Objectives. 
Trainees are having an impact at the regional 
armd national level in several areas However, the 
program's success is not widely h o w  in the 
Mission, a d  some misperc 3ptions about the 
program persist. Some enonmusly view HOPS- 
II as expensive. Others do not perceive the 
relationship between Mssion Objectives and 
HOPS-If training. The evaluation tern was 
surprised to learn that some policy pen 
asked whether HOPS-TI should not be sup- 
portive of Mission Strategic Objectives, whea 



this issue had been long resolved by MOPS-II 
m.mgers and staK 

. Recommendations 

ne CABS433PS oBce shouid establish 
more regular internal communic&*ons 
with the Techkal Offices and other 
&&ions wiihita the Mission. Such methods 
include newsletters, increased contacts 
between both departing and returning 
Trainees and Mission personnel, a d ,  
infonnal discussions, and more frequent 
(more than annually) contacts with Mission 
ofices about their concerns and suggestions. 

H Even with reductions in firture jbnding, 
stand-cplone training projects must position 
themselves at the hub of all Mission secdoral 
and project activities, rather than as a 
separate "training" sector. mi le  the 
HOPS-II Project h s  &_finite prescribed 
oBjecPives in target populations and training 

Jonnar which must be met, Baled 
m a g a s  should rempltaize the degree to 
which HOPS-II can serve as a 

kism to the lechnical fielck~. This, 
ith improved communictstions, will 

serve to build a strong interest group who 
how human resource develop- 
hing supprt development. 

ssl fie O@ce of Education a d  Training and 
h e  CAPS/IPIOPS sta_$ may wish fo 

licitly in mrteorevrh or ira 
presentations . how HOPS11 supports 
Mission Strste& Objectives. ?%at is, while 
most current training grotrps and topics can 
easily be placed under one ofthe SOs, more 
uerailed deve~opment of the refiabomhip is 
advisable as the "strategic mamgement" 
approach becomes firli'y instjtutionalized. A 
close coordination with Technicral O@cers 
and project acbivities will facilitate this 
e?ort. 





RPOSE OF THE EVALUATIO 

The purpose of the evaluation is "to assist 
USm/PZondurils in evaluating bhe current 
status of the second phase of the Honduras 
Peace Scholarship Project (HOPS-HI - Project 
No. 522-0364) and define strategies aimed at 
obtaining maximum development impact.'" 
HOPS-Il is the USADMonduras Project o f t  re 
regional Caribbean md Latin American 
Scholarship Program E fCLASP-II). 

she scope of work for the evaluation (see 
Appendix A) required the assessment of dour 
components of the HOPS-II Project to determine 
their effectiveness in promoting development 
impact. 'Phe four components are: selection pro- 
cedures; pr-departure orientation and training, 
U.S. training; and Follow-on activities. The 
Evaluation examined "the degree to which 
HOPS-II strategies and activities are achieving 
increased development impact, improvements iar 
leadership development and 'Experience Amen- 
cg' and the quality and relevance of training as 
compared to the lower cost predeparture and 
follow-on strateee.: used by the CAPS md 
HOPS4 Projects." The Mssion was also 
concerned h u t  differentid effects sf h e  
Projects on Trainees by gender. 

The evaluation focuses on the current status and 
on potential improvements KI &e HOPS-H 
Project. However, HOPS-II was in a very early 
stage of implementation at xhe timi: of the 
evaluation, having only begun to send Trainees 
to the U. S. in F Y  1992. Therefore the evaluation 
examined two related dimensions of HOPS-D to 
place current activities in a broader context. 

* First, the evaluation focused on two issues: 
groces~~--assessing the implementation of the 
current Project to identify options for possible 

secwad, 
some detail the previous C 
Peace Scholarships Project 
No. 597-0001), a regional projecrt with 

CAPS was carried ou 

1990, drawing &m ahe pr 

$1 5,600,OQL. 

Selection targets of 40 pcrcent women 
percent from wonokcdlly &sadmtagc 
grounds mntinue. HOPS-E atso e 

A total of 203 Tr 



I Table 4 

CAPS Trainees Qhrough Fisca'l Year 1993 
............................... .........- ...................................... ............. ....-.................. .......... ........--- . -*-*....- -.- .......... - ..........-....-.........A 

Fiscal Total Female 
Year Trainees Ma. % No. 94 ................................ - ............ - .- ......-............-..-....-.............-...... . ...-.........-. ..-. . .---.. ""---" --... 
1985 209 70 33 36 15 17 8 
1986 290 88 30 62 21 65 22 
1987 403 135 33 125 3 1 132 33 
1988 409 130 32 117 29 113 28 
3 989 350 159 45 110 31 110 31 322 92 
1990 4 50 T 1 47 0 0 0 144 
1991 100 62 62 0 0 0 99 
1992 9 5 56 0 0 0 0 % 00 
1893 60 3 1 52 $0 a oo Q o 60 loo 
TOTAL 1,980 754 38 505 28 437 22 ;1,574 78 

Source: CIS through September 30, 1993 f 

74 percent are from disadvantaged populations. 
Twenty-eight percent are in long-term academic 
programs. Sixty-eight percent participated in 
short-tern programs. Four percent have 
participated in long-term technical training (see 
Table 2). 

Methodology for Conductin 
Evaluation 

A ambination of quantitafive and quditafive 
methods was used in contacts with more than 

S and HOPS-XI Trainees. 
interviewed by the Aguirre htemaGond tearn to 
determine their views on the implementation of 
the project :tom predeparture orientation, U.S. 
training to Fdlow-on. Trainees were asked 

resent activities at work md in their 



groups were held witfi Trainees in the 
fullawing groups: blind Trainees, watershed 
specidis&, long-term aeadern:cs interviewed 
in Washington, retuned teachers, small busi- 
ness omcrs, and dur  .u association leaders. 
Selected Trainees, their families, and cs- 
workers were dso interviewed in-depth. 

* A survey of over 250 fomea Trainees, borh 
C&?S//HOPS-I and HOPS41 Trainees. A 
random s m p k  was stratified by sex and 
long-tedshort-tern training (i.e., similar 
proportions of men and women, as well a of 
short-term and long-term Trainees as exist in 
the overall CAFSmOPS population). The 
questionnaire was modified after the team's 
arrival to incorporate questions that U S W  
HRD personnel and HOPS staff considered 
impx-tant. The questionnaire focused on a 
range of themes, KIcIu$iYlg a number of 
questions about Trainees' current activities. 

ission Strategic 
Qbjestives 

US-mmondwas has focused its podolio on 
five Strategic Objectives in its strategic 
piamhg: 

Increased agriculthlrd investment, prsduc- 
tisaa, and exp<rrts; 

Increased private investment, production, and 
trade; 

More efficient management md sustainable 
use of selected natural resources; 

Healthier, better-educated Hondurans; and 

More responsive democratic irastitutiom and 
processes with greater citizen participation. 

S and HOPS-II were developed prior 
to the es~l ishment  sf Strategic Objectives. 
Nevertheless, Table 3 demonstrates &at the 
principal rtraining topics over the years have 

!. increase agricuRural investment 
production, and exports 

* Agribusiness and AgricuRuraif Produdion 161 
* AgricuHural Sciences 86 
* Agricblfurai Economics 37 

Animal Production 73 
Worticm?tu:e 36 
Dairy 153 

* Agronomy 35 
a Fruit ProduAion and Markding 26 

........ ......................... ......................... ...-........-.. 
t. Increase private investment, 

prdu&iom, and trade 584 

Business and Management 51 - Business and Office 7 3 
* Marketing and Distribution 9 - Banking and Finance 20 
a Business Administration and Management 57 

Small Business Management. 436 
.........-...-..- _.1_________1__________________._______._.1_________1__________________._______._.1_________1__________________._______._.1_________1__________________._______..-. --.-- ----.- 
I. More efficient management and sustainable 
use sf selected natural resoun .; 4 60 

* Renmble Maturaf Resources 14 
* Environmental Education ? 02 
* Forestry Science 35 
* City, Community and Regianal Planning 9 

..................................................................................................... 
4. Wealthier, h~erducatedl Hondurans 3 - Education 151 

Education Administration 50 
Secondary Education 45 
T@acheu Training 30 - Technicai Education 86 

* Allied Heakh 16 
* Health Sciences 47 

Popuiation and Family Pianning 28 
. . ...........-. -.--.. ...-.-.---.-- .----*-----* -*.-. ---- .--- *--*--- 

5. More responsive sel dernscratic 
institutions and processes with greater 
citizen pa~icipatlen* 

* Pubiic Affairs 5 
Community Services 23 

* Public Administration -I I 
Municipal Development 45 

. ....................................................... 
Hiscellanems fields of study 

......................................... 
2,383 

.... ......... ............ -*I.......... 

ht h &i CWSP-$1 Wii 
ragrams. 



comistent1y supported the current Strategic 
Objectives. HOPS-II management has organized 
future training topics in support of existing SOs. 

Recruitment and Selection 
Procedures 

Procedures for recruiting md selecting CAPS/ 
HOPS Trainees have evoIved over the project 
life. CAPS Trainees often were recruited 
through open advertising, a practice no Ionger 
used. Under HQPS-II, a number of innovative 
practices have been introduced, including using 
existing networks faom A.I.D. Technical Offices 
or intermediary organizatic,-s. 

A. Selec?lon Process Innovations 

The HOPS-I. st@ is commended on the 
introduction of new form of slxort-term 
Trainee selection. TIte use of the week-long 
seminar for Trainee selection sltould be 
rtsaiatained, espe..-ially wlie~r it incorporates 
HOPS-I1 long-term scltolars in preparartion 
for their US. training. Id is a model which 
can be emulated by other Missions. 

The MOPS-H project introduced new, innovative 
selection procedures. Increased cooperation with 
the Mission Technical Offices has also occurred. 
Ako, pre-selection seminars are organized for a 
large number of potentid candidates. The use s f  
these seminars in the final selection of candi- 
dates provides several benefits. Trainees' capa- 
cities and mrnmitment to the program can be 
better assessed than is possible in a single 
interview. Seminars provide an immediate 
multiplier effect as seminar participants not 
selected for HOPS training still benefit. hclud- 
ing subject expefis in the seminap adds sub- 
stance to the training. 

B. Involvement sf Mission Personnel in 
Selection 

CAPS/HOPS has successfully designe 
of training projects which receive 
from USI1JS) Technical Offices 
cedure of sdiciting Technical 
men% in establishing training priorities shodd 
ensure general support for Techicd BEce 
involvement in idmtifjmg candidate 

Individual Technical Offices. expressed great 
satisfiction with CMSIHOPS contributiom to 
their programs and with the recruitment pro- 
cedures that expanded the pool of candidates 
beyond those who would be nonninated if left to 
the discretion of the Ivhktrk alone. However, 
the evaluation team encountered a gene 
of information among Mssion personn 
the success of the program, 
impact in a given area or requirements for the 
Trainee selection. 

e Use of lntemediary 0rganin;ations 

The use of internediary orgmkafions fbr 
nominating Trainees is consistent with US 
poIicy to work with non-govern 
tbns (NGOs) and broadens CAPSHOPS con- 
tacts in the selected areas. However, developing 
intermediary organi 
considerably expat 
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Imcreasesf bad dime slzoufd be fadored info 
program planning so as to ensure broad 
coverage and involvement by the  re^^ 
institutions. 

Innproved cooperation fism proposed interne- 
d i q  groups will require a greater investment of 
time. Pncreased contacts with the intermediary 
organizations through personal meetings with 
NGO officials will establish a basis of mutual 
understanding so that NGQs will recognize the 
unique requirements sf CARSMOPS training 
and the benefits to them ffom participating. This 
investment will yield a larger pool of candidates 
and provide a base for Follow-on projects within 
an established institutional context. 

The pool of candidates for the selection seminar 
should also be expanded by using existing 
networks within the cowtry. The most interested 
group may be firmer CAPSHOPS Trainees, 
who can be reached though the various returnee 
associations such as the Association of Long- 
Term Scholars (ANEDM) and PACOH, the 
national association of returned Trainees work- 
k g  in environmend education and regional 
associations. 

Follow-sn shodd be part of program planning 
and development fiom the beginning. FoIIlow-on 
staE can take %n active 1-01? in building a net- 
work of intermediary organizations. Their broad 
experience with local-level Honduran institutions 
can provide valuable insight i n t ~  the actual 
m d ~ e n t  of the intermediary organizaaions. 

At the mid-pint of the progratq 
dropped bellow the 38 percent particigaaion rate 
achieved by the CAPS propam. The 
discrepancy is in the short-term programs. How- 
ever, the problem is also easily rs~Pved with- 
short-term program, since they cm increase 
their fwu on women's organizations gind 
issues. 

No patkrn of &scrirarina~on against women is 
apparent in the selection process. At the same 
Pime, there was little evidence &at the sdecaion 
process reached out to orgmizaticms 
stated objective is to wark vith women in 
development. 

E. Geographic Distrfb ion of Trainees 

Relative inequities sf CAPS in geographic 

eastern areas of 
come under HOPS-E Western depastraaenits 
with small percentages of Trai 
were successM1y targeted fo 
training and mayors' groups. 



PREDEPARTURE ORlENTATliON A 
TWINING 

Predeparture orientation has evolved over the 
yegs of rhe program. Currently, virtually d1 
Trainees received predeparture training and the 
majority report feeling prepared for their US. 
training. 

The Mission is commended for introducing an 
innovative Predeparture Orientation (PDO) 
m~del  which emphasizes the connection 
between the development needs of the country 
and the training for whch Trainees have been 
selected. This is the guiding principal b e b d  the 
three competency-based objectives (CBO) on 
which the predeparture training program is 
based. The three CBQs are: 

I. the Trainee must demonstrate leadership 
capacities by succinctly describing a problem 
arnd convincing a majority of a designated 
audience of the suitability of the Trahee's 
proposed solution; 

2. the Trainee must reach a level i-, English in 
which she or he can describe his or her work 
activities, explain Honduran development 
objectives, and maintain a conversation such 
that a non-Spanish-speaking U.S. resident 
can recall the content of the conversation; and 

3. the Trainee must be able to classifj. and 
define a range of political and economic 
systems to highlight contrasts between the 
U.S. democratic and fiee enterprise model 
and other socioemmomnic formations. 

Each component ~f the model is designed to 
help Trainees move effectively into the role of 
change agent by preparing them to maximize the 
U.S. training experience. The components of the 
PDO are: 

* a week-long motivational seminar; 

classes in gemad culture dedicated to Hon- 
duran Development issues, nation 
ment plans and problems, the IS. 
tion to IIondura development, and develop- 
ment issues by sector; 

classes in U.S. history, society, atad culture; 

lectures a d  seminars on project management 
skills; 

topping off of basic skilk: mathematics, 
Spanish language, writing and essay skills; 

leadership Training, enhanced by a field 
experience or social project; 

English language tmining; 

basic computer skills; and 

in some cases, specific interchange with 
training institutions through visits by repre- 
sentatives of U. S. training ins~tufions. 

CBO #1 is achieved as Trainees receive leader- 
ship training in the regular course work md 
practice the skills in the field experiences. 
program successMBy achieves CBO #2 as 
Trainees study Honduran development needs in 
the language program, as well as in the other 
program mmponents. CBO #3 is achieved in 
predeparture classes on social and economic 
system. Trainees' awareness of democracy mci 
fiee enterprise has been increased in preparation 
for the U.S. portion. "Phis is creatively 
into the English language program for long-term 
academics. 

At the same time, however, the iranovafions 
bring with them a number ~f chdlenges. Some 
have arisen as a result of success 
Trainees who are fiom disadvantaged p p d a -  
tions. Since Trainees are chosen on the basis of 
their proven leadership skills, hi& academic 
performance and phior knowledge of English are 
not used as selection criteria To colmpensaie for 



this, project staff have introduced the "basic 
skills topping off' component. This and the 
course work needed to achieve the CBOs 
compete with the English language program, 
especially for the long-term Trainees. Teachers 
are working with students whose initial language 
skills are minimal. Competing classwork 
demands have made it difficult for students to 
pass the TOIEFL. Short-term Trainees, on the 
other hand, do not receive enough language 
training to pass the CBO in English, nor is it 
clear it would be cost-effective to provide them 
that level of training. 

The c w m t  program uses the same model of 
training for both groups. Unfortunately, this 
approach fails to address the dfferent needs of 
the two groups. A clearer assessment of the 
needs of each group will allow for the redesign 
sf the predeparture program for each group, this 
diminatkg unnecessary and frustrating elements 
of the curricdum. The refinements will enhance 
the effect of the program and reduce the costs. 

B. Recommendations for General Program 
Components 

Is nre moh'vational seminar slrould clearly be 
retained as an effective program compo- 
nent for short-term Trainees. TBas HOPSXI 
OPfe may w&lo to revrevrew the formad and 
goals of the semiflat fot future long-term 
Trainees to reflect their edrmcatk.mal m d  
professional experience. 

The motivational seminar creates a positive 
attitude towards the training and fosters an 
attitude of opemess md willingness to accept 
new approaches to problems. It hi been 
extremely well received by short-term Trainees. 
Many long-term Trainees, a group with 
generdly higher levels of formal education and, 
conceivably, higher expectations, felt the 
seminar methodology was not well suited to 
their needs. 

The predeparture training has become very Iong. 
The primary objective of predeparture training is 
to prepare Trainees for their U.S. training 
experience and motivate them to act as agents of 
change. The relative weight of the course bas 
moved in favor of rernedd w~rk; the CBOs and 
the PDO are more like in-country training &an 
predeparture training. Some indicatiow such 
as fatigue on anival in h e  U.S. and Ragging 
morale3 suggest Trainees may be ''over- 
prepared." 

CBO #2 is subject to conceptual challenge in its 
formulation. Leadership is defined in only one 
dimension, the ability to rapidly assimilate infor- 
mation and convince listeners on a gatficular 
point in short order. Other relevant leadership 
capacities are not acknowledged. Also, the test 
resulting differ based on the particular topic 
assigned a Trainee. 

Tlre discussion of Honduran dmeIopmenB 
issues slzould remain m integral parf 04 
predeparture training, regardless of other 
moH~~e&ns that may be made. 

Trainees regard the focus on Honduran develop- 
ment issues very favorably. The concrete discus- 
sions and field experiences were generally per- 
ceived as mare relevant thm the theoretical pre- 
sentations on alternative social and political 
forms. The HOPS-II staff should be permitted 
the flexibility to decide which aspects of these 
topics are most important to impart to each 
group. This component also strongly supports 
Mission efforts to use training as a development 
tool. 



C. English Language Training for Long-term 
Academies 

Es Tale Ccpmpeberrq- based Objectrctrves, while 
&table djuncts to the prepmatian of 
Traheex, appear to be less important to 
brig-term Trainees' prepardiopr than an 
hcreasedfocus on English proJiiency ursd 
&nowledge of U.S. academic byee. 

Long-term students and staff were discouraged 
by slow progress made in gassing the TOEFL. 
'This may be due to competing objectives. 
Passing the TOEEX demands one curricrmlm, 
f i l e  preparing for the Competency-based 
Objectives requires another. The outcomes 
suggest that the two curricula may not be 
mutually compatible. 

The three Competency-based Objectives should 
be revised for long-term Trainees. CBO #2, 
stressing English w m ~ c a t i o n  skills, is over- 
taken by the goal of obtaining a score of 500-550 
on the TOEFL. The demonstration of rhetorical 
sblls and the knowledge of political and er3- 
nomic systems can continue to scrve as subject 
matter for the reduced proportion of the 
predeparture trainimg not related to Englislh and 
university preparation (see below for short-term 
recommendations on the CBOs). 

Finally, it may be a false economy to require that 
all English language training be cani;;lcred in 
Honduras, especidly skce it is difficult to create 
an English-speaking environment. While 
teachers9 salaries are considerably lower in 
Honduras (thus lowering the costs of the 
program) the further cost of a large number of 
students in ESL training during the first 
semester of their Master's program may 
outweigh any savings. 

tlleir program Comp&.ng program 
net& should Be corresponding& reduced. 

The primary goal of English language training 
for long-term academics is to enter U.S. 
academic institutions with a score of 5190-550 on 
the TBEFL. This has not k e n  wmsistently 
accomplished. If students do not attain this, heir 
programs are delayed while they continue 
language training; or they are mable to under- 
take a US.-based program. 

HOPS-II s t .  should review the predeparture 
curriculum far long-term academics to reduce 
elements which shift attention from English 
language study. F h e r ,  the p redeyme  train- 
ing should emphasize academic skills, infor- 
mation on U.S. academic institutions, and addi- 
tional field-specific competencies in English. 

Supplementary courses in support ~f the CBBs9 
seem to be a diversion fiom learning English. 
The evaluators do not suggest that these 
elements be dropped &om the course. However, 
it is clear that they should not occupy much 
more &an 20 percent ofthe Trainees' time. 

e m e  in-eoursfry English language frainitzg 
course sh.i!d strive to create the English- 
only U r i ~ I ~  environrnent" thd is best able to 
advance Trainees toward English pro- 
jiciency. 

An outside review of current language 
instruction methods, materials, and personnel by 
a specialist in English as a Second Language is 
recommended. An English-only dormitory for 
the long-term academic students should be 
established to improve the opportunities for 
practicing English and contribute to creating 
group identity. 

Most long-term Trainees were happy with the 
opportunity to spend a week with Pace  C o p  



vohteers. Trainees practiced English with a 
native speaker, and learned first-hand about 
Honduran development problems. However, 
Trainees and Peace Corps volunteers noted that 
the experience would have been more positive if 
&e volunteers had greater advance notification 
of the Trainees' arrival and interests. 

Long-term Trainees should have a greater 
PO& in &signing their U.S program. 

Trainees ate professicnals before recruitment 
and very interested in being more involved in the 
selection of their program of study and 
university. Most want more information on U.S. 
academic life. To meet this objective, students 
need more access to materials about U.S. mi- 
versities. This appears to be consistent with the 
program objectives of leading the Trainees to 
take the initiative in furthering their own career 
gods and in preparing themselves for future 
work in Honduras. Also, volunteer Acadernic 
Counselors should be recruited to help Trainees 
become familiar with programs and universities. 

D. Shod-tern English Language Training 

PI gTIe Competency-based Objective relating 
to EtagIkh proficiency _for short-tm 
Trainees is unretalktic and leads to f~.us&rr- 
dion and unmd expedalion$. 

One of the most vexing questions for project 
st& is the length of English language training 
for short-term participants. The majority sf the 
U.S. institutions selected for Honduran Trainees 
provide classroom instruction and site visits in 
Spanish or include bi-lingual professionals or 
translators. Consequently, there is little need for 
English in the substantive portion of the 
programs. 

Further, most shod-term Trainees, reflecting 
their economdcdly a d  socially disadvantaged 
status, do not have a strong academic back- 
ground either in literacy skills or, especially, in 
foreign languages. 

Therefore, it is recornended that the English 
language training offered short-term Trainees be 
re-oriented to basic survival English, in which 
Traineles are provided elementary wmunica- 
tion skills. Trainees should also be made aware: 
that the course is not designed to provide 
fluency in English. I6 is not feasible to expea 
short-term Trainees to gain the level of 
competency in English required by the CBO h 
the limited time available, even in the longer pre- 
departme training offered those &aced under 
HOPS-II. 

The evaluators recognize the validity of past 
short-term Trainee discontent with brief English 
language training md commend the h%ssion for 
seriously addressing their concern. However, 
experience to date does not demonstrate that any 
ESL program beyond six weeks significantly 
improves the Trainees ability to mmwicate 
fluently. 

The project objective of providing a more 
profound exposure to the U.S. can be met 
through appropriate Experience America pro- 
gramming. This component should be as care- 
fiilly tailored to individual training p u p s  as the 
technical content. Previous evaluations have 
shown that program which focus on relevant 
activities, involve Spanish speakers, zend which 
emphasize hmm interchange can overcome 
many of the difficulties caused by Trainees' 
hability to speak English. 

The central component of B e  C M S H Q  
project is the training in the United States. The 
evaluation did not provide a professiond assess- 
ment of the content of the training programs, but 
rather exmined Trainees' satisfacnion levels 



with the training. Trainees' preparation to 
contribute to Honduran development gods and 
the Experience America activities of the U.S. 
training rmzStitutions were also reviewed. 

u 

A. Long-term Academic Training 

Graduates of the long-term academic progrm 
who have received Bachelors Degrees or 
adkmced degrees are verv satisfied with the 
training they have received. rrainees who parti- 
cipated in the two-year Associate of Arts degree 
program encountered difficulty in finding 
employment andlor transfenimg their credits to 
national universities. Fuheher analysis is needed 
to determine the usefulmess of csmhuhg with 
this option in the long-term program. 

HOBS-II Traimees are frustrated by the c-ment 
process used to select and place them in the 
universities. The program, with its large number 
of technical areas, is also very Biffise and would 
benefit from a sharper focus. This would reduce 
the number of areas that the U.S. contractor, the 
Academy for Educational Development (AID), 
must ded with, allowing them to better select 
universities with excellent programs at a 
moderate cost. 

B. Short-Term Training 

The majority of CMS/KOPS Trainees partici- 
pate in short-term training progrms. Trainees 
report very high satisfaction with the program 
offered by most of the training institutions in the 
U.S. The training offered by the Vermont 
Partners sf the Americas in small business 
development, under @APS/HOPS-< and by 
CSLA and Interface for the primay schgrol 
classroom teachers under CmS-HOPS-II are 
examples of programs which Trainees rated as 
outstanding. The most successM short-term 
programs have incorporated several key ele- 
ments into their training design. 

The following features of the outstanding 
programs should form pa t  of all short-term 
programs: 

sen appropriate needs assessment for the 
Trainees being targeted for the program; 

a clear statement of measurable behavioral 
objectives linked to a specific statement of 
need derived from h e  needs assessment; 

an optimal level of 20-25 participants per 
group to achieve the maximum cost shmkg. 
Larger groups should be avoided due to the 
logistical problem in providing a p d c i -  
patory experiential learning experience; 

in-counhry predeparture orientation and 
training, ranging between two and six weeks; 

appropriate methodology for reaching the 
training objectives, based upon the principles 
of adult l d g ;  

a continual application of the training to the 
Trainees' realities; 

skilled instructors who are familiar with the 
needs of the Trainees prior to beginning the 
course. For the CLASP progrm, this is best 
achieved srhrough a visit by the US. training 
institution's lead trainer to Honduras sufli- 
ciently in advance of the beginning of the 
training to Alow for course ms8ifitxaions 
based on the information gained from meet- 
ing the Trainees; and 

improved communications between US 
Honduras and the U.S. contractor and train- 
ing institutions, by timely preparation of 
contracts aid other administrative documents 
to provide the institutions with adequate 
preparation time. 

C. Commitment 4 0  Applying Training 

MOPS-II long-term academics appear more 
committed than CAPS Trainees to return to 
apply their training to the development problem 
of Honduras. The leadership activities in which 
?hey participated during the predeparture train- 
ing program have successfiuliy raised their 
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awareness of the issues. They are reported as 
being more focused in their work in the United 
States. 

Short-term Trainees are also enthusiastic about 
applying their baking upon return. During pre- 
departure training, they begin preparing concrete 
action glans based on problem they encounter 
0x1 the job or in their comurrity. 

Nearly all U.S. training ktitutiom assist 
Trainees with their action plms to apply their 
training. Trainees report that they wodd parti- 
cipate in Eollow-sn activities supporting the 
application of their training. Since U.S. comes 
are short, training is needed in Honduras to 
reinforce what they studied in the United States. 
Many Trainees suggested that U.S. trainers be 
invited to participate in training and other 
activities in Honduras. 

D. Experience America Activities 

Short-term Trainees receive a wide variety of 
Experience America activities though the U.S. 
training institutions to in~oduce them to U.S. 
culture. 'Phese include homestays, visits with 
local civic organizations and public officials, and 
recreational activities. While the diversity of 
activities represented underscores the unique- 
ness sf community life, the Pack of guidelines for 
training institutions can lead to situations in 
which some of the most critical elements of the 
Experience America program are not included. 

Trainees consistently reported the Experience 
America activities as one of the highlights of the 
US. trainimg progrm especially the homestays 
with American fimdies. Some training institu- 
tions reported hat Trainees were not prepared 
adequately for the culture shock that can occur-, 
however. 

B The predeparture orientation program must 
include a stronger experiential cross-culturd 
orientation for Trainees to prepare Trainees 
far he Experience America portion of the 
program. This should provide Trainees with a 

fuller w.cierstanding of U.S. cultural values 
and behaviors as well as strategies for $d ing  
with culture shock. The amount of .time spent 
on the academic study of government and 
eiawzic, systems should be decreased ta 
permit the expansion of .this component. 

Experience America activities for long-term 
academics depend more upon the indvidud's 
motivation to seek activities outside h e  class- 
room and the activities available through the 
university community. 

FOUR CASE STUDIES OF B 
DMPACT AT THE REGIONAL AND 
NATIONAL LEVELS 

The CAPSM[(SBS program is having a 
significant impact at regional md national levels 
in four major areas: environment, education, 
small business development, and democratic 
initiatives. The initial results fiom tlhese case 
studies show outcomes in four of h e  six lEnb-of- 
Project Status h&cators (EOPS). 

A. Environment 

The leadership skills (EOPS #2) of the returned 
scholars have been clearly demonstrated in the 
successhl acmmplishents of the approxi- 
mately 100 environmental educators trained 
under CAPS. These ;ire: 

1. the formation of PACOH 
hbietltalistas y Consewaci 
PIonduras), a national group o 



concerned about envirsnmentd iss~es, with 
between 200 and 250 members; 

2. the creation of a specialized Department of 
Environmental Educatian within the Ministry 
df  ducati ion; and 

3. support for the development of a national 
maraud for environmental education, which 
has been developed, tested, and is now being 
distributed thougho~t the Honduran elernen- 
tary education system. 

Many BACOH returnees assumed leadership 
responsibilities in national environmental organi- 
zations. They have also motivated non-CAPS 
teachers to join PACOH. These developments 
attest to their ability to act as "mulnpliers" of 
their training experience. 

I Froject Personnd should continue b pro- 
vide suppoi-# for tJie PA C&BH organization 
until the mean berslnig base is solid~j7ed 

8. Education 

Over 75 elernentay school teachers were trained 
in the use of new teaching techniques. Teams of 
teachers a d  principals are now advocating 
system-wide changes by introducing the concept 
of shared responsibility among teachers, 
students, md parents for children's education. %la 
addition, many have shared their new knowledge 
with colleagues thr~ugh seminars held in 
conjunction with the U. S. trainers. 

C. Small Business Development 

The training provided for the small business 
owners has been successful in "achieving a more 
stable and productive.. .economic enviroment9' 

POPS #1) for many inclividuafs, their families 
and wmmunities. Many Trainees are creating 
income-generating opportunities for others in 
addition to expanding their own business. 
training dso contributed to "scholar's under- 
standing and appreciation of a fiee market 
economy and pluralistic democracy" @OR3 
6). Follow-on activities for these scholas, the 
majority of whom were trained under CAPS-1, 
have been minimal to date. 

D. Democratic Initiatives 

All programs theoretically contribute to the 
Trainees' ' b d e r s t a n ~ g  sf a free market 
economy and pluralistic democracy" by pro- 
viding the opportunity to experience American 
democracy first-hand. Training provided for 
mayoral candidates and municipal emp ryees 
supported the government's *move to deCa- 
trdize municipal governments to better meet the 
citizen" needs. By simultaneously traiIrung 
commurmity development Ieaders, political 
leaders, rand municipal employees, U 
created a unique group of individuals 
a common base of knowledge share the common 
goal of improving their c a m ~ t i e s .  With 
continued support for this type of 
USAID has the o~po"twity to develop 
for improved municipal governance in 
Honduras. 

E. Successful Program Design Key to 
impact 

In each of the four case studies, key grwess 
elements were identified as essential to the 
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success of the program. Program st&? carefidlly 
identified md selected appropriate candidates 
!dentifid by the nee& assessment. The program 
design used a "criticd mass" or clustering 
approach to heighten impact. The U.S. training 
wmpment was ~ml8-executed, using appropri- 
ate methodologies for the subject. Following the 
training, two sf the groups received fomd in- 
country support to apply their training, and a 
third, the small business owners, received 
informal stagport from a variety of people. In the 
fourth group of municipal Ievel leaders, the 
mayoral. candidates and community development 
leaders have just recently returned. The munici- 
pal employees have not completed their training. 

IB Bojecd personnel should ensure tJsat the 
elemen& which have contributed Po the 
success of these four Braining programs be 
adop fed tlr rough out the e&ie progmm. 

TRAINEES' IMPACT IN THE WORK- 
PLACE AND THE COMMPJNIN 

Bverdl, CPiPSIMOPS Trainees enjoy high levels 
of employment, with an unemployment rate of 
about four percent. Even though 30 percent of 
long-term Trainees were not employed when 
they began their training, most have found work 
in their field of study on return. 

More than a third of all those surveyed work in 
the public sector. More short-term trainees w ~ r k  
in the public sector than long-term Trainees. 
Less thm 16 percent of retuned long-term 
Trainees currently work in the public sector. 
Over a quarter of the entire sample, and a third 
of the short-term Trainees are self-employed, 
reflecting the Mssion's emphasis on training h r  
mall business management. 

The following remnmermdations result h m  a 
review of the utility of training in the workplace. 

Ill Die ttainitzg design process sJloubd include 
a wide rarage of interested parties $9 emure 
that the kaining plan developed for ifhe 

Designing technical training to be applic 
the workplace is a critical key to enhancing 
Trainee impact. The design can be improved if 
the Trainees and supervisor or inctitutiond needs 
underlie the training design. 

The intermediary organizations need to have a 
greater role in the CWS/MBPS process than 
just that of nominating candidates. Tlhe public 
sector will always find such commitments more 
difficult to make, but local-level public sector 

be involved in the process of 
supporting the Trainee in the workplace and in 
participating in or promoting Follow-on. 

Survey findings show that many long-term 
Trainees Rave resigned their positions before 
training or, on returning to Honduras, do not re- 
enter the organizations where they worked. 
Assistance previously provided by DH has 
been usefid in providing long-term Trainees with 
job placement advice. This support will be 
valuable for the two groups of long-term 
academics currently in the U.S. 

A. Participation in Community Activities 

Absklt 75 percent of all CAPS/MOPS Trainees 
surveyed were actively kivolved in volunteer 
activities before their training and 74 
continue to be actively hv01ved. 
short-term Trainees are more like 
expanded their community acaivi 



Trainees attribute their present roles, at least in 
part, to the "stimulus" or the "vision" that the 
U.S. training experience provided them. 

-Group tr'aiaring phns should project 
expected results wah respect do Traittee 

in vohnleer udvih'es, against 
which outcomes can be assessed. 

It appears that an emphasis on cornunity 
activities and volunteerism has grown under the 
HOPS-Il definition of leadership. Expectations 
&out fostering Tminees* participation in com- 
munity activities on return should be clarified in 
the training design if h e  Project wishes to 
encourage bhis systematically. 

The activities supported through the Follow-on 
program have reached substantial numbers of 
people. Through September of 1993, over 6,000 
persons had directly participated in some aspect 
of the Follow-on program, either returned 
Trainees themselves or others who had received 
-training from the Returnees. The program has 
successilly undertaken the following: 

Monitoring U . & ~ ' ~ O M  of Trdming: Follow-on 
staff have i;==_h.la'shed contact with trainees from 
the early years of the program and remain in 
CQn6aCi with current Trainees. St& have 
successfidly built a strong working network of 
returned CAIPSmOBS Trainees, permitting 
timely monitoring of Trainee activities. Staff trip 
reports have relevant inndbmation on the 
utilization of training. 
Mahtainisrg appropriate data OM returned 
Trainees: A supplementary database, the 
Trainee Tracking System, has been designed to 
provide additional mlormation on returnees. T5e 
aTS has encountered difficulties in implemen- 
tation, however, due to the wmplexity of infor- 
mation included and problems in defining the 
validity of certain indicators. 

Redercing ra-reentry culture shock: 
has tried alternate approaches to ass 
long-term awknaics with men 
shock, including seminars in the U.S. 
Trainees' return, re-entry inm, hdGdud 
counselhg, assistance to 
association of long-tern 'Frineeo. 

A. Current Activities Fall within CLASP4 
Guidelines 

e Follow-on staff have planned and 
implemented activities principally in three area: 
maintaining contact with participants, stab.- 
lishing national and regional associations, and 
finding emp'layn-znb for long-term academics. 
The continuing education mandate of the 
Follow-on program has not received m 
surate attention. 

B. Alumni Associations 

Efforts to establish national level associaaions 
have proven difficult to manage. However, 
recent efforts to organize regional associations 
by department may be easier t~ ac 
Difficulties may arise from the wide rnix ~f 
i n t c i ~ ~ &  involved: small business, peasant pro- 
ducers, tea~Ilcx, md public sector employees. 

Program staE are cormended for having 
provided the necessary %raking and sup 
PACOH and ANEDH leadership so th 
groups are now autonomous NGOs. PACOH 
has accomplished a great the nationd 
environmental arena The %I Executive 
Director is providing excellent senice to 
members seeking employment and re-entry 
assistance. 
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However, Folliow-m resources are limited. It is 
&ekefore necessary to make Judgments as to 
when the Follow-on program must greatly 
reduce or end support for one of its initiatives. 
Staff must criticdly assess the relative value of 
continuing more support ha one group com- 
pared with offering Follow-on support to a 
broader audience. 

Planning o r  support 04 the new 
departmental associations should be done 
systemaiZaiZcally and coherently thro~gh 
Peadersli@ seminars for the newly chosen 
leaders. 

A leadership seminar for the new departmental 
association leaders will enhance planning 
capacity and provide Follow-on staff with 
valuable infiormation on how to use its own 
limited resources. Once departmental leaders 
have been selected, a four to five-day seminar 
should be provided. This will give the depart- 
mental alumni group; the opportunity to forge 
contacts with other departmental associatiors 
arnd to discuss goals, activities, and A.I.D.'s 
limited Follow-on support. One result of the 
seminars should be a clear "mission statement" 
to serve as an infomail contract between the 
regional associations and the Follow-on 
program. 

C. Expand FolPawxm Program 

By focusing on the growth of the a l m i  associ- 
ations and employment for long-term academic 
returnees, Follow-on staff have paid less 
attention to other groups. Delegating respomi- 
bility for these activities to the associations 
would free staff to focus an the needs of other 
Trainees. Obviously, my work plan addressed to 
2,000 people will have to establish priorities md 

a sequence. On the other hand, Follow+n's 
limited resources should reach the: largest 
fmible number. 

DER CONSIDE 

It was recommended above &at the program 
strive to meet -he target percentage aFor the 
recruitment of women, especially in short-term 
training. 

A. Training Themes 

Project personnel are to be commended for 
recognizing and correcting the tendency to train 
prirnaily male doctors in the he 
by offering courses for nurse 
technicians. In fields where women tracliPjilondPy 
predominate, such as education, it wiI1 be 
relatively easy to achieve the rewmmended level 
of 40 percent phcipation. Atknfion s 
paid to bdmclng training themes, 
limits of program constraints, so & 
which relatively few wmen are employed will 
not predominate. 

IB. U.S. Training Programs. 

No problems were reported by Trainees or the 
U.S. training institutions to b&cate 
nation based on gender. Women Trainees have 
occasionalIy encountered 
from U.S. students. women were 
embarrassed to speak about the probfem a d  $id 
not know who on campus woUId help them. 
problem should be addressed d h g  the cross- 
cultural training of the predep 
program, when b t 5  men and 
about U. S. femde-mde interactions. 



Women Trainees have been harassed by men in 
the training pmgram, Occasionally, women who 
travel hdependently are viewed with less respect 
by Honduran men. This issue must be discussed 
with men md women during the predeparture 
orientation program. 

C. Women and %he I pact sf Training 

The CAPSMOPS training appears to be an 
empowering experience for many women. The 
project has had a significant impact on women's 
lives, fim concrete improvements in their 
income and employment to more far-reaching 
and permanent attitwhnd changes. Many of the 
men, on the other hand, expressed a desire to 
return to the traditional Honduran values and 
behavior which continue ;o foster male 
superiority. 

The training has enhanced women's employment 
opportunities. The employment rate for women 
returnees (86.3%) is lower &an that for men 
(95.3%), but significantly higher than u70rnen 
overall in Honduras. In 11990, the labor force 
participation rate for women between tRe ages of 
3 5 and 65 in Honduras was just over 30 percent. 

Women appear to have higher job rnobili~ than 
men and many of the women who studied on 
long-term academic programs expect to be 
active in the labor force throughour their lives. 
Former Trainees have reached positions of 
increased responsibility. Women are aspiring to 
positions of greater responsibility and searching 
for ways to break through the Honduran 
equivalent of the glass ceiling. 

Women trained in business management have 
aIso benefited. In Honduras, over half of the 
women in the labor market are self-employed 
(54%) compared to 35 percent sf men. By 
offering training opportunities to this group of 
women, the GAPS-HOPS program is making a 
substantial contibution to improving the 
opportunities for women's productive activity. 

obstacle women re 

The relative costs of rhe U.S. 
agency for MOPS-II project were 
the training costs incurred by Cen 
Missions participating in CLASP 
the Mission's costs for non-CLASP phcipanrt 
training programs. Also, the casts of the in- 
country training were analyze 

Training Cost dysis (TGA) infomaGoa 
shows that the Honduas Project's rel[a~~fe costs 
for CAPS in the: United States were in 
range among Central American h 
participating in CAPS. The relative costs for 
HOPS-fI vvere in the low-to-mid-range am- 
pared with Central American Missions par- 
ticipating in CLASP, 

The costs for HOPS-II were lower 
of non-CLASP participant training 
were substantially lower than the 

small groups, have been cuntaited. 

The HOPS-EI project is success 
to meeting the Mssion's S 
and Trainees are hatkg 
regional and national level in several areas. 

's success is not ~*6ddy  
d same ~spe~ieepGlotss 

about the psogm persist. 



Some emonmusly view HOPS-PI as cost- 
effective, where project costs md objectives 
have not been held to the same stringent 
requirements as exist ekewhere in the 
portfslio. Project officers are ofien aware of 
specific training hitiabSves which support 
specific projects. Senior Mssion staff, however, 
do not appear to be aware of CLASP efforts to 
support fission strategic objectives. For 
example, the evaluation team was surprised to 
l e m  that some policy personnel asked whether 
HOPS-I][ should not be supportive of Mission 
Strategic Objectives, when this issue had been 
long resolved by OET personnel. 

Some decisionmakers tend to see CAEPS/HOPS 
as only a scholarship program, with primarily a 
public relations purpose. They suggest that 
stand-alone training projects are not wananted, 
given the need to center all Mssion activities on 
the priorities established in Mssion Strategic 
Objectives. 

RECOMMENDATIONS TO IMPROVE 
COMMUNlCATlON ABOUT HOPS-II 

The evaluators make the following three 
recommendations to OET and CAPS6HOPS 
staff. 

me CAPSHOPS office should establish 
more regular internal comunications with 
the Technical Offices and other divisions 
within the Missioal. Many options exist for 
improved comunications, such as an 
ir&onnal "Training Notes" newsiletter, regdm 
brown bag lunches on training topics, 
increased contacts between bonh depating 
and returning Trainees md 
nel, and, perhaps most importantly, frequent 
(more &an annually) contacts with Mission 
ofices about heir concerns and suggestions. 

Even with reduchons in 
stand-alone ta 
themselves at 
and project activities, rather &an as a 
separate '%training" sector. 
If Pfioject has definite p 
for target ppulatiom and training fornag 

et, the breadth of h e  project 
o be presented 

mech~anisrn to the ;teclmicd fields 
to 4th improved wmruljcations, will s, 

build a strong interest group who lundees 
how human resource deveiopment md 
training support development. 

OET and the CAPSMOPS 
describe more explicitly how 

ssion Strategic Bbjecdves. 
osf current training groups and tepics 

can easily be p f a d  un 
ofthe SOs, more detail 
relationship is advisable as the "'s~ategic 

t'" approach. becomes 

business Trainee 
kdicatoss at the 

will facilitate &is. 





MID-PQfMT EVALUATION OF THE 
MOPS-II PROJECT 

The purpose of the evaluation is "to assist 
USAlED/Mormdnras in evaluating the current 
status of the s e m d  phase of the Honduras 
Pace  Scholarship Project (HOPS-TI, Project 
No. 522-0364) md define strategies aimed at 
obtaining maximum development impact." 
HOPS-II is the USA)IDmonduras Project of the 
regional Caribbean and Latin American Scholar- 
ship Program H (CLASP-II). 

The scope sf  work for the evduation (see 
Appendix A) requires that the following four 
components of the HOPS-II Project be assessed 
for their effectiveness in promoting development 
impact: selection procedures; predeparture train- 
ing strategies, objectives, and activities; U.S. 
training; a d  Follow-on. The HOPS-IE Evalua- 
tion was charged with "'detemhing the degree 
to which WOBS-%I stmegies and activities are 
achieving increased development impact, im- 
provements in leadershp development, 'Experi- 
ence America,' and the quality and relevmce of 
training as compared to the lower cost predepar- 
ture and follow-on strategies used by the CAPS 
and HQPS-I. Projects." The Mission was d s ~  
concerned about diflterentid effects of the 
Projects on Trainees by gender. 

The evaluation focuses on the current status. and 
potentid improvements in the HOPS-III Project. 
However, HOPS-II was in a very early stage of 
implementation at the time of the evduation, 
having only begun to send Trainees to the U.S. 
in Ell 1992. The first group of long-term tech- 
nical Trainees was returning b Honduras just at 
the time of the evaluation in August-September 
1993 (three other long-term groups were still in 
training in the U.S.). While 146 short-term 
Trainees had received U.S. trainkg since the 
first group left for the ' 1 9 3 .  in late 1991, only 40 
had been back in the country far more than six 
monhs, a minimum geenod to begin to address 

issues of Trainee impact. Therefore, the evalua- 
tion examined two related dimensions of HOPS- 
XI in order to glace current activities int 
broader context. 

First, the evaluation adopted a dual approach 
of' focusing on process--how the Project is 
presently carried out aPld at options exist 
for my possible hprovernents-and out- 
comes and im~~cP--how 
the training and the degree 
attribute their subsequent activities to the 
training received. Ttne evaluation dso 
exmined the immediate results of the 
HOPS-JP implementation process as well as 
the projected outcomes based on past experi- 
ence with ssimila~ prograrplming. 

Second, to draw such mmparisons with past 
experience, the evaluators ]I 
detail at the previous Central 
Scholarships Prqiect (CAPS, Project NO. 
597-0001), a regional project with centpal 
funding from the Latin America and Carib- 
bean Bureau of U 
was carried out in 
Mission h d i n g  ( d e t  "'HOPS-I," Project 
No. 522-0329) from FY 1987 throu 
1991. Residual &funding fram the 
Project has been incorporated into HOPS-& 
so that lf 06 of the 146 previo 
short-term returnees were 
CAPS, not HOPS-ILT. CAPS Trainees pro- 
vided much of the idomation to be fo 
the following pages with respect to the ePIFec- 
tiveness of CLASP training and its impact in 
Honduran society. 

Fn each of the chapters to f ~ & w ,  training out- 
comes fiom past yeas of the CAPS p r ~ g r q  

process. 



CAPS IN CENTRAL AMERICA 

The Central American Peace Scholarships Pro- 
ject (CAPS) was USAID9s response to the 
recommendation by the National Bipartisan 
Commission on Central America (the "Kissinger 
Commission") to broaden training opportunities 
for the people of Central America CAPS was 
designed to counter-bdsbnce the dramatic 
increase in Soviet and Soviet Bloc scholarships 
in the region and was therefore intended to reach 
beyond traditional A.I.D. participants to grass- 
roots groups who had little access to U.S. 
trahhg. The Project was unique in its efforts to 
direct scholarship opportunities to "socidfy and 
economicaily disadvantaged individuals" who 
ha$ traditionally been excluded from scholarship 
programs. Training was to be provided for 
"special concern populations, such as the poor, 
women, hdians and other minority groups, and 
urban and rural youth." Emphasis was placed on 
selecting leaders who would share their training 
with others as "multipliers" in the csmunity or 
workplace, maximizing the effects of the CAPS 
Pr~gam.  

CAPS, along with the other regional CLASP 
projects in the Caribbean and the Andes, 
adopted the following targets: 

a minimurn of 40 percent of all scholarships 
recipients must be female; and 

at least 7C prcent of the recipients must be 
fiom socially andlor economidly disadvan- 
taged sectors ofthe society. 

The ppincipd god of the Project was to 
"contribute to the formation of more effective 
manpower resources, &ereby emuring the 
leadership md technical skills needed for the 
progressive, balanced and pluralistic develop- 
ment of selected Central American countries" 
(CAPS Project Paper 1 985: [page]). 

in the region. At the s m e  time, it dso gave 
increased attention to expanding Trainees' 
understanding of the demacratic and plurafistk 
values of the United States by fostering cU1i;tup.d 
and personal exchanges mong Trainees 
U. S. citizens though "Experience America'' 
programs. 

CAFWHOPS-I IN HONDURAS 

The CAPS/HOPS-I program in Honduras 
(referred to here as "CAPS") began in June of 
1985. For most of its life, activities were 
administered by two coa9acting institutions, the 
Academy for Educational Development (MD) 
and the National Partners of the Americas 
(NAPA). The Short-term Technicat training 
component of the program, which provided 
programs fiom two weeks to several months in a 
variety of tecfanicd areas, was: managed by 
NAPA in several of its organizational forms. 
AID took responsibility for training in both 
technical and academic fields for long-term 
programs (those lasting more than nine months). 
Both NAPA and BLEg were responsible dbr the 
necessary iin-counq preparation for their 
respective candidates and for placement of the 
Trainees in U.S. based institutions. Partners for 
Internationid Education and Training (P.I.E.T.) 
sponsored four program in 1988. 

A total of 1,980 participants received &Sing 
during the CAPS program. It was largely 
successll in targeting the categories of persons 
mandated in the CLASP Program. Some 751 
women, about 38 percent of the Trainees, were 
trained. This is slightly less than the 40 percent 
goal adopted for the project. Seventy-he 
percent of the Trainees were from &sadvmtaged 
populations. About 78  percent of the Trainees 
participated in short-term program and so 
percent were identified as '2icacade~c7' in nature 
(see Table 1.1).  

CAPS provided training in fields considered 
c r i t i d  to the development needs of the countries 



Table 1.1 

CAPS Trainees through Fiscal Yea? 1993 
............ .. ............................................................................................................................................. -.." .................... -e-.- -.-... -...---*.*.-----.----- ............................ 
Fiscal Totag Female Academic Long-term Bisadvantagd 
Year Trainees No. X No. % No. % No. % ..-. ..................................................... ...........*........-..-..............-............-..............-.....................................".......................-.-*. ..................... - -..................... 
1985 209 70 33 31 15 17 8 106 51 
1986 290 88 3Q 62 2 1 65 22 1 60 55 
1987 403 135 33 125 31 4 32 33 326 $1 
1988 409 130 32 117 29 113 28 345 84 
1989 350 159 45 110 3 1 l a o  31 322 92 
1990 3 50 7 1 47 0 0 144 96 
1991 "10 62 62 0 0 99 99 
1992 9 5 56 0 0 9 5 09 
1953 60 3 1 52 60 108 0 60 108 ........................-..-.....-..... . -..-. .............................. ........................... .............................. .. --.--...--.-*. .......... -... ..... .- .....-... -..---...- ............ -..-..-- ................. 
TQTAL 4,988 75 1 38 SQ5 26 437 22 1,571 79 .. ...-.............. _.. ............ "... ......... ............................................... . ......................................................................................... *.*.......*.-.- ........ *-.-......*-- ........ ....-. . 

Source: CIS through September 30.1993 

HOPS-!! IN HONDURAS 

-h 1990, the Mission drew on its previous 
experience with the CAPS Project to design 
HOPS-TI, incorporating guidance that had been 
developed for CLASP-II. MOPS-D[ emphasizes 
welt defined, high quality predeparture orienta- 
tion, U.S. training, and Follow-on activities to 
obtain maximum development impact. 

HOPS-H is expecting to be h d e d  at levels 
considerably lower than originally projected. It 
was authorized at $1 5,OQO,OQQ, and obligations 
through FY 93 were srigixadly schedded to be 
$1 1,500,OOQ. Obligations at the time of the evd- 
uation were only $6,116,880. An additional 
$ 5 0 Q , ~ O O  is anticipated for P11 93. After this, 
there may be no additional funding available for 
the Project. 

Program administration was reformulated under 
HOPS-II. HOPS-11 is being implemented by a 
Honduran norm-governmental organization, the 
Honduran Advisory Comcil o r  Human 
Xesoulrces Development (the Centro Asesor para 
el Desmoflo de los Reclnrsos Humanos or 
CADERH). CADERH is responsible for pre- 
departure orientation fir all long-term academic 

and technical Trainees, and short-term technical 
Trainees. AED, now a subcontractor 
CADEIM, is responsible for both short- aard 
long-term placement in US. training k t i ~ t i o n s .  
The Follow-on program has been developed 
directly in the Mission's Human Resources 
DivisisdQffice of Education and 
through two contractors. The BED/ C 
HOPS-I1 Qffiee and CADEW itself provide 
logistical and financial support for FoPlow3an. 

HOPS-H mntiplues with selection targets of 40 
percent women and 70 percent from socially or 
emnomicdly disadvantaged backgrow&. 
HOPS-& like other CLASP-II projects, has 
increased its emphasis on the selectbn of Peaders 
as Trainees. 

To date, a total of 203 Trainees have received 
training under HOPS-II (see Table 1.2). 
percent of the Trainees me women and '74 
percent are fiom disadvantaged populations. 
Twenty-eight percent (56 Trainees) are studying 
in the United States in long-term 
progillllls; four percent of the Trainee 
participated in long-term technical training 
programs. Sixty-eight percent (1 3 93 have 
part in short-term technical training program. 



Table 4.2 
CAPS Trainees through Fiscal Year 1993 --..-*.......-.--*......*.--..-.-..-.*--.* ............................. *.* .-.. - ...... -- ..-. - --.. 

Fiscal Total Female Academic 

EXPECTED PROJECT OUTCOMES 
FOR HOPS4 

In broadest tenns, the impact of HOPS-II is 
expected in two areas which are criticd f ~ r  
improving the economic and social conditions of 
Honduras: 

1. establishing and promoting a more stable 
social, political and economic environment 
that is conducive to economic development; 
and 

2. complementing other national efforts for 
developing a human resource base of edu- 
cated md skilled Hondurm and capable 
leaders for managing and implementing new 
policies amd programs in the work place, 
communi@ and nation, (HOPS-PI Project 
Paper 1 W2:24). 

These broad en& are made more specific in the 
End of Project Status Indicators (EOPS) out- 
lined in the MOPS-II[ Project Paper and listed 
below. As indicated, the expected results are 
formulated Iargely at the individual level. Initial 
outcomes with respect to the indicators are 
assessed in a preliminaq fom in this mid-term 
evaluation. 

The EBPS for HOPS-II are: 

1. Returned scholars will contribute tourards 
establishing a more stable zsnd productive 
socid, political and economic environment 

through specific actions within their respec- 
tive spheres of influence. 

2. Leadership skills and roles will be enhanced 
for returning scholars as demonstrated by 
their actions and position of leadership. 

3. Training will result in increased salaries and 
responsibilities for returned scholars. 

4. U.S. fiendships and relationships will be 
established and maintained. 

5. Training will result in increased produictivi 
and a multiplier eEect through the sharing of 
new skills and bowledge with others. 

6. The scholar's understanding and agprecia~on 
sf a free market economy 
democracy will be enhanc 
Projed Paper 199224). 

As a result of the recent move in ALD. pl 
to adopt Mission strategic planning, US 

has focused its po 

Increased private invemenc p 
trade; 



* More efficient management sand sustainable 
use of selected natural resources; 

Healthier, better-educated Hondurans; and 

More responsive selected democratic institu- 
tions and processes with greater citizen p h -  
cipation. 

CAPS and HOPS II were developed prior to the 
establishment of Strategic Objectives. Neverthe- 
less, the principal training topics over the years 
Rave consistently supported the current Strategic 
Objectives (see Table 1.3). HOPS-II manage- 
ment has organized future training topics to 
support existing SOs. 

MEASURING W E  tMPACT OF CARS 
AND HOPS-II IN HONDURAS 

SuccessMly measuring the impact of develop- 
ment projects depends on establishing a relation- 
ship between the activities of the project and the 
specific development-related outcomes that the 
program is designed to achieve. This requires 
that the training be designed in such a way that 
expected outcomes are specified, so that sub- 
sequent accomplishments car! be measured 
against those outcomes. For the CAPS Project, 
the specific impacts to be expected fiom US. 
training were seldom specified. Expected out- 
comes were phrased in broad terns which 
wmplieate issues of measurement. This affects 
the way in which this evduation has been 
conducted. Impact is defined as a posreriord 
using indicators which were not initidly part of 
the project design. 

In this evaluatim, '"impact" is defined in terms 
of concrete activities in which Trainees engage. 
The evaluation was designed to fixus on 
outcomes rdaated to CAPJSHGPS training in 
Trainee activities on the job, in educaeioind 
endeavors, in cornunity participation, and 
changes in attitudes and aspirations. An ad&- 
tiond i)e of interest included returnee activities 
directly related ta CMSIIPOPS Follow-on pro- 

Table 1.3 

Wonduaas/CbASP- I! f raining Areas and 
USAID/b0onduras Strategic Objectives 

....... *.-.----.-------..- ............ -.. ...-.-........... . ..-.......... ............... 
Total 

'0. Increase agricultural investment 
production, and exports 599 

- Agribusiness and Agricultural Production 181 
Agricultural Sciences 86 
Agricuitural Economics 31 
Animal Production 73 
Horticuiture 36 

* Dairy 151 
Agronomy 35 
Fruit Produdion and Marketing 26 

...... . ...........-.......- -.*..-.---....-.-----.- ............ .-----.-.---. 
2. Increase private investment, 

production, and trade 581 

Business and Management 51 
Business and Ofice 13 
Marketing and Distribution 9 
Banking and Finance 20 - Business Administration and Management 57 

* Small Business Management 43 t 
..... ......-..-............-..................... - ......-...-....-.- ---- ------------ 

3. More efficient management and sustainable 
use of selected natural resources 160 

Renewable Natusai Resources 4 4 
Environmental Education 162 
Forestry Science 35 

a City, Community and Regional Planning 9 

4. Healthier, ktter4ucat& H~ndurans 3 

Education 
Education Administration 
Secondary Education 
Teacher Training 
Technical Education 
Allied Health 
Health Sciences 
Population and Family Planning 

....... .......... .-.-....---.. ........ -..._.______.......___.1_.....1_._.._1_.._.._.______.......___.1_.....1_._.._1_.._. -.------.+--.--*-------..- 
5. More respansive selected democratic 

institutione and processes with greater 
citizen participation* 

Public Affairs 5 
Community Services 23 
Public Administration 4 1 
Municipal Deveiopment 45 

....-......... --------* ------------.-----. 
Miscellaneous fields of study 306 

TOTAL SCHOLARS 2,183 
. .. ...... .....-.. ..........-- --.------..-- - --------- ----.. 

"mcraaic practices are taught in a01 CUSP-II Brainilag 
programs. 



graunming. The evaluation gives special attention 
to the way that female Trainees have been able 
to apply their training and to serve as leaders and 
change agents. The evaluation also analyzes the 
CABSmOPS Projects with respect to their 
impact on wider development goals as stated in 
USAIDMondwras's Strategic Objectives. 

METHODOLOGY FOR CONDUCTING 
THE EVALUATION 

A combination of quantitative and qualitative 
methods was used to gather the views of more 
than 300 CAPS and HOPS-II Trainees. They 
were interviewed by the Aguirre International 
t m  to detennine how they are using their train- 
ing, as well as to elicit their views on the pre- 
departure orientation, the U.S. training, and 
Follow-on activities. Trainees were asked to 
discus their present activities at work and in 
their communities, their judgments on the utility 
and relevance of the U.S. training, their under- 
standing of U.S. society, and their present and 
future participation in the doIding Follow-on 
program. A detailed explanation of the methods 
employed fo'ollows. 

Intewiaus with A.I.D. personnel and CAPS/ 
HOPS project sgafl Mission Technical 
Officers were asked about the CAPSHOPS 
Project, their understanding of Mission prior- 
ities in training, and their expectations dbr the 
Project in a time of reduced resources. Also 
interviewed were the Project implementers, 
both witkin the Mission in the E&T Office 
and with the Institutional Contractors' repre- 
sentatives located at the MOPS ofice. 

Open-ended interviews with priicipants, 
and in some cases with&ends, family, asso- 
ciates, and co-workers. Trainees were inter- 
viewed individudly and in fmus groups, in 
which six to twelve persons participated in a 
group interview around limited topics. In the 
focus groups, the program was discussed 
with several groups h u t  to undergo tnining 
(including a group of blind Trainees, water- 

shed specidists, and a recently departed long- 
tern group, who were interviewed in Wash- 
ington after their arrival), as well as with 
retmed teachers, small business owners, and 
alumni association leaders. 

A survey of over 250 former Trainees, 
including CAPS/HOPS--% and HOPS--II 
Tminees. A random sample stratified by sex 
and long-tedshort-tem .training (i. e. , 
similar proportions of men and women, as 
well as short-term md long-term Trainees as 
exist in the overdl CMSIHOPS population) 
was selected. Efforts were made 10 assure 
that the survey reflected, as much as possible, 
the geographic distribution of the Trainees 
throughout Honduras. The questionnaire was 
modified after the team's arrival to incorpor- 
ate questions that U S D m  personnel, 
and HOPS and Follow-on s W ,  thought 
important. The questionnaire focused on a 
range of themes, including a considerable 
number of questions relating to the current 
activities of the Trainees so as to detennine 
outcomes and impact related to CAPS/WOPS 
training. 

The evaluation has been designed to answer a 
series of specific questions relating to both the 
effectiveness of past implementation and. i h r e  
options for programming. The questions 
lying the study relate to each component of the 
CAILPSMOPS Projects. 

REPORT OUTLINE 

Chapter Two examines the recseritment and 
selection process and the geographic distribution 
of Trainees throughout Honduras. Chapter 
analyzes predeparture orientation and & m m  
with an emphasis on the expanded jFZBPS- 
predeparture program instituted 
benefits of the program are ki&I 
mendations focus on the need 
departure training programs 

24 * CLASPlHorPduns Report 



differing needs of each group. They currently 
follow parallel currdcdums. 

A special area of emphasis is the English 
language progrm. Recommendatio~ls are 
directed at possible ways to improve the process 
so that long-term Trainees attain their overriding 
goal of sufficient proficiency in the English 
language to pass the TOE= examination. 

Chapter Four reviews CAPS and HOPS-II U.S. 
training. Exit Questionnaires administered to 
Trainees provide the principal source of 
inlFomatisn for the analysis. The effectiveness of 
different CAPS/II[OPS progrm is assessed. 

Chapter Five presents four case studies sf 
particdady successful CUSmOPS training 
efforts: the environmental education Trainees 
who went on to form the PACOH organization; 
elementary school teachers and administrators 
who were trained in ~ o v a t i v e  classroom 
methods; small business Trainees from the 
CAPS program; and the impact of CAPS/MOPS 
training on the development of democratic 
institutions and practices in Honduras. The 
current activities of these groups are reviewed 
and they are compared with other Trainee 
groups who participated in the evaluation. 

Chapter Six examines Trainee outcomes and 
impact, focusing on employment and cornunity 
activities. The chapter analyzes Traineesy 

present labor force participation and assesses 
how they have been able to use their U.S. 
training and experience on the job ad in their 
volunteer activities. Chapter Five also exasnines 
the degree to which CAPSKOPS Trainees have 
been effective multipliers of their training. 

Chapter Seven analyzes gender issues in he 
CPhPSNOPS program. Analysis is directed at 
the degree to which CAPSiHOPS training has 
been effective in incorporating women (espe- 
cially disadvantaged women) into the training 
process. 

Chapter Eight describes the FolIow-on Program, 
which offers activities to Trainees upon their 
return to Honduras. W l e  Follow-on has been 
h d e d  ofPicidly only in the past two years as 
part of the HOPS-I1 Project, the repofl discusses 
earlier efforts under CAPS. Recent efforts to 
foster the development of occupaeiond a d  
regional organizations are discussed. This 
chapter also examines the role of the alumni 
association established for long-term Trainees, 
the Asociacion Nacional de Ex-becarios para el 
Desarrollo de Honduras (ANEDH). 

Chapter Nine reviews cost issues. 
training costs of HOPS-IX are compared both 
with other costs from the Central American 
region as well as with U.S. training costs of 
project-related training. 





This chapter reviews the recruitment and 
selection of Trainees for the GABS/MOPS pro- 
gram, with special emphasis given to the irano- 
vations introduced in the selection of Trainees by 
the HOPS-HI program. The overall geographic 
distribution of the Trainees and the number af 
women Trainees sent under the entire program 
will also be discussed. Conclusions a d  ream- 
mendationas will address the specific concerns of 
h e  Mission, including 

how the project can respond to the Mission's 
participant training priorities; 

how a0 assure higher levells of participation 
among departments md municipalities which 
have not had equitable participation in the 
CAPS, HOPS-I and -HI programs; 

how the project can assure ahat at least 40 
percent of the long- and short-term scholar- 
ships are awarded to women while meeting 
other project goals and requisites for award- 
ing scholarships; and 

* whether costs can be reduced, and how. 

A. Selection of Trainees for Mission's 
Training Priorities 

For a number of years, the Ofice of Education 
and Training has invited all Technical Offices to 
communicate training needs for the year's pro- 
gramming. In the past two years, Phis list has 
also been oriented to iJSA1D/Hondurasys four 
Strategic Objectives. Available project resources 
are measured against requests to establish h n -  
ing priorities. 

Models used for recruitment and selection have 
evolved over the years of CAPS and MOPS-II. 
For instance, both long- and short-term Trainees 
for CAPS were often recruited through open 
advertising, a practice no longer used. Under 
HOPS-& recruitment has largely been facilitated 
through existing networks involving A.I.D. 
Technical Offices or through i n t e n n e d ~  
org&tions- 

B. Technical Office Participation in 
Candidate Recruitment 

Once training groups are determined f i r  the 
year, several approaches have been wed to 
select candidates f ~ r  short-term training pro- 
g r m  under MOPS-II. Perhaps rthe most suc- 
cessfid courses have been h s e  developed in 
cooperation with the Mission's Tec 
Ofices. Recent examples include the wat 
management course, the rnruricipa? development 
program for mayoral candidates, the on-going 
program of teacher training, and 
ology course for personne! of the 
Health. h each case, Technical OEce personnel 
drew on relationships developed through other 
U S D  project activities to broaden the range of 
potentid nominees who wdd then be 
in the selection process. 

primarily by mde physicks. NomiPldokx for 
foreign scholarships made at the Ministry level 
reportedly overwhelmingly favored 
(as opposed to other health professi 
men (as opposed to women). T 
&ties for 0th 
women were li 
CABSrnOPS 
worked with US 
provide other groups of health professionals h e  
c pporhmity to receive training. 
a group of nurses' assistants was sent for grain- 



ing, providing a much needed career incentive as 
well as professional development for a non- 
physicim group. This year a group of 30 nurses 
has been selected to receive the epidemiology 
course. h both cases, the selection was handled 
a$ the regional levels, whjch most observers 
believe has largely eliminated political influence 
from the centrd oGces. Field-level supervisors, 
md not just Ministry-level officials, participated 
in tbe nohat ing process. 

The selection process wed for the most recent 
teacher training program has been equally 
successful. Supervisors from 18 Departments 
were asked to nominate outstanding teachers 
from their regions. The 60 teachers received two 
months of U.S. training, while the departmental 
supervisors also received a week of training in 
the United States. Returned teachers organized 
follow-on cuurses fir assistant regional supewi- 
sors, a strategy designed to maximize the impact 
of the US. training by encouraging the educa- 
tional herzrchy at the departments? level to 
support the training ahrough a greater under- 
standkg of its content. 

Interviews with Technical Officers in @cd- 
m e ,  natural resource management, sanit2.tion, 
health, municipal development, and basic educa- 
tion who have worked with MOPS-I8 staff in 
planning recent short-term technical training gro- 
gram universally reported being pleased with 
the selection process. They were generally satis- 
fied with heir role in facilitating HOFS-E access 
to a p l  of ptentidy qualified applicants, and 
were complimentary of the prxedures by which 
HOPS-H made the final selection. This included 
their appreciation of the HOPS- project recruit- 
ment targets which made it possible to lessen the 
likelihood of favoritism. 

C. Pre-selection Seminar Using Contracted 
Personnei 

In some of the recent short-term programs, 
another innovative approach has been adopted 
far the selection process. Experts in the subject 
area of training have either volunteered or have 

been contracted to recruit the candidates and 
organize a preliminary selection seminar (see 
below). 

In the case of the blmd rehabilitation group 
trained in the U.S. in October 1993, the 
II st& identified an expert in the ar 
recruited candidates from those identified by or 
nominated &om four organizations, in spite of 
internal conflicts among the groups. In a second 
case, the recent Small Business Development 
training program, the seminar leader was am- 
 acted h u t  one month prior to the beginning of 
the seminar. The prinaq vehicle that she used 
to identi@ candidates was a letter to inter- 
mediary organizations baiting ahem to n 
smdl business owners whom they believed met 
the qcalifications for the MOPS-II program. 
Unfortunately, the response from these groups 
was &sappintingly smd.  The expert ultimately 
relied on her personal network to recruit tihe 
target number of potential candidates for the 
seminar. The selection process continued with a 
seminar far approximately 80 candidates from 
whom were selected a group of 30 Trainees (see 
below). While the group was bdmced between 
men and women, it did not reflect a wide 
geographic or institutional distribution since the 
initid pool of candidates was not as represen- 
tative of the entire country as would have been 
possible with a longer lead time. 

D. Long-term f mime involvement in 
Seiection 

The 1993 long-term academic trainees were 
brought into the process of trainee selection for 
short-term program as a p of their predepar- 
ture training program. Long-term Trahees set 
up severd seminars in their fields of expertise, 
including environmental education, w&ershd 
management, epidemiology, and the marketing 
of organic produce. The Trainees took respnsi- 
bility for designing the CUTT~C~UITE, mntad=ting 
additional trainers, establishing 
with HOPS staff guidance, 
diary institutions to nominate seminar 

group of 60 to $0 p 



in each week-long seminar. At the end of the 
week, the long-term Trainees, jointly with the 
MOPS staff, interviewed and selected 20 to 30 
of the participants to form a HOPS short-term 
training group for U.S. training. 

Selection seminars lead to cross-discipline 
intei-ch ange 

Through the group seminars, the selection 
process becomes a practical learning pro- 
cess. For example, during the selecaon 
seminar for elementary school teachers, 
several of the prirnay school teachers 
were discussing one of the biggest prob- 
/ems they face: the poor nutrition of their 
students, which causes them to fall asleep, 
have short attention spans, and nat 
perform up to their potential. One of the 
grejecf staff asked why the school had not 
planted plantains or other crop to have 
some additioml resources to feed the 
children. When a reacher answered thar the 
soil rs boo barren to grow anything, 
another who had participated in the envi- 
ronmental educahon program replied, 
"Well, where is your compost pile, which 

you could then use to fertilize the soil?" 

Mmy benefits derive from this hovatisn in the 
selection process. The selection process "is not 
just m interview, but a course, which gives the 
potential Trainees a chance to experience a bit of 
the program," as the project coordinator com- 
mented. The selection of the Trainees then is 
based on a more realistic assessment of the can- 
didates &an can be achieved fiom an interview. 
Second, the multiplier effect of the program 
begins immediately. As the Cmrdmator said, 
"'No matter whether the candidates are selected 
or not, everyone receives a benefit from the 
process by virtue of the short course they attend 
during the selection process." 

Further, many of those who are not selected are 
nevertlhelless eager to learn from their colleagues 
upon their return, thus providmg an immediate 

audience for the returnees. long-tern 
Trainees also learned a great de ut the insti- 
tutional context of their subjea area as a result 
of having set up the seminar. Finally, the semi- 
nar partkipan observed ansther urnexpect 
result of the articipation sf tfie Isng-tern 
Trainees. As one watershed mmagement 
explained, ''1 was impressed with the 
long-term Trainees were already gi 
something to Honduras befare they 
their U.S. ~ ~ ~ g . ' '  

E. Short-term Trainee Involvemsnt in Future 
Pr~gramming 

Teachers from .the short-term training 
dso will be involved in training supervi 
potential new candidates for the plmed teadm 
training program. A of six returnees, 
themselves selected ect stafft will be 
involved in selecting the next group of teacher 
Trainees. In each participating department they 
will teach a three-day intensive course, including 
a practicuun, similar to the course they 
upon their return. Supen?isots 
departments wi11 nominate some 45 can 
per department wfio will p d c i p  
course. Approximately 15 partkipan 
department wi11 be selected far the 
of the program. 

Table 2.1 presents the geographic &stnibufilona of 
the CAPS Trainees between 1985 and 1990 md 
the distribution of the population of Honduru, 
Under C*WSmOPS-H, sixty-two percent of the 
Trainees c m e  from six deg 
Moruin, Cortes, Atlintid 
and Cracias a Dios. These 
sented 52 percent of the country's 
Francisco Morazin, wih 
Trainees but only eight 
population, was signif mt1y over-represented. 
Gracias a Dios, with 0.8 percent of the 
tion but 4 percent ofthe Trainees, was dso elves- 



represented. Recruitment during 
rhe first years was relatively low far 
Lempira, La Paz, Cap& Sania 
Bkbara, @ o h ,  Yoro, Conaayagua, 
and Valle. 

Dlirdng the two year perid, 1988- 
1990, the geographic distribution 
improved over the first t h e e  years 
of the project. This was a period 
when the CAPSHOPS program 
was administered by Partners of the 
Americas, which was able to draw 
upon its already established net- 
work of people in Honduras who 
are members of Partners Inter- 
national. These individuals, as well 
as Pace  Corps Vdunteers and 
returned Trainees, all helped identiy 
and nominate candidates for the 
program. 

Nevertheless, the desire to reach 
those areas of the corntry less well 

Table 2.6 

Percentage of GAPS4 Scholars by Deparrmient 
...................................................... ...................................................................-.... . 

PopuZation Trainees 
Department No. No. Z ............................................ .......................................... -..-.-.- ........ ...-....-*.........-..-.......- ......... 

Gracias a Dios 
Francisco Moraz6n 

M16ntida 
Ocotepeque 

Choluteca 
lstas de la Bahla 

OIancho 
Intibud 

Cortes 
El Paralso 

Cornayagua 
Valle 
Y aro 

Calbn 
Santa Bgrbara 

Copen 
La Paz 

Lempira 

served by CAPS underlay HOPS-D. The HOPS- 
II Project Paper called for "a geographic focus 
on wal areas in Southern and Western 
Honduras with high Ieveis of malnutrition and 
poverty." HOPS-H was to piace more emphasis 
on tbose departments which had received 
proportionately less attention under the first 
project (Memo to Mssion Techca? Officers 
dated 8/27/80). 

To date, this has been snccornpIished (see Table 
2.2). W t e  Frmcisco M o r h  continues to 
receive sllightly more &an its share in the total 
population, the percentage has decreased sub- 
stmialliy from 30 percent under CAPS-P to 20 
percent under HOPS-II. The percentages of 
Trainees earn such departments as Intibuc4 
Smta Bhrbara, and Yoro now approach sr  
surpass heir p roporh  of the total ppupulation. 

Table 2.2 

Department Population No. % ......... - .. ---- ..... --..- .....-. ....... -.-- ........ -...------- ..................... 
Gracias a Dios 

Francisco Marazan 
Atilbntida 

Ocotepeque 
Chofuteca 

islas de la Bahia 
Oiancho 
lntibucd 

Corks 
El Paralso 

Comayagtaa 
Vatk 
Yore 

Coi6n 
Santa Barbara 

Copsn 
La Pa2 

Lempira 4.0 If 5 5.5 ... ......-. . ----.* ...... ----------- ---.-----.-..-- 
Total 272 

Swrce: CIS Biographical Datahse 



Women represent 3 7 percent of dl 2,: 83 CAPS- 
Lfli3IQPS-XX Trainees on which current data are 
available. During the CAPS-I project, women 
represented 38 percent of the 1,980 Trainees, 
ranging from a low of 30 percent in 1986, the 
second year of the progrm, to a high of 62 
percent in 1991. Mdway Phrou& the HOPS-II 
program, women's padcipaltion has dropped to 
36 percent of the 272 Trainees. Less &m 30 
percent of the Trainees in 1992 were wornea; 
some 37 percent of the Trainees in 1993 were 
women (CLASP Farformarlon System data 
through 9/'30/93). 

The percentage of women selected for academic 
training programs is almost 40 percent TFis 
proportion has held steady through bath the 
CAPS4 project and HOPS-II projects. 

Over the life of the progrm, women's 
participation in short-tern technical training has 
averaged 37 percent. Women's p 
reached a high of 47 percent In 11990 and 62 
percent in 1992, when only short-term Trainees 
were being sent. At mjd-pint in the HOPS-II 
program, the participation rate fur women in 
short-term technical programs has &upped 
significantly to 25 percent in 13% and 36 
percent in IB 993. %he percentage in 1993 wzs 

ted by the gmcp of 45 mayors m d  mayord 
dates who received a two--week tpairaing 

ay, 1993 in which 39 men and only 
six women participated. h cmz, &,%e iow 
participation rate of wome ay be due to 
constraints of fhe politic system in which far 
fewer women are proposed as cmdidates for 
fomd office and not the selection process f i r  
CAPS. However, the percen e of women was 
$so quite low in other recent prct.grar~as, such as 
the bhd reh&ilitalion and the watershed 
mmqement training groups. 

A. %Section Process Innervations 



CAPSNOPS has successfirlly designed a series 
of training projects which, individually, find 
considerable support among US 
Offices. 33"s procedure of soliciting Technical 
Office requirements in establishing draining 
priorities should ernsure general support for 
T e c h c d  Office involvement in identifymg 
candidate p 1 s .  

Individud Technical Offices expressed great 
satisfaction with the contribution of the 
CAPSflMOPS program to their programs and 
high satisfaction with the expanded recruitment 
and selection procedures that had expanded the 
pool of candidates beyond that which would be 
nominated if left to "Sle discretion of the 
Ministries dmc. However, the evaluation tern 
encountered a general lack of information among 
Mssiorn personnel about the success of the 
program, whether it be about impact in a given 
area or the requirements for the selection of 
candidates. 

C. The Use of Intermediary Organizations 

i~ The use of intermediary o ~ g ~ n i z ~ ~ o ~ s  & a 
suilarble meuns to &get appropriale 
Trainee cmdiddes. Huowmer, it is recom- 
mended that issues of short l e d  time, weak 
iashtionsrl involvemenf, need for 
increased networking b&een HOPSHI 
psor tnd  m d  organiz~tio~ts, and i~tcteased 
involvement of tJle organi&ns i~ the 
HOPS-I1 Follow-011 program be addressed 
to improve the process. 

The use of intemediq srgani;rations for 
screening and nominating is consistent with 

's policy of working with non-govern- 
mental organizations (N68s) and serves to 
brcaden CAPSmOPS contacts Blll the weas 
selected for training. However, the development 
~f intermediary ~rganimtion contacts requires 
cmsiderably expanded attention. 'Phis approach 
was not as successll with the srndl business 
goup. It can be concluded that a one-month lead 
Gme is not sufficient, especially when the ody 
mmunication with the orgmizatians is a 

written letter requesting nom 
prior or ensuing explanabon 
Depending upon one person to r 
from across the entire .emtry I 
candidates significantly. 
shor~ lead time, the re 
numbers of women 
geographical regions which are not easily 
accssiblle from the capid is less likely. 

Improved cooperation from proposed inter- 
mediary groups will require a greater hvesment 
of time by either project 
experts. Increased cantacts with the interne 
o r g a n i z a t i o ~ u c h  as personal 
K G 0  oEcials, attendance at 
meetings, and follow-up con 
a basis of mutual uarde 
organi2adions will 

as well as the way in 

established ktimtiond context. 

The pi of candidates for h e  selection seminar 
should dso be expanded by using existing 



1 Follow-con stafl are well placed go expand 
contacts with new and already partic@dztrdztrng 
fatermediq institutions. 

It is also recommended that Foliow-o~r staff take 
an active role in efforts to build a network with 
intermediary organizations working in the field 
in which GMSMOPS Trainees will be trained. 
Follow-on e a u ~  be p a .  of progrm planning and 
development &om the beginning. Fo1low-m 
personnel, with their broad experience and 
exposure to local-level Honduran institutions, 
will provide va2u&le insight into the actual level 
of commitment of the intermediary organizations 
while they assist in broadening the pool of 
avaiiable cmdidates. 

D. Conclusions and Recornrrtendations on 
S e i e c l ; ~ ~  of Women 

P Given the continued dijfficulty of HOPSII 
do reach the C U S P  Parget of 40 percent 
recruitment for women, increased efforts 
sJ~ould be made to actively r e m d  women 
for the sJto6t-term tecBtnkal training pro- 
gram. Given the decision of other CUSP 
Missions to move voluntarily to a 50 
percent participation rate for wcmm, the 
Mission may wish to consider adopting the 
same goal for ro?cpuifmeat of women in the 
program. 

The progrm has not yet reached the CLASP 
target of 43 percent participation by women. 
Also, at the mid-pint of the progrm, HOPS-II 
has dropped below the 38 percent partlcipaticn 
rate achieved by the CAPS progrm. The 
greatest &scregancy appears to be in the shsrt- 
term programs. However, program dministra- 
tors also have the greatest opportunity to correct 
the problem in short-term programs, since ahis 
programing can be the most flexible in focus- 
ing on women's organizations and issues (see 
Chapter Eight for fixher &scussion of ~vornetr"s 
participation in the program). 

No pattern of disctimination against women is 
apparent in the setection process. Pnd 
one group meeting with craftswo 
Small Business Manage 
were clear in their opinions 
received any favorak>le 
were women. Wather, "they were treated equally 
with the men, and selected because they met dl 
the requirements." At the same time, there was 
no indication that the selection process h 
reached out to organizations whose stated 
objectk is to work with women in order to 
increase their participation in the development 
process. 

E. Conclusions and Rercommendatiolna o 
Geographic Distribution 

The relarive inequities of CAPS in g 
distribution, which tended to f m r  Frmcrsco 
Mor& and departments in the central 
eastern i i l ras  of the country have been largely 
overcome mder HOPS-IT. Western d e p m e n s  
with small percentages of Trainees were suc- 
cessfully targete for teacher training an 
mayors' groups. 
dates will correct the mdenepresen&~Gon of 
some geographic areas in the mst recent short- 
term programs. 





lNTRQDUCTlON 

The focus sf this chapter is the WOPS-H 
predeparture training program. The objectives 
and the curricdm of the program a e  described 
and the Trainees' English language achievement 
levels in English language study are examined. 
+me chapter also reports on Trainee satisfxtion 
with the program, based on s w e y  interviews 
and focus groups with returned scholars, and 
with long-term academics currently studying in 
the United States. 

It is important to note that this chapter evaluates 
the process of implementing the expanded pre- 
departure orientation and training program man- 
dated in the HOPS-II Project Paper. Therefore, 
the assessment and conclusions reported in this 
chapter rely heavily on data collected In focus 
groups with recently returned long-term tech- 
nical Trainees, with students preparing for U.S. 
short-term training, and with long-term aca- 
demic Trainees currently studying in the U.S. 
Data were also collected from project docu- 
ments, open-ended interviews with key project 
personnel, and participant observation of on- 
going %raking in Honduras. 

The conclusions and recommendations address 
the specific concerns of the Mission, which are: 

Are he current competency based training 
objectives reasonable? 

Are the predeparture training strategies and 
activities appropriate for mastering compe- 
tency objectives, preparing the scholar for 
fslliow-on, rend application of training? 

Is the training being provided by the inastitu- 
dional contractor in a timeIy manner and is it 

. of high quality? 

* Cod$ GOSB be reduced for the predeparture 
preparation of scholarskip recipients by 

changing strategies or activities, or are other 
changes warranted? 

CLASP PREDEPARTU 
ORIENTATION AND TRAINI 
BACKGROUND 

Improvements in the CLASP program have been 
achieved by applying lessons Ieamed from eval- 
uations of earlier programs. Predeparture orien- 
tation and training is just such a case. 
years ago, shortcomings b the p 
orientation were fieguently cited in CLASP-I 
evaluations, and significant numbers of Trainees 
noted that they did not feel prepared for their 
U.S. training. As the first CLASP 
Report, published in 1987, noted, 

Predeparture orientation training is uni- 
versally limited in time and scope ... 
Typically, predeparture orientation is done 
In one or two days (1 %7:3 5). 

Several Missions have taken 
approach to improving and expan 
fure orientation and training. US 
provides an excellent example of 

Over time, program objectives have changed to 
provide a clearer relationship between the 
CUSmOPS program mQ the deve 
goals sf the h/Pission. The predeparture 
program has been redesigned to he 
explore their rde in the natkmil 
process. Their contributions to d 
occur in their professionaB ar 
their comwity and volunteer work. Predepar- 
ture training has become an integral dement sf 
CLASP training. 



training has increased in Honduras. Early in the 
program, predeparture training was not routinely 
provided to dl participants, and Trainees in 
short-term programs often received no English 
language instruction. For instance, 67 percent of 
a short-term group studying demography in 
N o h  Carolina in 1987 reported that they did not 
receive predeparture training. That same year, 
only 52 percent of a group traveling to Vermont 
to study smd1 business administration reported 
having received predeparture training. Less &an 
half (42%) of the group felt prepared for their 
U. S. experience. 

As the program matured, the type and quality of 
predeparture idormation provided to partici- 
pants improved. Predeparture orientation mi- 
c d y  provided information abu t  the United 
States, the training program and institution, and 
administrative details about the program. By 
1989, far smaller numbers of participants (5%- 
15% of groups) reported feeling unprepared for 
their program, although higher percentages were 
reported for those who had not received English 
language training. Under the two year contract 
administered by the National Association of 
Partners sf the America (NAPA) for the 
Vemont/Honduras program, all participants 
were prepxed in country and reported very high 
satisfaction with their in- count^^ orientation. 
Based on a s u m a r y  of CLASP Exit 
Questionnaires and Individual Program Exit 
Reports, nearly all later groups felt prepared for 
their U.S. training program. 

B. HOPS4 Predeparture Orientation 

R Competency-based Objectives 

Under the HOPS-II project, predeparture 
orientation and training has been expanded and 
new approaches have been introduced which 
may provide relevant lessons for A.I.D. 
participant training elsewhere. The mandate for 
expanding predepartwe training in Honduras 
was formulated in the HOPS-H Project Paper 
md was based on three Competency-based 
Objectives (CBOs). These are listed below. 

1.  The Trainee: must demons~nate 1 
capacities by succinctly descKibing 
and convincing a rnajsfiv of a 
audience of the sllitability of a 
soiIution. 

2. The Trainee must reach a level in English in 
which she or he can describe his or 
activities, explain Honduran development 
objectives, and maintain a eonversation such 
that a non-Spanish-speaking U. S. resident 
can r d l  the content ofthe rxmversaldon. 

3. The Trainee must be able to cIassi 
define a range of political and ewnornx sys- 
tems to highlight contrasts between the U.S. 
democratic and fiee ente 
other socioeconomic formasiom. 

These CBOs have been adopted as the penlay 
set of objectives for HOPS-H an each is based 
on its own rationale. CBO #I reflects the 
CLASP project goal of identifymg and 
leaders. CBO #2 and #3 are intended to 
Trainees with a grounding both in the 
language arrd in a conceptual maunderstanding of 
contrasting political systems so that Trainees 
will gain more fiom the U.S. experience. They 
also promote a greater rutdeastm&og of 
Honduran development needs. 

t\s the program developed, however, a second 
set of objectives emerged. 
not explicitly mandated in 
are related to the wmp 
These objectives d l  for stren 
Spanish language and 
training in a range 
topics. Findly, in addition to the CBOs, long- 
tern Trainees must attain a high of 
proficiency in English suitable dbr r ink  

study in a U.S. uaiive:sity--a much greater 
of knowledge than that sketched in CBO W2. 



6i Length of Predeparture Orientation 
Training 

Long-term grantees, both technical and 
academic, receive between nine and 12 months 
of predeparture training. Short-term predepar- 
ture training has varied under the MOPS-fl 
model described in the Project Paper. With few 
exceptions, short-term groups have received 
between four and sixteen weeks of predeparture 
trliinhg. 

Predeparhue training provided to short-term 
Trainees in 1993 varied greatly since training 
groups were b d e d  by two overlapping CLASP 
projects. Unexpended funds fiom the CAPS/ 
HOPS-I project financed five short-term groups 
in 1993. The requirements for predeparture 
training specified in the HOPS-II Project Paper 
are not mandatory for training programs 
financed by the earlier project. This ailowed 
flexibility t~ apply various approaches to 
predeparture training. Some groups received 
shorter, more "tra&tiond" progrms while 
others participated in the longer HOPS-IT 
programs. 

The HOPS s tdY  sees its role as creating an 
environment in which Trainees are stimulated to 
work hard, to excel, a d  to raise heir personal 
expectations, potential, and pmductivity. 

3%:: following section discusses bhe fsflowing 
thee psurts of the predeparture program. 

the components sf the predeparture training 
shared by short-and long-term Trainees; 

: the English language program for long-term 
Trainees; a d  

the English language training program for 
short-term Trainees. 

Conclmisns md recommendations about the 
Predeparture Orientation and Training Program 
a!: presented at the end of the chapter. 

Predeparture training for short- and long-term 
Trainees currently follows the same model. 
primary difference being the number of hours 
dedicated to each segment of the program. 

'Hhe major components of the expanded pre- 
departure program are: 

a mcptivatisnal seminar; 

classes in general culture de 
Honduran Development issues, national 
development glans and problems, the U.S. 
contribution to Honduran development, and 
development issues by sector; 

ciasses in U.S. history, society, and cultwe; 

lectures and seminars an project management 
skills; 

topping off of basic skills: mathematics, 
Spanish language, ~ h g  md essay skills; 

leadership Training, enhanced by a field 
experience or social project; 

English language training; 

basic computer skiiills; and 

in some cases, specific interchange with 
training institutions though visits by repre- 
sentatives of U. S. tr&g hstitu~ons. 

Motivational Seminars 

Predeparture training, usually includes a nsotiva- 
tiond z..vrinar. The program has experimented 
with different formats, but program planners 
have found a week-long seminar to be the most 
effective. In the seminar, participants in newly 
formed training groups have th 
examine their own 
sense of self-worth. 



working together as a team and reflect on why 
they wish to take part training. The 
methodolow is highly experiential, participatory, 
and reflective. The Trainees de-iase a joint 
contract out of the varying qualities and apti- 
tudes each brings to the group. They then estab- 
lish their agenda and gods for their training. 

of the U.S. in Honduran development nre dso 
included. Up t~ 88 hours are provided to long- 
term Trainees, and between 30 to 56 hours to 
short-term Trainees. The methodology used in 
this segment appears to be primarily didactic, 
not interactive. 

IP Basic Skills Topping Qff 
Findings 

NearIy all short-term and most long-term 
Trainees reacted positive9y to the seminar. They 
report that tkis intense social experience was 
important in shaping their sense of direction and 
goals. Indeed, many participants state that the 
seminar has been an important, life-changing 

One of the project staff described Trainees from 
a recent program for mayoral candidates. He 
observed that even with a reduced version of the 
seminar, the Trainees began changing the way in 
whch they referred to their political opponents. 
Their statements contrasted notably with the 
more common confiontatimd rhetoric that poli- 
tical candidates use in Honduran elections. For 
example, some candidates said that if their 
opponent won, they would openly support them 
after the election. 

However, some long-term Trainees were less 
enthusiastic about the seminar. In one Honduran 
focus group, several reported that they felt that 
the methodology was dated or somewhat 
artificial. In a subsequent questionnaire sent to 
long-term academic Trainees in the U.S., about 
25 percent mentioned that the predeparture 
motivational seminar shodd be modified. 

w Other Program Components 

The general culture component encompasses 
diverse topics. Course work is offered in 
Honduran culture and history, a d  a social and 
emnomic analysis of modern Honduras is 
provided. An introduction to U.S. culture and 
histow, discussiom of models of political ad 
economic systems, and information on the role 

Basic Skills Topping 0 )  provides basic 
academic courses in Spanish composition and 
mathematics. Course work is also provided in 
Technical Skills Topping Ofj- For long-term 
academics, training is provided in academic 
areas, computer skills, and the specific areas of 
interest to the student. Short-term technical 
Trainees receive baseline training in the specific 
field of study. Conflicting numbers were 
provided on the amount of time typically 
dedicated to these activities; however, it appears 
that long-tem Trainees receive up to 210 
clcassraom hours and short-term 
between 70 and 120 hours. 

Leadership Training 

Leadership training activities are designed to 
provide he Trainees with a variety of oippor- 
&ties to practice leadership skicilis. Course 
work includes segments on social research 
methods, project design and pl&g, training in 
entrepreneurial values, and the development of 
projects. Short-and long-term Trainees carry out 
the projects outside the classroom. Some 180 
horns of leadership training are included for 
long-term academics, while those short-term 
Trainees receiving the m s t  complete training 
would spend between 55 and 80 hows in this 
area. 'Fhis is in addition to the week-long 

IBI Field Experiences 

The projects, sometimes referred to as field 
experiences or internships, are considered an 
essential part of the leadership training. Some 
typicd examples follow: 



Long-term techicd Trainees from 1992, 
recently returned to Honduras, worked in 
factories and businesses relabed to their apeas 
of expertise. 

Blind short-term Trainees, being prepared for 
blind rehabilitation training in the US. ,  
dispersed to spend a month in a wide range 
of work situations. A woman with a back- 
ground in journalism produced television 
news reports. Blind Trainees taught music, 
drected a church choir, assisted in an X-ray 
laboratory, and worked in government 
offices. Pra a second field experience, the 
group worked jointly to create an educational 
campaign about the situation of the blind that 
was disseminated in schmls, universities, and 
over the media. 

Cornunity leaders conducted needs assess- 
ments in ma1 communities in the department 
of Choluteca. Besides tiaklng a census and 
meeting with local leaders, some Trainees 
assisted communities in defining small scale 
projects sand developing the means to execute 
them. 

Long-term Trainees planned several pre- 
selection seminars for short-term Trainees 
(see Chapter Two: Recruitment and 
Selection). 

Trainee Views 

A majority of the Trainees believed they had a 
much better understanding of the problems 
facing their country as a result of the field 
experiences. Short-term Trainees who had 
recently completed the field experience were 
very positive about its benefits. Eong-tem 
technical Trainees were more negative in their 
assessments, since hey felt that the factories 
h e r e  they had worked made insufficient effort 
to introduce them to the fill  range of manu- 
facturing activities and treated them as a 
month's s ee  labor. Long-term Academics stated 
&at they understood the problems facing the 

country and would be more focused in their 
academic programs as a result. 

SURVEY FINDINGS ON 
PREDEPARTURE TRAINING 

Both short-and long-term Trainees report receiv- 
ing more predeparture training in the recent 
years of the program. Short-term Trainees report 
an average of 15 days predeparture training. 
~ o s t l  received between eight and 23 days, with 
some exceptional programs of conside 
longer durations.* For example, members of a 
business banking group who studied in the U.S. 
for about 2.5 months listed between four and six 
months of predeparture training. Short-term 
Trainees also stated that they received, on 
average, about 140 hours of English training 
during that time, although about 65 percent 
reported having received less ahan 100 hours. 
Twenty percent of the short-term Trainees stated 
that they did not receive predeparture orien- 
tation, but almost all of these wer 
fiom the first years of the program 
through ]FY 1987). 

Eong-tem Trainees received considerably more 
predeparture training, averaging 194 days; 72 
percent reported more than 200 days. 
percent of long-term Trainees stated that they 
did not receive predeparture training, but they 
dso had participated in the earlier programs. 

The importance of providing predepare  
training to d l  Trainees is demonstrated in $he 
number of Trainees who in later years, as pre- 
departure training became m integral component 
in the program, report feehg prepared for tlhe 
training. 

Overall, 47 percent of the short-term Trainees 
reported feeling prepared for training (see Table 
3.1). However, only 3 1 percent of the 'Trainees 
in 1985-87 reported feeling prepared for train- 
ing. In 1988-90 tke number increased to 32 pen: 
cent a d  reached a hi& in 1991-93, 
percent of Trainees reported feeling p 



training (see Table 3.2). Nearly 68 percent of all 
the long-term Trainees stated they felt prepared 
or very prepared for their US. training (see 
Table 3.1). 

Trainee Perceptions of Readiness 
for US.  Training (Percentages) 

...... .................................................................................. I ..................... - 
Short- Bong- 
term b r m  Total .................................................................................................................. 

Unprepared 2.5 4.6 3.2 
Somewhat prepared 50.3 27.7 43.7 

Prepared 38.9 52.3 42.8 
Very Prepared 8.3 4 5.4 10.4 ....................... ....................................... .................................................. 

Source: 1993 Returnee Survey n=222, az.017 

Table 3.2 

Short-term Trainees' Perception 
sf Readiness $or U.S. Training 
by Fiscal Year (Percentages) 

...................................-...... .. ........................-............................................ 
1985- 1988- 1991- 
1987 1990 1993 .................................................................................................................... 

Unprepared 4.1 3.1 0.0 
Somewhat prepared 65.3 54.7 28.1 

Prepared 26.5 34.4 59.6 
Very prepared 4.1 7.8 92.4 

1 Source: 9 993 Returnee Suwev n=202. a=.00Q15 1 

ENGLISH LANGUAGE TWINING FOR 
HOPS41 LONG-TERM TRAINEES 

A. Description of the English language 
Program 

BII English Language Training under CAPS-! 

The English Language Program has evolved 
over the life of the program. Under CAPS-I, 
Long-term Trainees received traGfing fiom a 
sub-contractor to AED, the US. contracting 
agency responsible for academic placements. 
Students received approximately 300 hours sf 
language training fiom bi-lingual Honduran 
nation& and the primary measure of success 
was; students' ability to pass the TOEIT at the 
qprspriate level. 

IB English Language Training under 
I I 

The English Language Training Program was 
redesigned under HOPS-II according to the 
guidelines of the Project Paper, which stated that 
proficiency be measured through campetenlcy- 
baed objectives. Trainees were expected to 
achieve between 500-550 on the TOEEk. 
Following the Project Paper marsdate, MOPS-II 
Trainees were selected on their leader 
qualities and potentid for having an impact on 
Honduran develobment. English language skills 
were not a basis for selection. The following 
discussion describes the program offered to 
HQPS-PI Trainees, reports Trainee's satisfaction 
with the program based on data from the survey 
and focus groups, and reviews staff percepGons 
of the program. 

The English course was designed as an open- 
ently/ope~~-exit program, which wodd 
students to  enter at various points in the 
program. They could conclude their training at 
the point when they achieved 580-550 on the 
TOEFL (the Test of English as a Foreign 
Language), the minimum level required for 
$1 aduate level training in the United States. 

sp Long-Tern Academic Group One 

The first group of 23 academics began training 
in September, 1991. As a result of &&rent 
entry-levels of proficiency in English and 
different rates of progress during the ten-mon 
program, only five had hished by the end of 
May, having received 705 hours of training. The 
remaining 18 completed training in July, 1992 

d 965 hours of English ttain' 
65 the 900 hours required by 

contract. 

Classes were taught in 12-week cycles. On 
average, students received five hours af class- 
room instruction a day in English, and 25 hours 

r week for a total of 380 hours 
dss work4 in the L 

Resource Center for one addiQiona1 hour daily, 



,where they had the opportunity to read, work 
-one-on-one with a teacher, or participate in peer 
tutoring. 

.n Curriculum 

The curricdurn emphasized academic skills 
such as reading, composition, and note-taking. 
As students' English skills improved, they were 
introduced to specific skills required fur the 

.TOEIT. Ail students were required .to take the 
TOEFL in May as a pre-concihon for entrance 
to h & a n  universities. Two students 
scheduled for study in a -Master's Degrees pro- 
gram in civil engineering received ara additional 
10 hours of tutoring in math in preparation for 
the Graduate Records Examination ( G E ) .  

A weekly cultural program provided additional 
opportunities to leam about American cdture 
and practice listening to native English speakers. 
A student council, elected by the group, 
organized a variety of social gatherings around 
the major U.S. holidays and traditions which 
occurred during the training period. During the 
last cycle, class time was spent discussing the 
Honduran Development Plan and prsgaing a 
research paper, combined with an oral presen- 
tation i~ English, on the relationship between 
some aspect of the National Development Plam 
and UStVlD assistance. 

a Long-term Academic Group Two 

The second group of 27 academic students 
began language training in mid-August, 2992. 
They completed 1,085 hours of language train- 
ing by early July, 1993, exceeding by 185 the 
hours required by the contract. Iln addition, the 
students received over 60 hours of supplemental 
instruction in preparation for the TOEFL. A 
student who joined the program %ate received six 
months of 1mguage training before she left for 
her program in Puerto Eco. The course plan for 
the second group was similar to that designed 
for the first group. 

This group had more opp<~rbmities to prachce 
English outside the classroom than the i5rs.l: 
grou~. Cable television was instdid, md a 
weekly program of current movies on video wars 
available on an optional basis. Leadership aciivi- 
ties requiring English were i ncopsaed  into Pke 
program. For example, several advmced 
students served as interpreters for 24.5. medic 
voImteers in a program organized by Amicus 
International. During the last month of 
gram, all students spent a week 
Corps Volunfers in rural c o r n  
purpose of this activity was to practice English 
and become familiar with another part of their 
own counasy. 

r Long-Term Technical Trainees 

Between January and August, 1992, B e  Ifirst 
group of fourteen long-term te 
received a total of 533 urs of course work. 
The second group of se 
Trainees (all mulnicipd empl 
total of 580 hours of study between anid-Augusf 
1 992 md early March, 1993. The cun-ic 
the ffirst group emphasized skills nece 
an internship program in the manual arts: com- 
prehension of technical manuals, 
oral instructions, md survival 
including discussions of daily activities and 
family life. The curricufm for the second group 
mirrored that of the Img-term academics, since 
they wodd be enrolled in a regular acade 
program. An hour a day was devoted to 
study sf  the Honduran Natiornd Development 
Plan and American culture. During the last three 
months of the program, one half of the 160 hours 
of instruction was spent on 
Trainees for the oral exam in Competency-base 
Objectives. 

Student procress was monitored 
staff evaluations and the use 
tests, hclu&g the Secondary Level Engnish 
Proficiency (SLEP) test, and TO 



B. Findings on the Outcomes of the En(q\ish 
Language Training for Long-term 
Trainees 

Results measured by standardized tests 

The number of students scoring over 500 on the 
final official TOE= was low for both long-term 
academic groups. Only two members (9%) of 
the first group scored over 500; nine Trainees 
(30%) of the second group scored over 500. The 
second group of long-term academis students 
had overall higher scores than the first group. 
However, the students and program staff were 
frustrated by the difficulties confronted by both 
groups in their efforts to achieve a suitably 
advanced level of English proficiency. 

An analysis of the progress of the initial group cf 
academic students (September 199 1 -July 1992) 
shows that group members entering with very 
little prior knowledge of English progressed 
satisfactorily during the first cycle of the 
program. From January to May, however, the 
group's progress appears to have slowed and, in 
some cases, t~ have shown real decline (e.g., 
advanced student scored 40 points lower on the 
TOEFL exam taken in May than the TOEFL 
exam in December). 

CADERH staff quarterly reports mentioned a 
nurnh2r of student-related factors that might 
have been responsible for the low scores and 
lack of progress sf  the first group. Commonly 
cited factors included the considerable length of 
time since some Trainees had completed their 
fomd academic training and the somewhat 
lackluster academic records of several of the 
candidates. h was suggested by some bat the 
second goup would make better progress 
because a higher grade point average (GPA) 
was an important selection criterion in the 
second group. 

Hgwever, although more members of the zecond 
group di$ attain the minimum TOEFL score for 
beginning U.S. academic training, the failure 

er than had been anaicipatetl. Most 

distressing was the distinct deche in 
scores evidenced by several Trainees 
January md May testing. 

While the perception reesists that the second 
g r ~ u p  of long-term academic Trainees was 
academicalfy superior to the first, analysis shows 
that the fGPA scsres for the two groups were 
very similar (see Table 3.3). The second group 
did not have an appreciably higher GPA &an the 
first. Moreover, a comparison of the GPA of 
each student with the outcome on the official 
TOEIT, examhations shows no 
correlation between GPA and s 
TOEFL exam in either group. 

For example, in the first group of long-term 
academic students, three ofthe students with the 
lowest TOEFL scores had GPAs 
scale of 100). Conversely, many students vi 
low @PAS scored the same or above those with 
higher GlPA scores. Moreover, according to one 
staff report, ''many in (the second group) stated 
with some bowledge of English," 
&allowed several in the group to begin 
training at a higher level. h fact, three 
who scored over 500 on the TBEFL were 

Table 3.3 

Comparison of TOEFL and GPA Scores 
by Individual Student 

TOEFL GPA 

267-W 69.0, tj93 69.8, 70.2, 95.3, 
83.3. 83.6.8J.9 

9 67.1). 68.0,?7.5. Tf.8. 78.5, 
786, 79.0. 83.6. 80.1.86.3 

4,WW 78 6,J9 0 

500-51 0 78.3, 88.0 
'OWL Werage: 420 



reported as routinely not attending English 
classes. 

em Contextual Factors in Slowness of 
Trainee Prsgsess 

Other explanations of the lack af progress and 
actual decline in language acquisition require an 
exploration of the environment within which the 
teaching and learning took place. Ijuring the first 
h-ee months of the English program, the 23 
students in the long-term academic group were 
the only English students at CADERH. The 
group made progress. Duhing the second three 
months, the student body more than doubled, 
increasing to 48 students. This necessitated hir- 
ing additional staff who did not receive the initial 
teacher training offered the staff in September. 
Tn March, the student body nearly tripled 
(increasing to 68 students). The program 
became more complex to administer, as the 
number and variety of short-term program 
increased. It was during this period that the long- 
term academics' progress slowed or actually 
declined. 

In January 1992, the s f S  of CADERIP parti- 
cipated in a week-long twining program to 
improve their skills in teachng to competency- 
based objectives. During this period, Trainees 
spent class hours researching and discussing the 
Hondwm National Development Plan in order 
to prepare for the exit exam on the CBOs. In the 
third and fourth cycles, an hour per day of class 
time was devoted to preparation for this objec- 
tive. Fm example, during the last thee months 
of the program for long-term municipal 
development officials, over 80 hours sf class- 
room instruction was spent an learning the 
various govementd system and other specific 
material directly linked to the CBOs. However, 
this did not necessarily prepare them for the 
rigors of academic life or acquiring the English 
necessary to pass the entrance examination. 

AH English Language training was done in 
Honduras by amon-native English speakers. The 
tmining enGronment was Spanish speaking. 

did not live t-.-.g.rjther in a 
itory as is the practice in other 

CLASP Language programs, where an English 
speaking environment could be enwu 
Also, the Long-term Academics' English clwwes 
were contiguous to the classroom for the shoa- 
tern programs, again isltroducing Spanish into 
the leaning environment. 

C. Long-term Trainees3Satisfaction 
Length and Quality of Training 

CAPS-! TraiineesTerception of Engilit 
language Training 

Long-term Trainees in the sumey studied En the 
early years of the CAPS program. They received . . 
over 900 hours of English language rtr 
the average, although those who entered the 
program after 1988 received more. h &is group, 
82 percent thought &at the 2e 
English Language Training was 
and four percent thought it was "too long.'" This 
would indicate that they achieved the necessary 
skills to perfom their academic work. 

These Long-term Trainees also were 
the qu&y of heir English language 
shorn in Table 3.4, 56 percent of long-term 
Trainees rated the program 'kxceBPent" 

MI HOPS4 Perception of En 
Tmining 

Table 3.4 



just finished their predeparture training and were 
about to begin their university programs. The 
majority felt &at their English proficiency was 
not sufficient to begin academic work. In fact, 
12. of the group spent the first semester in 
English language training. 

They acknowledged the dedication of their 
English teachers, but strongly remmrnended that 
the program increase its: emphasis on English 
language training appropriate for academic 
work. They ~bserved that, unlike CAPS long- 
tern Trainees in the past, the present arrange- 
ments for predeparture training make it impossi- 
ble for them to be in a fully English-speaking 
environment. In the morning, the students 
studied English. In the afternoon, they turned 
their attention to the other components of the 
predeparture program. Most of this muse  work 
was in Spanish. Also, they felt that so many 
demands were placed on their time fiom the 
other program mrnponents, that they frequently 
found themselves slighting their English studies 
to complete the other assigned tasks. In fact, the 
group was so concerned about not being 
prepaxed for academic work, that they requested 
a revised curriculum which was implemented in 
May. This increased the emphasis on "academic 
writing and reading, grammar, and TOEFL 
preparation." In sum, most academic Trainees 
recommended reducing the supplernentaq 
course work to have more time for English 
training. 

IP. CAPSlHOPS Policy on the Attainment of 
English Proficiency 

The goal of the irm-comtrg. English language 
program is to prepare dl Trainees to qiadifj. with 
ttle TBEK score required by U.S. institutions 
for admission into regular academic programs. 
This has not been the case, however, and the 
percentage sf h s e  who have succeeded in 
being directly admitted to a Masters' program in 
English has been distressingly Iow (see below). 
The Mission has therefore devdoped several 
alternatives for those who do pass the TOEFL. 

e student may go to a Spanish-2 
asters' degree program. Since fe: 

programs in Spanish exi 
(the University of New 
fields is one exception), this opti 
means &at the student will go to 

2. Those students with TOE= scores 
450 may request one semester of ESL 
training in the U.S. to tq to gain the r 
score. They will be permitted 18 rn 
tbe M. A. p 

3 .  h some cases, the U.S. mntractor 
arranged certificate or non-degree p m g  
for students. hdeed, the contmctor 
instituted a policy that Trainees must achieve 
a 580-550 score on the TOE= by the end of 
the first semester under Option 9 or be 
automatically dropped to a nowdegree 

4. A less desirable version sf option 3 is to 
provide the student with an internhip f i r  a 
semester to improve their Engfish, As 
preparation dbr academic traini 
this is not ideal. Xntemhips do 
provide the parbicip 
taking, listening, and liferacy skills naecess 
for academic work. 

5. Finally, students may ded  to remain in 
English training in Hondwas in he HOPS- 
program. 3%weves, s o p t h  has hiat been a 
popular one wi& students 
spent nine months or 
training. 

Trainee Views 

Trainees xire not happy with any of these other 
options, compared to enrollment in a 



that one semester may d y  result in an increase 
of 25 points in the TBEFL score, which is 
usually not enough to raise the score to the 
needed 5QQ-550 level. F er, this reduces the 
time the students can dedicate to substantive 
course work h r  the M. A. 

pl Use of GPA as Predictor of Language 
Ability 

A high GPA is a reliable indicafar of success in 
a formal learning envirdbnmenf ir, which 
academic skills ca? be ~msfened to Ie 
English. However, a  student"^ GPA is less likely 
to predict a student's ability to succwsMIy per- 
form on the TOE= ehm other indicators. These 
include such factors 'S prior h~wledge  of 
English; exposure $0 spoken English 
videos, radio, television; the op 
act with native speakers; and prior fbmd "study 
sf  another foreign language similar in structure 
to English. 

The increase in the 'TOEFL scores bemeen 
September and March may reflect b, otter test 
performance due to faniliarity with the testing 
format. Students h e w  what to expect. The third 
test, conducted in May, may be the stronger 
kchator of 1-4 increase in English skills. 

E. English Language Twining For Short- 
tern Trainees 

DescApt'ron of the English Language 
Program 

The English language program provided for 
short-term Trainees concentrated on '%suwivai 
Engiish," that is teaching Trainees En 
vocabdary and phrases 
tiom. They lemed suc 
greetings, currency, basic 
restaurants and use public 

progress. 

The specid nee& of 
chdiienges for the 
During a fxus  d d  prior tio their 



sighted people. They believed that the methods 
used did not work well for blind students. For 
example, the method uses many visual cues for 
sighted students, where instructors hold up items 
or act out situations. Such cues do not exist for 
blind Trainees, who had to rely on holding and 
touching objects. This method was time 
~30nsuming, since each Trainee had to touch the 
item. Trainees felt hat they had to put up with a 
lot- of awkwardness which could have been 
prevented by using a bilingual approach, where 
Spanish would be used to identify the meaning 
of English- words. Aso, they commented on the 
lack of materids in Braille for the English 
training. Only one or two Braille handouts were 
provided, and these were literally translated, as 
for example,  at do you see in the square?' 

Participants In a 1993 group of teachers reported 
that they received evening classes in English 
from kbuctors at the U.S. training institution. 
'Hhe trainers described their method of instruc- 
tion as  "comrnuIlicative-based" as opposed to 
grammar-based instruction. This paralleled the 
cooperative education methodology the Trainees 
were leaning during the daytime. The evening 
classes not only provided English language 
instruction, but dso were an example of prac- 
aid application of the cooperative learning 
bhesry. Both the U.S. irmsfmctors and the 
Trainees themselves commented on how effec- 
tive the methodology was in increasing their 
ability to understand spoken English and remm- 
mended it be adopted in .the English Language 
grogam in Honduras. 

COMGLUS13NS AND 
RECOMMENDATlONS CONCERNING 
PREDEPARTURE TWAlNlNG 

The Pvlission is commended for introducing aun 
innovative model which emphasizes the 
connection between the deve2opment needs of 
the cmntry and the training for which Trainees 
hzve been selected This is the gui 
behind the three competency-based objectives 

ch have broadened h e  scope of the 

predeparture training program. Each corn 
of the mod4 is designed to help Trainees move 
effectively into their role as skilled change 
agencts by preparing hem to maximize the U.S. 
training experience. 

The _&"DO provides Trainees with 1 
training &at is incorporated Into the 
course work. Trainees practice I 
in the field experiences and as th 
describe a problem and convince others of heir 
proposed solution (CBO # 1). 

The program successfidjly integrates the 
CLASP4 goal of preparing Trainees to have an 
impact on national developmelit into the pre- 
departure training program (CBO # 2). Smdem 
study Honduran developme& needs in 
language program, as well as In h e  o 
gram comptonents, aad have come $0 a grezter 
understanding of h e  issues facing &em 
specific fields. Each component reidor 
apprszch. 

Finally, the csniponent on social ald emomic 
sys?ers fCBQ #3) increases the Trainea' 
awareness of democracy md free en 

vely integrated into the 
language program for long-term academics. 

number of challenges to the prog 
?he challenges have arisen as a result of success- 
Mly selecting Trainees 
are h r n  disadvmtaged 
Trainees are selzcted on the 
leadership skills, hi& 
and prior knowledge of 
screening cntemi; To compensate for this, pro- 
ject staff have introduc 
topphg-OW icomponent 
Berm Trhees. These b 
course work needed to achieve the CBOs mm- 
pete with the English !an 
Sly for the long-term 
working with stude 
skills are low to 



demands have made it difficult for students to 
pass the TOEFL. Short-term Trainees, on the 
other hand, do not receive enough language 
training to pass the CBOs in English. 

Unfortunately, the current program uses the 
same training model for b t h  groups. This 
approach fails to address the dfferent needs of 
the two groups. A clearer assessment of the 
needs of each group will allow fur the redesign 
of the predeparture program, &us eliminating 
mecessary and b t ra t ing  elements of the 
curriculum. The refinements will enhance the 
effect of the program and reduce the costs. 

RECOMMENDATIONS ON GENERAL 
PROGRAM COMPONENTS 

H The mclppr"wrsti*onal semi~ar sProrald clearly &e 
redained as ma effective program corn- 
pone& Jiw shori-term Trainees. Dzc 
HOPS-I1 Office may wish to revlevlew the 
format and goah oftlie seminar for future 
long-term Trainees ro reflect their ed~ca- 

: tional and professional experience. 

The motivational seminar effectively creates a 
positive attitude towards training and an open- 
ness and willingness to accept new approaches 
to problems. Offered in a retreat-like setting, 
Trainees are offered the means to reflect upon 
their oxm role as agents of change. It has been 
extremely well received by short-term Trainees. 
Long-term Trainees, a group with generally 
&&er levels of fomd  education and, con- 
ceivably, higher expectations, reported less posi- 
tive resuits Also, the rnstivationd seminar 
effectively builds group cohesion among short- 
tern Trainees. ahis is imwmt as they will 
spend the duration of the program together. 
Group cohesion is not so important to long-term 
Trainees as they will study independently while 
in the U.S. 

The present diverse predeparture 
includes a wide range of remedial ald substan- 
tive topics, has become very long. 
of &e predeparture training is to prepare 
Trainees for their U.S. training e q e r i e n ~  as 
wd! ns motivate them to as change agents in 
h h r e  Honduran devel nt. However, Wain- 
ing is also provided in a vide range of aemedi 
sewices designed to overcome shorteo 
Trainees' previous educational experi 
relative weight of she course has, over time, 
moved in favor of remedid work and lahe CB&. 
These efforts are laudable but are more like in- 
country training than predeparture training. h 
specific cases in late 1993, extensive predepar- 
ture training clid not appear to be well 
nated wi& subsequent US. training. 

Also, n~embers of several recent groups have 
arrived in the U.S. seemingly very Il;ired from fie 
high level of activities related to heir predepar- 
ture program. Some have suffered 
appear to be stress-related psychalogicd &s- 
orders. This again reflects the need to create a 
reasonable balance between preparing Trainees 
and over-preparing them. 

@I30 #2 is subject to  concept^ 
fomuIa~on. First, it defines 
one dimension, which is rh 
ability to rapidly assimil 
convince listeners on a p 
relevant leadership capacities, such as the &ilri@ 
to synthesize group views, to m r d h  
direct creatively group activities, lor to 
disputes or conflicts, ape uanac 
Second, the test results are subject 
based on the particartar topic assigned a Tmifnner~e. 
All topics are not equ their propemi~~jr' to 
elicit changed opinions. is, Trainees are Eess 
likely to change their f e P l o w ~ e w  



with great emotional weight attached than in 
more technical areas. 

Trainees regard the focus on Honduran 
development issues very favorabty. The concrete 
discussions and field experiences undertaken in 
ahis context were generally perceived as more 
relevant than the theoretical presentations on 
alternative social and political forms. A review 
of CBO #3 implies that, while specific how- 
ledge about Honduran development and U.S. 
culture should form part of the predeparture 
training, the HOPS-II staff should be permitted 
the flexibility to decide which aspects of these 
topics are most important to impart to each 
group. A formal, academic presentation of lpoli- 

tical systems, for example, may not be the most 
appropriate means to introduce Trainees in tech- 
nical fields to the way that U.S. community- 
based organizations compare to N W s  in 
Honduras. The HOPS-H staff should have the 
latitude to adopt the best approaches available to 
adult educators to d a n c e  their U.S. training. 

RECOMMENDATIONS ON ENGLISH 
LANGUAGE TRatiNDNG FOR LONG- 
TERM ACADEMICS 

Increased emphasis on English, resulting in 
improved TOE= scores implies that the three 
Competency-based Objectives for long-term 
Trainees be revised. CBO #2, stressing English 
c o m m i c d o n  skills, is overtaken by the greater 

score of 500-5 50. The demon- 

stration of rhetoiicd skills and 
politid and ~mnomic system c 
serve as subject matter 
portion of the predep 

Students and staff were discouraged by the slow 
progress made towards the goal of passing the 
TOEFE. Students were dso ed b3xVJSe 
they had laat mastered the other skills necessary 
t~ succeed in a U.S. acde  - 
Although several students in 
low GPtSs, die low GPA of 
cants appears not be the critical factor explaining 
slow progress. 

Slow progress. may be duz to in p 
peting objectives made on stud 
different content md mefhodcllog 
passing score an the TOE= rqGred one 
cuniculum, preferably developed En zm Endish- 
only environment. The TOEFL is a gmar 
based examination which requires the student to 
have subsmdd experience in fbmd Ianguage 
learning. The listening comprehension p d o n  
tests the st~dent's ability to fFO1iow extended 
academic discourse in dac form of lectures and 
academic cfiscussiom. The writing sample is a 
measure of the students' ability ?Q express 
sumrrmarize their ideas in essays. 

Preparing for the Csmpdency-bzed 
required a different cunicul 
practicsams, p d e i p a ~ o n  in selection se& 
and remedid academic classes were mndud 
in Spanish for three horn in the afternoon, in 
addition to six hours of English language classes 
land other complex homework assignments. 

The outcomes suggest that the two cm-icda 
may not be mutually compatible. Some of the 
leadership activities, dso designed to help 
students meet ahe C 
tives, were considered 
as not relevant to their 
course wmgcment om project deveIopanent, 



designed to help bhe Trainees apply their draining 
upon their retun to Honduras, was seen as 
irrelevant for Trainees preparing for a two-year 
academic progrm. Although the me tho do lo^ 
and materid were appropriate for the subject, 
this component conflicted with the academic 
objective. Students interviewed in the U.S. 
reported being very tired as a result of the addi- 
tional pressures of the leadership activities. 
Unquestionably, fatigue afkcted some student's 
progress. 

Finally; it may be a false economy to require that 
all English language training be completed in 
Honduras, especially when it appears to be 
difficult to create e English speaking environ- 
ment. W l e  teachers salaries are considerably 
Sower in Honduras, thus lowering the costs of 

?the program, the cost of having a large number 
of students spend the first semester of their 
Master's program in ESL training may outweigh 
any savings. Many of the students surveyed in 
the U.5. stated they believe they would have 
benefited greatly from a summer practicing 
English in the U.S. 

laa 17ae in-country English language training 
for Long-term Trainees should emplansize 
achimhg the necessary proficiency to pms 
the TOEFL Greater knowledge sf the US. 
academic system needs rrts be included in 
tJdr progrm Gmpetrhg program compo- 
nents should be correspondingly reduced 

The primary god of English language training 
for long-term academics is to ensure they attain 
a level of language competency which gemits 
them to enter U.S. academic institutions for 
graduate training. It is through their U.S. 
graduate training that Trainees will gain specid- 
ized knowledge a d  skilills which they will then 
apply at home as they take on their roles in 
Honduran development. FOP most U S .  univer- 
sities, this requires TBEFE scores between 500 
md 550. As one Trainee put it, maximum effort 
should be placed on preparation for the TBEFL 
exam, since the TOEFL is the a h s s i o n  ticket 
to U.S. academic programs. If students do not 

attain this, their M.A. p r o g r m  
h u e  in langu 
undertake a US.-based 

program. 

To h e ,  this basic objective has not been 
consistently accomplished. HOPS-II st 
review the predeparture cuniculm 
term asademics to reduce elements which shift 
attention Esom English language study. F 
the predeparture training should emphasize 
academic skills, infamtion on U.S. academic 
institutions, md additiond fidd-specific cornpie- 
tencies in English. Baed on the views of long- 
tern academics currently in U.S. training, the 
Honduran progrm should also provide 
increased opportunities to f ius  on specialized 
vocabulary related to time student's particular 
field of study, more emphasis on writing and 
composition, and a greater exposure to regha3 
U.S. accents. 

Research in the fidd of linguistics suggests that 
motivation is a prime factor in learning mother 
language. Interest in passing a test is rarely 
sufficient to motivate a student to le%m the 
language. Interesting topics and themes relevant 
to the student's area of study are more likely $3 

motivate the individud to l e m .  Constant 
fwusing m arm exam can create so much anxiety 
with students &at they don't progress. Elements 
of this existed in both programs. 

The research also suggests &at the most 
effective way to increase TOEFL scores is to 
improve overall language proficient)! by 
providing a '"rich acquisition environment." TKis 
type of environment provides an oppo 
use the language in a vaPiety of situations- 
reading extensively in areas of interest, andyz- 

sumakaarizing readings, debating issues, 
and listening to different types of lectures. 
Providing a rick environment requires a strategy- 
based lesson p l q  staff time to develap the 
material to enrich h e  environment =d resources 
to impkrnent the plan. A less effective way to 
increase a student's TOEFL scores, except in 



ahe area of grammar, is to "hammer away'' at the 
TOEIF-$, through practice exercises. h fact, this 
has been shown to be counterproductive. 

The HOPS-II predeparture program has two 
subsidiary gods br long-term Trainees: (1) 
creation of a strong sense of group identity and 
solidarity with the HOPS-II program; and (2) 
fUmisbg concrete knowledge h u t  project 
management and development. 
. 

These are laudable but intermediate goals. The 
goal of creating group solidarity is impmtant for 
fostering good working reIationships among the 
group. However, it should be noted that the 
group will not remain together in the US. The 
creation of group solidarity is therefore an 
objective for long-term Trainees to facilitate 
group interaction during the months of pre- 
departure training. 

At present, supplementary courses in support of 
the CBOs occupy too much time and attention. 
Wile Trainees recognize the concrete course 
work in leadership, project management, 
Honduran development problems, and other 
topics of interest, most felt it became a diversion 
fiom English. The evduators do not suggest that 
these elements be dropped fiom the course. 
However, it is clear that they should not, in all 
their ramifications, occupy much more than 20 
percent of the Trainees' study time. 

Since the evaluators are not specialists in 
language leaning, it is recommended that an 
outside review of current language instmction 
methods, materials, and personnel be done by a 
specialist In English as a second language. An 
outside expert has provided technical assistance 
in the past ta the English Language program. 

ssion should consider requesting this 

person, or another recommended by the O 
of International Trailling, to make recornmen- 
Qations h u t  the technicat aspects of fhe 
curaiculurnt. 

program should consider mmg' 
English-ody dormitory for longterm 
students who do not n l o d l y  live at home. If 
suitable $om rules were established, an 
i n t e d o  for long-term Tra.kees 
opportunities for practicing 
contribute t~ creating group identity. 

Most long-term Trainees were happy with the 
opportunity to spend a week with Feace Corps 
volunteers during heir predeparture training. 
The field experience accomplished two objec- 
tives: practicing English with a native speaker, 
and leaning first-hand about Honduran develop- 
ment problems. However, several Trainees and 
host Peace Gorp volunteers noted that the 
experience would have been more 
dl concerned if the volunteers had greater 
advance notification of the Trainees' arrival md 
interests. Some Trainees also believed that the 
proximity of their U.S. departure diverted their 
attention fPom the experience, since many 
wanted to be with their fhrnilies in the weeks 
prior to their departure. Earlier sch 
more advance planning would 
emerience. 

Long- tm Trainees sllorald ?rave a greater 
role in designing their U.S. pr 

A frequent complaint of long-term Trainees was 
their perception &at f i they  were treated "like 
children." Trainees should be encowaged to 
undertake initiatives and make decisions which 
would Iessen that perception. For example, 
Trainees should be given the 
predeparture courses 
appropriate to their o m  p 
fmdy, since these long-term Trainees are dready 



professionds, they are very interested in having 
greater involvement in the selection of their 
program of study and heir university. Most have 
called for more information on U.S. academic 
We. This can be set as a predeparture objective 
if the Trainees are provided with greater infor- 
mation on university placement, and become 
involved in selecting from suitable U.S. pro- 
gr-. 

To meet &is objective, students could spend 
substantid time with U.S. m k g e  d o g u e s  
and other idormation on the U.S. academic 
system. W l e  a small collection of college cata- 
logues is currently available in the HOPS-31[ 
Resource Center, the catalogue colIecdon should 
be expanded and updated, perhaps with the 
University Mia;rofilm collection on microfiche 
or with a CD-RQM collection. The USIS Bi- 
nationd Library may provide an alternative 
source of information. Other relevant materials 
on US. university life should be included in the 
Resources Center. 

If Trainees review these materials early enough, 
it will be possible for these professionals to play 
a greater role in ident ihg the particular 
programs most appropriate to their interests. 
Without doubt, the U.S. contractor would have 
to establish budgetary and programmatic guide- 
lines. Nevertheless, many current and past 
Trainees recommend this as a desirable modifi- 
cation. This dso appears to be consistent with 
the program objectives of Trhees  to taking the 
initiative in furthering their own career goals and 
in preparing themselves for hture work in 
Honduras. 

Similarly, it would J so  be helpful to identi& a 
person or persons who can serve as volunteer 
Academic Counselor in assisting the Trainees in 
becoming familiar with programs and univer- 
sities. This role muld be filled by one or more 
persons in the American Community in Teguci- 
galpa, such as an Embassy or A I D .  employee 
or spouse who is knowledgeabIe &our U.S. 
mjversity life. ahis person could be available to 

Trainees at the HOPS OEce for several Prows 
weekly to assist in guiding them thou& the 
maze of the U.S. university system. It would 
also serve to create another link between the 
U.S. mmunirty in Honduras and the long-tern 
academic candidates, providing an avenue 
might hdp to augment the Itow level of contacts 
reported. 

One of the most vexing questions that short-tern 
planners of predeparture training face is the 
length of English language training for short- 
term participants. The CBO relating to English 
competency was in response to their widespread 
unhappiness with their inability to corm 
well in EngIish while in the U.S. Worwever, it is 
not feasible to expea short-term Trainees to gain 
the level of competency in English required 
the CBO in the limited time available, even 
the prolonged predeparture training oEere 
those financed under HOPS-II, 

Several factors work against a rapid advance in 
English. First, most short-term Trainees do not 
have a strong academic background either in 
literacy skills or, especially, in fosei 
languages. Many are adults, years away h r n  
formal schooling, so study skills may have 
waned Also, most short-term Trainees rue 
actively employed in a parti 
the prospect of additional 
which gnmarily motivates 
not the o p p o d t y  to learn English. Given tkae  
con&tions, their level of motivation far learrring 
more &an suwivd English may be low. 
Language learning, which a n  often be &spirit- 
ing even for the highly motivated, may &arefore 



cause considerable h m  to these Trainees' self- 
esteem. 

Support for these conclusions comes fiom the 
1992 HOPS-II group of teachers a d  
supervisors, who spent the longest period in 
English language training. Several members of 
this group &med that they grew to resent the 
12 weeks of language brahing and they were 
extremely discouraged with their inability to 
progress rapidly in the language. 

Most observers assert ahat CBO testing created 
high levels of stress among Traimees duhing 
predeparture periods. While no Trainee has been 
excluded from U. S. training due to an inability to 
progress h English, the threat causes 
considerable anxiety. The same observers also 
suggest that the CBO, which requires Trainees 
to communicate meaningfidly with a non- 
Spanish speaker, invites highly suspect test 
results in which minimal statements such as 
"Education, health, big problems in Honduras" 
substitute for real competency. 

The majority of the U.S. insti~~tions selected for 
Honduran Trainees provide dassroom rnrStmc- 
tion and accompanying written materials in 
Spanish. Site visits and other professional visits 
often include bi-lingual professionals or trans- 
lators for the group. Consequently, there is little 
need for English in the substantive portion of the 
program. 

It is recommended that the objxtives of the 
English language training offered short-term 
Trainees be reoriented to basic survival English, 
in which Trainees are provided elementary mm- 
munication skills in such areas as conveying 
health problems, asking for directions or help 
when lost, and basic orientation to stores, restau- 
rants, and other public facilities. Trainees should 
dso be made aware that the course is not 
designed to provide them fluency in English, and 
that they should expect to encounter some 
Qifficdties in comrnuraication during their U.S. 
my. 

Evaluators rmgnizt: the validity of p m  short- 
term Trainee discontent with brief Endish 
language training and commend the Mission for 
seriously addressing their concern. However, 
experience 40 date daes not demonstrate that my 
lengthened program beyond six weeks si 
cantly improves the Trainees ability t~ connmunE- 
cate fluently. However, the project objective of 
providing a more profound expasure to the W.S. 
can ~ S G  be achieved agpropiate 
programmirig. Experience America shodd be as 
carefidly tailored to individual training groups as 
the technricd content. Previous evaluations have 
shown that programs which fwus on relevant 
activities, involve Spanish speakers, mci 
emphasize human interchange can overcome 
man!, of the difficdties arising from paor 
English speaking skills. 

In conclusion, a common modd of pred 
English training for b t h  hg-and 
Trainees is inappropriate. Short-term Trainees 

* .  

should be provided predeparture tr 
focusing more directiy on their technical area 
and de-emphasizing competency in English. 

ENDNOTES 

1. "Most" refers here to the i n t e r q d l t  range, 
is, frcam the 25th ie the 75th percentile, or ?.he 50 
percent wowel the m a .  

2. This number is caldated by excluding a 
of extreme cases, who claimed more than 1 
of predepasture mining. In most of these cases, 
the Trainees were apparently o o M  by the 
question. 





Tke central component of the CAPSMOPS 
project is the training in ihe United Siaies. This 
chapter discusses the U.S. training in three 
areas: long-term academic programs, long-term 
technical programs, snnd short-term technical 
programs. Each program is described and 
Trainees' satisfaction with the U.S. training is 
reported. S p e d  attention is paid to HOPS-XI 
Trainee satisfaction with short-term training 
programs. As with other evaluations of CLASP 
training programs, this evaluation does not 
attempt to provide expert professional 
assessment of the content of the training 
program. Rather, the purpose of the evaluation 
is to determine Trainees' satisfhcaion levels with 
various aspects of the .training. Finally, Trainees' 
commitment to Honduran development goals 
and the Experience America activities of the 
U.S. training insaituticsjils are discussed. 

Honduran CATS' Trainees' responses on Eki 
Questiomaires, completed by all CLASP 
Trainees after their U.S. programs, were 
reviewed. Exit Questionnaires fwus heavily on 
the cfetds of project implementation, permitting 
Trak,ees the opportunity to comment in detail on 
both logistical and substantive aspects of the 
W.S. Gaining program. Few questions were 
asked h u t  the U.S. program En the Returnee 
Questiomai~e because it appears that Trainees' 
satisfaction generdly rises with the passage of 
time, as my d;Ecdti-es hey encountered in 
training fade and the excitement of travel to the 
United States remains. 

Focus groups with recently returned sc:kislm in 
Honduras as well as students csmrently studying 
in the Uraind States provided ix&omatiom about 
HOPS-PI Trainees who were not included in the 
returnee survey. hterviews were held with 
representatives of U.S. ~~g institutions and 

emy for Educauonal Development. 

Conclusions and Rewmendations will 
the following concern of the Mission: 

Are participants satisfied with the U.S. 
Training program? 

Whai are the probabilities &at Trainees will 
master training objectives? 

What are th'e Peace Scholars' cornmitmegl~ 
to return to Hondplrs to contribute to 
Honduran development? 

Are scholars prepared for Follow-on and the 
appIication of training in Honduras? 

Toi what extent aae leadership and 
"Experience America'' gods being re 
by U. S. training ymritutions? 

M DESCRIPTIONS 

A. Larng-tern Academic Pro 

representing 2 
population, have received lon 
~ ~ g .  Some 445 long-term 
in the United States in the CAP 
program. Under HOPS-II, 59. 
schdars, 25 percent of 
Trainees, went to the U. S. 

r Types of Academic Pwgmma 

Under the first HOPS long-tern academic 
program, 24 students were sent to 16 LKljlver- 
sipis. Eleven Train 
Arts degrees; five am 
degrees and Eve are 
degrees. At 
students fium 
certificate p r o g m  designed by 



Idaho, as their English proficiency was not 
sadlicierat to complete a Master's degree. 

The 27 Trainees in the HOPS-II second long- 
term academic group were placed in 13 
universities. Four students in this group were 
placed in Puerto Rim, as heir English skills 
were insufficient to enter US. university 
programs. All the students in this group are 
studying for advanced degrees. 

Returned Trainees expressed the opinion that the 
Associate of Arts degree should be eliminated 
frem the program. They reported that mest 
employers did not recognize the A.A. degree as 
advanced training. Many who wished to 
continue studying for a 1B.A in Honduras did not 
receive credit for the degree and were forced to 
begin %gain as first year university students. 

R Selection Process for Trainee Placement 
in U.S. Universities and Colleges 

Responsibility for placing the students in U.S. 
universities lies with the Academy for 
Educational Development (AED), a 
subcontractor to the Honduran based contractor 
organization, CADEM. AjED has established a 
series of selection criteria for this task. 

The process begins when students enter the 
predeparture training program and continues 
throughout the entire year. Initially, each student 
is assisted by contractor personnel in preparing a 
Training Implementation Plan (TIP). This 
document reflects the students' objectives for 
their two-year program, including the type of 
degree md field of study. Studem' academic 
records incI ddhg Grade Point Averages (GPAs) 
are included in the TIP. 

Students are asked to provide a "wish-list" of 
preferred universities which they identlfjr by 
mmsulting college catalogues, talking with 
retuned Trainees, and participating in 
discussions about U.S. university life. These are 
held during the predeparture mientation 
program. 

With the student's idomation in hand, the 
contractor begins to research institutions 
offer the course of study that would most match 
the student's stated grogr-am (see AED's hm:  
"HOPS IIII Academic Placement Research, 
Appendix B). 

BED has dso established criteria for university 
selection, including: 

cost of the program relative to other 
institutions 4th appropriate programs; 

level of services; 

type and quaiity of special services offiered, 
such as Foreign Student Advisor, ensic 
activities for Experience America activities; 

flexible admissions' policy; 

English as a Second Eanguage (ESL) 
programs; and 

availability of adequate housing. 

Cluster Venus Individual Univemi 
Placements 

USAIDMonduras has requested in 
placements for the MOPS-II scblahs. 
avoids self-segregation and isolation from US. 
culture &at sometimes wcup when several 
students from the same cawmy study at the 
same university. It also enmupages k&Gdud 
growth and development. This is in mntrast to 
the CMS/HOPS-1 
rnents," in which groups of stslde71t.s were placed 
at the same institution. 

Contractor staff preferred 
baause they can achieve g 
U.S. contractor negoPiat 
universities to reduce the 
based on the nu& 
monitoring students' 
several students ean 



6 Communication with Trainees About 
University Placements 

In Febmay, halfbay through the predeparture 
training program, AED staff members visited 
Honduras to counsel the students on the 
placement process and other issues h u t  
academic life in the United States. Wstorically 
Black College and University (W3BCt.J) 
Programs were also discussed. In most cases, 
AED included at least one of the universities 
from the candidate's "wish-list" m n g  those 
identified as appropriate for each student. Tie 
final decision represented a delicate baiancing of 
several factors: the students' preferences, the 
type of program Bey wish to pursue, university 
fees, and the university's decision to accept the 
student based on hisher record. The critical 
fixtors in lthe latter were the student's official 
TOEFL score and academic qualifications. 

The criteria AED has established for placing 
Trainees' in U. S. universities attempts to 
reconcile the concerns of the Trainees, Mission 
persorinel, and the academic institutions. 
However, it would appear that the process has 
not been clearly communicated to the students 
who are affected by the final decision. 

A majority of the students interviewed in 
Honduras zfnd in the United States expressed 
frustration with the application process. They 
demonstrated through their discussions and 
complaints that they did not firlly understand the 
manner in which they are placed in U.S. 
universities. Students preferred universities with 
high name recognition, such as Stanford or Yale, 
since they were not familiar with the wide range 
of excellent post-seanckq institutions available 
in ~e United States, such as state universities 
and small private colleges. 

staff were not completely familiar 
.S. university admissions process and 

the visits fiom AED staff were not sufficient to 
dquately orient the Trainees. Cdtege catalogs 
were av&l&He in the library, but the collection 

and many were out of date. 

It was also clear &at the Trainees 
understood the imgo 
"~pening the: dcl;=:s," s one student expressed it, 
to the university system. Slow progress 
att-g the required TOEFL score rnearrt hat 
several students codd not be mined bs their 
university of choice. 

Long-term technical training k t s  fix moire ~ h a n  
nine months, but is not a certificate or 
granting program. Two groups of H 
term technical trainees have been 
United States. The first grou 
training in several kdustrial arts programs 
technical schools. The second 
mmicipd employees is currently 
nine-month program at the Ukversity of New 
Mexico in municipal development. 

The first grsup returned to Honduras less than a 
month before the evafuation began. 
pdcipaping in a four-month Follow- 
sponsored by CA1PSMBPS prior to rsumihg 
their former positions. During #he Fd-glouwm 
]Program, they wiil work with instructors 
vocatianal training instimtions sharing new 
techniques they Ieanekl in the U.S. 

The returned long-term tec Trainees were 
vesy satisfied with their 
had Peamed Engiish very well and wmpleted 
their studies sa~sfactori!y. 

ah the HOPS-II 
provided dcEitiond tr 
niques and they w 
opportunity to act 
diately. 



HOPS-& 139 Trainees, representing 68 percent 
of the total number of HOPS-IJ Trainees, went 
to the United States for short term training 
programs. 

Under HOPS-II[, twelve groups received short- 
tern training in five major areas: education, 
environment, health, municipal development, 
and small business development. All training 
programs support one of the Mission's five 
Strategic Objectives. On the average, the 
courses lasted between four and six weeks. In a 
few cases, programs were scheduled for up to 
four months. 

1 Technical Office Participation in 
Choosing Training Themes 

The themes for the short-term training programs 
are initially determined by the HRD offic:: in 
cooperation with Mssion technical officers. At 
the beginning of the fiscal year, technical officers 
are asked to identifjl project training needs which 
can be met by the CAPS project. As project 
training budgets have s h d c ,  the technical 
offices see the CLASP program as a way to 
increase their project related training. It appears 
that, in some cases, training programs are being 
dictated by project needs instead of CLASP 
goals. The list of training fields is quite long, 
providing a challenge for the Contractor to 
design and execute programs that are in keeping 
with the CLASP philosophy. It appears that the 
themes selected for 1994-95 are also extremely 
diverse (see attached list in Appendix C). Some 
of these might be more appropriate for third- 
country training which is not permitted under 
CLASP. 

Preparing the Training Objectives 

Once the themes have been determined, the 
HOPS II project officer prepares the Training 
Implementation Plan (TIP). This document 
defines the training objectives and the expected 
outcomes of the training program. It can dso be 
the basis for eduating e successful 
performance of the training institution. This is 

sent to AED, the U.S. placement contractor, to 
prepare a Request For Proposals (RFP), 

Training institutions interested in providing 
short-term training program respond with 
w-ritten proposals which AED reviews. Once the 
training institution is chosen, US. trainers b 

* 

preparing for the training program. 

The HOPS-II Training Implernentatbn ffm 
for short-term programs provided very 

general descriptions of the training needs and 
training abjectives. Both AED and the U.5. 
%aining institutions suggest that B e  TlPs should 
include a stronger statement of the problem 
which the training is intended to d v e .  
reported that program objectives need to be 
more specific and complete in order for the 
training institutions to design appropriate 
training programs. 

FOP. example, in one business management 
program for owners of TV and radio repair 
shops, a scornerstone of the U.S. program was 
visits to repair shops. However, as the tr 
pointed out, there "was not enough detail p w  
vided in advance on the variety md brands of 
appliances repaired in the businesses of 
pardcipmts, nor the extent of tmls and 
machinery available to them. Therefore, we 
@odd not plan the visits to rnake h e  best fit until 
the participants were dr+ in the United 
States'We suggested asking 
series of deaailed questions 
during the selection process. This X o m a ~ o n  
would help the training ~ ~ ~ t i o ~ , s  
training that is applicable to Honduras. 

U.S. trainers reported that some 
multiple and competing objectives. The 
shed Management group trainer reported &at the 
WFP had too many activities 
covered in six weeks, becam 
level of the selected p u p  was lawer &an 
specified in the REP. It was i 
effecdvely transfer the level an 
infbrmation outlined in the uritE.lin the given 
t h e .  



m Unrea!istic Trainee Expectations for the 
Training 

Unrealistic expectations for the program is 
another problem noted by '14.5. training 
institutions. Currently the participants are given 
an o ~ p r t d t y  to prepare their own objectives 
for the course and incorporate these into an 
action pIan. However, the next step, priontizing 
the objectives for the group, has not been 
successfully completed. This has led to some 
Trainees having unredistic expectations for the 
training. 

A trainer for the community development 
leaders said that unrealistic expectations were a 
problem for this group. For instance, some of h e  
Trainees were selected because of their 
.volunteer work in the comunity. However, 
they are full-time schsol teachers and had 
expected to be able to visit schmls a d  
exchange teaching techniques with their U.S. 
counterparts. The trainers arranged a visit for 
them to observe classes LT a locd school, but 
they were not satisfied because they expected m 
in-depth exchange with their counterparts. 

% Communication with the U.S. Training 
Institutions 

Program policy encourages representatives from 
d1 U.S. trainiig institutions to meet the Trainees 
in Honduras during the predeparture training 
program. Evaluators observed the representative 
from Jackson State University as he participated 
in he pre-selection seminar and selection 
interview for the micro-entrepreneurs. DurinL?; 
the first days of the predeparture program, he: 
answered questions about what would swat 
them in Mississippi, fiom daily living to the 
nature of the training program. The first-hand 
knowledge he gained allowed him to make 

'ustments to the training program. 

Interview with U.S. trakhg institutions 
&at the policy of having U.S. trainers 

visit Honduras still is not universally 
implemented, however. As a result, h e  gods of 

the U.S. program, as well as h e  ddkis 
Traineesborientation program, mare often not ft~ 

sommunjicated to the trainers untit several 
into the U.S. training program. 
time in a short program is lost. 

On the ather hand, trainers are enw 
become active phcipmts during the 
country in order to achieve a 
understaPrding of 
program. In one program in 
expebfians wew cited as a pr 
had visited the gmup ten week be 
course began. At thk time, h e  
have conducted an "expeatanans 
exercise with the group.. 
allowed the training insti 
training design ;and/or exp 
expectations cod$ not be red h e  

Training Group Size AffecB Cost 

and one, the fo 





In the second year of the program, most groups 
increased to between 20 and 30 participants (see 
Table 4.1). However, the group of mayoral 
candidates with 45 candidates was unusually 
large. This created logistical. prob!ems for the 
training institution. Site visits, group discussions, 
and experiential activities had to be split into two 
or three groups, increasing staff and 
transportation costs. 

Trainee Satisfaction with U.S. 
Training P~ograrns 

H Suwey Results Show Overall Trainee 
Satisfaction with the Program 

Results from the suwey show that 89 percent of 
CAPSrl-IOPS Trainees report they were satisfied 
(32%) or very satisfied (nearly 58%) with &eir 
training. Only four percenr were dissatisfied. 
There is no statistically significant difference 
between males and females; however, short- 
term Trainees were significantly mare likely to 

state hey were "very sa@isfit=d'* with the ~ & n i n g  
ahm Iong-tern Trainees. 

Trainees ;are generdIy tess 

problems and shortcornin 
experience and in the society at large. 

Returned scholars were asked to rate heir 
training program as it compxed with 
expected. Over six Trainees in ten 
training grogam as better 
whereas less &an six percent found it "'worse 
than expected."' fnterdngljr, shon-te 
Trainees were substan0idly more likely $0 state 
that the thaining wits 

How CAPS Trainees Rate the Program fPerce 
................. ....-............... ......................... .....-.... . ---.--. .-.-...... ..... --..--.--.---..-" . ...........-...-.......--.... 

Shoat- Long- 
Rating term . term Female Mak Total ...................................................... ..........-.-....... -....-.-....-.--.....-..... ..-...........-.-----.-.-.---.--.........-.-. 

Worse than expected 3.1 12.5 8.2 3- 9 5.8 
Same as expected 28.8 45.3 27.8 38.0 33.5 

Better than expected 65.4 42.2 63.9 58.3 80.7 

........................................ ..-......... . .................................. . ...-...........-.................... ..... ---..-.--.--.--.*.-.-..-.--....* 
~ 2 2 4  for STRT, 266 for F/M 

Source: 7993 Returnee Survey 

Table 4.3 I 
Stated reasons why training 

was better than expected (Percentages) 

I Shod- Long- 
term term Female Male Total .........................................-........-........+.......*.............-.................................. . .............-...........-..............-.--..... 

Increased tech howl.  54.7 81.5 60.2 47.9 53.8 

Quality of program 33.0 22.2 30.8 34.2 38 6 

L @ a ~ ~ e d  about U.S. 6.6 14.8 8.3 12.3 8.2 

1 Competent trainers 5.7 11.1 6.8 6 8 

Note: Each Trainee esufd offer up to three reasons for h i s h r  opinion. Reasons 
cited by less than five percent of the Trainees are not reported. 
n=133 

so s&ed they would 
recommend the pro- 
gram to others. 

........................................ -... ............................................. .. ............... -* ........................... ....... ..-.. 
Source: 1993 Returnee Survey 



Trainees are! asked on the Exit 
Questionnaires to repart their satisfac- 
tion with various components of the 
US. training institutions. %he results 
for all the CMSD30PS Trainees are 
reported below md compared with 
the scores reported for dl CLASP 
pardcipmts (see Table 4.4). 

CUS/MOPS participants are 
generdiy very sa5sfied with the 
trainirig program offered by the U.S. 
training institutions. The lievel of 
satisfiction with the U.S. programs 
reported by the Trainees is higher 
than reported by the CLASP 
population. Nearly all of the 
participants (93%) were satisfied that 
the institutions were prepared for 
them. Participants reported high 
satisfaction with course content 
(96.5%), k4mdors (94%), ad the 
pace of instruction (92%). 

Percentage of CAPSMOPS Trainees 
Who are 'Tkatisfied"oor "Very Satisfied" 

With Gsmponcents of US. Trainin 

CAPS HOPS CLASP .............................-..-.--...-...-..........---..-............ . -..- .......--.................... *--"*.* .............. 
Institution prepared N/A 97.3 88.7 

Instructors 83.0 93.9 90.1 
Materials NJA 94.8 89.2 

Course content" 73.5 96.5 88.3 
Pace of isntruction ?VA 92.1 

English language training 
Readings NfA 91.8 82.4 

Group discussion* 72.1 90.4 85.5 
Consultations w/lnstruCfi~rs* 87.0 94.8 91.2 

Serninars/Lectures* $7.0 85.2 80.4 
Equipmenr N /A 88.5 82.7 

Trzrning site UfA 91 -3 85.1 
Site Visits' 65.4 88.3 84.8 

English training in US. NIA 77.9 $3.4 ................... ....................... .....-..-..........*.-e. .......... *.-.-.--.-.- ..... " ..-....-.................-....-... 
The 5985-91 Quest2mnaire phrased this question in terms of 
'relevance* and 'usefuhess.' 'NIP\: means the data are net strictly 
:omparable ..-" between the WO Exit Questionnaires. .......................................................................... -..- .... -... ..... .....*.-.-................ ....................... 
Source: Exit Questionnaires Database - 

Some elements of the training methodology were 
not rated as hifly. Seminarsflectures: were rated 
as satisfactory by 85 percent of the Trainees, 
while site visits were considered satisfactory by 
88 percent of them. English language training 
was considered satisfactory by only 78 percent. 

A. HOPS-li Trainee Satisfaction by Training 
Group 

Responses from Trainees in nine HOPS-II short 
term training programs to questions about their 
satisfaction with the U.S. &ahing were 
analyzed. The groups were compared on the 
following four questiorrs from the Exit 
Questionnaires (see Table 4.1): 

* degree of satisfaction with the training 
cswse; 

degree to which expectations were met; and 

ich training objectives were 
zcc:hieved. 

Satisfaction 

percent of the Trainees 

satisfied 4th the 

on 14 characteristics of U.S. instituhom 
in Fable 4.4). Over 80 percent of the p 
in the municipal development p 
the cornmuni~ develr~pmmt program (84?4), 

men& (Only 41 percent were 

a more padcipatonqr 

Nso, they described the e~ning facifi~ez as 
noisy and cramped 



The training programs met the expectatiaris of 
the Trainees. One hunched percent of the 
Trainees in seven of the nine groups rated the 
courses as equal to or better than they expected. 

m Trainees Master Training Objectives 

Trainees in nearly dl the groups reported 
achieving the training objectives. Trainees in the 
three teachers9 programs reported their objec- 
tives had been met (10094, 96% and 90%). 
Nearly 92 percent of the srnaii business develop- 
ment Trainees reported achieving their goals. 

Only 54 percent of the mayoral candidates 
reported achieving bhe training objeceives. This 
program, origindly scheduled for six weeks, 
was reduced to two weeks at the last minute. 
The original 0bje~tives remaim?, however. 
Tfius, the candidates expected to learn far more 
ehm was possible to teach irn the reduced amount 
of time. Ako, only 57 percent of the fores~ry 
Trainees report achieving their objectives. 
Evdiators were not able to identify the reasons 
for this. 

Further evidence that the majority of the 
Trainees master the training objectives is found 
in the large number of Trainees who report using 
new skills at the place of work or in their 
comm~ty activities. These activities are 
discussed in Chapter Seven: Employment art4 
Community Activities. 

B. Dmnpaet sf PsedepaPtuw Training on 
HOPS4 Trainees' Assessment of 
Training 

HOPS-FI[ tr-g groups were categorized by 
the length of time spent in predeparture 
orientation and by type of b d i n g  (see Table 
4.1). The groups categorized as receiving "'none 
or short" predeparture mientation programs 
O)DC9) received between two and three weeks of 
training. Groups categorized as receiving some 
PDQ received between four and six week of 
training. Long PDO program ranged between 7 
and 14 week. HQ S-Pf groups received 

predeparture training based on the Co 
Based Objectives stated in the Proj 
The CAPS-I financed program reczived a more 
traditional predeparture program. In 
Train=' saaisfacti 
compared by 1 
orientation. 

Satisfaction with Training Pro 
ot Vary by Length of 

Training 

'Frainees\satisfaction with the U.S. w ~ n g  
program and perception of' having melt their 
expemtions does not vary greatly between &t: 
HOPS-II and CAPS-I financed groups, nor by 
the length of the predeparrture training in 
Honduras. 

r Trainees In Long Pmde artwe Trainin 
Report Feeling Unprepared for Tmisaing 

A decreased sense of feeling prepared for the 
U.S. training is noted, among ah 
participated in longer p 
programs. Severd reasons 
to explain this. US. trainers noted &at some 
groups who had spent Seve~d weeks 
were very tired when th 
Watershed PXanagernent g 
prepared for U.S. cdtur 
deuefopment leaders obse 
hlar weeks of 
followed by several 
and field work in 
they arrived in the United States, they had 
forgoaten their English. 

-tern Academic Tnining 

training they have received k the U~tied State 



Trainees who have participated in the two-year 
Associate of Arts degree program report 
encountering difficulty Im findmg employment 
and/or transferring their credits to national 
universities. Further mdysis is needed to 
detemhe the usefimlness of continuing with this 
option in the long-term program. 

Trainees are htrated by the process used to 
select and place them in the universities. The 
program, with its large number of technical 
areas, is also vsry &fiffhlse and wodd benefit 
from a sharper focus. This wodd reduce the 
number of areas that E D  has to be familiar 
with, allowing them to better select universities 
with excellent programs at a moderate cost. 

B. Short-term Training 

Trainees report very high satisfaction witR the 
short-term training programs offered by most of 
the training institutions in the U.S. The training 
offered by Vemont Partners sf the Americas in 
small business development, under the 
CNSIPIOPS-1 project, and the training pro- 
vided by CSLA and Interface for the primary 
school classroom teachers under CAPS-HOPS- 
11 are examples of programs which Trainees 
rated as outstanding. The most successfid short- 
tenn programs have incorporated several key 
elements, listed below, into their training design. 
The evaluators observed that many programs 
include some of these elements. Few include all 
of them. 

The uneverzness in program design merits 
aftention by Both p r o  stuff and 
contractor st@ The following steps should 
be w e  in the gbarnning autd 
hpIernenf&'on of (IU short-term trainipig 
programs. 

* complete an appropriate needs assessment 
for the Trainees being considered for the 
progrm; 

* provide a clear statement of measurable 
betPlaviord objectives linked to a specific 

statement sf need derived from the nee 
assessment. 

maintain an optimal level fcr groups is 20-25 
participants to achieve the maxirnu~l cost 
sharing. Larger groups should be avoided 
due to the logistical problem in pro.cl&g a 
participatory experiential leaning experience. 

provide in-cowtry predeparture cdnientation 
and training, ranging between two artd six 
week. 

The purpase of the Predeparture Orien~rdon md 
Training Ptogrm is to prepare Trdinees for the 
US. training program, not duplicate the & f i g .  
Bverily long predeparture program 
over-preparation and Trainee faiig 
recommendations about the crmPric 
predeparture orientation program 
Chapter Three: Predeparture 0ri 
Training. 

* select appropriate methsdology for r 
the training objectives, based upon &e 
principles of adult learning; 

ensure continual application of the trai 
the Trainees' realities; 



modifications based on the information 
gained from meeting the Trainees. 

Features of the outstanding short-term pro- 
grams, such as increased understanding of the 
Honduran context &Forded by visits from the 
U.S. training institutions and the use of experi- 
ential methodology and h m & a  programs, 
should fom part of all programs. 

improve communications between USAID/ 
Honduras and the U.S. contractor and U.S. 
training institutions by timely preparation of 
contracts md submission of other adrmin- 
istrative documents in order to provide the 
iarsaitutions with adequate preparation time. 

COMMITMENT TO HONDURAN 
DEVELOPMENT: PREPARL\TION FOR 
FOhLOVd'-SN AND APPUCATIOM OF 
TWAlNlNG IN HONBUMS 

Wormation about the commitment of current 
Trainees to participate in a Folliow-on Program 
and to apply their training upon returning home 
was gathered through focus groups with 
Trainees in the United States and interviews 
with key personnel in U.S. training institutions. 

A. HOPS-ll Long-term Academics 

Contractor agency staff have noted a greater 
commitment on the part of the HOPS-Il long- 
term academics &T&) to return and participate 
in development activities. In focus groups, the 
Trainees tkemsellves described the predeparture 
program as stressing "very heavily and posi- 
tively the need to have a social conscience and to 
give back." 

The primary credit for broadening tfr- per- 
spective ofthe academic sch01ars clearly benungs 
to the predeparture training program. The field 
activities in which the LTAs participated d h g  
the predeparture training appear to have suc- 

ly rraised their awareness of the country's 
problems. As these students punue their studies, 

they appear to be doing so with a clmaer 
understanding of the need to h d  solutions 
these issues within their chosen fields. 

However, as discussed 
Three: Predeparture Ori 
the ETA Trainees wilt not implement 
development projects d l  they return from h e  
two-year programs. Therefore, it appears 
premature to include training in project design 
and evaluation in their prdep 
program. 

It is premature to include training ira project 
planning and evduation in the p 
orientation for LTAs. This is mate 
Trainees d l  rase when they retuna 
university training. Consequently, 
ponent would make an excel2ent t~nrkhop far 
the Fdlow-on Program for long-term ac 

Short-tern Technical Trainees 

U.S. trainers reported that 
were very enthusiastic about applying 
training upon their return. en Trainees enter 
the predeparture .braining % they we 
encouraged to begin preparing concrete action 
plans based on red problems they fxe on the 
job or in their commuaie work. As a residt, 
HOP%-@ Trainees p d c i p a k  in a very focused 
and interse rzmner ill the U.S. $.laining and 

fact, the high ectazioars the HOPS 



bring to the U.S. training programs are 
challenging the institutions to improve their 
training. The community development leaders 
expected more opportunities to practice their 
newly acquired skills when they returned. The 
mayoral candidates anticipated more direct 
applications of the methods of governance they 
had learned in the U.S. upon their return to 
Honduras. This may account for a slight 
decrease in satisfaction with training programs 
on=.the part of the community development 
leaders md the mayoral candidates. 

Nearly the US. training institutions repori 
that they assist Trainees with their action plans 
to ensure that the training is applied. For 
example, members 3f the innovative program for 
blind Trainees described their action plan during 
the end-of-training fwus group, substituted for 
the written Exit Questionnaires. They described 
themselves as "conduits" of education between 
the United States and Honduras. D h g  their 
U.S. program, the community development 
leaders worked with the long-term technical 
(LIT)  Trainees in municipal develogmenr to 
develop mechanisms to work together when the 
LTTs return t~ their home communities. 

Trainees report that they wodd participate in 
Follow-on activities if they were available. Most 
reported that since the U.S. courses are short, 
additional trairnirmg is needed in Honduras to 
reinforce what they studied in the United States. 
Many Trainees suggested that U.S. trainers be 
invited to participate in ~~g arnd other 
activities in Honduras. U.S. trainers have 
contributed to the successikh Follow-on seminars 
for the returned teachers, as described in detail 
in Chapter Six: Four Case Studies in 
CAPS/HOPS Progr-g. 

Other remmmendations h u e  p 
orientation and training are described in detail k 
Chapter Three. 

EXPERIENCE AMERICA ACTWlTIES 

A major objective of the CAPS program is to 
kboduce Trainees to U.S. cukure and 
opportunities for them to develop long- 
frien&higs with US. citizens. Tke p r i m v  
vehicle to achieve titis objective is the 
Experience America compnernt. These activities 
help the Trainees to become familiar 4th um- 
munity, family, government, ad recreatiiond 
activities that together define U.S. culture. 
Generally, these include homestays 
can fiamilies, vits to governance 
civic events, and recreational activities, fiom 
hometown mA-b J1 gmes to organized taulasrn. 

A. Experience America Activities for Long- 
term Academic Trainees - 

Unlike the short-term training p 
U.S. academic institutions are nol; 
guidelines for the Experience 
for the CAPS scholars. 
students' participation in 
activities depends upon Ph 
tion to seek acljvities Q 

ability of the Foreign S 
opportunities, and 
university wmt9li 
in activities. 

PbED persmel report ?hat LTA stud en^' 
participation in Experience erica activities 
has been miinimal. Both projed and AIED 
are concerned that the LTAs are not experi- 
encing a fisll m g e  of activities wl.lich 
enhance their training program. R~poll ls ibi l i~  
for increasing the activities 
predeparture orknitation program a d  ~6th the: 
U. S. contracting agency. 



B. Experience America Activities far Short- 
tern Training Programs 

Guidelines for Experience America activities are 
provided to the U.S. institutions in the IRFP for 
each short-term program. The activities varied 
widely fiom institution to institution a d  fiom 
region to region, allowing each to show regional 
diversity and institutional creativity. Common 
elements were found k the short-term programs, 
however. These included homestays with 
families; visits to Iocd tourist attractions; 
exhibits of Honduran folk-art, music and dances; 
interaction wieh convnunity voluntary organiza- 
tions; sports events; holiday celebrations, such as 
Thanksgiving dinner and Fourth of July picnics; 
and Welcome and Farewell receptions. 

One very successful Experience America pro- 
gram included site visits which simultaneously 
illustrated a classroom discussion while expand- 
ing the Trainees' understanding of the cam- 
munity. Another successfid component in these 
program was the opportunity for groups to 
interact with their professional coulterparts- 
students with students, f m e r s  with fmers ,  
bankers with bankers. Mayoral candidates, for 
example, attended city council meetings where 
they exchanged views with community resi- 
dents. During the two-week internships in local 
schools, teachers combined classroom experi- 
ence with interpersonal exchanges with their 
colieagues. 

The mall youth program provided extended 
homestays with farm families where they learned 
how a financially viable family fanm is run. The 
youth participated actively with their host fmi- 
lies K1 C O ~ U R ~ ~ Y  and church meetings, Future 
Fmers  of America (FFA) activities and con- 
tests, town council meetings and local volunteer 
activities. 

One of the most successful Experience America 
programs was developed by the Partners of the 
America's Vernmont Chapter duhirag their small 
business management training program. This is 

discussed in depth in Chapter Six: Four Case 
Studies in CAPS/HOPS Programrn 

6. Trainee's Satisfaction with Exper~erxce 
America Activities 

The Experience America activities are can- 
sistentfy reported as m e  of the 
U. S. training program. Trainees 
the cyportarnjty to live with 
for a period of time. All training 
prolacled at ! a t  occasional 
Trainees. Occasional visits 
as an invitation far dinner. 
however, had the opportmi 
overnight homestays with families, swnd those 
who &d not expressed disagpoinment.. 
said hat they wished dbe homes 
longer. 

Participation in civic events is mot 
area in which U.S. imtiturions are 
plan activities. The program desi 
cornmi@ Qevelopmem leaders 
successfuf irr providing HOP 
fiequent opportunities to interact with Iwd 
government of!fieids, to meet with private sector 
leaders, to &serge or participate in volunteer 
org3urutziftions md to observe civic advitis. 
Trainees in five I-POPS-Ii groups re 
less frequent meetings with local 
Contact with the business sector was mot 
provided for the majority of the 
several goups reported infsequent 
to observe wlmteer activities. 

The majority of U.S 
Experience America ccd 
program very serioml 
evaluations completed by the trai 

constraints were noted by the 

lead time to prepare for the: TF&RW due ra 
delays in corrtrac e 
schedu2e., it is e 



homemy requirement. Semd,  mamy short-term 
programs have so many training objectives for 
the dassroom and for Experience America that 
pfie Trainees cornpiain &out having little fiee 
time to assimilate what they are leaning. 

19. Predeparture Qrientation Preparation for 
Experience America Activities 

h preparation for their U.S. braining component, 
Trainees study a wide variety of topics in the 
predeparture orientation program (see Chapter 
Three: Predeparture Orientation fPogram). 
Many training institutions reported that they 
have not been provided infomation about tfme 
orientation program, however. Furthermore, few 
guidelines were provided to the training 
institutions about the types of Experience 
America activities that the Mission expects as a 
result of the training in Honduras. 

Sxne bakers also repfled that Trainees are not 
being prepared for the "culture shwk" that can 
wcur. For instance, several participants in the 
community development group sdered fiom 
physical aliments which were attributed by the 
trainers to an inability to adjust. Several Trainees 
from the Watershed Management group 
recommended that more iplfomation about U. S. 
cultwe be provided ta the Trainees. 

E. Conc!usions and Recommendations for 
Experience America Activities 

The broad definition of this portion of the 
program and a lack of guidelines from the 
Bdksion for this aspect of the program s p e c i h g  
which of the components is most important has 
hid io an unevenness in its implementation. 
While the diversity underscores the individual 
community life which is uniquely America, the 
I x k  of guidelines for training institutions wa 
lead w situations in which some of the most 
nit icd dements of the Experience America 
program sre not included. 

S Longpferm Trainees slsslerid receive clearer 
$uideEims absut &e 

closely with the sitsdenb, dsrrhg 
monitoring, tio eactaurage t l ~ m  to 
adwantage of the opporhrnities prmepat om 
d clu~pruses, from vod~pnieer work h 
co~ftlt~~(~a% fs advii$es srgmiZe6f by 
captipus oflces. 





The CAPSffIOPS Program in Honduras has 
provided training in a limited number of specific 
fields in the nine years of its existence. This has 
resulted in a critical mass of individuals in these 
fields who are contributing to Rational develop- 
ment. The evaluation revealed four areas of 
training that had regional and national impact. 
These included Trainees' activities in tRe fields 
of environmental education, elementary schooI 
education, small business, and democratic 
initiatives. 

PACBH: ENVIRONMENTAL 
EDUCATORS 

A highly successful project in environmental 
education was undertaken under the CAPS4 
Program. The project trained 100 educators over 
four successive years. Most of them were rural 
elementary teachers, although some teachers, 
supewisors, administrators, secondary school 
teachers and urban elementary teachers were 
aIso included. The program, begun in 1987, was 
formulated prior to the present Saategic Objec- 
tives of 'USAIlYI3oardur;d~~ However, CAPS-I 
provided training in environmental studies which 
relates to the Mission's current Strategic Objec- 
tive No. 3, More E_i4icient Management and 
Sustainable Use of Selected Natural Resources. 

Today, the returnees are actively involved in 
emlromental issues at the regional md local 
levels. They have devdoped their o m  training 
manuals, created and rezorced local environ- 
mental organizations, mobilized aand supported 
significant citizen responses to environmental 
issues, organized student environmental groups, 
md undertaken such c o m r u u ~  projects as 
demonstration parks, recycling programs, port- 
able water supply comtruction, and watershed 
memation. 

1. the formation of PAC0 
eds~cators concerned 
issues; 

2. the creation of a 
En~ironmentaS Ed 
of Education; and 

Since those surveyed at the 

the schalarship as wI9 as their crnrrent w.fi4rtici;. 



R Significant Multiplier Effect 

h general, the Trainees surveyed were very 
sitive about their CAPS training scholarship; 

nearly 80 percent said the training was better 
than they expected it to be, and all respondents 
were eiahei "satisfied" OF "very satisfied"" with 
the training ihey received. All of them said they 
wodd reeonmend the program to others. 

The PACOW Trainees surveyed geneidly did 
not differ from other CA.FS/HOIPS Trainees in 
their assessment of U.S. training. However, they 
differ significantly in the degree to which they 
have spoken to others about their training and 
the contacts they have made, both ~4th other 
Trainees and with their teaching colleagues and 
community members. For example, 96 percent 
stated drat the training was either "usehl" or 
"very useM" in establishing contacts with other 
Hondurans interested in environmental Issues. 
Furthermore, PACOH returnees have been very 
active in maintaining contact with each other 
(100% versus 74% for other CmSmUPS 
Trainees), working on community projects (60% 
versus 18% for other Trainees), and working 
with Peace Corps volunteers (74% versus 20% 
for other Trainees). 

PACOH Trainees also reported having shared 
their U.S. trainiig experience witah a significantly 
greater number of persons than CAF%fflO?S 
Trainees. As Table 5.1 shows, Trainees have 
had a broad range of contacts, including their 
fellow students, teachers, parents of the 
students, and cornunity members at large. 

One measure of the positive effect of CAPS 
 raining an PACOW Trainees' acfivities is the 
increase in time Trainees dedicated to environ- 
mental dueation concerns after training. These 
activities represent an addition to their regular 
teaching respollsibiliries. A 1992 survey of 24 
PACOH Trainees indicated &ad members of this 
group have increased the time they spend on 
their volunteer and teaching activities related to 

1: environment. Forty-four percent reported 
at before the U.S. training they spent betureen 

one and four hours per week an envi 
issues, 39 percent: spent bemeen five a d  nine 
hours, md the rest (17%) 30 or more hours. 
Afier the U.S. tr&iarg, 57 percent of the 
PACOH Tr&ees report spending 30 or 
horn on ie~lvironrrtentd issues each weekt 3 
percent spend between five and nine hours 
weekly, while only m e  reports ~endina,g iess 
than fou  hours a week. 

Table 5.3 

Multiplier Effect: f omal Trainee Gorota 
with Co-warkern: (Percenazlges) 

No of Contatcts PACOW a h s r t  ...__...- ----.---.. __.._..__._ _... .̂ -....----.." ..... " ----.---.-.... * ..---..--.-.... * 

1-9 9 1 29 7 
9 Q-24 9.1 29.j 
25-49 31. 12.8 
50-99 22.7 12 8 

100- 1 99 27.3 10- 
206) and above 0 0 (1 

a=.01, n=?70 

Masttipiier Effect: Formal Trainee Contacts 
with Community Members fPercenta 

No of Contacts Long-term Short-lterm 
.* * -.-.-- "--* ....-.----------.---.-.---..-*.-.--.- *. 

1-9 5.6 16 7 
'10-24 27.8 30.3 
25-49 22.2 f 9.7 
50-99 27.8 t 4  4 

100-1 99 0.0 8.3 
200and above 16.7 10.5 

aZ.000, n=188 



m Increased Leadership Responsibilities 

CAPS selection was designed to recruit leaders. 
The program was successhl in this area. 
Returnees were already actively engaged in 
enviromentd programs before their depar- 
t u r d 1  but one Trainee in the BACOH survey 
(96%) stated that they had participated in volun- 
tary activities in the mnmunity before their U.S. 
traling. 

Trainees have been even more active in volun- 
tary adaivities since $heir return. All PACOH 
Trainees continue to participate in coxnmwjy 
activities. Over 92 percent of the returnees said 
they were now more active in community affairs 
compared with 49 percent of the other Trainees 
in the swey. Trainees were asked to indicate 
their participation in six typical civic activities: 
attendmg meetings, planning events, drrecting 
group events, training others, acting as group 
spokesperson, and assuming formal leadership 
roles. Over 65 percent of PACOW members 
surveyed had taken on all 6 activities, compared 
blah 26 percent of the non-PACOM Trainees. 
Some 87 percent participated in at least 4 of the 
activities. Some 87 percent said they had taken 
on hrmd leadership roies and 83 percent had 
served as spokespersons for their organizations 
or communities. 

Trainees assert that their U.S. training plays a 
role in their continued leadership activities. AII 
but one of those responding stated brat their 
leadership roles had increased. When asked in 
1992 how their leadership roles had changed 
since their training, PACOH Trainees cited such 
h g s  as: 

"I have dwzys been nmed to important 
assignnnents, but mw [since the trainhg] I've 
become a protagonist and one 40 pkm 
projects with respect to the environment, to 
try to i d o m  evexyone h u t  what P learned." 

"My boss has counted on me more f i r  my 
Idership and has offered me more 
niPief $0 firm rel&omfilps with otfrler persoins 
md institutions." 

HI Diverse impact in the Classroom 
Comnnuniw 

BACOH Trzinees' efforts at the fw 
enmmpss a wide m a y  of a~tivi t i  
undertakings are found in their cIaslsracsm teach- 
ing where teachers are using innovative teaching 
techniques. Teachers had their students 
trees, founding nurseries, &ing pa~t  in marchests, 
cleaning the sch001yifld md &the Gomm 
going on excursions. Masf Trainees 
environmental clubs for students md c 
members and taught others their ent.iron- 
men%-related experiences. S Trainees men- 
tioned working with their students to create Iwd 
natural sclences museums ch emphasize 
en~lronm~ental issues. fn one c returnees sup- 
puded a nation program of promohg school 
children to ~ t e  to Be President of Hcsn 
h u t  a serious enviromentd issue. 

Ofher activities describe by Trainees are 
centered in the c o r n  md its eewtirons, 
including demonstrdon parks, reqding pro- 
grams, cleaning up forests and streams, pro- 
tecting forest reserves and wtersheh, and 
teaching parents and cornunity members 
enkjronnaentd hazards and how citizens g: 

work together to make imprsvemen~. Ei@reen 
returnees reside in Choluteca where group acti- 
vities include a weekly radio progs 
environment, teacher ~~~g seminws, ires: 
planting programs, and other activi 
area, PACQW Trainees have icresat 
of fiwd organizations, some begbre their depar- 
ture and others upon their return. 

"My radius of action is wider; I've joined 
several tfmminees, involving myself wi 



r Formation and Evolution of the PACOH 
Organization 

m e  evaluators attended a meeting founding 
PACOH as a national organization in May, 1992 
and then observed the growth YF PACOH by 
attending a second national congress in August, 
1993. The 1992 meeting provided valuable rein- 
forcement training for the returnees. In an all- 
day coderence, the returnees listened to an array 
of ,expert speakers who laid the basic ground- 
work for h e  creation of a national-level srgani- 
zation. 

'Ke 1993 meeting demonstrated both the suc- 
cesses and the difficulties in organizing a 
national organization. Two significant achieve- 
ments were the winning of persanerh juridic@, 
or oEcial legal status as a nationally recognized 
organization, and the expansion of membership 
outside the core of the CaBSJHOPS Trainee 
groups. Legal status will pennit the association 
to function as an N W ,  leaving open h e  possi- 
bility of submitting project and grant proposals 
to donor agencies. The incorporation of mem- 
bers who were not CAPS Trainees (leaders now 
suggest that membership has reached 200-258 
persons) points towvds the institutionalization 
of FACOH. Teachers who did not travel to the 
U.S. but who are interested in environmental 
issues cam use PACQH as the medium for local 
action. 

!B AccarnpIishrnents sf PACQH Members 

PACOH members are playing a significant role 
in national-level environmental organizations in 
Honduras. The best example is 
FEDEAWIIEm, a federation of envlron- 
mental groups, in which PACOH maintains 
representation on the board and in Whch a 
number of PACOH members actively participate 
as individud members. This suggests that the 
BACOH organization has been a training ground 
for the ~at iond environmental movement. 

PACBW also has acted as a citizen-based lobby/ 
pressure group and has influenced a number of 

issues of interest to the n d o n  
movement. For example, sou 
of Education attribute the E 

ce to oversee the dew1 
menlatiion of cwric 
senation to the fo 
members. PACOH pl 
ing fonuard to wmpl 
cunicdm manual an 
supported afre testing 
school-system. 

The success oftha: project bas dso been fbstered 
by the increased att 
regional, and intern 
enviromentd issues following the 
of the training. Retume 
afris level of national 
promote their envirom 

r Constraints to Gro 

h 1993, PACOH leadership faced the fm&a- 
tions of a lack of resources and same ca 
cations problems, both the membership 
and with the 'HOPS Follow-on priogr 
example, Trainees reported &at the regiondl 

have been generowly s 

OR the other hand, *two factors p k t e  
towards sus&abiliq in PACOM- 
leadership of &e organadon 
from the leaders 



positive indication that PACOH may be able to 
go beyond the founding group. Second, the orga- 
nization tackleel the issue of internal finances by 
establishing a monthly dues incumbent on all 
members, to be paid by direct s d q  reduction. 
Wile  &P. sum was not great (less than a dollar 
per month), the establishment of dues will 
greatly lessen the complete dependence of the 
association on USAID's largesse. 

r Summarizing the Effectiveness of the 
Environmental Educators Training 
Program 

Several elements can be identified as wntribut- 
ing to the success of the project including ahe 
following: 

% A Sefection Process Which Identified the 
. Most Appropriate Candidates 

* Trainees were selected, among other reasons, 
for their leadership abilities. In this case, 
leadership traits converged with a dedication 
to the znvironmental cause. 

Environmenaal Education Trainees ha35 

demonstrated these leadership abilities on 
returning to Honduras. When opportunities 
presented themselves, Trainees had the 
leadership qualities to make things happen, 
transforming their technicd infomation into 
commity and regional programs that hsve 
made a difference. 

r Program design used a "critical mass" 
approach to heighten impact 

* The project included enough individuals- 
100 educators to form a critical m s .  Ten or 
15 educators muld not have created the 
momentum for m&&l change. 

Returnees were sufficiently mncenbated by 
geographic area that: they could help one 
mother in bringing a b u t  nseanisl&l change. 
They had others to encourage and sup 
their activities. 

* Predepmre and re-entry s 
the Trainees with a sense 
engage in environmenlal e 
nars helped Trainees to rn 
from earlier groups who 
ing in entiromental activities. 

- Two FoIhw-on meetings dbr the first two 

groups, held before 1991, all 
to dwellop the concept ofa national organiza- 
tion and create mgoing cross-re@ 
third national meeting of dE CLA 
returnees provided them an addi~o 
tunity to "network." 

The HOPS Fol1ow-m program has ptoGded 
support for regional visffs, n 
gesses, and the reproduction of materids 
(boclklez~, pamphlets, warkboohcs, etc.). 

As dwtays, the human element has played an 

personal dedication of 

goals and obJec.tkes and see it as a strong arga- 
nization which can s heir hterat h 
environmental issues. 



buPion to achieving the seeond Mssion Strategic 
Objective, "achieving healthier, better-educated 
Hondurans," by improving the primary educa- 
tion system in Honduras. At the time of the 
evaluation, some '97 teachers a d  supervisory 
personnel had traveled to Be U.S. for short-term 
training h tbur training groups. Three of the 
groups were financed with remaining CAPS-1 
funds, while Be first was financed under the 
HOPS-E project. 

In 1992, a p u p  of nine educators fiom seven 
departments-Comayagua, Cortes, Francisco 
Morazh, Olimcho, La Paz, Valle, and Yam- 
studied for ten week at the Institute for Training 
and Development in Amherst, Wsachwetts. 
Considered a pilot program, its god was to train 
teachers and administrators in the use of new 
classroom and managerial techniques which 
could transform the rote-learning methods now 
in widespread use. Candidates were chosen from 
various levels sf the educational hierarchy at h e  
departmental level, including classroom 
teachers, principals, and regional supervisors. 

In late 1992, a second group of eight teachers 
hrn rural areas of the coastal department of 
Colon participated in an eight-week training 
program in Oregon. The main objective of this 
program was to improve Trainees' t 
methods, develop their leadership and mdtiplier 
skills, and to teach strategies necessary to 
encourage parental. and community hvoIvernent 
in the educational process. 

In the spring of 1993, two groups of 30 teachers 
each received eight weeks of training at two 
&Rerent 1ocations, Interface Network in Oregon 
and the Consortiurn En Service to Latin America 
(CSLA), in Tampa, Florida The training design 
pdfeted &at of the ColBn group. r=iinees in 
these two groups were selected from rural corn- 
mranities in five western departments: Cop& 
hitibuck Lempira, Ocotepeque, and Smta 
BBrbara. 

Successful Pra 

A number of the program componritns 
contributed to the successhl inplemenal~on of 

when the Trainees re-ed, 

educators. 

Except for &e first group, the teachers were 
selected h r n  concentrated g hic areas. As 
in the case of fg1i environtil educators, a 
critical mass of individuals is worGrag togellaztr 
fiom a com~mon base of training. This protides a 
network of interest people with the same 
knowledge base working together to rnulfilply th 
activities of core groups ofTr&nees in disperse 
areas. 

B. Program Outcomes: The Teachew an 
The Survey 



a Predepafiuse Twining and the Foliow-an 
Program 

Support for Trainee Follow-on activities has 
been provided fiom the beginning. Trainees 
actively discussed their expectations for the 
training and what they hoped to accsmplish 
within their own schools while still in the pre- 
departure seminar. During the US. ~b:;nin'ung 
itself, they worked on preparing action plans to 
incorporate their newly acquired skills and 
knowledge into their work at home. 

Survey results confirm the im 
Follow-on planning in this group's pro- 
gramming. Some 97 percent of the teachers 
reported that they were informed about HOPS 
Follow-on during their predeparture orientation, 
compared with only 51 percent of all other 

'Trainees. Similarly, 97 percent also stated that, 
during their U.S. training, they developed a plan 
of action to be implemented upon return to 
Honduras; only 45 percent of all Trainees made 
the same statement. Nearly three-quarters of the 
teachers planned Follow-on participation during 
their US.  training, compared with 43 percent of 
the sample. 

Among the most successful Follow-on activities 
have been the reinforcement seminars provided 
by the returned teachers to their teaching 
colleagues. Each Trainee from Col~n, for 
exampIe, provided two intensive kee-day 
seminars for 45 fel:ow teachers fim throu&out 
the department Two Trainers, one each from 
Interface and CSLA, attended as observers/ 
guides. Two representatives fiom a c h  of the 
five western dep-ents dso attended. The 
U. S.-trained scholars &us received additional 
training while they slrndraneously began an out- 
reach to 0th~ teachers. Returned Trainees fiom 
each of the western departments have dso pro- 
vided &-service seminars to several hundred 
teachers and supervisors from their areas. 

m Trainee Invof.vement in dermetnt 
Recruitment. 

The @WS/EgOPS p 
the skiflls of the t a h e  

of seminars on new teaching m 

attendance. 

In spite of the relatively short Pime since theis 
return from the US., the teachers 
more active in Follow-on activities 

ees. Some 87 percent of t  

surveyed who participate in dub &\Eii~m 
wodd drop co~ide~ably.)  

G. Multiplier Effect of Teacher Tra jinin 

Trainee Activities 



chuset~s and have adopted this as a way of 
increasing student invokement in Be school. 
The oEcers of the newly formed council in a 
rural schod in Honduras are now responsible for 
greeting all the visitors to the schooI and serve as 
the visitor's guide to the school. 

In one schorrl, the students are becoming 
catalysts for change. A &w weeks afrer a 
CAPS-trained teacher began wing the new 
teaching methods in her ctassraom, a 
student in an adjacent room asked his 
teacher why their class didn't do the 
interesting activities he saw in the class- 
room of the CAPS reacher. The Teacher 
approached the CAPS reacher and asked ro 
learn what she was doing. 

FOR THE SMALL 

Many teachers talk entAusiasticdly about their 
outreach into the c o m h t y .  Most notable has 
been the work with their pupifs' parents. 
Typically, parents are not included in school 
activities in Honduras, but MOPS-IX teachers are 
effectively reaching out to parents and involving 
them in their chldrens' education. The teachers 
also talk about the success they are having in 
mobilizing the community to support the school. 

Returnees from the teacher training course have 
had relatively little time to impfenaemrt activities 
in Honduras. However, the initial successes of 
this group, ineluding the high levels of partici- 
pation in "mdtiplier" serreU~ars and the enthu- 
siasm with which the Trainees have comrnPmi- 
cated their newly acquired knowledge to 
colleagues and supervisors, suggests that the 
CMS/MQPS program has developed rn 
especially ~Eective training sequence. When this 
training is offered to teachen a d  supervisors 

&out the country, it can be expected to 
s significant impact on the relationship 

between mat teachers, their pupils, the pupils" 
parents, and she supporting cortlmurnity. 

Since tke inception ofthe @ 
in Honduras, small bush 
ing has been a major tr 
1993, 753 Trainees, 

Two short-te 
specializing in credit provided n;&g fix 20 
people. Pn addition, 35 le have received 
long-term training b~ 
adminisaaGon and msmagement. 

At the beginnzing of Be ~ r o g r a ,  s 
groups in smdl business were sent to a variety 
of instihaions. Zra 1987, the Ve 
&e National Association of 

received 18 groups for 



year life of the contra.  The program focus on 
training for small business management con- 
tinued through 1991 when the National Office of' 
NAFA twk charge sftraining placement. 

AAer the NAPA program concluded in 1991, 
small business management training continued 
under HOPS-EI. Twenty Trainees completed a 
six-week program at the end of November 1993 
at Jackson State Uraiversity in Mssissippi, and a 
group is scheduled for training in early 1994. 

8. The Vermsnt3ilonduras Partnership for 
Small Business Development Training 

The program devefoped by the Vermont Chapter 
of NAPA was the condnuation of a program 
started in 1983 by the Peace Corps and financed 
by USAD/ Honduras under a program to pro- 
vide support to small businesses. In 1987, the 
courses were kcorporated into the GAPS pro- 
gram. An Experience America component was 
developed for the program which had focused 
up to that p i n t  only on the technical aspects of 
small business management. Some 263 people, 
38% of whom were women, were trained in the 
CAPS portion of' the program. Another 149 
people were trained in the previous program 
&om 1983-1 986. 

In addition to smdl business management per 
se, specialized courses were &so offered in the 
substantive area of businesses, such as smdl 
dairy f m s  and vegetable and h i t  production. 
Each training focus had as its pripicipd god the 
improvement of participants' ability to nan a 
smdl business. An essential requirement for 
participating in the program was that of owning 
or managing a small business or f m .  Owners 
of a wide variety of small businesses came to the 
United States, including electricians, restaurant 
owners, mechanics, bakers, food processors, 
small grocery or convenience store owners, car- 
penters a d  seamstresses. As previously ds- 
cwsd, environmental education was a fourth 
NAPA training topic. 

D. US. Twining: Learning 

Most pdcipmIs attend a one-week pte- 
departure orientation program in Hon 
then traveled to two sites in h e  Uni 
Mississippi and Vermont% f'or six wWeeks of 
classroom and don." As the 
Director of the itors Center at 
Jackson State University said, '' 
the gamut of skills for 1 
small business, including m 
hman  resourc es... dl aspects &at 
person nu? a better business.'" 

- - -  

sohti~ns. On vkiis to Axnerd 

the particigarrts were 

statements, and cash flow projeetioras, tell be wed 
in the management of their business. 



Throughout the program, Trainees studied the 
costs of wuling a business to improve the profit- 
ability of their enterprises. Since many of the 
Honduans planned to expand their operations 
by adding new employees, the link between 
employee costs, the price of services, and profits 
was emphasized. 

In addition to receiving training in the general 
area of business administration, the participants 
had the opportunity to study their pwticdar 
trade. Each group visited b s h e s s s  and 
received workshops on their specific area, such 
as knitting, sewing, and TV and radio repair. 
One of the particinants noted, "I filled my book 
with tips to take back with me. 'This will make 
my work much better." 

lp Foflow-~n Spontaneously Evolve 

Fdlow-on activities were not a formal 
within B e  GAPS p 
NAPA. However, 
sperntaneomly in a variety of ways. First, U.S. 
citizens, as a result of heir bvolivew~ent vhth 
Hondurans during their fP. 
have remained in touch wi 
dairy farmers have given 
Others have sent see 
restaurants owners have 

through Be Partners R ~ W O P ~  that 
pendently of the CAPS program. 
partnership receives about five taav 

The training course design adopted an 
experiential methodology, which emphasized 
learning by doing. Trainees were taught to 
analyze the w e f i e s s  of new approaches to 
their work. The program wrdinator, a trainer 
skilled in group dynamics, guided the Trainees 
through discussions in which the participants 
were asked to consider how ?hey would apply 
the ideas gathered during their visits to Hon- 
duras. The f'rxus on the concrete app!ications of 
new skiils meant, as one obsehver reported, that 
it was rare to hear any participant from the 
Vermont/Mississipyi program say, "I can't apply 
my training because I lack.. ." The NAPA pro- 
gram coordinator commented that "the program 
empowered and inspired the Trainees. It was 
irPdividually focused and taught them concrete 
skills h c h  were immediately applicable." 

Volunteer-Based Experience America 
Activities 

The Experience America component of the 
program was organized by an advisory mm- 
Hrmittee of volunteers from the Vermont Chapter 
of NAPA. The advisory committee organized 
home stays on daiw f m s ,  visits to other 
businesses, and numerous community activities, 
based on the Partners philosophy of "making 
persand connections." 

-- 

From learning farming pr~ch'ces~ wifing a 
business plan, or pracbicjng Bookheping 
skills, participants learned by wojrkng 
dongside the furmers who opened their 
homes ro them or tradespople 
them into their shops. 

activities. "Flower 

Trainees, built Fd'Eow-on actkh-ks ka~ their 



fbnnished the teaqxmation and provided tech- 
nicd assistance to the women to foam a co-op. 

Finally, when the Vermont staff visited Hon- 
duras, they traveled to visit retunes, providing 
informal technical assistance in the process. 

B. Findings on the Small Business Sectot: 
1993 Evaluation and the NAPA Sunrey 

The skills arid knowledge which schofsnrs gaix! 
about smdl business management daring their 
programs in the United States are being applied 
in their work. Existing small businesses have 
grown and flourished; new businesses have 
fomed. 

mi individual Success Stories 

Stories of individual successes are plentiful. An 
individual in San Marcos returned fiom his 
study of dairy production, applied for a loan 
fiom a government agency, and bought 25 cows. 
The herd has grown to 95. We paid the loan back 
thee years early and has created employment for 
his sister and one other person. 

A farmer growing cabbage, green peppers? 
and beets sells his produce through a 250- 
member cooperative. As secrerrary of the 
co-op, he was searching for ways to learn 
more about farm munugement to increme 
the organization k projts. As a resulr of 
CAPS small business training, he not only 
improved the accounting procedures for 
his co-op but was also able to ifeach 
spc14";c farming techniques to members so 
they could increase crop yields. Far 
example, he showed his co-op how to 
install dpip irrigation systems using old 
water hoses (an adaptation o fa  method he 
observed in Mississippi). 

A woman Trainee in La Ceiba operated a small 
bakery before her training. She opened a cafe- 
teria in the heart of the commercial zone as smn 
as she returned &om the United States. As she 

described her business, sh 
the principles sf bushes 
she is aipplying in her she 

e NAPA Suwey Wesu 
Being Used 

Study resuits showed that 86 percent of dmsie: 
surveyed said their training courses Hrelpe 
improve their businesses. Business 
fiom new markets were report 

ed Trainees. S 

control system. Ei&q-tvvo percent stated that 
they now have a clear idea of how much they 
e m .  Some 52 percent also 
using knowledge and skill 
training to catculate p 

As a result of increased business, 66 percent of 
the former scholars related &at they were 
creating employment 
existing; businesses and 

Trainees dso reporied an improve 
plan their businesses. Some 48 

percent responded 
business plans for the 
fewer (25%) mted 
for heir business. 

Finally, the training created a ne 



needed support dbr people wfio typically 
operated in isolation For example, women fiom 
La Ceiba and Juticdpa who studied together in 
Vermont continued to visit each other to 
exchange techniques on breadmaking ;and busi- 
ness development. 

Areas far Additional Fotilow-on Support 

The NAPA s u v e y  noted areas in which smaller 
percentages of Trainees were applying their 
training, such as in complex financial record 
keeping or in .the use of marketing tools. The 
authors of the NAPA evaluation suggested that a 
more systematic and continuous Follow-an 
program for these Trainees was needed. It could 
give them access to techcai experts who would 
provide resorcernent training for the skills 
introduced in Vermont and new rnfomation to 
support their activities. 

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

One young woman, who returned only 
recently, established her own school, fhe 
only bilingual school in her Department. 
She said, "The training helped me decide 
to open my own business. .My expectations 
for the j h r e  have changed, because now I 
have become independenr, ecmomicdy 
speaking. I am the most safrsjied in 
describing my experiences in the US when I 
talk with ~p?vfriends about the crealfon of 
my own school. Hiwing my own school, my 
own business, calhws me to help other 
Hondurans, since now I employ more than 
10 Hodurans. " 

The survey identified Trainees" Hmited access to 
credit for business expansion as a second major 
need. Some expertise in this ar~a exists within 
the CAPS alumni. A CAPS Isngtem academic 
Trainee ~&.h a degree in Public Administration 
has returned to work for a not-for-profit 
organization which specializes establishing 
"mmuPlity banks" and providing credit for 
low-income women, community g oups and 
cooperatives. 

An unexpected finding of the 1993 AL 
b~temational evaluation is the numb 
returned long-term scholars 
!heir own businesses. For example, an aggron~- 
mist has begun e x l p o ~ g  tomatoes and chdis to 
the United States. His business now emplqs 20 
people Mi time and 60 part- 
harvest season. hot3her former 
earned a B.A.  in m m w i  
own mmultmicatiolrs comp 
retusned. He provides markexing, training and 
mnsddng services. 

Survey results indicate that 
percent of long-term Trainees 
self-employed. These examples, and others 
gathered o m  fwus groups and 
interviews, suggest that many sfthese 
Trainees, as well as the 27 percent 
having more &an one job, are in business fatt 

&emseEves and are creating jobs for others. 
Interviews uritfi Trainees credit &e CdPSiROPS 
training for providing ern with the necess 
foundation to risk starting a business. 

F. Conclusion 

a nee&-based approach do itfie 
;trail+; md 



The training was based on h e  experiential learn- 
ing cycle in which the observatiodactivity por- 
tion of the program is folfowed with appropriate 
processing of the experience to ensure that what 
is being learned is immediately applicable to the 
trainee's own reality. Finally, by awarding a 
long-term contract to a single institution, the 
CAPS program was able to build up an institu- 
tion al memory. 

However, very little has been done in a formal 
way to increase the impact of the training 
through a Follow-on program. The HOPS-D[ 
program is undertaking related training, such as 
the training of bankers, small business people, 
and long-term financial specialists. Under the 
CABSMOPS umbrella, these Trainees could be 
comrnrissioned to work together in Foltow-on 
with CAPS small business owners to solve the 
major problems facing ahem, such as access to 
credit at a more favorable rate. More generally, 
the HOPS-II program, with its access to diverse 
members of the hancial and econ~mic sector, is 
well placed to design Follow-on activities to 
support this sector. 

USAIDMonduras, through CAPS and HOPS-II, 
has provided significant opportunities for 
training in smdl business management to 
hm&& of business operators in the informal 
sector. Most Trainees have apparently put the 
new skills into practice, creating improvements 
in their quality of life as we11 as contibuting to 
the growth of B e  economy. As one project 
oEcer said, "It [CAPS and HOPS-1.1 has 
strengthened Honduras' economic base by 
equipping its citizens with usefuli took for 
sustainable growth and it provided them with a 
greater appreciation for democratization." 

CAPSiWOPS SUPPORT FOR 
DEMBCWTlG INlTlATlYES 

The consolidation of the Honduran democratic 
system is one of the Mission's Strategic Objec- 
tives for 1993-1994 %e CAPSmOPS progrm 
has supported this objective since the earliest 

days of the first project. In the 19 
Project Paper, the "Qevelqment of 
and technical skills needed for the: prammsive, 
balanc4 and plurdistic develo 
selected Central American wmhies" 
fied as a fundamental program objective. The 
(SWSmOPS program conhues to play a role in 
supporting the Mission's programs to s&en 
civilian government institutions and public 
cipaticm in the democratic 

. . 
For the purpose sf ex 
of the progrm $0 strengthening the demxpcrzbc 
process, we adopt Robert Dahl's (1 971)3 defini- 
tion of the basic ingredients defining d e m w r a ~  
as a political system: 

wrnpeti tion: cornpetifion mong in& 
and organized g m u  
parties) for the major 
power; 

political participation: a highly iraclaiw IeveE 
of" participation in the selection of leaders an 
policies, at least ttrS(9a;tgh regular 
elections, such that no majar (adult) mid 
p u p  is excluded; and 

civil and political liberties: including at least 
the following: freedom of expression; 
cEom of the press; a d  fteedom to fo 
join organizations s 

cipation. 

A. CAPSlHOPS Progmrn Support for 
emocwtic Initiatives 

ta Selection of Candi 

In cooperation with the M ~ c i p a l  Develiopmemt 
and hfiastructure Office of the Mission, the 
HOPS-H program has provided training h r  
three municipal groups: mayord -&dates, 
community development leaders, and rn 
employees. These 

ed as direct s for the HQE~UI" 
government's move towards dgeentrdizsl~on 



municipal go7-emment. The courses dso support 
the Mission's Strategic Objective W5, "'more 
rfrspmive selected democratic institutions and 
processes with greater citizen participation." 

Each group studied American federdism, the 
balance of power md rights between the federal 
government and state and local governments. 
Forty-six mayoral candidates, representing fbur 
major political parties, spent two weeks in a 
predeparture orientation program in Honduras 
and two weeks observing local government in 
Albuquerque, New Mexico. Some 21 com- 
munity development leaders, many representing 
the same cornunities as the mayoral candi- 
dates, worked with mmrnwity organizations in 
New Mexico. Finally, seven municipal 
employees are in the middle of a one year t e c h -  
cal training program at New Mexico State, 
learning how to provide better rnunicipd 
services to the community. 

The impact of the program is yet to be realized, 
since the mayors and community development 
leaders returned from their training in April and 
October, 1993, respectively, and the municipal 
employees remain in training. However, initial 
findings suggest that the impact is likely to be 
significant. 

Trainees and observers noted that the propran 
for mayoral candidates has had a positive d u -  
ence on the tone and style af political compe- 
ation among ind~viduds and organized groups. 
Candidates, as well as &sewers of ttae c m -  
gaign, reported seeing a tolerance for politid 
differences &at has not existed in partisan 
politics in Honduras. The highly personal 
ofien expressed $-zing political campaigns 
diminished and candidates from opposing 
parties, who automatically become members sf 
the city council, have agreed to support the 
winner's plafform. 

A cSialogte among the participants in the poli- 
ti4 system has isbegtin which fosters polin'cal 

rtzciptdon, h some communities, the bond of 
being C-SMOPS scholars has appxentiy 

transcended the traditional banier between a 
mayor and the community's faders. The C 
HOPS program contributed to 
including the mayoral candidates in ere pre- 
departure program for the conarnunjey develop- 
ment leadies. The two p u g s  spent a m o ~ n g  
discussing common problem of the 
ties and pledged to work mge&er to 
tions. Further, as part of their prdeparture 
orientation p r o g r q  the comna~w develop- 
ment leaden deve d an aaim pian for their 
own mmllrtities ch many shared with the 
mayors. 

Such discussions ate hopedtIly leading tc, the 
recognition by the mayoral candidates of the 
legitimacy of comm~ty organiz;atiom. Ths 
recognition can be interpreted as sup 
fieedorn to form and join orgmizaticm slaZPicient 
do insure the integrity of political ca 
and participation," one of D&-P9s civic 

B. CAPS and Civic Education 

To exercise the civil and political liberties 
avai2able to the citi 
viduds need to be 



and the conesponding responsibilities. A s  a 
result of the scholarskp program, over 2,100 
Trainees have been directly exposed to a work- 
ing model of democracy as practiced in the 
United States. "TI'hey have been encouraged to 
exercise h e  civil send political liberties increas- 
ingly available to them in Hondwas. Furtfier- 
more, USAIl[a;/PIonduras has selected nearly 80 
percent of its mcbdates for &e program from 
among ecmornically md socially disadvantaged 
groups of the population. These are persons who 
would not nomdly have had any first-hand 
exposure to US. grass-roars democracy. 

II Predeparture Orientation 

During the HOPS-fl expanded predeparture 
program, Trainees engaged in a substantive drs- 
cussion of political systems, comparing the 
Honduran model of government to a variety of 
political models. The component is intended to 
prepare them to bener understand the US. 
model of democracy as they participate in the 
Experience America activities. The positive 
impact of this element of the predeparture pro- 
gram is show in the responses to fhe survey 
questions regardng what they learned about 
various aspects of the United States Ths same 
question was asked in the open-ended questions 
on the exit interview which Trainees complete 
when they fhsh  their U.S. traning program. 

As show in Table 5 2, over half of the Traunees 
in both the short-term and long-term groups 
reported leaning a great ded about American 
democratic institutions. Nearly 60 percent of 
both groups isamed a great deal h u t  the free 
enterprise system in the U S. Significant num- 
bers in both groups repod Itaming a great ded 
about volunteerism in the U.S. Some 62 percent 
of the short-term Trainees lmd a great deal 
about volmteehism; while 70 percent of the 
long-term trainees learned a great deal about 
voilunteerdsm. 

Open-ended responses from the exit question- 
naire varied by group, as their exposure to 
aspects of American democracy depended upon 

their come OF and the m~vitks 
for them in the mmunities. Nwe 
zm axarninatio 
Hsndunan groups who had received the 
expanded predeparture ol.ienrat.jon sho 
were si&ficmtfy more inlbmed &an 
from other CLASP groups Some ex 
group responses are provided below. 

the fact that dewracy  as e d e  sf taw was 
respected by the indiwidual citizen. "Cll~zens p 
their taxes,'" one Trainee commented Sever 
mayors dso noted the seriousness 1Gtfi vihich 
peaple vote. 

This group focused on the ctiok~lng of US. 
local government to identify workable so'kutisns 
for their comanni;ties. %'hen asked 
of the political system and demwratic 
tions they would like to see impfern 
o m  country, dhe answers dust 
poIitical participa~on, the sepamti 
and the nndependent dectien d & e  mayors. 

"I w ~ ~ u l d  like to see the direct and Indepen- 
dent election of mayors and city w 
representatives (regidcrres)." 

"The date for electing the mayors should be 
separate and qxW from ?he election 
senators, representativs, d the President."" 
"'Definitely, the [aspects X d d  like ro see in 
Honduras are] the system of rn 
government. and ihe way in which cities are 
ad~nistered."' 

Trainees Learn About US. De 
...-...-+. *-..̂ -..-.--------...-.- - ^" ---- 
Percentage of Trainees 

1 
who learned a gpeat Trainees I 11 

deal about ... ....- 
Democratic Inst&utions 

Free Enterprise 



rn Community Development headers 

She community development leaders also spoke 
ut political participation and the elecroral 

process, but corn a different viewpoint. Many of 
this group focused their sommemts on how to 
raise funds to finance community development 
projects andl how government funds tmc?," be 
more equitably distributed. 

"'1 would like to see state h d s  used well 1 
wodd dso like to have your system for tax 
culle&on and respect for the laws." 

"I'd like to see a more equitable chstribution 
of taxes wlllected from the cornunity for the 
development of the community." 

Accountability of public officials for their actions 
was dso a cornon theme. 

"I'd like to have the city employees with 
highly responsible posittons elected by the 
people, like they are in tkts country, such as 
the municipal secretay or treasurer." 

"'I'd like to see the positions of mayor md 
counciimen not elected through partisan 
gotirics; I'd like to have the people exercise 
more control and put more pressure on 
governmental institutions and have the people 
Isve and respect the constitution. And [hey 
should] put more emphasis on education." 

The participants in the Watershed Management 
training program were more outspoken On the 
other hand, they expressed a desire to see a 
greater respect for the public, by respecting their 
right 'to Reedom of expression, especially as 
they, in their role as public sector employees, 
mderaake actions which wi11 affect the public 

"Let it be the people who decide if a certain 
action regarding the rain forests will be taken 
or not md let the people decide &out taxes." 

"'I'd like to have the go 
elected officials listen to 
people who hve in Worrdur 
hes people are maray 
could help Honduras develop." 

"In order to hplemeent 
plan, first we have to info 
it, wait for their suggestions, ahld see what we 
can change *' 

"As far as natural resources, let the p 
decide how they wifl be used, 
atatltiontties, and the authorities ne 
at df the times the \hiill and Be rights sf the 
peaple." 

This group alur commmaed on aspects of 
pcaliaicd pdcipatisn, noting that they would like 
to adopt the practice of conssflra popular an 
certin~ issues, such as 
tax. Respect for the rule 
of the electorate as 
rnenhctne4 as was she 
personal ctccoant~fri 
This area, in u4GA-i 
offered to a group 
largely k n  exclude 
cess, may be one of 
butions made by the 

C. Conclusions and Recommendations 



 success^ accomplishments of the environmen- 
tal educators '][hey have created an organization 
w h ~ h  is responsible for national level activities. 

my have also gone beyond PACOH to assume 
leadership responsibilifies in na~ond environ- 
mental organizations. Their ability to motivate 
non-CAPS teachers to join PACOH attests to 
heir efforts as "multipfiers." 

The elementary school teachers are also demon- 
strating their leadership abilities as they promote 
the use of new teaching techmques within their 
o w  scho~ls. Teams of teachers and principals 
are advocating system-wide changes by intro- 
ducing the m c e p t  of shared responsibility 
among teachers, students, and parents for 
chldrens" education. In addition, many of &ese 
teachers have shared their new knowledge ~ 7 t h  
collzagues through seminars held in conjunction 
~ c " l  ?.be I! S teachers 

The training provided for the small business 
owners has been suscessfbl m "mchiewng a more 
stable and productive. . economc environment"' 
(EOPS #1) for mimy indiwduds, heir fknilies 
and commmnitie. This training also contributed 
to   scholar"^ understanding and appreciation of a 
free market economy and pluralistic democracy" 
FOPS . Follow-on activities for these 
scholars, tfie majority sf whom were trarned 
wder CAPS-I, has been the weakest. 

All programs glre conhbuting to 
"understanding of a free market 

Honduras. 

In each of the four case s dies;, certain key 
elements were identified as asssentid to the 

e program design 

apply &their ~rsrinbg, 

have not completed their e&hg. 



ENDNOTES 

1 .  The "critical mass" approach lo CLASP training, 
in which a number of Trainees are selected from a 
common geographic area. has k n  judged an 
eff'eaive approach in recent evaluations in Bolikia 
(Aguime International, 1992) and El Salvador 
(Aguirre International. 1992). 

2. Taken from "The Informal Economy.'" 

3. Taken from Robert Dahl's Po!wrchy: Participa- 
tion and Opposition, Wen. Haven: Yale University 
Press, 1971. 





The previous chapter discussed four areas in 
which specific groups oFTrakees have made an 
impact on their co-workers, feltow community 
members, and the ianstitutions where they work. 
'Kis chapter, divided into two sections, focuses 
specificdfy on the impact of returned Trainees in 
the work place and the csmunity. Section One 
describes the present empl~ymenr situation of 
these Trainees, drawing on survey and focus 
group results. Trainee views of the utility of their 
CLASP training are examined. Trainees 
describe the impact' that they have had in the 

I 1 other Trainees who 
not seeking work e w e  

msnt are remmd, the 
the sample is four perc 
ment hl Honduras is 
authorities from between 15 percent to 9s much 
as 40 percent. 

Eighty-ffour percent of returnees regpork 
they were employed prior to selection for their 

percent of long-term Trainees were employed. 
workplace, and discuss the 
obrtocks to the application of I Table 6,d 
training that a3Ycy encountered 
upon return. Findly, Trainees 

Short- Long 
were asked to reflect on their term Term Female Male Total 

U.S. tra&g at this point to Employed now 93.0 

suggest ways in which P O -  
grammatic alwnatives might 
have made their training easier 
to apply and would- have increased their 
effectiveness. Section Two presents findings on 
C14P)S/IIOP3 Trainee impact through their 
parbicipation in civic activities and c~namarniry 
o r p i r a t i ~ n s .  

FllNDlNGS ON T 
MEMT STATUS 

B Are Trainees Working? 

Yes. CAPS/MBBS Trainees, drawn h m  the 
entire seven years of the program, demonstrate a 
kg?? rate of active participation in the tabor 

6.1 shows that over 91 percent of 
QPS Trainees surveyed reported 

they were currently employed. Men were more 
likely to be empbyed than women. However, 
only four Trainees in the sample repopted hey 
were not working and actively seeking a job (the 
noma? defilatisn of " emg~oym~n:"). Among 

These findings hi i&t the policy of US 
Hondurs in ihe earlier years of the grcsgr 
selecting a significant propodon of y 
Trdurees fix long-term training. Many sf &is, 
group had no? yet entered the work lfcarce (see 
Table 6.2). 

Of S Trainees, like the pop 
at large, do not resxrict &emsdves to a siwgfe 
job. Over 21 percent of the 
percent of the Zen (for a sarnp 
report hasing, more thm one job 01 source af 



Trainees were asked to categorize their principal 
empIoyment by sector. Those in the private 
sector were given the opportunity to specie 
whether hey were self-employed, were 
employers of others, or were themselves 
employees. Trainee responses are summarized 
in Table 6.4. More than a third of dl those sur- 
veyed work in the public sector (with education 
being the largest area of activity). However, this 
proportion is greatly weighted towards those 
who received short-term training, since less than 
16 percent of returned long-term Trainees are 
currently located in the public sector. Over a 
quarter of the entire sample, and a third of the 
short-term Trainees surveyed, are self- 
employed. Ths  reflects the Mssion's emphasis 
on providing training in small business manage- 
ment. 

CAPSIHQPS-II EmploymenP 
.....-.......- "-----*--.- ........................................... ................-....... ..... ................................................ .. 

Short- Long- 
CMSMOPS Trainees show 
significant job mobiiiity. 
of hose intesviewed said 
rhey no longer work 

same job that they had before training (s 
6.5). Longterm Trainees are sipific 
likdy than short-term Trainees to be 
the same job (only 36% of Isng-tern Trainees 
work in the m e  job as before training, corn- 
pared with 78% df short-term Trainees). P 
the explanation Wr s reflects the grating of 
long-term scholarships to many young Trainees 
who were still completing their education. 
of them were not employed before Trairkig md 
about 15 percent of all Honduran Trainees were 
students the Pime of selection. Men are more 
likely than women to continue working in the 
same position as before training. 

Of those who h ~ v e  changed jobs, the role of 
CLASP training has been importarat in their job 
mobility. About half the short-term Trainees, and 

aver 83 percent of 
the long-tern 

Sector sf Employment: CAPSIHOPS-I1 (Percentages) Trainees, atsribute 
............ -.*..-. .............................................................................................................................. ................... "....-..*.." .... --.*. 

Short- Long- the change in 
Sector of Employment term term Female employment go their 

....... ............................... ................................................................ .....................................-..................- -.-.* .................... 
Public Sector Employee 39.13 

CMSrlHOPS train- 

Private Sector Employee 'I 1 .Q ing. The latier figure 

Self-employed 33 1 indicates the impact 
Private Sector Employer 

KG0 Employee 
Aufonomous/Mixed 

percentage of long- 
term Trainees who 

I Table 6.5 

... --... ..... _..__ ..-............... . ......-....... . .......-............ -.... ........................................ .....-.....-.. . . . . . . . . . . . . . . . . . . . .  ... , ,  ..... 
CABSIHCSPS-11 Employment (Percentages) 

Short- Long- 
term term Female Male Total 

. ............................. ............................-.................................................. ............ ........................................................ ....-..--..........-.....-..--. . ------..-..-.-.-.. 
Work in same job as before training 77.5 36.2 59.5 72.3 67.13 n=lBS 

Changed due ta program 48.3 83.3 $5.5 66.7 165.1 n=59 
............... ...-... ............................... ..--..-.-... ........-. .......-......-... . *-..*---*..---------.-----*---**-.----..-- 



undertook new, post-training employmenb, this 
also suggests the irnporkmee of inrvdving long- 
renn Trainees on their rerum in prsfessiona! 
networks independent of their present job. It 
dso suggests that little is to be gained by 
stressing &&re Follow-on arrangements with 
current employers of long-term Trainees, since 
most will take on new jobs after they return. 

This olbservation is not true for short-term 
Trainees, however, who experience lower job 
turnover. Eighty percent of all short-term 
Trainees from 1888-98, and nearly 88 percent of 
short-term Trainees from 199 1-93, remain in the 
same position as before Praining (see Table 6.6). 
In this case, strong programmatic ties with thfir: 
employers sf short-term Trainees can serve to 
rernforce the utility of training for the workplace. 

Most CAPSMOPS Trainees, whether they 
changed jobs or cot, are satisfied with their 
present positions. Eighty-five percent charac- 
terize their presmt job or work activities as 
"better" than what they were doing before 

Table 6.6 

Employment: Retaining Pre-training 
Positions (Percentages) 

Short-term Long-term ................................................................................................................. 
1985-87 61.0 36.4 
1988-90 80.0 28.6 
1991-93 87.7 75.0 

Total 77.5 36.2 ............ ...-. ............................................................................................ -- 
S u r c e :  1953 Returnee Survey 

training, and ody two percent described their 
present job as "worse." Those who are most 
likely to find their job "'better" after bdning 
were Trainees who wer; in the U.S. aFro 
through 1990. The s m d  percentage who fomd 
their jobs "worse &an beforf' were dB women. 

No common thread appears in fmus group 
interviews as to why job changes oecznpsed. 
Long-term Trainees discussed new opportunities 
available to them after their retu 
reported leaving their jobs 
implement new ideas or knowledge were 
frustrate:. Other Trainees moved into new Pines 
of work as a direct result of their ~taini~g md 
have created new employment for others (see 
Chapter Six's discussion of small business 
training). Many small business entrepreneurs, 
while continuing as such, have mdertaken new 
activities as a result of training. 

H Was the Training Useful? 

A large majority of Trainees asserted &rat the 
U.S. training has been either "useful" or "very 
usehl" for their present job (91 percent), for 
learning new practical and technical skillis (87 
percent), and for broader career advancement in 
the hture (87 percent) (ree Table 6.7). 

While CNSflEIOPS Trainees rate the benefits 
highly for dald five of these jobrelated issues, 
same appreciable differences can be noted. One 
aspect of the training experience &at is sften 
cited by programmers as valuable ('but 

The Utility of Training-Percenta 
"Useful" and "Very Useful:" CAFWMOPS-OI 

....... .... .. . .................................... ............... ............. .............--.........-...I..... ............-......-...I......-.-. ---.-- ............- -...- ..-......-....*................ t Short- Long- 

..-. -..-. ...... .... ........... .................... . . 
temp t e rn  Female Male Tohf - -...... ..-.- .....--.-.... ............-... ..-...-*-.... ..-..-.--..- ---.----- ..-. ----- *--.-..------.-."--.--*-----------.-.------------.._____I__ 

For present job 93.0 87.5 88.4 92.9 91.0 n=223 
For learning new skills 87.3 84.4 83.2 89.1 $6.6 n=224 

( For career advancement in the future 84.9 90.6 $4.4 88.4 86.7 n=225 1 
I For meeting Americans in job Reid 72.1 76.5 75.3 72.4 73.6 n=?m 1 

For meeting Hondurans in job field 73.6 63.1 67.0 72.9 70.3 n=226 .......................................... "............................................................-........ ...................................... .......................... .......*..-... . -.---.--------.--...------. .............. 
Wrce: 1993 Retumee Survey 



seldom explicitly included in training plans) is 
that of networking. The god is for Trainees to 
meet both Americans and their fellow nationals 
in their field of sludy. Over 70 percent indicated 
that the training expekence provided the oppor- 
tunity to meet other Hondurans working in the 
same field (70%) as well as Americans working 
in the s m e  job field 474%). While the useful- 
ness of the training for meeting colleagues is 
rated lower than other aspects cf the training, a 
large number of Trainees Rave increased their 
contacts with other professionals. 

Do ~nineer  Use Their Training at Work? 

Yes. Nearly 69 percent responded that they used 
the training either "much" or "very much." 
About 11 percent said they used the training 
"some" arnd about 20 percent said they used the 
training "very little" or "not at all" (see 'Fable 
6.8). The fact that nearly seven in ten Trainees 
say ahat the training has been very useM indi- 
cates that the project has successfully designed 
training programs which Trainees identifjr as 
usefitl. The high number of Trainees' who indi- 
cate that they use training on the job implies, as 
well, that Trainees believe they are having an 
impact in their work. 

How do Trainees Apply Their Training? 

Impact in the workplace seen takes place in 
non-tangible ways such as influencing the atti- 
tudes of fellow workers. However, in assessing 
the impact of CLASP training, it is &en helpfbl 
to examine the concrete application of training. 
Trainees wfis reported using their training on the 

job were asked to provide (concrete exannples of 
the way the training helped them have an impact 
in their woik. Over 68 percent of the examples 
described innovations Trainees had intrduced 
on the job. Thirty-six percent mentioned 
improvements in some aspea of manqement 
and administration. The rest of the responses 
described activities related to planning an 
Prization and communication. Respondents wuid 
provide as many as three responses. Some of 
these examples are listed below. 

Small business emtrepreneurs spoke 
isnprovements they have made in heir busi- 
nesses, such as creating business budgets, 
keeping track of expenses, creating and auto- 
mating accounting systems, and reorganizing 
their workshops. Their experiences were 
reported in detail in Chapter 5. 

* Two groups of educators-enviramentd 
educators md classroom teachers and 
istrators-were enthusiastic about ghe way 
they used their training in the classroom and 
in the community. The results recounted by 
these Trainees pointed to significant changes 
in the teachers' relationships with &fie chif- 
&en and the children's parents. Again, these 
experiences were analyzed in Chapter 5. 

Small farmers spoke of specific changes in 
the use of organic fertilizer and soil conser- 
vation techniques. Several are marketkg new 
products, such as grapes, apples, and 
raspberries, and its positive impact on house- 
hold income. Others ape managing their cattle 

Table 6.8 

Use of Training on the Job (Percentages) 
._-.- __ .-__ _-____ ...... _. ........................... ........................................................... .......-.......-.. . 

$hart- Long- 
term term Female Male Total 

.l._....*....._l.lll_....-. .-........................................-.-.....I.................................................-. . -.. ....... 
Very Much 19.4 19.7 22.6 17.6 19.4 

Much 50.3 45.9 48.4 49.6 49.1 ... - 

Some 13.0 11.5 8.6 12.8 11.1 
Very Little 14.2 8.2 11.8 12.8 12.4 
Not At All 5.2 94.8 8.6 7.2 7.8 . .___..... ..... .......................... ...................................... ................................................................. 

Swrce: 1993 Returnee Survey 

better by paying greater attention 

1 
to animal health and breeding, 
and the production of 
products. 

Perhaps of greatest interest is the 
degree to Which some Trainees have 
increased job sppamihes for 
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A notable group of Trainees "talked about how the expwjence "opened their eyes " or broadened 
their vision ofthe world with respect to their work. Trainees were filled with n m  ideas about what 
they wanted to do when they got back. They saw, by comparison, how Honduras needed to improve 
or reform, and this gme them an incentive to try to Bring about change. An the same ,time, some 
felt the bicultural experience made them appreciate the strengths they saw in their own work- 
arrangements. 

0 t h ~ ~ ~ .  Lo jg-term Trainees associated 
with the National Association of 
Returned Scholars ( N D H )  described 
one fellow returnee who employed 20 
fi.4-time and 48 part-time employees in 
his ~ricultural export business. A 
woman Trainee who studied engineering 
spoke of her efforts to introduce new 
technology and described how new pro- 
cedures that she introduced had per- 
mitted her company to hire I5 persons in 
the past month. Several small business 
management Trainees dso spoke sf the 
jobs they had created in family-run 
businesses. 

I Reasons for inability to Apply Training 

Training not required in present work 
Resources not available 

Training was not applicable to Honduras 
Training was not in current field of work 

Was not al~thorized to implement 
Superiors did not support Trainee 

Co-worken did not support Trainee 
Other reasons 

Percent .............-.....--. 
33.3 
21.2 
21.2 
19.7 
9. f 
4.5 
3.0 

21.2 .................................................... ........-...... -...- .............. .-- .......-.............................. ....... 

I Totals add to more than 100 percent because returnees could give 
more than one response. 

I Source: 1993 Returnee Survey. n=66 mspondents 

these answers by sex or sector of employment 
rp What Obstacles Are There to Applying (see Table 6.9). 

the Training on Return? 
ap Have Trainees' Job Q 

As reported above, 31 percent of Trainees said Improved? 
ahat they used their training only "some," "very 
little," or "not at dl." These Trainees were &en Over 80 percent of Trainees reporled that their 
asked to explain why they awere n d  successful in responsibilities on the job have increased shce 
applying their training. their return, and, ofthis number, 96 percent 

attributed the increase to their CAPS! 
The principal reason cited was that the training bdning uable 6.10). 
is not required in the Trainees-resent work. 
Next in irnpodmce 
in limiting Trainees' Table 6.40 I 
ability to apply the Improvements in Job, Situation: 
training were the ........ - .......... __. CABSIHQPS-I1 (Percentages ................... Responding "'Yes") ....... .............................................. .....-- -*-~---.-..----__---- ....-.-.---.-.---..... "..- --.-......-. - 
lack sJ on-the-job short- Long- 
resources and the 
inapplicabilip ojthe 
training to the 
realities of the 
country. No statisti- 
cally sigmficmt dif- 
ferences exist in 

Responsibilities increased? 
--Due to training? 

increased income? 
- R u e  to training? 

Received promotion? 
--Due to training? 

Source: 4993 Returnee Suwev 

term term Female Male Total .................. -.-...- ........... *..-* ........... ...-...........-.... . .-.--.-. .........-........................ 
79.9 86.5 77.6 84.5 81.7 n=208 
96.7 95.5 98.4 95.2 96.4 n=168 
69.5 75.4 74.4 68.3 70.9 rs=213 
87.5 97.7 86.2 94.0 90.5 n=l48 
27.5 37.8 26.6 32.1 29.7 rr=14% 
90.9 92.9 89.5 92.9 91.5 n=47 ................ ...............-....................................................... .............-._ __-_ -.......... 
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A. Multiplier Effect 

One characteristic of a leader is the ability to 
comunicate with others and share a vision of 
new ways to solve problems (Girther: On 
Leadership, 1996) Trainees were asked in the 
survey to estimate the number of co-workers 
with whom they have shared their training 
experience, both formally (such as in shorts 
muses and seminars) md i&omally (such as in 
informal conversations with colleagues). Table 
6.14 depicts Trainee responses, showing the 
range of responses by Trainees. Interestingly, no 
statistically significant differences appear 
between short- and long-term Trainees (depicted 

Table 6.44 

CAPSIHOPS-II Nlultipiier Effect: Trainee 
Contacts with Go-workers (Percentages) 

............................................................................................ .-...... ......-...... 
Formal Contacts (n=555) 

Short- Long 
No. sf Contacts term term Total .................................................................................................................... 

1-9 30.2 23.1 28.4 
10-24 28 4 30.8 29.0 
25-49 11.2 20.5 13.5 
50-99 12.9 412.8 12.9 

100-1 99 13.8 5.1 lq.6 
200499 0.9 2.6 1.3 

500 and a b ~ v e  2.6 5.1 3.2 
.......................................................................... -- ...................................... 
Informal Contacts (n=188) 

1-9 17.1 16.7 97.0 
10-24 30.7 35.4 31.9 
25-4 9 15.0 14.6 94.9 
50-93 22.1 10.4 19.1 

'i 00-1 99 8.6 14.6 10.1 
200-499 5.0 6.3 5.3 

500and above 1.4 2 1 1.6 ........................................................................................... .-..=................... 
Source: 4 993 R e t u r n  Survey 

in the table) or between men and women. 
On the average, Trainees formally shared the 
CAPSMOPS experience with ?4 co-workers. In 
contrast, the m e d i d a t  score h e r e  half of 
dl the numbers in the survey fall below and hdf 
above---was 18 persons. (The mean is 
considerably higher because a limited number cf 
Trainees stated they had formal contacts with 

very large numbers, up to 3,000 pw 
"'interquartile range" or "middle 
Trainees (those ranging from the 25th percentile 
to those at the 75th) falls between 8 
persons. 

When Trainees who report vezy large 
over ZQO--are excluded, the averang 
reports tdking with 3 5 co-workers. TY 
about their U.S. ~t;rahhg experience even more 
widely an an kfimnal basis. The mean for the 
entire sample was 156 persons, while the 
median was 42. The hterquartiite range goes 
fiom 15 to 100 gersons. When those who claim 
to have spoken to more &an 200 persons arc 
excluded, Trainees still report kformd contacts 
with an average sf 41 eo-workers. 

These numbers can be taken as indicative of' the 
population at large wid suggest &at C 
MOPS Trainees have "shared" their experience 
with many thousands of Hondurans. While it is 
difficult to quantify B e  depth of these inter- 
changes, the data suggest that most Trainees 
have made some effort to &scws whzt they 
learned md to cammunicate their impressions sf 
the U.S. experience with others. Even if the 
lower average of 35 persons is used to measure 
the foranal presentations by Trainees to co- 
workers, returnees have shared heir eaining 
experience with more than 75,000 people. 

The ways in which people shared their training 
ranged widely. About 19 percent stated &ail 

discussions with co-workers was the prim 
means of c o m ~ c a t i o n .  Fourteen percent of 
those responding reported offering sh01-1 courses 
anrd seminars. Seven percent said they taught 
courses in the university in which they drew 
ugcn their training. Another 28 percent shared 
their training primarily in conversations with 
farnily and fiends. 

These figures indicate &at CIL$PS/ITOPS 
e sedausiy the obligahsn aa sharie 

their experience with others. The Follow-on 
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Program in Honduras has already begw to 
support Trainees in the effort to be effective 
'6mmultipIiers,'" a d  this could become orre of the 
chief purposes of the Follow-on Program. 

. Trainees and ost-training Institutional 
Support 

Many Trainees--especiaily sho~-term 
Trainees-have retained strong afffliatioms with 
h e  institution that nominated them. Others have 
developed new links idler training which offer 
them the heans to be effective multipliers in the 
workplace. Even Trainees who have changed 
jobs since they returned report receiving institu- 
tional support fiom their new institutions. This is 
a significant finding, since it means that high job 
mobility after training does not necessarily mean 
that a Trainee is likely to have less impact. In 
fact, when job mobility is coupled with 
promotion, the Trainee is likely to have enough 
more impact. 

The reasons vary as to why such institutional 
links have not always been maintained by 
Trainees. Many are associated with the obstacles 
to impact discussed above. In contrast, Trdnees 
who have been supported to some degree by 
their employer described much higher degrees of 
effectiveness. In each of these cases, Trainees 
were able to call upon the resources of an 
association, their employer, colleagues, or a 
voluntary organization to carry out their work. 

C. Conciusions and Recsmmesldations 

T e g  is generally perceived by the Trainees 
to be very useful in the workplace. The results of 
the s w e y  csnfinrs that the majority of the 
Trainees believe that the program has been very 
successbl in improving their work skills. Most 
feel ahat it has helped them in their present job 
a d  enhanced career advancement. Large 
majorities of Trainees dso report high levels of 
employment, increased job satisfaction, and 
increased responsibilities on the job. About half 

also report hcreased income. A snlalter percent 
regort promotions. 

A significant minority expressed resewatior~s 
about the direct applicability ad" the training to 
their work. Three in ten report using the training 
ody rninirnally on the job, due to three principd 
obstacles: their training was not required in 
present work; they lacked on-the-job resources 
to implement newly learned techniques; or the 
training was seen as inapplicable to the realities 
of Hondwas. On the other hand, most Trainees 
are able to recount in concrete detail same 
training-related impact that t h y  have had at heir 
workplaces. 

Trainees report sharing their training with co- 
workers on a substantial scde, averaging some 
74 persons with whom they have commun.icated 
their U.S. experience in a fomd manner. A 
large number of Trainees dso assert ahat 
CAPS/hlOPS training has made them better 
leaders. 

The training pragrms are aherefore of interest to 
Trainees imnd usell to them on the job. 
However, a significant minority of Trainees 
report, both in the s w e y  ad in focus groups, 
that their training was not consistently desi 
to directly support them in the workplace. 

Id. Recommendations 

Survey findings show that many Iong-tern 
Trainees either resigned their positions before 

d not return to the organizations 
where they worked previously. Assistance 
provided by ANTDH has been usekl in 
providing long-term Trainees with job placement 
advice. This support will be valuable for the two 
groups of long-termers currently in the Z1r.S. 
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Designing technical training to be as applicable 
t~ the Trainees' work related needs as possible 
is a key to enhancing Trainee impact. The 
training design can be improved if the Trainees 
themselves (or, if that proves impossible, 
technical representatives of the nominating 
intermediary organizations) have some role in 
developing the plan. WtniHe the basic training 
themes will cmfom to the Country Training 
Plan and to the specific Strategic Objectives that 
guide the Mission program, the speclfic training 
design meeds the input of these persons. 

Trainees have requested additional resources to 
implement their training. e intemediay 
organizations need to have a greater role in the 
CAPSMOPS process beyond that ef nominating 
candidates. While the vagaries of the public 
sector will always make such cr>m~tments less 
secure, Iwd-level public sector supenisors 
should dso be involved in the process of fine 
tuning program design, in supporting the Trainee 
in the workplace, and in participating in or 
promoting Follow-on. 

BJ HOPS-II may wish to rm'mu training 
design for ways to strengdhen Trainee 
networking with Honduran and US. 

t?! Missiobt should include a 

SMOPS Trainees have been 
identified as leaders not because 

bureaucratic org 
active h other ro 

hold in their wmunities, kxd 
on &a: job. By virtue of 
background, most Trainees dready how* at 
!east implicitly, abut networking. 
Trainees reported in the survey that 
was less usehf in helping them create md 
maintain *es w;$h colkagues h m  the U.S 
from Honduras &an in other areas. 
opportunity the training provides to expand their 
professional and social contacts, in the United 
States and with national colleagues, could be 
emphasized more explicitly to the Trainees. 

Are f mimes Active in Community 
Activities? 

Yes. About 75 percent sf dl CWSIS-%OPS 
Trainees surveyed were activdy rinvolvecl PPI 
volunteer activities before their training, with nca 

sticalfy significant &Eerences between 
short- and long-term Trainees or men and 

6.1 5).  Seventy- four percent 
volved after completing 

their training. 

Trainees tncreased 8 
Participation 

Short-term Trainees are more likely to be haw 
intensified he: level of their garticipaGon Ha 
community activities. Some 57percent of shorl- 
term Trainees believe ihfney arre more active than 

Empioymmt, Community Activities, and CAPSJI-iOPS Tmiaring 9 3  



Table 6.15 1 
Pattir,fprmtian in Commr %ty Activities (Percentagces Responding "lbes") 

--.I.... .... -- ..................................... -.- .... .. - ................................... ..........-..............-.. . ...-.--.-. -.-..-.-.................-. "....-.......-...........--+~.-.......*. ..... I 
Participated in S h o ~ -  Long- 
volunteer activities: term term Female Male Total 

...........I.-.......... ---.- ......... ....".. ............ ..................................................... _1 ...- ........-.............--.. ".....--.......-.*.-....--*..*.......-.-........-......--....... .......... 
before training? 76.3 69.8 68.8 79.5 74.7 n=225 

after training? 76.1 67.2 68.0 77.5 73.5 n = Z B  ........... .--..-.-.-I. .-.I...... .................................................. ........................................... .............. . - . - - . . . . . . - . . - -  
Source: 1993 Returnee Survey 

I 
volunteer activities. About 

Table 6.46 1 46 percent ofTr&ew iegmr~ 
Use of Training in Volunteer Activities (Percenbges) &a; they have use 

training "mucW or "very 
much'" in volunteer a~d'ri$ies 
(see Table 6.163. 

C. Types of Volunteer 
Activities 

Trainees who aze active . 
they w7ere before training, while only 36 percent 
of long-term Trainees believe they ar, P more 
active, a statistically significant difference. Like- 
wise, 29 percent of long-term Trainees, and only 
13 percent of short-term Trainees, believe they 
are less active in comrnmity activities than 
before training. This is consistent with the per- 
ception that long-term Trainees tend to focus 
more on career advancement after returning and 
are less likely than short-term Trainees to evince 
interest in CMS&IOPS alumni activities. 

Program personnel stated &at mtil 1993, dl 
CAPSMOPS Trainees received training in their 
current field of work or, in the case of young 
long-term Trainees, im a field that would provide 
employment in the h a r e .  In contrast with other 
CLASP Projects, trairaing was not carried out in 
areas of volunteer activity until the recent short- 
term groups in community development md 
rehabilitation ofthe blind were selected. 

B. Training and Volunteer 
Activities 

S/MQPS training was primarily 
designed to support Trainees in the workplace, 
many dso found the training to be usefid for 

volunteer organizations takz p in a wide rmge 
of activities. The types of activities listed 
short-and long-term Trainees are disti 
Short-term respondents (21%) are active inz 
connmuniw improvement activities -&de few 
long-term Trainees (2.7%) list this as 
(see Table 6-17). Likewise, civic 
activities asre more Bikek- to be und 
short-term Trainees, while long-te 
dedicate their volunteerism to church, charity, 
education, a d  cultural activities. 
the activities also demonstrates that Trainees s e  
playing ro!es in many different spheres beyond 
their places of work. 

Tabte 6.19 

Primary Volunteer Activities of CAPSI0.30 
Trainees (Percentages) 

. . . ..............................................-.-...-.. - .-..----.--.--.--- -.-- -.-+- -*-.. 

Short- Long- 
term term ....... -.--- ............ -..-.--...-----.---.-.-.-- .... -*.---.* ......... .-.- ..-...-............ .... 

Community Improvement 21.2 2.7 
RdigiousfCharity '15.0 78.9 

Civic or Union Activities 32.4 5.4 
Educational Projects 7.1 36.2 

Cultural 8.0 2:.6 
Sports 7.1 13.5 

Health Activities 6.2 8. I 
Other 2.7 0.0 .................. ......................................... ........-........*... ...-....... -............ ....-... 

Swrce. 1993 Returnee Suwey 



Trainees characterized their level of participation 
in one organization in whicb they were most 
active. Six activities, ranging From tl?: least com- 
mitment of effofl to the greatest, were presented 
as options. Table 6.11) m d m  tk LV->- S--,.,f ,,#? m & y s  as,.-- -. 

activities mong Trainees. What it does not 
reveal, however, is the high level of activities 
among shoht-term Trainees. Nearly 3 3 percent of 
all short-term Trainees reported taking on aJ9 six 
activities listed, and 67 percent had taken on four 
or more. Arnong long-term Trainees, less thm 
15 percent had taken on dl six activities, and 46 
percent had taken on four or more (a statistically 
significant difference at an a of .Ol). 

eaining to an average of 69 people in fomm 

I Table 6.18 
I 
1 Roles Trainees Play in Civic Activities [Percrssntages) 

. ........... ---*-.- .................................................. ...-...-......-..................... .................... .................................-........ ....-.--.-.... 
Short- hong- 
term term Femaie &fate Total df' (25th aa 75th .........-..-....................................................................................................................... .........-......................... " .................. 

Attended meetings 62.8 76.2 82.1 85.0 
Planned events 77.3 66.7 76.1 74.3 

Led events 70.3 5 6 . 5  68.2 66 7 

! Trained others 60 9 56.9 
Acted as spokesperson 48 4 36.6 b&wem 15 and 

Held formal ofice 66.9 59.5 persons f i r  hf~nas ................................................................................................................................. 
&me: 1393 Returnee Smey comm mi cations. 

D* Trainees Exercise Leadership in the 
Community 

NearIy 89 percent of hose surveyed felt that the 
CABSIHOPS training was either "'usefbl" or 
"vew useful" in supporting their leadership 
groweta. These same leaderssp qualities are 
applied by Trainees ir, the eomunity. Such 
efforts S e c t  the relative prestige of Trainees in 
volunteer activities as well as in the workplace. 
Trainees felt &at their stathas rose in the 
camunity and with their fmilies, as reported 
in Table 6.19. 

I Perceptions of Trainee Reiative Status: 
CAPSiHOPS-ii (Percentages) 1 . ............................................................................. ............................... 

-.. ................................................................................ Lower Same Higher .............................. 
With community 0.5 9.7 89.9 n=216 

Formal Contacts (n=13%) 
Short- 

No. of Contacts term Item Total .................................... .................................................................. -. ...*....- 
1 -9 14.4 23.5 18. J 

f 0-24 30.8 235 ZTd.0 
2549 16.3 324 m.3 
50-99 16 3 14.7 15.9 
99 10.6 0.0 8.0 
99 9.6 5 9  8.7 

and above 1.9 0.0 1.4 ......... .~... -.... -..-...- ........................... ....- . . ----.--.--.-.- *-*.--.-.-..a- 

In fomi  Contacts [n=?94) 

1-9 10.5 5.9 9 3 
6 0.24 25.9 27- 5 263 
25-49 13.3 235 16 0 
5699 21 -7 21 .6 21, -6 

1GO-199 17.5 31.8 26 G 

X0-499 9.1 5 9  ti 2 
500 and a b v e  2.1 3 9 2 6  ................ ........ ...........................*.................... .. .... ..-.-* ... ..--... _.-___ 

Source: 1993 R d u m  Suwv 



Following the method adopted in the discussion 
of workplace contacl, when the "eextreme" 
cases (those who said hey fonnally shared their 
experience 4th more than 200 persons) are 
removed from the sample count to calcdate a 
more typical average, the mean number of 
formal contacts remains a substantial 441 
persons, and the infomal contacts average 43 
persons, including family, mends, and 
cornunity members. 

Women are significantly less likely than men to 
share their experience with fellow community 
members in large group, formal situations. No 
oher statistically significant differences exist 
between short- and long-term Trainees or men 
and women. 

F. Trainees Participate in the Democratic 
Political Process 

A secondary god of CAPSI1CIQ)PS has been to 
support and foster the democrafic political 
process within the country. Trainees were there- 
fore asked in the suwey about their political 
participation, both in the formal governmental 
process and in nongovernmental procedures (see 
T: Sle 6.21). Thls cleariy can be a sensitke 
question, and some Trainees expressed 
reservations about responding. 

Voting in governmental dections is obliga~ory in 
Honduras, and 94 percent of the Trainees repfi 
that they vote. About half also report voting in 

some non-govern 
an orgmia~on or 
clearly reduced by 

campaigns, such as in actively suppming a 
ut 20 percent take 
ectoraf aimpaips. 

cases, men are sigmificanrtty mose ]likely as 
e?l women. parficipatte bh- 

Nearly 210 percent of dl: Trakra 
stood as candidates in mon-gcv 
tational elections, md nearly 
presented themselves as candidates to govern- 
mental electoral officer;. 
undoubtedly influenced 
HOPS has selected 
government as an area 
training. This may explain -that 
public ofice is Be: o 
h a t  exists beween 
Trainees (statis.kicdly s 
Again, men are significantfy more likely than 
women to become can 

ancluoions: Findings on VoOufi 
ctiwities 

Trainees Characterize Political Par"Bicipation (Percentages) 
.._._......_.- _... ........ .............................................. " 

___._ll_l.____lf___..--I-..........1...1v.- *.*..* ......... . ..... ...................... 
Votes in gov. elections 

Votes in non-gov. elections 
Takes part in gov. campaigns 

Takes part in non-gov. campaigns 
Candidate in gov. elections 

Candidate in non-gov. elections 29.5 27.7 19.4 37.4 ss 28.8 
,_.______._ ................................. ............. ...........-........................-................--.---....... ..... *----.--..--.- ......--.-- ................................. 

n=Z f 7 or 2f 8, deprrang or: wdai3e I Source: t 993 Returnee Susvey 



ties outside their work. CAPSMOBS T,ainees 
are identified as leaders during the selection pro- 
cess and leadership is as effectively realized in 
the cclmrnunl@ as on the job. Three-quarters of 
the Trainees were already active in community 
programs before braining, and an equal number 
~mntinue to participate in volunteer activitis at 
preserrt. Of those, 51 percent say they are more 
active &at! before. 

It is not possible to say with assurance to what 
degree CAFSIMOBS training has contributed to 
this perceived increase in volunteerism. Or. the 
other hand, many Trainees attribute their present 
roles, at least in part, to the "stimulus" or h e  
"vision" that the J1.S. training experience 
provided them. 

Under the prsent 
kdicators for meas 

exist. However, it 

grown under the 





INTRODUCTION 

This chapter focuses on the participation of 
women in the design, implementation, Follow- 
on, and impact of the @APS/HOPS project. 
Discussed are significant factors concerning 
women (as compared to men), including 
women's access to employment as a result sf the 
training. The methodology emphyed to ensure 
that the interests and role of women (as a m -  
pared to men) were taken into account during 
the evaluation will be described. 

A. Gender Considerations in the Evaluation 
Methodology 

Special attention was paid to gender in dl phases 
of the evaluation. Responsibility for field work, 
data analysis, and report preparation u7as equally 
shared by Dr. Roger Rasnake and Ms. Janet 
Keriey, Evaluation Specialists. The research 
team in Honduras included equal numbers of 
men and women. Seven of the 15 interviewers 
were women. In addition lo supervising the 
interviewers, Ms. h a  Midence, a member of 
the Honduran counterpart tern, organized and 
conducted five focus groups with women. The 
specific theme of these meetings was differential 
program implementation and ?he impact of die 
CWPS/HQJ?S project on women. 

The sample chosen for the survey was stratified 
by sex to ensure that the proportion of women in 
the sample was equal to the proportion of 
women in the Trainee population. No significant 
problems were encountered during the data 
collection phase of the research and no &fir- 
ence was found in the response rate of women 
nnd men. 

In dl areas of data analysis md interpretation, 
special attention was paid to the impact of the 
projen on women. All frequencies and cross- 
tabulations were run by fmaleimale and statisti- 

ficant differences ira the responses are 
the text. Other issues related to 

women are highli&ted in each ch 
appropriate. 

B. Project Desi 

BI Selection of Women 

Over the life of the project, mmen's p 
tion has averaged 37 percent (~2,183) .  During 
the CAPS-I project, women represented 38 per- 
cent of the 1,980 Trainees. By 1 
the participation rate of women h 
percent. Midway through the HOPS-I3 program, 
women's participation has dropped to 36 percent 
(of 272 Trainees). In 1992, 30 percent of the 
Trainees were women; in 1993, &e p 
of women increased to 37 percent. (Phg~ne 
International CIS data through FY 1993). 

The participation of women in the long-tern 
academic programs under CAPS-I iurd f30 
II has remained constant. 
nearly 40 percent of Trainees r 
mic training. However, women 
been selected differentidly 
degree. Women represent 
studg.mg for the Associate 
percent of the B.A.B.S. 
cent of the M.A. can& 
men were dissatisfied with the Associate of 
program (see Chapter 
putions). However, ssatisfaction with the pro- 
gram appeared to stronger among women, 
because hey perceived 
parts were more likely 
program extended to the 



to qualifgr for fields requiring a College prepara- 
tory program (bachillerato). 

Women are represented in all the fields of study 
for which candidates have been selected, but not 
always in equal numbers. Women were highly 
represented in computer training (61%), busi- 
ness management (52%), and dentimy (60%). 

In emplopent fields traditionally dominated by 
men, women were represented in smaller 
numbers. For example, of the 594 people trained 
in agriculture, 16 percent were women. Only 20 
percent of those studying engineering were 
women. Some Trainees have suggested that the 
program contributed to maintaining the status 
quo, as some women were counseled against 
studying engineering, a four-year program. 
Instead program staff ~ncouraged them to study 
programming, a two-year program with increas- 
ingly limited opportunities for advancement 
Moreover, in the field of education, h e r e  
women traditionally predominant, only 43 per- 
cent of the Trainees were women. 

Women's participation in short-term technical 
$raining has averaged 37 percent. Women were 
47 percent of the Trainees in 1990 and 62 
percent in 199 1, when only short-term Trainees 
were being trained. Under HOPS-XI, the partici- 
pation rates for women in short-term programs 
dropped significantly. In 1992, 25 percent of 
short-term participants were women; in 1993,36 
percent of the Trainees were women. The 1993 
statistics were affected by the group of 46 
mayors and mayoral candidates who received a 
two-week training wurse in May, 1993 in which 
39 men and ody six womer. participated. 
low participation rate may be due to the 
~jgns~traints in the political system in which far 
fewer women ape proposed as candidates for 
fmal office. 

@. Conclusions on Recruitment and 
Selection of Women Trainees 

e program has not yet reached the 40 percent 
level for women's participation. At h e  mid-point 

of the program, HOPS-ZII has dropped a n -  
siderably below the 40 percent mandated rate for 
selection of women and below the 38 percent 
participation rate achieve 
gram. The greatest discrepan 
the short-term programs, wh 
istrators Jso have the gp 
correct the problems, since 
Trainees are selected fir short-term training. 

The percentage sf  women participating in the 
long-term academic program is lower &an the 
percentage of women mending universities ' 
Honduras. The participation of women in higher 
education programs in Honduras is over 50 
percent. Further, the program appears to support 
traditisnd fields of study for women ini the long- 
term training program. A recent intemal.iona? 
report noted that "the data available on women's 
chosen course of study at indicates &at 
women are already moving into courses tradii- 
tionally dominated by men, foflocwing more 
ctoseIy the male preferences fbr law, medicine 
and business ahhistration' 
Women's Country Assessment. 
1993; p 8). Therefore, it is imp 
HOP5 program be cognizant of mmtq trends 
and not prejudge women's choices of study. 

~ecommendati~ns for increasing the sekxtiorn of 
women in the program are provided in Chqter 
Two: In-Country Program: Recruitment and 
Selection. 

. Training Themes 

Project personnel are to be conamended for 
recognizing mcl correclcing the tendency to train 
only medical doctors, primarily men, i~ h e  
health camunity. The mauses for nurses a d  
medical technicians offer the op 
women to be included. In fields where women 
traditionally predominate, such as educatior, it 
will be relatively easy to achieve the recom- 
mended level of 40 percent panajcipafion. 
Attention should be paid to bafmchg draining 
themes, within the limits of program csmtrmaaats, 



so that fields in which relatively few women are 
employed will not gredoni r nate. 

Few problems were reported by Trainees or the 
U.S. training institutions that would indicate any 
discPimination based on gender. Women 
Trainees did discuss one sensitive issue, Row- 
ever, regarding sexual harassment. Some long- 
term academic students were harassed on 
campus by U.S. students. The problem was only 
discovered when a training oficer from the 
Mission visited the women on-campus and 
became aware of their problems. Two factors 
contributed to the problem going unattended for 
nearly a year. First, due to cultural sensitivities, 
the women were embarrassed to: speak abu t  the 
problem. Second, they dci not know who on 
campers would help them. This problem should 
be addressed during the cross-cultural training 
of the predeparture orientation program, when 
both men and women can learn %bout U.S. 
female-mde interactions. 

A second problem occurs when women Trainees 
are harassed by men in the training program. 
Some women suggested that in certain socio- 
economic groups, women who travel indepen- 
dently are viewed with less respect by Honduran 
men. This issue must be discussed with men and 
women during the predeparture orientation 
program. 

A. Women and the impact sf Training 

The CAPSMOPS training appears to be arn 
empowering experience for many sf the women. 
Results from the returnee survey and focus 
groups with women confirm that the project has 
had a significant impact on women's lives, from 
concrete improvements in their income and 
employment opportunities to more far-reaching 
changes in attitude. The highlights of these 
impacts are discussed below. Data on emgloy- 
ment and community activities are provided in 

Chapter Seven: Employment and (So 
Activities as well as in the case studies reported 
in Chapter Six: Four Case Studies Iri C 
HOPS Programming. 

B. Anitudinal Changes 

Women appear to have undergone permanent 
attitudiwal changes. They describe themseIves as 
more self-confident, more independent and more 
willing to be responsible for themselves t;hm 
before the training. They felt prepared to act in 
ways that are less traditional, such as living in an 
apartment away from their families before 
rnkage and standing up for themselves in the 
face of job discrimination or sexual harassment 
Many of the men, on the other hand, expressed a 
desire to return to the traditional 
d u e s  md behavior which continue to foster 
mde superiority. 

C. Enhanced Employment Qppo~unities for 
omen 

The training provided through the C 
programs has enhanced women's employment 
opportunities. The employment rate for wmen 
returnees (86.3%) is lower than that for men 
(95.3%). However, women's empl 
prior to training (76.5%) was considerably lower 
than the rate fix men prior to training (90%). 
ahus it appears that women return uibh 
increased skills and/or desire to be econorYlacdIy 
active. 

To better understand the impact of the @ 
HOPS training program on he status of women 
and the labor mahket, it is usefd to cornpare 
CAPS9 female employment to that for women 
throughout the country. In 1990, the labor force 
participation rate for women between the ages olf 
IS and 65 in Honduras was just over 30 percent. 

Women appear to have higher job mobility than 
men. Only 60 percent of the women rem;bsn in 
the same job hey held prior to training, 
csrnpared to '72 percent of the men. 
women who changed jobs, 65 percent 



the change to their CAPS training. Approxi- 
mately the same percentage of men attributed 
their job changes to the CAPE training. It 
appears that after training, women have raised 

A firmer engineering assistant received 
her Masters degree in Civil Engineering 
through the CAPS program. Upon her 
returned, she served as director of a 
municipal government ofice responsible 
for providing water service to marginal 
neighborhoods. Later, she was hired 60 
drrecr b project jointly sponsored by the 
d"d~ti0nab Water and Sewerage Company 
and VNICEE Recently she was promoted 
by UNICEF to direct a similar project in 
El &lvador. 

their job expectations and are less content with 
their former jobs. This is supported by suwey 
data which show that J1 the Trainees who 
classified their current jobs as "worse than 
before" were women. 

Many of the women who studied on long-term 
academic programs expect to be active in the 
Iabor force throughout their lives. Former 
Trainees have reached positions of increased 
responsibility. These women are not only aspir- 
ing to positions of greater responsibility but 
searching actively for ways to break through the 
Honduran equivalent of the glass ceiling. One 

woman, trained in the medical field before she 
earned her Master's in Public Health under 
CAPS, said "I want to be a hospital 
administrator. There have never been my in 
Honduras, but after my training in the U~lited 
States, I am determined to be the first." The 
Follow-on Program mrdinator is actively 
working. to identi5 an opprtunity for her to 
move into this field. 

Women tmined in business management though 
short-term training program have dso 
benefited. In Honduras, over hdf of the women 
in the labor market are self-employed (54%) 
"where average m i n g s  are well below those in 
the public and private sectors ..." (1989 
Household Survey, Honduras). Some 35 percent 
of men are self-employed. These women tend to 
have limited education and less access to fomd 
training programs that would increase the 
productivity of their self employment activities. 
By offering training opportunities to this group 
of women, the GA.PS-HOPS program is making 
a substantial contribution to improving the 
opportunities for women's productive activity. 

Women continue to face more dificulties 
finding professional employment in their fields 
than their male CAPS colleagues. Discmrni- 
nation against women both for salary arnd for 
professional responsibility continues ti be an 
obstacle women returnees face in Honduras. 





Follow-on has become an increasingly 
important aspect of CLASP training throughout 
the hemisphere. Previous research has shown 
that the development impact of training is 
increased when an appr~priate Follow-m gro- 
gram supports returned Trainees in their use of 
training on the job and in community activities. 

This chapter is designed to answer the following 
questions about the HOPS-II Foilow-on 
Program: 

Do cunent Follow-on activities fall within 
the parameters under CLASP-H guidelines? 

Is it probable that the application of the 
scholars' training will be achieved and pro- 
vide enhanced development impact as a con- 
sequence of these Follow-on strategies and 
activities? 

Should changes be made to increase the 
application of scholars' training and/or 
increase the development impact of the 
project? 

Shodd changes be made to reduce costs? 

Is adequate rnoritoring and supervision pre- 
sent for current Follow-on activities? 

To what efient and how should multiplier 
effects be measured and tracked? 

The growing recognition of the importance of 
Follow-on led to its inclusion as a formal; pro- 
gram element in the HOPS-II Project Paper. 

FOLLOW-ON ACTIVITIES BU 
THE CAPS PROGWM 

A. Continuing Education as the Focus for 
Initial Activities 

FoIlow-on activities for the C 
program were included in an ini 
hpIementation Document (PD) prepared in 
1985. The goal.sf the Follow-on Program was 
described as providing a "fbm 0.f wnthuing 
education designed to fUrtker the objectives of 
CAPS" with such specific objectives as ensur- 
ing that pwticipants utilize their training; assist- 
ing participants in transmitting to others their 
newly acquired knowledge; a d  strengthening 
the bonds of friendship between the U.S. 
Honduras (tJSALD/Honduras 1985, p. 23). 

Initially, ad hoc activities, such as in-country 
award ceremonies, infarmat meetings, ski11 rein- 
forcement seminars, and newsletters were 
offered by institutions which had organized U.S. 
short-term training. Individuals who had worked 
with Trainees in the NABA Program in 
Vermont dscr visited returned Trainees and pro- 
vided technical assistance. 

Im the fall of 2988, the Mission implemented a 
previous evaluation's rewmendation (Crea- 
tive Associates, 198719-1 0) that Follow-(on acti- 
vities be increased by hiring a full-time training 
specialist to implement the Follow-on Program. 
Activities were set forth in a working dmurnes~t 
(USAD: 1988). 

The CABS project records show hat &;he g+ 
m a y  Follow-on activities carried out under the 
CAPS program were: 

Certificate award ceremonies far dl return!- 
ing Trainees; 



A US.-based re-entry seminar for long-term 
academics just before their return to 
Honduras; 

A survey of returned pmicipants; 

Outreach to national and international organi- 
zations, such as Peace Corps and govern- 
ment ministries, to wordinate technical 
assistance md training x scholars; 

On-site visits to Trainees at work md in the 
community to maintain contact and observe 
their application of new skills and know- 
ledge; 

Occasional seminars for Trainees to 
reinforce U.S. draining in certain technical 
areas; 

We-entry seminar within three weeks of 
returning to Honduras to assist scholars in 
planning h ~ w  60 apply their training in their 
work or community activities; 

FoIlsw-on seminars, scheduled four to six 
months after returning fiom training; and 

Funding for a quarterIy newsletter a d  tech- 
nical materials fiom RTAC for scholars, an 
annual reunion of scholars, and access to 
resources designed to assist the Trainee in 
applying new skills and knowledge. 

HOPS-I6 f BhLOW-ON PROGRAM 

A. Program Goals Expanded to Ernphazise 
Development 

Strong support for the Fofl~w-on Program 
continued in the HOPS-11 program. The scope 
sf the Program was expanded, by adding fbur 
new Follow-on objectives to those established 
under CAPS-I. Staff were directed to : 

5 assure a higher level of impact in national 
development priorities; 

* enhance the leadership skilfs of returned 
schoiars; 

maintain appropriate data on retuned 
Trainees; md 

reduce re-reentry culture shock (?.IS 
Honduras, undated dmurnent2-3). 

B. Follow-on Program 

The activities supported through the Follow-On 
Program have reached substantial numbers of 
people. n r ~ u g h  September 1993, over 6,000 
persons had directly participated in some aspect 
of the Follow-on Program, either returned 
Trainees themselves or others who had received 
training from the Returnees. A description of 
program activities is provided below. 

R Outreach to Trainees 

One of the first tasks ~f staff Kl 1988 was to 
esrablish contact with those who received 
trainhg during he first three years of the 
program and initiate mechanisms to meet a id  
remain in contact with cnrient Trainees. The 
Follow-OR siaR accomplished &is though 
frequent field visits to returnees at their place of 
work. Tbese included f m ,  schools, small 
businesses, and homes in aH comers of the 
country. Over five years, the Follow-on staE  
have successhlly built a strong wor 
work of returned CAPSEIOPS Trainees, This 
permits timely monitoring of Trainee activities 
&er training mc? allows M to easily ~ c r m  
Trainees of upcoming follow-on activities. The 
ability to contact participants facilitated the 
survey of smdi business owners to document 
the application of their new skilis in this area 
(see Chapter Five: Case Studies in Small Busi- 
ness Development) and allowed the evaluators 
to rapidly and efficiently contact Trainees for the 
current study. 



Formation sf Alumnae Associations 

Upon the return of the first group of long-term 
academic Trainees (LTAs), Follow-on staff 
encouraged them to form an alumni atssociation 
which evolved into the National Organization of 
Long-Term Returned Scholars, ANEDH 
(Asociacion Nacional de Educadores para el 
Desanollo de Honduras). StaR produced a 
newsletter as a vehicle to build a sense of 
identify for the program and to communicate 
with Trainees about the associations. ANIEDH 
has grown fiom a largely AD-directed gmup of 
returned Trainees to an independent, Non- 
G v e m e n t  Orgaxization (Nm) last year. 
Salaries for a hll-time &rector and secretary, as 
well as office space and equipment, are 
supported by the Mission. 

In addition to providing guidance and support to 
launch ANEDH, the Follow-on staff provided 
support for PACOH, an organization begum by 
a core of returnees who had studied environ- 
mental education in Vermont. PACOH has 
expanded into a national-level association of 
educators interested in environmental issues. 
The group and its impact on the national envi- 
ronmental movement is discussed in detail in 
Chapter Five: Four Case Studies. 

Across the country, the strong network of 
returnees has provided the foundation for 
departmental meetings between Follow-on staff 
a d  returnees do foster locaI alumni associations 
in each geographic zone. Both long-and short- 
term Trainees are encouraged to work together 
in these nascent associations, whose primary 
purpose is to encourage in&viduds to work 
together on projects that can benefit the larger 
comunity. The most successfid organization is 
located in Gracious A DIos, which is unique in 
its isolation and ethnic homogeneity. Most of the 
Tr,nees are Miskito and perceive their work as 
an opportunity to help an oppressed minority to 
which they belong. The group is comprised of a 
small number of committed Trainees who are 
recent participants in the program. 

r Participation in Predepa&ure Trainjr~g 

The Fdow-on staff participate in the 
motivational ~~=mina.r at the beginning, of dB 
short-term programs $0 become ac 
all the Trainees as they enter the Program, 'Wre 
motivational seminar is an excdlent op 
to infom Trainees dmut the s~ctiv?ties of the 
Follow-on Program and elicit suggestions h r n  
them about the types of activities which would 
mosb support their work. A more organized md 
cr~rdkated team approach to the discussion of 
Folllow-on during the predeparture orientation 
program would produce a greater conamitment 
on the part of the Trainees. 

a Mairllain Appropriate Trainee Data 

Under HOPS-II, the Trainee Tracking System 
(ITS) was added as an additiond means to 
keep in touch with Trainees. TTS is a database 
which expands upon the CLASP Infomation 
System (CIS) and is designed to gather 
longitudinal data on thk employment'career 
paths of the Trainees. h allows measurement 
of the impact of the program over time 
Follow-~n staff is preparing a direct0 
names and addresses of returned Trkzinee 
expected that this will be a usehl tool to enable 
Trainees to develop and maintain their 
networks. 

The monthly trip reports higM 
Sishents of the respective individuals and 
groups visited and contain substantid mdcdotd 
evidence of the application of the training. This 
invaluable data is not shared with the Mission 
techmicall officers, however. 

The staff has tried severd approaches to assist 
long-term academics with re-entry culture 
shock. Pn December, 1992, tfie Follow-on st& 
organized a seminar in Washington, CiC six 
months prior to the return of a group of LT&. 

urpose of tine senin 
sf problem they 



returning and to explore steps the students could 
take while still in the U.S. to look for 
employment in Honduras. Resme writing, 
contacting U.S. or international businesses with 
offices in Honduras, and other job-hunting 
techniques were shared. Another group was 
invited to participate in a two-day seminar in 
Tegucigalpa 

Ensuring employment for the ETAS is seen as a 
way to reduce culture shock md has occupied a 
substantid mount of staff time. Culture shock 
is reduced though counseling individual 
Trainees, providing access to the network of 
returned Trainees who are working in similar 
fields, and supporting ANEDH in helping 
Trainees frnd employment. ANEDH is playing a 
major role in helping Trainees adjust by pro- 
viding week-end "'jab-search seminars," assist- 
mg in ce r t i hg  transcripts and diplomas, and 
providing a spot where returned Trainees can 
meet to talk about readjustment problems and 
exchange information. 

Enhance the Leadership Skills of 
Returned Scholars 

In the initial years of the Follow-on Program, 
the Follow-on staff spent a great deal of time 
working with Trainees so that they could 
assume the leadership of the alumni associa- 
tions. The Trainees have assumed responsibility 
for the national associations, ANEDH and 
PACOH, while the next level of leadership is 
being developed at h e  department level. 

The Follow-on staff have conducted leadershp 
seminars for returned Trainees, especidy for 
members of the youth training program. 
However, these have not been offered on a 
sysrematie basis. 

As Trainees are encouraged te share their 
information with others in their ccrmmu~lity or 
work place, Trainees are in fact exercising 
leadership skills. The Follow-on staff has been 
supportive of these types of activities, by 
enmuaging participants to nm seminars. 

The Follsw-on staff Jso  have been supportive 
of efforts to inclvde returnees in the sePectiorr 
process for upcoming training programs. "Kis 
encourages the returned scholars to talk 
heir experiences with others. The Follow-on 
staff believe that returnees could play a more 
sipifisant role in this process. 

at Ensure a Higher Level of Impact on 
National Development 

Some of the most significant work of the 
Follow-on ~ro&am is taking place in this area, 
with several short-term training groups 
receiving support for development activities. 
The apple producers, trained as part sf the 
Partners of the Arnehjeas program in Vermont, 
continue to receive t e c h c d  assistance through 
the Follow-on Program. They have received 
seminars on techricd aspects (of growing 
apples, and recently thee long-term scholars 
completed a needs assessment for the group. 
Additional assistance will be fortlhwl.skg for 
his very successful enterprise as a result of the 
survey. 

A more recent HOPS-PI initiative ta train nearly 
75 primary schooll teachers md administrators 
has dso received substar~tial support from the 
Follow-on s m .  They have helped mange 
reinforcement training in Honduras provided by 
one of the US. training institutions. A group cf 
returned Trainees, working .with the U.S. 
trainers, organized "'multiplie~ seminars " 50 

share the new educational methods with 
colleagues a d  supert?sors. Lhwise, members 
sf PACOH and Follow-on staff have organized 
seminars for other educators interested in 
environmental education. n r ~ u g f i  site visits, 
the Follow-on staff provide encouragement md 
one-on-one counseling to support Trainees" 
application of new skills and knowledge. 

OTHER POST-T SMING ACTIVBT1ES 

Returnees are active in many activities which 
are not part of the formal Follow-on 



One graduate o f a  short-term training program returned determined $0 improve his small mrar' 
community. With the help ofthe follow-on s t a s  he has beamed how to write project proposals bcb 
obtain Bnding from national and interncvrional organizations for income-generating projecbs. 
Having successfirIly cs~winced a government ministry PO complete an irrigation system which 
provides water for their crops, he is working on cr proposal which wid teach his neighbors haw ?GI 
raise rabbits lie meat will be used to feed people and the rabbit f i r  will be sold to provide cash 
income. 

but are nevertheless of significance since they 
support major pragrm objectives. The descrip- 
tions of post-return activities reported in 'Table 
8.1 are fiam the survey of CAPS/MOPS 
scholars. 

A. Strenthening Ties with the U.S. and 
Among Trainees 

A large number of the Trainees maintain U.S. 
contacts, according to the results of the survey. 
More &an half of all Trainees have maintained 
contact with U.S. acquaintances and over 21 
percent-25 percent of long-term Trainees- 
have received visits in Honduras from U.S. 
friends. This suggests a level of direct contact 
&at surpasses letters and occasional telephone 
c d k  Nearly half have established commercid 
relations with the US. Some 39 percent read 
U.S. professional magazines, while 25 percent 
continue to have contact with their U.S. (raining 
institution. 

Friendships and professional relationships 
established with other Hondurans as a result of 
the training also are long-lasting. Nearly 
quarters of the Trainees report having personal 
eontact with other Trainees and 20 percent are 
workifig on projects with other Trainees. 

Men and women were equally likely to 
undertake pos-training activities. However, 
men more frequently worked with Peace Corps 
volmteers and on projects with other Trainees, 
which men The basis for such dif3Ferences would 
require further investigation. Women's greater 
responsibilities in the domestic domain do not 
prevent them from maintaining contacts with 
U.S. fiends, the U.S. training institutions, or 
fellow Trainees. However, the two areas where 
women are less active are in work activities 
where involvement may be less possible for 
women. Cross-cmlturd research xnfirms that, 
in more traditional comunities, me2 arb ~ x r e  
likely than women to act as sp~kzspersorns In the 

Tshk 8.1 

Post-training Activities: CAPSIHOPS-II 
. ...................................*............-.......-.........................................................-........... .............................. ..-..* ........................................... ......-............ . .......*. .... 

Shod- Long- 

term term Female Male Total 

Personal Contact with other Trainees 71.6 81.5 70.8 77.8 74.8 n=2;22 
Formal Follow-on activities 41.8 33.8 37.5 41 9 45.8 n=2.20 

Contacts with U.S. ftiends in U.S. 47.1 72.3 56.3 53.2 54.5 n=2120 
Contact with U.S. training institution 18.4 45.6 24.2 26.8 25.7 n=235 

Visits from U.S. friends 19.1 25.0 23.2 19.5 21.1 n=2ft3 
Work with Peace Corps volunteers 21.2 16.9 ? 3.5 26.2 20.8 n=218 

Reading U.S. professional magazines 33.1 55.4 35.4 42 4 39.4 n=22? 
Projects with other Trainees 19.0 29.5 14.6 24.2 20.0 n=2,20 

Commercial relations with U.S. 6.6 17.2 7.4 14 -4 9.6 n=218 
None of the above 15.9 7.8 13.7 13.1 13.4 at=217 

dole: About five percent also mentioned some ofher post-training activity which they attributed to their LI S. training . .....-........... .._.. ............................................................................ ......- ...........................-......-....... . -..-.... -..** ................................. .........-...*.... .................... 
3ource: 1 S 3  R&urnee Survey. 



public domain. In the case of Peace Corps 
contacts, PCVs may (even unconsciously) favor 
contacts with men over women when stab- 
lishing ties with former Trainees. 

Not surprisingly, long-term Trainees arc 
significantly more likely to read professional 
journals from the U. S. than short-term Trainees. 
A much higher percentage of long-term 
Trainees have maintained contacts with U.S. 
friends (72% compared with 47% for short-term 
Trainees) arrd with the U.S. training hstitution 
(41% veeus 18% for short-term Trainees). This 
is to be expected, since the longer period of 
study in the United States provides the oppor- 
tunity to develop a greater depth in personal 
relationships. 

Finally, a small propodon of Trainees-16 
percent of short-term Trainees and 8 percent of 
long-term Trainees--said that they have 
undertaken none of these post-training activities. 

B. Trainees' Barbkipation in Alumni 
Association 

More than half of long-term Trainees stated that 
they considered themselves members of an 
Alumni Association compared to only 18 
percent of short-term Trainees. 'Xhis is under- 
standable, since the principal alumni group was 
begun by long-term returnees. As the regional 
and departmental organizations flourish, the - 

number of short-term Trainees 
participating is expected to 
increase. When -this small 
proportion of the survey (61 
respondents) was asked what 
they saw as the principal 
objectives of their zssociation, 
33 (54%) mentioned meetings, 
and 8 (13%) referred to "project 
development." Eight others said 
the Association was doing "no- 
thing," and other possible activi- 
ties had fewer responses. 

C. Strong Friendships Among CAPS 
Trainees 

The Follow-sn Program has contributed to 
strengthening the relationship of the Trainees to 
the C,LUPS/HOPS program through extensive 
outreach activities. However, the continuing 
contacts appear to be the resdt of a strong PJ. S . 
program component and ties fonned with U.S. 
citizens through the training institution and 
Experience America activities. For example, h e  
on-going contacts between the two calmtries 
that occurred as a result of the Vennont-Hon- 
duras Partnership are an example ctf this type of 
friendship. The partnership is independent of the 
CAPS program and flows from the on-going 
activities of the state-country link. The bonds 
formed during the training are conhued for 
years after the training has taken place. The 
program administrators are to be commended 
for this aspect of the program. 

FOLLOW-ON PREFERENCES 

A. Reinforcement Training Needed 

Surveyed Trainees were asked what they see as 
priorities for hture Follow-on programming. 
Up to three suggestions fiom each Trainee were 
reported. Over half of the suggestions cited the 
need for additional training in the form of 

Table 8.2 

Preferences for Followen (Percentages) 

Short- Long- 
Activity term term Total 

Seminars, Workshops 49.3 57.1 54.1 
Additional Technical Training 52.1 45.2 53 5 

Meetings, Opportunities to Gather 10.0 19-0 12.8 
Assistance in Project Implementation 7.9 2.4 7.0 

Professional Development 3.8 46.7 7.0 
Other Suggestions 15.4 3.5 14.5 

3ther specific responses (newsletters, alumni associations) were made by 
ess than 2% of Trainees. Totals add to more than I00 percent since 
rrainees could give up to 3 responses. 



seminars) and workshops (54%), and technical 
training (53%). Few Trainees requested more 
meetings. 

Respondents confirmed the survey results in 
focus groups and open-ended interviews. Over- 
whelmingly, Trainees who participated in short- 
term programs asked for more training upon 
retuning to Honduras for several reasons. 

* Some said that the training they received was 
of a general nature and that, & order to fully 
utilize their new knowledge, they needeb 
more specific training . 

Others felt they had been given a good base 
sr foundation of new shills, but needed more 
graining to fi.11ly implement the new methods. 
For example, mayors and mayoral candidates 
who participated in a two-week introductory 
program to U. S. local municipal government, 
wanted more in-depth instruction. 

Many reflected the opinion of one Trainee, 
who said, "Additional training4.n the form 
of short courses, seminars, and exchanges 
among Trainees in s i d a r  fields--is needed 
to reinforce the training we reeeived in the 
United States. These new courses could be 
more extensive and in-depth, provided over a 
longer period of time than the short program 
in the U. S. and under less time pressure.'" 

Others agreed, arguing hat additional traiiii~g 
seminars would support them in first applying 
their new sLHs and then meeting with fellow 
returnees with similar training. It would permit 
Trainees to compare experiences md learn fiorn 
each other in their attempts to use what they 
have learned. 

Some long-term academics also requested 
additional short courses to keep informed about 
changes in their fields. This could be accomp- 
lished, Trainees suggested, by filnding Trainees 
to attend professional meetings in the United 
States or by bringing experts to Honduras for 

seminars. Only two long-tern s 
timed the need to continue programs 
academic scholars .find empl 
suggests &at current eRom to locate jobs are 
adequate. 

B. increase Sharing of Experiences 
Trainees 

The second most requested improvement to 
IFollow-on Program was increased communica- 
(?on among returnees. Teachers want to meet 
their fellow returnees around the 
have received baining in new ins 
methodologies to share experiences g 
applying their new sscils. Environm 
tors, who have received such supp~rt, hope it 
will cond;.,.de. 

Many in the survey said that it is veq 
first try out their new skills mcl then meet with 
returnees who had received similar training 
Trainees can compare experiences and % e m  
from each other. 

C. Expand the FoiOow-on Bragram lo  
lnclerde all Trainees 

Other Trainees spoke of the need to 
number ref returnees for whom ac 
planned. The perception exists 
Trainees that Skie Foliow-on Pro 
limited to certain groups, for ex 
or those in agriculture. Trainees 
the early years of the program, long-tern 
Trainees who wish to rem current ira lkneir 
fields, and others dso wished to be included. As 
one Trainee said, 

"Righa now, anyefung that ite ex-sch.ol2u 
might qpPy $om she training 

his own initiative. It seems to 
people who taught &e course 

would want to see how the infsma~on is 
being used, but se insmctors can not be 
brought to Hon 
classes to keep us up 10 



I). Support for Project Wad; 

Finally, the short-term scholars requested 
specific financial support in two areas: funds fer 
implementing small-scale development projects 
and access to credit for the expansion of 
businesses and marketing, especially for those 
trained in smdl business management. QIus has 
been discussed f i ther  in Chapter Five: Case 
Study of Small Business.) 

CONCLUSIONS AND 
RECOMMENDATIONS 

A. Do current activities fall within the 
CLASP-II guidelines? 

Yes. The Follow-on Program ha planned and 
implemented activities in each of the six areas 
outlined in the working paper for CLASP-II. 
Many of the current activities began under 
CAPS-I but new activities to support t!e 
increased emphasis on development impact 
have been added under HOPS-TI. 

The major efforts have focused principally in 
three areas: maintaining contact with partici- 
pants, establishing national and regional associa- 
tions, and dinding employment for long-tern 
academics. The continuing education mandate 
of the Follow-on Program has not received 
commensurate attention. 

Efforts to establish national level associations 
are difficult to manage, even when there are 
high levels of interest and corlrplitrnent among a 
proportion of the returned scholars. Commutm- 
ations are difficult, meetings are complicated 
and costly to organize, a d  the support for h e  
organizations is Babor-intensive. 

The Follow-on staff snre commended for having 
provided the necessary training and support to 
RACOH and ANTDM Ieadership enabling troth 
organizations $0 become aaionornous NGOs. 
PACOH has defined its agenda in the national 
environmentd arena and the ANEDM Executive 

Director is providing exceEfena sen j  
be-rs seeking enployme 
ance. The leadership 
responsibility Ibr developilg ne 
he group. 

It is an art, not a science, to dcci& when a 
ad sufficient afiensi 

one more meeting or ga&e~-ing 
needed must be constantly e 
training in ASwcia~on man 
members of the Board of Diredors ~i'ould pro- 
vide the opporhrnity to discuss gods, 
projects, and A.I.D.'s linlited Follow-sn 
support 

me recent effbrts to orgmke aegicshtd 
associations by department may be easier to 
achieve. The effort is incipient; ody a few have 
been organized a d  mnsider&Be variation exists 
wound dse wmtay with resped 53 ah 
of the digerent d e p m e n t d  g o  
difficulty sf the regional 
mix sf interests invo 
peasant producers, teac 

benefits in terns sf stre 
supported U.S. values 
requires a m m i  



Once the new regional coordinators are elected, 
they should be invited to a workshop/seminar. 
The motivational seminars now used in pre- 
departure training has apparently been quite 
successfir1 in changing people's attitudes and in 
creating a spirit of cooperation and commitment. 
Training modeled on these seminars may be 
appropriate. Also, the workshopkeminar would 
be a chance for the leaders to get away fiom the 
constant "if AID would only give us some 
money" syndrome and reassess the total range 
of resources already avaiiable to them. 

By focusing on the dunnrai associations and 
employment for LTA, other groups have 
received little or no attention. DeIegating 
responsibility for these areas to the membership 
of the associations would free staff to focus on 
the needs of other Trainees. Obviously, any 
work plan addressed to 2,000 people will have 
to establish priorities and a sequence, but this 
needs to be measured to in a manner that limited 
resources reach fie largest feasible number. 

117re Foillowon P3.ogram should be 
expanded beyond establishing a netnw-4 of 
all Trainees through ndSonal and ~egicitnal 
lassociafT*ons to work witlt large p u p s  of 
trainees in sperificfilds. Linkages shauld 
be sfrengiIteraed wWiltiro idre program so #lad 
the long-term trainees can use their 
advanced training to asskt slaori-term 
returnees. 

The large number of Trainees Rorn CAPS and 
MOPS combined short-term and long-term 
prograuns provides an excellent foundation for 
growth of a vital put of the country's economy. 

B. I r k  it probabte that the 
applied and achieve e 
ment impact as 
Eollow-sn Activities? 

Yes. Under HOPS-D, a greater e 
gIaced on the role of &;Lining in advm~cing the 
development goals of tsle country, mol 

p g r m  away h r n  the projected benefits o 
exchange program into the world of Idwe 
ment programs. The number of CNS('P;-g 
participants invalved in projects hit 
direct impact on the develop 
is growing and the support fiom tihe Fd3o 
staff for these activities is si 

Support for the HOPS-IT primary school 
educators and C 
md apple prod 
Bicized support for indviduafs md smdl groups 
around h e  country, are p 
results. Continued support 
pst-tr~ning activities uilf 
impact for the development of the counw, be it 
at the local wmmruriby level where the nutxi- 
tiond level of the ujation is raised or at h e  
national level as a result of teacher e 
refom. 

A successfid Foillow-on progr 
development program and th 
advantage of all the mate 
development p 
the field of sm 
excellent training rnateri Js have been developed 
for micro-enterprise development 
These need to be researched md e 
the Follown Program. 



were trained in the early years of the program. 
Yet the CAPSMOPS program trained a large 
number of people in specific fields, creating a 
critical mass of people who could be pulled 
together for greater impact in the sectors they 
represent. 

C. What changes would increase the 
applicability of the training? 

all USAID sltould undertgke a needs assess- 
ment to determine the types of assistance 
peo& want and design n program of 
reinforcement training to support the 
Trai~ees. The support ofAiVEDH to begin 
a program of tecltnical assistance among 
returned sclt olars would great& reduce the 
cost of t?te training. Contractor and US. 
training institutions can provide valuable 
contributions to this activity. 

The Follow-on Program would benefit from a 
more structured program, with a clear vision 
and organized plan to incorporate all the ex- 
scholars into the system. One of the most sought 
afder activities is reinforcement training. This 
provides Trainees with new information in their 
field, allowing them to remain current. 

A number of returnees have expressed their 
willingness to conduct training sessions and 
have offered to provide technical assistance to 
their colleagues. There is also a need to insert 
participatory development practices into the 
Follow-on Program and link Trainees with 
relevant programs within the development and 
NGO cmmmwity. For instance, in the field of 
micro-enterprise, FKXCA, the Inter-American 
Development Bank, the Inter-American 
Development Foundation, and others have 
established program in Honduras to provide 
continuous training and credit sopport to small 
business women and men. 

The number of Trainees incorporated into the 
program needs to be increased, so that returnees 
who studied agriculture and small business 
development are provided with support. 
scale planning effort outlining the major 
of training CAPS Trainees represent 
needs for each group will ensure that this 
happens. 

Previous evaluations of the CMSlrCLASP 
program i n  the region have shown that a good 
Follow-on program begins by hcluding 
Follow-on in t!e selection process ad in pre- 
departure training. We believe progress has 
been made in creating a cohesive tern mong  
the CAPS-HOPS-II personnel responsible for 
the indiwdud components of the training 
program. The team can only be enhanced by f i e  
upcoming move of the Folfow-on st 
training site. 

D. Can multiplier effects be measured and 
tracked? 

YesS Currently, the Follow-on s have 
massed a great deal of infomation about the 
types of projects underway, ut it has not 
received wide distribution. 

Tracking the 'hmulfigfier effect" can be costly if 
special data csIIection eEofis are made. The 
evaluation recommends rather a I O I V ~ ~ - C Q S ~  
approach, in which the multiplier eEect is 
tracked quantitaaiveHy at regular Foilour-ion 
meetings. The four-part quesficsrr empSoyed in 
HOPS-If evduation research ("Wi 



persons have you shared formallyfmformally the 
contents of your training in the workplace/ 
community?') can be incorporated into any 
currently used Follow-on event registration 
form. The present evaluation report provides a 
sample baseline data set, reported above in 
Chapter 5, against which comparisons can be 
drawn. It is recommended that this information 
be collected opportunistically at periodic 
Follow-on meetings. After the initial data 
collection from any individual, the question 
should be altered to read "since the Iast Follow- 
on meeting at which you completed this 
questionnaire." The data should be tabulated by 
training group, area and year of study, and 
region by the Follow-on staff and reported in 
their monthly reports. Follow-on staff would 
dso want to keep track of those from whoin the 
infomation has previously been collected to get 
some sense of the rate at which Trainees 
c~ntinue to train others or share their training 
experience. 





INTRODUCTION 

ahis chapter reviews data relating to the costs of 
the project. First, the cost of the participant 
training and administrative costs of the U.S. 
programming agency will be compared to train- 
ng costs incurred by Central Americ;an Missions 
participating in CLASP. Second, Mission costs 
for the CLASP program will be compared to 
Mission costs for non-CLASP participant train- 
ing programs. Finally, the costs of the CAPS- 
HOPS program in Honduras will be compared 
to the costs of CLASP training in other Central 
American haissions. 

CAPSIHBPS RELATIVE TWINING 
COSTS COMPARED WITH CLASP 
PROGRAMS IN THE WEGOOM 

A. Training Casts for CAPS-! 

Training Cost Analysis (TCA) information 
collected by Aguirre International shows that the 
Honuras Project's expenses in the United States 
were in the low range among Centrd American 
Missions participating in CAPS. These costs, 
per participant training month, include both 
particiant training costs and administrative costs 
of the U. S. programming agency, the Academy 
for Educational Development. The costs sf the 
academic program for Honduras were dso in the 
Isw range when compared with other Missions 
in the Region. 

13. Training Costs for CUSP-II 

Aguirre International TCA information shows 
that the HOPS-IT training costs were in the low- 
to mid-range among other Missions in the 
region. Costs should continue to be Iower than 
the average as certain practices which proved to 
be expensive (such as sending individuals or 
very small groups for short-term training) have 

been discontinued, for the most pat. Group size 
is now structured for maximum cost benefits. 
Historically in the CLASP program, costs have 
been higher for smaller groups. 

C. CAPSlHOPS ReBativeTraining Coots 
Compared with Honduras Project- 
Related Twining 

Evaluators compared the costs of 
ject-related participant training with the costs of 
the HOPS-II participant training. Data for the 
Mission project training encompass three years, 
1991 993. Data for HOPS-IT are through Fiscal 
Year 1992. 

The cost of long-term academic programs under 
HOPS are lower than the costs of academic. 
training for project-related long-term training. 
The costs of MOPS-II short-term training are 
substantially lower than the project-related short- 
term training programs. 

D. CAPSIKOPS in-Country Training Costs 

In-countq costs, especially for pre-departure 
traicing, appear to be relatively low and do not 
represent a major percentage of overdl costs. 
For example, Trainees are provided a monthly 
stipend of only L. 1,000 ($1 48) and wages for 
staff are proportionately lower &an in the United 
States. In-country costs for English Language 
Language Training are Iswer.. . cornpami with 
the costs for English language training in the 
US., for other USAD projects, which are about 
$1,080 per month, plus maintenance dlowanslzs 
and HAC. 

It appears possible to achieve savings in pre- 
departure training costs, if the 
with the evaiuation conclusions ahat the Pse- 
d e p m r e  Orientation Training progtm fior 
Short-term Trainees could be reduced to 
between four and six weeks. 



A complete analysis of the in-country training 
costs of the GAPS-HOPS program, compared to 
in-country training costs of other Missions in the 
region, will be included in the final report. 





To assist USAfD/Monduras in evaluating the 
current stams of the second phase of the Hon- 
duras Peace Scholarship (HOPS-D[) project and 
define strategies aimed at obtaimng mariirrlurrl 
development impact. 

BACKGROUND 

The HOPS-I3 project was designed in 1820 
based on the Mission's experiences with the 
Centrd American Peace Scholarship (CAPS) 
and HOPS-I projects, and regional guidelines 
from the Caribbean and Latin American Scholar- 
ship Program (CLASP-][I). The HOPS-II project 
design emphasizes well defined, high quality 
predeparture, U.S. training and foIlow-on activi- 
ties to obtain maximum development impact 
(See Attachment ID). 

HOPS-I? was authorized at $15,000,000 and 
obligations through FY 93 were scheduled to be 
S 1 1,5OQ,OOO. Current obligations are 
$6,116,800. An additional $500,000 is antici- 
pated for FY 93 which will bring total 
obligations to $6,616,800; after which time there 
may be no additional funding available for the 
project. 

SCQPE OF WORK 

The contractor shall evaluate current activities 
under the HOPS-II project in light of severe 
reductions in funding fbr the project, the 
Mission's training priorities, md assist USATI>/ 
Honduras in defbing strategies to obtain maxi- 
mum development impact under these circum- 
stances. 

The MOPS-II evaluation shall determine the 
degree to which HOPS-II strategies and acPivi- 
ties are achieving increased development impact, 
impravemerats in leadership development, 
''Experience America," and the qudity and rele- 
vance of training as compared to the lower cost 

predeparture md follow-on strategies used by 
the CAPS and HOPS-I projects. 

The evaluation shdl include specific recommen- 
dations on areas requiring adjustments for meet- 
ing the goals and outputs of the CLASP- 
HOPS-D[ projects, and recommendations for 
adjustments in the HOPS-II project desi 
warranted. The evduation shall address the 
areas described below. 

A. Evaluate current recruitment md sdection 
strategies for selecting HOPS- 
recipients to: 

determine if costs could be reduced and how; 

determine how the project can assure that at 
least 40 percent of the long and short- term 
scholarships are awarded to women while 
meeting other project gods and requisites for 
awarding scholarships; 

assure that the project will respon 
Mission's participant training priorities; and 

assure higher 1evels of gauticipatian mong 
departments and municipalities which have 
not had equitable participation in 
HOPS4 and II programs. 

. Evaluate HOPS-I! predeparture training 
objectives, strategies and activities to deternine 
if 

* current competency based training cLjecltives 
are reasonabk; 

predeparture training strategies and activities 
are approphiate for mastering cornpetenq 
objectives, preparing the scholar for follow- 
on and the application of training; 

training provided by the ins~hfionaf wntmc- 
tsr is being prsvided in a timely manner und 
is of high quality; and 



* costs could be reduced for the predeparture 
preparation of scholarship recipients by 
changing strategies or activities, or whether 
other changes are warranted. 

6. Evaluate the placement of HOPS-II 
scholarship recipients in U.S. training programs 
in regard to: 

participant satisfaction; 

probabilities of mastering training objecbives; 

Peace Scholars' commitments to return to 
Honduras to contribute to Honduran 
development; 

preparing the scholar for follow-on and the 
application s f  training in Honduras; and 

the extent to which leadership and "Experi- 
ence America" goals are being redized by 
U.S. training. 

D. Evduate HOPS-II current and planned 
follow-on strategies and activities to determine: 

if it is probable that the application of the 
scholars training will be achieved and provide 
enhanced development impact as a conse- 
quence of these follow-on strategies and 
activities; 

if changes should be made to reduce costs; 

if changes should be made to increase the 
application of scholars' training andor 
increase the development impact of the 
project; 

if cwent follow-on activities fall within the 
pafameters under CLASP-I1 guidelines; 

* if adequate monitoring and s~~pervisi~n is 
present for current folisw-on activities; a d  

to what extent and how should multiplier 
effects be measured and tracked. 

E. Evduate the design, implementlation and 
impact of the project in terms of gender issues to 
include: 

* What are the effects, positive or negative, of 
HOPS-PT concerning female (as compared to 
male) access to income, education and 
tminiiag, md with respect to workloads, role 
in household and cumunity, and health 
conditions; 

how were ?he interests and role of women (as 
compared to men) taken into account during 
this evaluation; 

* were any significant factors concerning 
women (as compared to men) overlooked in 
the design, implementation, appraisal, or 
follow-on strategies of HOPS-fI; and 

* did the participation of women as scholarshp 
recipients affect the sustainability of project 
outcomes (were outcomes more sustained, 
less sustained or equally susaahabk between 
female and male beneficiaries)? 

F. Review current projections for short and 
long-term scholarships to be awarded by CABS, 
HOPS4 and II in light of reduced hding, the 
Mission's training priorities, achieving at Seast 
40 percent participation of women, and assuring 
an equitable geographic distribution sf scholar- 
ships. Should changes be made in my scholar- 
ship priorities? 

METHODOLOGY 

. Review current and planned regional 
evduatisns which wilI be centrally h d e d  by 
LAC/BR/EMR to assure that there lYvnll be no 
duplications in efforts between she LACDW 
EHR h d e d  evaluations of regional CLASP-ZI 
activities and Be work scope for this fevduadon. 
If' my duplications in efforts are present, advise 



USA_hDmondura immediately so that adjust- 
ments can be made in the work scope for this 
evaluation. 

B. Review the Caribbean and Latin h e t i -  
can Scholarship Program (CLASP-0, CAPS/ 
HOPS-I, CLASP-II and MOPS-II project papers 
(see Attachments Wz and V) to assure that 
current and anticipated project activities s e  
appropriate for achieving CLASP-PI and HOPS- 
II project goals and outputs. 

C. Review the USAIDRionduras Mission 
Order on participant training (see Attachment 
VI) and Country Training Plan (Attachment VI) 
to become familiar with h4ssion policies and 
participant training priorities. 

D. Review evaluation reports on CLASP-I, 
the CAPSMOPS-I project, other CLASP-I and 
CLASP-II programs in the region to provide 
comparative data and suggest alternative strate- 
gies which USAID/Honduas might consider to 
reduce costs andor obtain higher development 
impact under HOPS-IZ. 

E. Interview HBDET and HOPS-D. person- 
nel, the HOPS-LI instimtiand contractors' ger- 
some1 (Centro Asesor para el Desmollo de 10s 
Recursos Humanos de Honduras - CADERW) 
for predeparture training and logistical support 
for foHow-on activities; and the Academy for 
Educational Development (AED) for U.S. tram- 
kg, placement, processing and monitorinq 

F. The contractor shall propose the size of 
samples to be interviewed for a representative 
group of retuned CAPSHOPS-I and HOPS-H 
scholarship recipients in Honduras, HOPS-I and 
HOPS-II scholarship recipients in she U.S. to 
determine if it is probable that HOPS-H strate- 
gies and activities will achieve enhanced 
development impact, leadership development, 
"Experience America," and improve the quality 
and relevance of trairiing as compared to the 
lower cost strategies used by CAPSIBOPS-I. 





HOPS I1 
ACADEMIC PLACEMENT RESEARCH 

&+i L1 i-%%f&+x7 1 
% 

Foreign student  advisor 

Starting dates 

Enrichment activities for international students (homestays, 
internships, other, extra fees) 

- - C r \ L S -  
i b  r ' 4 .  s-/-v&$ -h  

Other programs of note: 

Dorms/alternative living arrangements 
Recommended to reserve dorm space ASAP? 

Transportation 

PHac.nent Analysis: 

1. Survey of catalogue and comparison with training plan 



2. Areas not atle to meet 

Name of academic advisor 

Admission status/special suggestions: 
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1993-95 GAPS i3 HOPS 11 SHORT-TERM SCHOLARSHIPS 

N o ,  of  
STRATEGIC SCHOLARSHIPS 
OBJECTIVE AREA OF STUDIES CAPS HOPS 

INCREASED -Horticulture Production, Post-Harvest 
AGRICULTURAL Hand1 ing, Processing & Marketing 81 
PRODUCTION -Engineering Properties of Soils 18 
& EXPORTS -Cooperative Managmen$ 8, 

-Small Animal Husbandry/Aquaculture 8 

INCREASED -Demand Driven Private Sector 
INVESTMENT, Scholarships for Increasing 
PRODUCTION InTfestment , Production & Trade 50 
8 TRADE -Microenterprise Credit & Finances 25 

-Export DevJInvestment Promotion 8 
-Training Needs Assessment, Management 

& Evaluation for Increased Production 1 a1 

SUSTAINABLE -Communications in Natural Resources 8 
SELECTED -Environment Education 8 
NAT URAL -Soi 1/Water Conservsti~on & Irrigation 8 
RESOURCES -Organic Pest & Disease Control 8 

HEALTHIER, -Hydrology/Water Well Drilling 8 
BETTER -Pedagogical Strategies and Classroom 
EDUCATED Management for Rural Primary Teachers 60 
HONDURANS -Education and Rehabilitation for the 

Vi wall y Handi capped 72 
-Community Vector Control *E 2 
-Watershed Mgt, for Potable Water 8 
Heal th Planning/Epidernisf ogy 6 

MORE -Municipal & Community Leadership 42 40 
RESPONSIVE 
DEMOCRATIC 
INSTITUTIONS 

*MULTIPLE NGO Management 9 

SUB-TOTALS : 245 127  
TOTAL : 37'2 - 

i 

*Scho7 arshi p recipients must represent NGOs which are canzri but ing 
to meeting the ~ission's strategic objectives. 





Ayellids Materno: Apellido de Matrimonio/Casada: 

Fecha de hoy: 1-1- Fecha de regreso: I-- J 
didmes/?iio dialnreslsniis 

1. Pais de origen: HONDURAS 

2. ~ Q u C  campoiternas estudio Ud. en 10s Estados Unidos? (Area de estudio o 
capacitacih) 

2b. jQuiCn le proporcionb su beca para 10s EE.W.? 

3. En general, i ~ 6 m o  evaluaria su nivel de satisfacci6n con el prograrna de capacitaci6n 
en los EE.UU.? (marque d o  una respuesta). 

- (01) Muy insatisfecho 

- (02) Insatisfecho 

(03) Miis Q mmenos / Neutral 

(04) Satisfecha 

- (0s) Muy satisfecho 

a Mejorar su capacidad profesional (te6ricoi ( ( ( ( 3 ( 1 
intelectual) para su trabajo actual 



b. Aprender tCcnicas/habilidades nuevas [ I  ) 0 ( 1  0 
(practico/manual) para s u  t r aba j~  actual 

c. Repararase para un 
trabajo/carrera/oficio en el futuro 

d. Conocer estadounidenses 
en la misma area de trabajo 

e. Conocer otros compatriotas suyos en 
la misma area de trabajo 

f. Ayudarse en su trabajo voluntariol 
eomunitario'en la comunidad 

g. Mejorar su capacidad de liderazgo 

5 .  a. iC6m0 compararia el programa de capacitacion que recibirj en lios E E . W  con lo 
que Ud. esperaba recibir? (marque solo una respuesta). 

- (01) Peor de Io que esperaba 
- (02) Igual a lo esperado 
- (03) Mejor de lo que esperaba 

b. Si fue pear o mejor de lo que esperaba, por favor explique por quC. . 

6 .  ~Recomendaria Ud. este programa de becas a ortras personas? (maapue d o  m a  
respuesta). 

7. a Antes de yartir para 10s Em., jrecibio Ud. una preparation en Honduras que 
le explico como seria su grograma Be capacitacion? 

b. [Si recibieron una preparaci6nJ L P O ~  cuhtos dias derrci la preparacih? 

8 .  ~ C u h t a s  horas de instruccibn en ingIes recibio Ud. coma p r t e  de su greparacih 
pxepartida en Honduras? 
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iC6~n0 caracterizaria Ud. la cantidad de tiempo dedicada a la instruccl6n en inglks 
come, parte de su preparaclbn prepartida en Honduras? 

- (01) Muy cod0 (02) Adecuado (03) Muy largo 

'Clrrno caracterizaria Ud. la calidad de la instruccibn en inglds como parte de su 
preparaci6n prepartida en Honduras? 

- (01) Inadecuado (02) Adecuado (03) Excelente 

A1 salir de Honduras para empezar su prsgrarna de capacitacion, & c u b  preparado se 
sentia Ud. para su viaje y su prograrna en 10s EE.UU.? (Ranga pm cinculo dsededor 
def nrirnern que mejor rrpmsenta la opinicin del entmvistado.) 

COhWRENSION DE LOS EEUU. 

12. Como resultado de su participation en el programa, jcubto ha aurnentado su 

Nada preparado 
1 

conocirniento de la vida en los Estados Unidos en Is siguientes areas? 
categoria marque la casilla comsgondiente), 

Nada Poco Algo 

Algo preparado 
2 

(01) (02) (03) 

a. La farnilia de 10s EE.UeJ. 0 0 f )  
b. EI papeI/rol de la rnujer ( >  0 0 

en la farnilia de 10s EE.kTU. 
c. La variedad de pueblos y culturas 

en 10s EE.UU. ( 3  ( ?  
d. Lsas instituciones dernocrhticas 

de 10s E E . W .  0 0 
e. EI sistema de libre ernpresa 

en 10s EE.UU. ( >  0 
f. El voluntar~srno en 10s EE.Uh7. O O O 
g. Patrones de liderazgo en 10s EE.UU. 0 0 

Preparado I Muy preparado 
3 4 

Muchs 
Muchisirno 
(W (05) 

0 0 
0 0 

13.  ~ Q u C  es lo que rnb le gust6 de toda su experiencia en 10s EE.UU.? 



Limpiedorden/falta de basura 
Cuasos del programa de capaciaaciirn 
Disciplindpun&alidad/lo pragrnatica de fa gentdgente trabajadora 
Infraestauctura (medios de tsmsporte, servicios pcblicos, medios de 
csrnunicacion, aha tecnologia, facilidades para invdidos y niiios, etc.) 
Educacion/amabilidadlcohtesidcordialid del pueblo 
Nivel de preparacibnlcapacitaci6n/capacidad intelectud del pueblo 
Amistad establecida con compaiieros del prograrna 
Amistad establecida con ciudadanos de 10s EE.tTU. 
Relaciones farniliares entre 10s estadounidenses 
La diversidad cul turalhacial 
Eas libertades individuales 
El voIuntarismo 
Respeto por las leyes Isisterna politico 
Qrganizacion del pueblo I gobierno 
Nada 
Otros (Especi fique): 

14. ~ Q u e  es lo que menos le gust6 de su experiencia en 10s EE.W.? (En~rrvistadoa7 
No lea las resparestas, sino categorice lo que dice el entrrvistado segiin las 
dternativas que siguen. Ponga hasta tms mspuestas, evaluhdolas d d  1 a 3 en 
oslden de importancia) 

Cursos del prograrna de capacitaciori 
Composicibn del grupo de compaiieros del prograrna 
Individualismo/'egoisrno/rnateria1ismo de la gente 
Excesiva disciplindpuntualidadlpreocupacibn por la hora 
Excesiva preocupacibn por el trabajo de la gente 
La frialdad, falta de educacicin o cortesia del pueblo 
Falta de infraestructura (rnedios de transporte, servicios pihlicos, medios de  

cornunicaci6~1, etc.) 
Estructurddisolucion/relaciones debiles de la familia estadounidense 
No poder establecer amistades/relaciones con ciudadanos de 10s E E W .  
Problemas raciaies / discrimination 
FaIta de conocimiento/ ignorancia de la gente eon respecto a America Latina 
Crimen / drogas 
Contaminaci6nfpolucion' ambiental / aire sucio / ruido excesivo 
Pobreza 6 desamparados I 
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- (15) Nostalgia / rnucho tiernpo 
- (16) M u y  poco tiempo 
- (17) Falta de inglCs 
- (18) La comida 

- (19) El c h a  

15. a. 'Cree Ud. que sus expectmtivas/proyecciones para el futurs hm cambiado a partir 
de su experiencia en los EEUU.? 

- (01) Si - (02) NO (continGe con la #12) 

b. Explique, por favor, porque sus expectativasJ proyecciones han cambiado, o porqu6 
no han cambiado. 

Antes de viajar a 10s EE.UU., i le  hablaron dcl Prograrna de Seguirniento 
CAPSMOPS? 

(or) Si - (02) No - (09 No recuerdo 

Estando en Bos E E W . ,  Je prepararon Fara cumplir con un plan de accibn o Ilevar 
a cabo un proyecto en su cornunidad en Honduras? 

~ Q u C  proyecto a plan de acci6n ha podido irnplernzntar? 

Estando en los EE.UU., die prepararon para participar en el prograrna de 
seguimiento CAPSEIOPS? 



20. 'En cuiles de 10s siguientes contactos o actividades relacionados con 10s EE.WU. 
ha participado Ud. en su pais como resultado del programa? (marque todas la que 
comspndan) 

Contacto personal eon otros ex-becarios 
Eeetura de revistas profesionales de 10s EE.UU. 
Participation en gmpos o acuniones formales del Programa de Seguimienta 
Presentacion de proyectos con otrss ex-becarios 
Relaciones cornerciales/negocios con 10s E E W .  
Contactos con amigos de 10s EE.'JU. 
Contacto con la institucibn capacitadora en 10s EE.W. 
Visitas dde 10s amigos de 10s EE.1LJU. 

Colaboracibn con 10s voIuntarios del Cuerpo de Paz 
Ninguno de 10s anteriormente rnencienados 
Otro (describa) 

21. a. Hay varias asociaciones de ex-becarios compl~estas de individuos entrenados en 
10s EE.hTIJ. LIES Ud. miembro/socio de una o algunas? 

b. Si la respuesta es si, indique en cuales asociaciones participa y en c d e s  de sus 
actividades participa o ha participado Ud. 

22. ~Participa Ud. en aIgunas otras actividades que han estado organizadas por el 
progaarna CAPSMOPS? 

23. a. ~ L s  actividades de seguimiento en su pais le han ayudado a Ud. a mejorar su 
ediciencia en su trabajo 0 empleo? 

b. Si la respuesta es si, indique c6mo le han ayudado esrtas actividades. 



24. 'Que tipo de programas o actividades le seria m& aitil para darle seguimiento al 
entrenamiento? (Se pwgunta si el lbeeario ha pdc ipado  o si no ha p&cipsdo.) 

25. a. [Hslga esta pregunta stilo si el entrevistazdo pa.r6ccig6 en un pmgrama de k c a s  
de 9 meses o miis.] ~ T U V O  Ud. alguna dificdtad en que le aceptaran 10s 
crkditos (unidades acadimieas) en su pais? 

b. Si la respuesta es si, ique tipo de dificultad two? 

26. a. Desde su regreso de 10s Estados Unidos,  ha seguido aIg6n curso educative? 

b. Si la respuesta es si, en que nivel? (marque soio una respuesta entre 01 y 06; 
marque 07 si tambiln Q s o h  ha participado en educaci6n no formal). 

coq Primaria (1-6) 
- (02) Secundaria (7- 5 2) 
- (03) TCcr.lco/vocacional (Especifique): 
- ccw) BachilleratoAicenciatura (Universitario) 
- (0s) Maestria (Universitario) 
- (06) Doetorado 

- @q Educacibn no-formal, semarios, conferencias fvm*gble sepwcrd~~' treat as a 
segarafe y e d m  vadiladil~blej 

27. a. 'Ha cornpartido con otros su experiencia y conocimiento obtenido en su 
capacitaci6n en los EE.W.?  (Entmvistador: eornpartjr se refiere a ensekw, 
mencionar, c o n m e  ia exgeliencia). 



b. Describa, por favor, el evento o momento en que m& satisfecho se sentia de 
haber cornpartido algo de su experieneia en 10s E E . W .  

28. a. ,&Con cuintos colegas o cornpaiieros Be trabajo ha compartido forrnalmente fen 
serninarios, charlas, cursillos) el contenido de su capacitacion en 10s Estados Unidos? 

b. 'Con cuhtos  colegas o comparieros de trabajo ha compartido informalrnente 
(charfando, hablando entre amigos) el conten~do de su capacitacion en 10s Estados 
Unidos? 

b 
29. a. 'Con cubtas  otras personas-miembros dz la comunidad, amigos, farnil'ares, 

e t c -ha  cornpartido formalmente (en serninarios, charlas, cursillos) el contenido de su  
capacitacion en 10s Estados Unidos? 

b. &Con c u h m  otras personas-miembros de Ia comunidad, amigos, familiares, etc-ha 
compartido informalmente (charlando, hablando entre amigos) el contenido de su 
capacitaciirn en 10s Estados Unidos? 

30. Antes de viajar a los E E W .  a1 prsgrama de capacitacion, jesiaba trabajando en alga 
que le generaba ingresos? 
- coq Si - (02) NO 

31. Ahora, jesta trabajando en algo que le genera ingresos? 

32. iQue hace? (escfibe lo que dice) 

33. a iTiene Ud, personalmente rnb dde un empleo o fuente de ingresos? 



34. 'Para quien trabaja Ud.? ( N q u e  s610 ma respuesta, que es eI sector en que el cx- 
kcario considera se ubica su empleo principal.) 
- (01) Por cuenta propia (pequeiia ernpresa, pequeiia finca, ernpleador con cuatro 0 

menss empleados) 
- (02) Empleador del sector privado (dmeiio, ernpresario) (ernpresa agricola, 

fabsica, negocio con 5 Q mks empleado:) 
- (03) Empleado del sector privado (empresa agricola, f&bsica, negocio con 5 

miis empleados) 
- (04) Empleado de cooperativa 

(0s) Orgariizacion privada sin fines de lucro (no gubernamentales) 
- (06) Empleado die1 sector publico (cualquier srganizaci6n del gobierno) 

(07) Autonoma, mixta, describa 
(0s) Otro, describa 

35. Si no esta trabajando en algo que le genera ingresos, jest& buscando trabajo? 

36. 6Parque no esti buscando trabajo? [lriota: Despu6, pase a la #461 

(01) Estoy estudiando 
(02) Soy arna de casa 
(03)  Soy pensionado o jubilado 
(04) No puedo trabajar por otra motivo (Especifiquc): 

37. iEsta trabajando en lo rnismo que antes de la capacitacibn? 

(01, Si, el misrno (paw a la #39) to21 RTO, otro 

38. a. iCarnbi6 de trabajo o actividad por a l g ~ h  motivo relacionado con su participation 
en eI grograrna de becas? 

(01) Si I O ~ )  No 

b. Si la respuesta es si, por favor, expfique por quC. 



39. [Para los que babajaban antes de su capacitaci6nI iComo cornpararia su trabajo a 
actividad actual con 10s deberes y actividades que tenia antes? (marque ~610 una 
mspuesta). 

(01) Mejor 
(02) Igual que antes 
(03) Peor 
(08) N.A. (NO trabajaba antes) 

40. 'Cubto de lo que aprendici en su programa de capacitacibn en 10s EE.UU. ha podido 
poner en practica en su trabajo actual? (Ponga un circuilo alrededor del nlimem que 
mejor Plepxtsenta !a oginidn del entrevistado.) 

Nada I Muy Poco / Aigo Mucho Muchisim 

41. (Si ha podido poner en pdctica lo que apmndi6 en su enttenarnienta,] Describa, por 
favor, un ejemplo de algrin carnbio que se debe a la capacitacibn, que ha podido Ud. 
llevar a cabo en su trabajo. 

42. Si la respuesta es Wadat', 'Muy poco" o "Algo", ppor favor digarne por que. ( M q u e  
todas i~ wspuestas que cornspondan) 

a. La cagacitaci6n no era en mi campo de trabajo. 
b. No tengo la autoridad para hacerlo. 
c. No tengo apoyo de mis jefes/superioresupe~isores. 
d. No tengo apoyo Qe mis colegas. 
e. No tengo las herramientas/equipos/recursos necesarios. 
f. Mi trabajo actual no requiere de 10s conocimien~os que aptendi en el 
prograrna de capacitaci6n. 
g. La capacitacih no se aplic6 a la realidad de mi pais 
h. Otro (Esgecifique): 

43. a. iLo han ascendido en su trabajo actual desde su regrsso deI pmgrama de 
cagacitacibn en 10s EE.UU.? 

(02) NO (03 NO apt ica 

b. Si ia resguesta es si, cree Ud. que esto se debe, por 1s menos en parte, a la 
capacitarion que recibio? 



44. :a. iNan aumentado sus responsabifidades en su trabajc aicttla! desde su regscso dei 
programa dc capacitacicin en los EE.UU.? 

b. Si la respuesta es si, cree Ud. qkne esto se debe, por Eo n m x x  en a;a.re, a la 
capacitacion que recibirj? 

45. a. &Ma mejsrado sus ingresos desde su regreso del prbsgrama de capacitacibea? 

cat) Si (02) NO 

b. Si l a  respuesta es si, Cree Ud. que esao se debe, For lo menos en park, a la 
capacitacion que recibib? 

46. &Corn0 le afecto su cxperiencia en 10s EE UU. en I z s  ~Siguientes areas? (Para cada 
categoria marque la casilla que corresponds) 

(083 (of\ (o?, (03) $04: ; 
NO D u m s ~ y o  Drammayo Igua' A%me.-io Xtrrie-i'3 

Aplicablt rnrnchs .>go qur a-rrs 3'g0 w.uch9 

a. Prestigio con sus cornpaEeros ( ) 31 1 ( 4  O 1 
de trstbajo 

b. Prestigio con sus gefes I 1  3 O O $ 1  
c. Prestigio con su familia 4 1 O Z 1 
Q. Brestigio can su cornunidad 4 1 1 0 ( >  i 1 
e. su auto-estima I )  4 1 0 10 1 

hPartIcipaba en actividades volwtataas (~rgmizacicrnes o proyectos del barrio, 
cornunidad, iglesia, grupos especiales, partidas, sindicatos, etc.) antes 
programa en 10s EE.UU.? 
- @ I )  Si - (02% NO 

parficipadts en actividades volunfari~!comunit~as desde su regress deE 
programa de capacitaci6n en 10s EE.LKJ.? 



49. 'En que tipo de actividades comunitariasfvolun~arias participaba Ud,, y pmiciga 
ahora, desde su regreso? (Marpu? hasta tns lespuesbas, svalukdola;~t dal 1 a 3 en 
orden de importancia) 

Depohtivas 
Culturales (actos artisticos, dmza, ets.) 
Humanitarias (de caridad, etc.) 
Econ6micas (construction de escuelas, caminos, puestos de 
saiud, mercado) 
CivicasJsindicalistas (Carnpaiias para elecciones, consejos 
municipales, trabajos de partido) 
Salud (Vacunas, campaiia anti-drogas, plmificacih familiar, etc 
Agricolas (programas anti-pesaicidas, recuperaciirn del agua) 
Religiosas (obras beneficas, auspicio de fiestas co~unales, etc.) 
Educaci6n (Alfabetizacibn, educacih de adultos, etc.) 
Otra Especifique: 

50. is610 pregunte a los que ahola partieipa en aetivitbdes voluxotarias.] &Cubto de lo 
que aprendio en su programa de capacitacion en 10s EE.bV. ha podido goner en gractica 
en sus actividades voluntariaslcomunitarias actuales? (Ponga rsn rirrufo almdedar deI 
ntimem que mejor repmsenta la opiniicin del entxevistado.) 

51. [Scilo gregunte a 10s que ahora pat4iciga en acaividades valuntarias.] 
ha desempefiado en las actividades cornunitarias que m5s ha partkipado despub de su 
capacitacion en 10s EE.CW.? (Marque todas Ias que estmspoaadan.) 

- a. Asistiendo a reuniones 
- b. Ay udando a planificar eventos!actividadesIp~oyectos 
- c. Participmdo como dirigente/directorifaciIitad~r de eventos! 

actividadedproy ectos 
- d. Entrenando a o m s  
- e. Participando como vocerolregresentante def grupo en actividades 

extracomunaies (fuera de la comunidad) 
- f. Asumiendo cargos formales de liderago o administrativos 

g. Otao: 



52. Si ha podido poner en practica en sus as.Ciwi&des voIuntarias/somwd~~ lei que 
aprendici en s u  capacitacion, describa, por favor, un ejemplo de algtin c m b i o  que h;a 
podids Ud. llevar a cabo en sus actividades voluntarlas que se debe a la capacitacibm. 

53. Compare, por favor, su nivel de participaci~n en csrgmizaciones y actividades 
cornunitarias antes y despuis de su capacitaci6n en los EE. . iDiria Ud. que papticipa 
ahora en menos actividades, el naisrno nlirnero, o en m i s  acnividades, cornparado con su 
nivel de pahticipacion antes de s u  capacitacion en Ios EE.UU.? (marque solo una 
respuesta) 

54. ;Su entrenamiento en 10s EE.W. le ha ayudado a ser rnk eficiente come, lider 
su cornwidad o lugar de trabajo? 

55. a. paaicipa Ud en las actividades civicas o el process pditica, de su 
comunidad, distrito s pais? (marqjue todas gas respuestaus que comsporadm) - 

Votando en las eleccioneslcomicios gm emamentales (presi dencia, alcaldia, 
diputados, etc.) 
Votando en las elecciones no gubemmentzles (gremios, cllubes, asociaciones, 
etc.) 
Participando en campaiias politicas para pues-tos plibficos 
Parhipando en campafias electorales no gubernamentaks (gremios, clubes, 
asociaciones, etc.) 
Postulando como candidato en elecciones gubernmentdes (soncttjai, alcaldla, 
diputados, etc.) 
Postulando carno cmdidato en elecciones no gubernmentales (gremios, clubes, 
asociaciones, etc.) 
Otros. Especifique: 

no particiga o postula, por favor digarne por qu6 no. ( 

- No me interesa fa politica 

- (023 No tengo tiempo 
- (as) No hay oportunidades para personas corns yo 

caa, No sC csmo participar 
(05) Es muy peligrsso 
(tq Xada cambia si participo 
con La politica corrornpe 
( 5 ~  No me dejm Especifique: 
(w) Otrs. Especifique: 



56. iC6mo ha cambiado su vida familiar como resultado de su participation en el 
prograrna CAPSI3-IOPS de capacitacian? 

- (01) No ha cambiado (Pase m Ia #58) 

- (02) Algo de cambis 

- (03) Mucho earnbio 

47. Si ha cambiado, ~corno  o porqul ha cambiado'? 

58.  iQuC comentarios o recomendaciones tiene Ud. para rnejorar el prograrna en las 
tres fases de preparation, capacitacibn, y seguimienaa? 

59. a. 'Vive Ud. en el mismo barrio/colonidcomunidad donde vivia cuando recibi~ su 
beca a 10s E E . W . ?  

b. Si la respuesta es no, por favor expiique porque se mudo. 

60. Estado civil: (01) Solfero (02) Gasado 

(03) Otro (Especifique) 



(Sdo para entrevistados empleados: otro de 10s cornponexltes de este estudio es el de 
entrevistar a 10s jefeslsupervisoreslempleadores de los ex-becaricls que entrevistamos. 
S610 podemos hacer esta entrevista con la autorizinci6n del ex-becario). 

61. a. Nos daria Ud. permiso para entaevistar a su jefe/supervisor/empleador? 

b. Si la respuesta es si, por favor indique el nombre de su 
jefe/supervisor/empleador; titulo/cargo; direcci6n; y nGmero de telkfono. 





The in-country field research for the Itlid-term 
Evaluation of the Honduras HOPS-IH project 
was carried out between August 17 and Septem- 
ber 22, 1993. The methodologies used to gather 
the information reported in this document 
included a survey of returned Trainees, a series 
of fosus groups organized around the country 
with returnees, and a focus group with long-term 
academics studying in the United States. 
Valuable insights on Trainees' activities were 
also gained from field visits md open-ended 
interviews with returnees. Finally, key personnel 
in the VSAIDNondwas Mission and staff fiom 
CADERM and the Academy for Educational 
Development (AED) were interviewed. 

THESURVEY 

The Sample 

The CLASP lnforrnation System (CIS) bio- 
graphical database, updated quarterly by 
USADlHondluas, was used to compile lists of 
the CAPS-I and HOPS-T[ Trainees eligible to 
take p%pt in the evaluation. All Trainees who had 
returned fiom training six months prior to the 
beginning of the survey were eligible to be 
included in the sample. A ten percent stratified 
random sample of 204 people was drawn fiom 
the universe of 2,096 Trainees. An equal number 
of alternates was selected to replace Trainees in 
the sample who might not be located. A total of 
508 Trainees were targeted for the sample: 400 
CAPS Trainees and 108 HOPS-II Trainees. 

Since no long-term HOPS-II Trainees had 
retuned to Honduras at the time of the evalua- 
tion cut-off date in March, only short-term 
Trainees were included in the MOPS-II; sample. 
Nevertheless, Trainees from all fiscal years of 
project implementation were represented in the 
sample, as seen in Table E. 1. 

The sample was stratified by sex and short-ted 
long-term Trainees (i. e., similar proportions of 

men and women, as well as of short-term and 
long-term Trainees as exist in the overall CAPS/  
HOPS population were included in the sample). 
This allows comparison of the: two important 
subgroups of the training program, short-term 
and long-term Trainees. 

As intended in the sample design, men were 
slightly over-represented (56.8%) in the sample 
in order to ieplicate the proportions of the uni- 
verse (57.7%). Sthafifymg by sex dlowed 
evaluators to compare the effects of h e  program 
vaiables on women md men. All 75 teachers 
who had been trained under HOPS-H also were 
included in the interviewing process. 

Conducting the Survey 

Aguine International staE were assisted with rlhe 
logisticat and administrative aspects of conduct- 
ing the survey by an in-cowtry coordinator and a 
research assistant. Remees '  addresses were 
updated in Honduras fiom lists maintained by 
the in-country contractors. Fifteen interviewers 
were selected and trained in Tegucigalpa by 
A p k e  International during the first week of 
fidd research. Each interviewer was then given a 
list with names and addresses of the Trainees 
whom they were assigned to contact an 
view. interviewers traveled throughout t h e  
mmtry to meet Trainees in their homes or work 

Table E.f 

Sample Distribution sf CAPS 
Trainees by Fiscal Year (Pe 



places. Telephone calls, telegrams, radio 
announcements, and communications thro~gh 
the Allamni Association were used to mntact 
Trainees. 

Supewision of Interviewers 

Interviewers were supervised primarily by the 
In-Country Coordinator. Afier completing initial 
internews, the h-Cowtry Coordinator reviewed 
the questionnaire for completion, and quality of 
written-responses for the open-ended interviews. 
Additional explanations of ci~fficult or confiLsing 
questions were presented to dl the interviewers 
prior to being sent to areas away fiom 
Tegucigalpa 

Response Rate 

The interviewers completed inteniews with 227 
Trainees, out of the 508 selected for the sample. 
The response rate of men and women showed no 
significant differences, nor did the interviewers 
report any differences in willingness to be 
interviewed between men and women. Women 
represented 44 percent of the Trainees 
interviewed. Twenty-eight elementary school 
teachers and 16 PACOH environmental educa- 
tors were interviewed. The results sf these inter- 
views are repfled in Chapter Five: Four Case 
Studies of CMSPHBPS Programming, but do 
not form part of the andysis reported in other 
chapters. 

Interviewers faced difficulties in locating some 
Trainees in the Western Departments h e r e  
most live in isolated, wd cornmunitis. Inter- 
viewers were only able to interview one of the 5 
Trainees &om Gracias a Dios. The area was 
inaccessible due to severe rain and fl&g at 
the time of the evaluation. The individual who 
was interviewed was visiting in Tegucigalpa and 
came to the office for the interview. 

Employer Survey 

Interviews,rs also conducted 10 interviews with 
Trainees' employers and supervisors. The 

Trainees were asked to give their permission to 
contact heir employers and to provide their 
nmes md addresses. As a result, this sampIe 
was not random. Employers were asked to corn- 
ment about the scholarship, the useMncss ofthe 
training fiom the perspective of heir sagsuzim- 
tions, and the work performance of the Trainees 
&er training. Data h r n  ithese interviews are 
reported in Chapter Six. 

Exit Questionnaires 

Exit Questionnaires are completed by dl 
CLASP Trainees &er finishing the U.S. training 
program. Data fhm Hondwm CAPS exit 
questionnaires were analyzed for the re 
popdatim is different from the Returnee S w e y  
population described above. In a few cases 
individuds may have overlapped, d 
their return date to Honduras. Data from the Exit 
Questionnaires are reported in Chapter 
U. S. Training Institutions. 

The Exit Questionnaire focused heady or: .the 
details of project implementation, p e ~ h g  
Trainees the opportunity to comment in detail on 
both logistical and substantive aspects of she 
U.S. training program. h wn~rast, fie survey of 
returned Trainees conducted for this evdrsatiorr 
focused primarily on post-training activities of 
Trainees as they attempted 
and take on new r5ks in 
comnauaity. Few questions were 
US. program in the Retune 
because it appears to be tm 
satisfaction generdiily rises 
time, as any difficultis 
training fade and the excitement of travel to the 
United States remains. 

Focus Groups 

Seventeen f i u s  gr~ups, ranging in 3s;ize from 
fifteen, were oagmize: 
focus p u p s '  menab 



fiom the following groups: teachers, municipal 
leaders, environmental educators, long-term 
teclknical and academic Trainees, business 
owners, women professionals, entrepreneurs, 
hblunvli Association (AMEDH and PACBH) 
members (see Table E.2). The focus groups 
were conducted throughout the country and in 
the United States. 

The focus groups were organized with the 
invaluable assistance of the HOPS-EI Follow-on 
st& and CAIIEM s d .  In the United States, 
The Academy for Educational Development 
arranged the focus group with the LTAs. These 
agencies dso provided guidar"ce on the Trainee 
organizations and on the most appropriate 
manner to organize the groups. They also 
introduced the evaluators to Trainees. 

Focus Group Composition 

Focus group composition did not follow the 
same rule of inclusion which guided the 
Reteunee Survey. Trainees were not included in 
the Returnee suwey d e s s  they had retuned to 
Honduras at least six rnorrths before the 
evaluation visit. In contrast, Trainees who had 
been back in Honduras less Ban six months 
were included in focus groups because of 
Mssion interest in several specific programs. 
This is most notably the case with the teachers, 
environmental educators, and women. 

Field Visits and Other Open=endad 
Techniques 

Trainees invited the evaluators into their homes 
and offices or volunteered to visit CADEPJ3, 
where the evduators had established an sfice. 
Several open-ended intentiem were conducted 
with Trainees as the oppoatunities presented 
themselves. These hewiews covered many 
topics regarding Trainees' perception of the 
training program, its usefulness, and the 
instances in which Trainees are using what they 
learned in the U.S. The evaluators visited 
returnee events and training seminars. 

Intemiews with Key Personnel 

Evaluators interviewed key 
mission personnel, includmg t 
well as Project M. Nsa interviewed on several 
occasims were &e director an 
CADEM in Honduras. CAD= and Projeeit 
Follow-~n s M  made their staff reports available 
to the evduation team. Several 
including one who was in Honduras at the time 
of he: evaluation, were interviewed. Key 
personnel at the Academy for Educational 
Development in Washington, DC dso were 
interviewed. 

DATA ANALYSIS 

'She completed questionnaires were d e d  mrl. 
prepared for data entry, processing, md sram 
at Aguirre International 
were entered i n t ~  a S data file md 
matched with relevant s~~ioecononnic vari 
h m  the CIS SiograpInicd database. S~hszica! 
analysis was done: in SPSSIPC+. The test 0% 

staristical significance employed was chi-square, 



Focus groups transcriptions and open-ended 
interview notes were prepared imrnechately after 
each meeting. Summaries of focus group reports 
are included in the report as Appendix G. 
Relevant documents pertaining to the CAPS and 
HOPS-II. projects, including the Project Pagers, 
Country Training Plans and the USADMon- 
duras Project Objectives DocumentlAcaion Plan, 
were reviewed both in Honduras and in Wash- 
ington. These are listed in the Bibliography 
(Appendix H). Report topics were established 
with USAIDMondtuas prior to the production of 
the Fhal Report. 
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1 .  Breve explicaci6n del trabajo de Aguirre International referente a1 Prograrna HOPS y de 
la utilization de la rnetodologia de grupos de enfoque Establezc.; que Aguirre International es 
independiente de USAID/Honduras, Academy for Educational Development, tas insrfruclorres 
entrenadoras en los EE.UU.. etc. 

2. Presentation del moderador y observador 

3.  Presentacibn de cada partici pante: Nombre, essado civil y actividades de recreacih 

II. ANALISIS DE LA C,4BACITACION EN LOS ESTADOS UN 

1. &Corn0 calificarian la capacitacibn que recibieron en 10s EE.W.?  

2. ~Cua le s  heron 10s elementos mas importafites de la capacitaci6n? (Sondear: contenids 
y utilidad de la capacidad.) 

3. 'Cual fue el objetivo principal de su program de capacitacibn? tSe  Eogr6 el objetivo? 
‘Per que dice(n) eso? 

4. ~ E s  ei tip0 de capacitaci6n que ustedes esperaban? Por que si? Psr que no? Q u e  piensa 
el resto deI ~ r u p c ?  

5 .  iQue aspscto de  la capacitacion les ha gustado mas? iPor que? 

6 .  ~ Q u e  aspecto de la capacitacion les ha gustado menos? quC? 

7. ~Recomendarian la capacitacibn a sus familiares y anigos? #or quC? &Par quC no? 

8. SH tuvieran que calificar la capacitacih utilizando una escala entre cero y diez, a;lqu& 
calificacion le darian? 

HI. "EXPERIENCE AI\IERYCAW 

f .  Tuvieron tambiin la oportunidad de conocer a los no~eamericanos y vier la sociedad 
norteamericana y sus instiiuciones, "Experience America.'" u e  l a  gust6 m i i ~  0 les irnpresic~nb 
mas en los EEUU.? i Q &  fes gus:o menos? 

T1 " " 
2. Honduras time una forma de gobierno dernocririca, y asi es rambien 10s E,s:%L L ~ ~ S W S S S  

'Su viaje les permirib enterarse de la forma de gobierno estadounidense, al nivel local o 



national? ~ Q u C  vieron alli que posiblemente podrian aplicar a las ptacticas demsscrittcas 
bolivianas? 

3. ~ Q u C  cosas especificamente vieron en 10s Estados Unidos, con respecto a su vida pbbiisa, 
sus instituciones, que tes ha hecho refiexionar sobre su utilidad para Honduras? 

h s i c i d n :  Indicar el cambio de term a1 decir "Ahora, hablemos de la capacitacibn HOPS 
con respecto a cbmo la han utilizado aqui en Honduras." 

I .  jFue relevznte!apropiaaa la capacitaci6n que  recib~eron en 10s Estados 'Unidos a lo qule 
hacen Gora  en su trabajo [o en sus actividades comunitasias]?- $or quC? $or que no? 

2. ~Cua les  han sido 10s efecros de la beca en 10s in,gresos famifiares? 

3. 'Se han ascendido en sus trabajos como resultado de la beca? 

4. En el trabajo, han podido utilizar o implementar 10s conocirnientos ganadcs en la beca? 
$'or que? iPor que no? 'Han rscibido el apoyo o colaboraci~n de sus jefes en utilizar la 
capacitacih? [vinculos institucionales] 

5 .  En el barrio, o la organizaci6n cornunitaria, jc6rno han cornunicado los con sus t'ecinm 
o compafieros 10 que han aprendido en Ia S e a ?  Si no han podido comunicarlos, iporqul no? 
jefecto nr trlriylicadot.] 

6. iQuC ha hecho, especificarnenre, como resultado de la beca que no hubiera podido hacer 
si no tuvieta la beca HOPS? 

7. ,&a capacitacibn HOPS ha tenido a I g h  efecto, que sea positivo a negative, en set 

capacidad de mando, de guiar a otros, de hablar deiiante rnn grupo? [iLe ha ayu 
desarroliar su propia potencialidad?] 

8. [Para los de la pequeiia empresa o que trabajm en carreras de produccibn ...I &Ha 
aumentado su productividad, su produccih, el r h o  de entrega de sus bienes? 

9. Csmo resultado de la beca, j c h o  ha cambiado sus expecnativas con respecto a su 
puesto/empleo /manera de rnantener su negocio? 

1. cambiado / aumentado sus practicas de lidesxzgo como resuitado be la becis? 
iComo? 

2. iC6m0 ha expresado su capacidad de fiderazgo descie que regre56 a Iqonduraq  iQii6 
hace ahora que no hacia antes? 



3.  'QuC han hecho desde su regreso para rnejorar sus capacidades de hdetazgo'? 

1 .  iSigue Ud. rnanteniendo un2 reIaci~n con ta instittrcih qase le nominti a palrrici 
beca? (La institution intermediaria?) 

2. iCu6les son 10s factores para que la relaci~n sea fuerte y mutuamente beneficilosa? 

3. [Determina quienes fueron capacizados con cofegas de trabajo, para preguntackes ... 
sido util o una desventaja que Uds. recibieron una capacitacikin en c o m h  en el prragramw? 

I .  ~ H a n  cambiado sus opiniones con respecto a su carrera o profesihn clemo aesulaa 
capacitacion? iDe  su pais? iDe su barrio o de las slrgmizaciones en 

2. Despuds de su estadia en los EE.UU., ~cambi6  su punto de vista con respecto a sus 
propias posibilidades? 

3.  iEn cuales instituciones han podido tener un irnpzcta positivo con respecto a 13is 

habilidades democraticas? 

4. Mis alla de la capacitaci6n o estudios en si, &hay elementos de 12% experiencia en los 
EE.UU. que les ha Ilevado a carnbiar algo en su expericncia en el trabajo r, en la cornunidad'? 
&a experiencia con la familla norteamericma? 'Arnistades allP? 

5.  ~Mantuvieron sontactos con amigos u otros en 10s EE. 
meses despuis de su regreso? Catas?  

[Para ex-becarits J: 

1. &Ha encontrado algunas dificuftades en apficar lo que estudib? eQuC han 
con su capacitaci~n desde su regreso de Ios E E . W ?  iC6rno colapararia su capacidad de a91icar 
o irnpleinentar su capacitacibn con la de 10s varones [que estwkron en su grups]? 

2. iParticip6 Ud. err un grupo que era sblo de mimjeres? 

2a. fSi es asi,] i Q u i  tal h e ?  iMabria sido mejor tener a algunos hombres en el 
gmpo? Pensando en la experience con un g r u p  de becarias soda rnujeres, jdisia 
mujeres resultan mis  o menos colaboradoras cuando n3 Ray varsnes en $1 



u6 tip0 de contacto han tenido Uds. entw Uds: cz con soros becasios? 

a &. jliluhtas veces han tenido csntacto con USAID? 'Esperabm t e r m  rnb carslacto, ~ les 
r n i s  is oenos lo que esperaban? 

3. ~ Q u C  actividades han emprendido Uds en ..[lugzrr]. como resultado de haber paaicipado 
en el progarna 

4. iHdealrnente, quC debe ser el p r o p m a  de se~uimienzto de HOPS para ser de 10 an& i a r l  
para 10s ex-becarios? 6;Que deben hacer los ex-becarios? 

6. Cuaf seria el curriculum? PQF quk? 

7. Gual serian las fschas de capacitaci6n9 Por qxk?  

8. Que ternas serian incluidos? POP qwi? 

9. Qile ternas serian excluidos? Por quk? 

10. Que tipo de becasios deberian invitzrse' POP qug'? 

(Moderador: En las preguritas 6 a 11. tratar de establecer el gaado de cansenso) 
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AGUIIPRE LF~TEIPF~ATIONAL MEMO 
November 16,1994 

To: 

From: 

Re: 

Ned van Steenwyck, )ZRD Oficer, US 
Jeff Lansdale, HOPS-I1 Project Manager 
Sonia Zacapa, Training Officer, USDMonduras  

Roger IRasnake, Aguirre International 

Changes in HOPS-IT fknding and response to comments on Impact 
Evaluation Report 

Thank you bbr your recent comments on the draft report on the evaluation of CAPS and HOPS-I 
in Honduras, which we prepared earlier this year. By means of this memorandum E would like to 
respond to the points raised in your communication, as well as to address several other issues 
related to the changing and uncertain fbnding that you and other USiQD Missions have 
encountered. 1 address the broader issues first. 

I. General Issues 

A. Background: C U S P  Training in the Context of Changing Priorities 

The issue of the relationship between CLASP training priorities and the support it receives in ~t 

Mission requires some background. 

The international context in which CLASP was originally conceived has obviously changed 
dramatically. U'hile only a few years have passed, the original CLASP objective to offkt St viet 
and East Bloc influence through U.S. training and cuItsrrd experience now appears quaintly 
anachrcmnistic, rooted in another historical era. 

Equally disruptive of the priority given to CLASP - and reflecting the same bstofi;;,d 
transformations that motivated the project in the first place - has been the shi 
hnding away from Latin America. The wars and insurrections have larg3y era 
governments are in some formal sense "democratic," and the con%iontation of majar world pawers 
that resounded in small Central American countries has vanished. The resources far develo 
that would formerly have been dedicated to Latin America and the Caribbean have increasingiqrr 
been shifted to new venues, especially to Eastern Europe and the former Soviet Union 
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These changes were already apparent when the objectives and goals of CLASP were refined at the 
beginning of the CLASP-II. In the former period, CLASP'S "political" objective were sufYEcientEg 
germane to provide the justification for knding By 1989, US Missions were asked by the 
LAC Bureau to provide CLASP-I1 finding out of their own budgets. The designers of those 
Mission projects already grappled, more or less successfUiIly, with how to be more responsive to 
Mission-specif% development needs, as opposed to broader regional goals. 

. Linking C U S P  to Mission Strategic Objectives 

The fast several years have seen increihg efforts to hl ly  place CLASP within the camtext of 
USAID Mssion plans. However, the transition is incomplete. The issue, in sum, boils down to 
two opposing models for conceiving USAI14 training in the CLASP "stand-alone'9raining 
modality: are CLASP training projects scholarship programs, or are they developmenf projects3 
Scholarship programs successhlly target individuals and provide them the means to improve t 
educational credentials and their level of expertise However, targeting may be done with M e  
direct attention paid to specific outconzes. That is, the focus is on individual betterment in the 
long term, not on institutional change. Targeting may be very broad; for example, the perceptim 
sf  a national need for more specialists in some field of study may not be linked to solving a 
specific human resource problem in a specific organization. Trainees are not specificalIy li 
a particular institution with which USAID is workiny in other spheres. 

Percei\-ing training as a support for development objectives alters the focus of iraining design 
fiom the individual to broader strategic goals. Mssion training, of which CLASP training is a 
part, needs to be conceived as a strategic tool for the realization of Mission goals, as developed in 
the Action Plan. This requires a different kind of planning process, one which aims at developing 
a training strategy that is rooted in the broader Mission portfolio planning. Ideally, this goes 
beyond individual projects to outcomes required to have an impact on sectors. 

W l e  the formal elaboration of a Country Training Strategy has not been widespread yet, most 
Missions do apparently agree that CLASP is best understood as a means to reach dezieiapment 
goals rather than simply as a scholarship pragrarn to benefit individuals. The increasing reluctance 
to sponsor long-term academic training, the reliance on technical rather than academic 
and initial eflorts to create links between CLASP short-term groups and other Missicrn 
suggests that the developme~t model, as opposed to the scholars~p model, wili predominate 

However, the process by which Missions have linked the objectives of CLASP to 
Strategic Objectives has been only partially fklfilled. A distinction needs to be ma 
a logical linking of training glans to Strategic Objectives and afunctional linking. 
relatively easy to specify how proposed training to be carried out under CLASP 
or the other of the Mssion SO". It is more difficult, but also essential, to ensu 
is &fly and directly integrated into project activities in support sf other Techicd iOEces in the 
Mssion. At presept, Technical Offices are often encouraged to provide the rationale arsd the 
linkages. Technical Officers see thjs task as an additbon to their work toad, which they must t 
beyond their normal management responsibilities. CLASP will generirlly do the most to improve 
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its relative standing in the Mission portfolio when it is used to assist project managers in carrying 
out their work, rather than adding an additional labor burden. 

Our recent research suggests that those Missions which are most supportive of CLASP and whic 
are most likely to strive to ensure its fbnding through the life ofproject are those in which CLASP 
training priorities have been closely aligned with particular outcomes in the Strategic Objectives 
tree. Some examples can show how this has been done: 

In El Salvador, CLASP training has been used to support particular T e c ~ c a l  OSce projects 
CLASP training has been used in some cases as a means for testing specific training 
approaches which have then been incorporated into project-related training at the national 
level, such as in basic education. 

In Bolivia, severa! recent cases of training for environmental protection and education have 
been closely Iinked to broader Mission goals. 

In Guatemala, the CLASP project was slated, at one point, for severe mts. However, the 
success in training related to the strengthening of democratic institutions - specificdly, the 
institutional strengthening exhibited in support of the National Electoral Council (the Trrburral 
Supremo Electorai) - provided the linkage to Strawgic Objectives that was needed to 
underline the importance of training. 

In Haiti, CLASP is being used as the training vehicle to establish social and institutional 
linkages among the four major groups of providers in basic education. Ifthe institutional links 
are cemented, the Mission plans to build on these ties to hnd a large project in the education 
sect or. 

Your own training in Honduras related to rural elementary education and to municipal 
government has been linked directly to other Mission actiiities. 

The point is that CLASP training, in a time of shrinking resources, is most likely :o be supported! 
within a broader Mission portfolio in which the project i s  integrally Iinked to other 
activities, rather than perceived as subsidiary or parailel to them. h the latter case, the danger 
arises that CLASP comes to be seen as a public relations project, or as an ornment to the 
Mission which can be foregone with little impact on the Mssion's program. 

In the case of HOPS-n, the linkage has been strong in severd recent cases, such as the 
development specialists and community leaders. Not all fkture training plans appear to be as 
finked to other project activities. Our recommendation bbr future training would su 
cooperation with other Technical Offices, in terms of the "service"perspective outlined beisw-, is 
most likely to build the kind of constituency that wifI fight PO retain a project like CLASP for the 
next several years It was our conclusion in the evduatiom repofl that the lidcage needs to be 
made much more clearly than was fhe case to that time. Late fast year it was not understood 
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within USmmsnduras  that even the ZogzcaZ linkages to Strategic Objectives had been drawn 
While the iknctional linkages had been made in some cases (such as in municipal governance an 
environmental studies), the perception existed that HOPS-I1 was still a politically motivated 
project in a time when the rest of the components of the Mission portfolio had to demonstrate 
their relevance under the umbrella of strategic management. 

Hn the report presented earlier this year, we made the following recommendations with respect tro 
the broader Mission portfolio and the Strategic Objectives (taken fiorn the Executive S u m a q ) '  

Findings 

The HOPS-11 project is successfully contributing to meeting the Mission's Strategic Objectives. 
Trainees are having an impact at the regional and national llevel En several areas. However, the 
program's success is not widely known in the Mission and some misperceptions about the program 
persist. Some erroneously view HOPS 11 as expensive. Otlhers do not perceive the relationship 
between Mission Objectives and HOPS 11 training. The evaluation team was surprised ro Ieam that 
some policy personnel asked whether HOPS-I1 shouid not be supportive of Mission Strategic 
Objectives, when this issue had been long resolved by HOPS I1 managers and staff. 

The CAPSHOPS oflce should establish more regular infernal cotprmourricafiom with the 
Techrticab Oflces and otiter dirsisiom wititin tite Mission. Such methods include n.ew.s/etr~rx 
increased contacts between both departing and re rurning Trainees and Mssion personnel, 
a d ,  informal drscussions, and more-fiequent (more than annuallyS canracts with h d m ~ ~ l ~ n  
oBces about their concerns and suggestions. 

Even wrth reductions in fitture firnding. stand-alone rrainingprojecfs must position themselves 
at the hub ofaN Mrssion secforal andproject acrivities, rather than as a separate 'Yr~?rning'" 
sector. While the HOPS-I1 Project has defnm prescrr'bed objectives in rarget popt.lmr~ovus 
and training format which must be met. Project numagen; should emphasize the degree $0 

which HOPS11 can sene as a support ~tecizaaism to tke teciznicel_bieI&. fiis, along Wrh 
improved comrnunicarions, will serve to build &n strong interest group who understad how 
human resource development and training support developmenr. 

7he Bsce  ~f Education and Training and the CMS/HOPS sraflma)r wish to debdop nmre 
explicMy in n~&niormda or in praenlatims Bow HOPS11 supports Missiion Sm-trgic 
Objedives. 7 h t  is, while most current mining groups and topics can easily be placed un$b 
one of the SOs, more detaikd development ofrhe relationship is advisable as the "nategic 
mwgement" approach becomes fitlly instirurionadized. A close cooxdmztion with Technic~j! 
Oflcers a d  project activities wili facilita'are this eflor~. 

D. Cost Issues: Modifying thie Modal by Increasing In-csuntv Training. 

Training financed under the CLASP model will continue to require a U.S. training componemt 
However, the realities of reduced hnding are recognized at all levels. Obviously, a possi 
means to reduce costs is that of reducing the length of the U.S. stay. St is therefore possible to 
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contemplate a revised training scheme under CLAShhhich augments t 
of training and reduces the amount of time in the U.S. This should, in most cases, reduce the 
overall costs of training, although it will clearly raise the '"aflicipant-month"" 
costs (such as aiPfare or basic, fixed training costs) will be amortized ever ac s 

In recent thinking on improving the design of training for development, it has proven w e  
conceive of training as structured into a series of mcMIules. In general, we would ex 
for predeparture orientation, several modules in the U.S. training (including bot 
training and Experience America), and several other modules of on-the-job support and 
reinforcement training as part of Follow-on. 

Each module would be designed to contribute to a uni,fied training program, integrated fi 
initial needs assessment and training design through Follow-on. For example, the first rn 
develops Trainee commitment and provides the context for delineatins training objectives and 
expected results, Comitrnent-building should also go beyond the Trainee, because 
supervisor or employer should "buy into" the goals of zrainiftg and agree to protaide a 
with the context to apply the training upon returning This module shouid also all 
design of rekvant "action plans." Under a modular approach, Follow-on 
component of the entire training program, emphasizing the applicability md hands- 
of what Trainees learned It "completes'~the process begun in gredepaaute training. 

MOPS-11 has moved in the direction of modular training design. In our view, HOPS- 
way in CLASP training throughout the hemisphere in instituting des;eEopmen~-onenbce 
training. No other Mission has devoted the financial resources and professional experalse to the 
in-country component of C L A P  as CTSa4LD*Wondenras The C ASP evaluation recog~zed that 
MOPS-II training had already elaborated a plan that colmprehe 
training. The courses of study offered to long-term panicipants 
clearly go beyond simple preparation for travel 

The CLASP-II Project Manager, John Jessup, is currently considesing a revision of'the CEAS'P-%I 
Project Paper. The recision will reduce the Israg-term training ~nimrlm requirement from 20 
percent to 10 percent. This new provision will not affect HOPS-II, since all long-term taaili-Gn~ 
has been completed. 

For short-term training, possible Project Paper revisions are still under discussion. SP-II 
currently requires that U.S. short-term training last at Beast 28 days. Further, LAC 
recommended, in past years, that training projects oRer at leas1 five to six weeks oftrkniag 
Gven the sharp reduction in hnding for CLASP in several Mssions, Jo 
willingness ao consider a shofier period sf U.S. training under spec 
example of this would be a "briefer-than-standard"' U.S. module wi 
pian which complements the U.S. portion with substantial in-countv training. 

To meet the cost reductions envisioned and to maintain a steady fiow of Trainees, we therefore 
rxommend that HOPS-I1 consider the adoption ofa modular a sg rm~  design and 
propose a model with a shorter U.S. component. The model wou 



country training prior to the U.S. segnent with post-U.5. odules emphasizing a 
reinforcement. The overall length of training should equal or exceed the length of previous 
MOPS-I1 training, from pre-departure to Follow-on. 

E. HOPS-LII as a Centralized "Service roject" for Other Tl'lission Project*, 

It has been suggested that CLASP projects could adopt a "bu 
to ccsntinue to provide training at a time cf reduced fLi;5:ig 

' 

Technical Ofices would be interested in using the HOPS-11 mecharrism t 
would otherwise have conducted in some other fahion. Certain constra 
were to move in this direction. First, some segment of the trai 
United States. Second, HOPS41 must still strive to mainrain t 
percent female participaticn rates that are required by the project. (However, the project clearly 
does permit 30 percent of Trainees not to be econromicaliy or socially disadvanta$ed, as long as 
they are not fiom the country's elite.) 

Three possibilities present themselves in examining this option: 

Many proposals may have been made over the past several years 
that were not selected for support by HOPS-11. Technical Qffices may still be su%cieemtly 
interested in those proposals tha; they would provide fiunding if HOPS-II agree to 
including the training in the program. 

Technical Offices should be canvassed for their own upcoming  raining plam to determine if 
any training could be carried out more effectively under the HOPS41 mans 
Ofices should be reminded ahao the evaluation found MOPS-II trkning co 
participant-month, than "traditions!" project-related trahing. 

It may prove h i t h l  to closely review the Project Papers within the 
determine if training that was proposed initially may still require completian. In rhe &alter 
m e ,  MOPS-II could take the initiative to provide project manasers with specific Enlfchmatian 
on how their training could be realized under the HOPS41 umbrella. 

Recsmmenhtion: HOBS-I1 project managers should assess the degree ro w ich the projea 
could adopt the "buy-in" mode1 in support of the training needs of other h%ssicsn Tech~cai  
Offices. 

lgpl Specific Issues Raised about the Evaluation Repor$ 

TRe foFoIlovc+ng italicized phases were highlighted in Ned van Sreenmyck's memo as wcas in the 
scope of work requiring hrther explanation or fimher elaboration. 



(1) The contractor shall evaluate current activities under the HOPS II projed in fighr ~ u f s e v ~ r f ~  
reductions in finding for the project, the Missiot~k frainirirtg priorities. + . 

The principal point discussed in Section I above is that Mission training pri 
U S D  strategic management plans, must be cast in terms of outcomes re) 
Objectives. The discussion suggests that this process is more than a logic 
themes and Strategic Objectives and results from adopting a strategic approach to the examination 
of institutional human resource needs. This will require counterpart institutional needs 
assessments md ongoing discussions with Technical Ofices and project managers, espe~la8ly as 
fbnding becomes even less secure, to determine changing priorities. 

The report focused on the detemination of project impact, as? in the context of r 
One god was to assess whether, in general, training was wdl executed and whether Trainees were 
having, as a result, some identifiable impacts in the work place and in their co 
report highlighted, in Chapter Five, four areas in particular where impact app 
among the PACOH environmental education teachers; elementary schod teachers an 
administrators; in training for the small business sector; mid in the area of su 
government. 

This infomation was provided to assist the decision-making process in the eva 
betweenfundi~g and ?raitli?rgpriori?ies. That is, the case studies in the evalu 
conclusions and recommendations on pre-depanure, 1T.S training, Experien 
Follow-on, furnish solid evidence for the building blocks required of effectiv 
the intimate link that must exist bztween overall Mission program lteeds and 
priorities, the specification of how those training priorities will evolve in the fkmure is a h4issioas 
policy decision beyond the competence of the evaluators. 

A review of goals and outputs identified only one area where adjustments were required, whit 
was the need to recruit more women to meet the 40 percent target for CLASP. 
also concluded that the competency-based objectives designed for both short-term and lonwem 
Trainees requires revisions, as discussed in Chapter Three. 

(43 what are the effects, positive or negative, of HOPS I1 conce&rig female (as compare 
d e )  access . . . with respect ro w 9 o r k f ~ d s ,  role if7 household and cornmunip* an$ heairxih 
conditiom; 
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WorKIoau5 proved diEcule to assess in the evaluation. Women spoke of their desire and, in 
some cases, their success in convincing their spouses to share more equitably household tasks 
However, recent research in the United States and elsewhere demonstrates Row dlAFiwBr lit is 

e - 4 .4  
nan puw to reduce women's work responsibilities in the home even after they take on &ll-tip 

labor in the work force. Data collected did not indicate wide disparities mong men 
women with respect to workload in the paid labor force. 

Women and men were equally likely to report that the experience had an im 
pimaii'y hfe. Qualitative data derived from women in focus groups and open-ended intefvie\+#s 
njggest that the experience of contact with U.S. families and the model of U.S. women they 
met during training had led many to re-evaluate how they wish to structure their own f a ~ l y  
lives. 

As was discussed in the report (p. 94), male and female Trainees were equally likely a0 be as 
active in participating in cornunity activities azer training as they were before t r & ~ n g ,  
afthaugh women participated as a somewhat lower sate bath before and after training t 
men. For those who were active, men and women showed approximately equalt kvels; of 
activities, such as planning events, training others, and holding f o m d  office. With the 
exception of the rate of participation (normally explained by household re onsibilitier and 
cultural patterns), gender was not: a factor in cornunity participation. 

Health cor~diil'om of women Trainees proved impractical to assess in z 
However, both women and men often spontaneously menitioned the c'ieadiness and high 
public health standaids of the U.S that they noted during eir stay. Some claimed that they 
were attempting to improve their own, i>r their ~onamunitj , sanitary standards as a result 
Beyond these observations, no evidence arose in the course of qualitative dam co 
suggest that the preser,t health conditions of women Trainlees were 
negatively by their participation in the pro 

The report attempted to measure the multiplier effect in general terns; this is 
dbr the multiplier effect in the workplace ;and p. 95 for co ukty aai\<.lties. 
reports the findings on the following four questions: 

I.. a. &Con euintos colegas zs ompapaiieros de trabajo ha conpa;rtidofomafmen~'e (en seminaries, 
charlas, cursillos) el contenido de su capacitacihn en 10s Estados Unidos? 

b. ~ G o n  cuantos colegas o compafieros de rrabajo ha corn 
habtando entre amigos) ell contenido de su capacitacibn en 10s Estados U~dos? 



2. a. cuantas otras personas-miembrss de la comunidad, amigos, farniiiares, etc-ha 
cornpartido fornralmetle (en seminar-ios, charlas, cursillos) el contenido de su capacitac~irn en 
10s Estados Unidos? 

b. &Con cubtas otras personas-miembros de la comunidad, amigos, familiares, e t c h  
cornpartido infonnalmente (charlando, hablando entre arnigos) el contenido de su 
capacitacion en 10s Estados Unidos? 

These questions provide a model for h w  to measure the multiplier effect which, however 
imperfect, we have found useful in several evaluations. 

We also found that considerable qualitative information on the multiplier effect is containle 
regular trip reports of Fallow-on staff In Section 6.D. of Chapter 8,  FoIIow-on 
following observation is made: FoZIow-on slaffshoufdgiw high pr ior j~  to in 
disirihution of the &ta gathemi from lheir motlthly lrip reports. Our sense i 
the multiplier effect, not always easy to quantify, can nevertheless be communicated efSectiveEy to 
Mission decision-makers through short, illustrative examples. 

We propose to add the following text to that which already appears: 

- 
l ~ r a c k i n ~  the "multiplier effect" can be costly if special data collection eEons are made The 
/evaluation recommends rather a low-cost approach, in which the multiplier effect is tracked 
Iquantitatively at regular Follow-on meetings. The four-part question employed in H 

! ev~hation re,earch ("With how many persons have you shared fo 
your training in the workplacdcommunity?") can be incorporated into an): cunently used F ~ a l l ~ ~ i -  
Ion event registration form. The present esaluation report proyides a sample baseline data set, I 
"reported above in Chapter 5, against which comparisons can be drawn. It is re 
this information be cokaed  opportuIPmsticdly at periodic FolIsw-on meetings. 
,data eo'llection from any individual, the question should be altered to read "'since the last FoIBctw- 

Throughout the entire report, ail survey findings were anal)-zed QE rhe basis of sex. DiEerences 
by sex are ~enesdIy only reported w h a  there is a statisaicaify significant diEeren~e $ex ween of at 



I- p < .05 between men and women. Chapter Seven, Women and $he CAPSMOPS' Propam, 
addresses some specific issues related to female beneficiaries. 

Project outcomes that were examined relate to a broad range of issues: employment, 
growth, self-esteem, community activities, the application of training in the workplace:, irnd 
Follow-on participation. Differences were noted in each of these areas between men and women. 
For example, women are employed at a lower rate than men. Such differences are no 
dl economies, since adult women normally take on household management and child 
responsibilities which men do not. However, 11 percent more women are employed 
than before, whereas ody five percent more men are. Fusther, the rate of employment of 
CAPS/HOPS-Il female returnees (86%) is dramatically higher than the 1990 labor force estimates 
for adult Honduran women (30%). This suggests a differential, positive impact on women's 
employment rates which would suggest a long-term, sustainable positive outcome. 

As another example, women were more likely to report pennment atritudinal changes than men. 
That is, women more often reported that the experience provided them with new, impoflaat 
insights into their understanding of themselves. They stated that they were more likely to pursue 
better positions in the workplace, to stand up for themselves md resist sexual harassment, or t s  
try to convince their husbands that the marriage relationship should be characterized by greater 
equality of responsibility. These attitudinal changes are difficulty to quantie. However, one 
finding from focus groups and open-ended interviews was that women saw themselves as 
"empowered" by the training experience. 

Countering such positive outcomes are the realities of the work place and culture in Honduras, 
which continue to place women in subordinate positions. The sustainability of project outcomes 
is therefore not hl ly  within the control of the women Trainees themselves, since they are 
embedded in social relationships and institutions which may resist their desire to advance or their 
new understandings of themselves. 

Nevertheless, these observations and many others throughout the report lead us to con~lude %hat 
there are there is no good evidence to believe that these various outcomes ar less s u n ~ n e d .  
therefore conclude hat it is reasonable to argue that: the outcomes appear tra 
sus~ainable, as the scope of work phrases the issue. 

(7) Reeiew current projections ... Should changes be made in m y  scho 

We examined the issues of geographic distribution and the p~icipa&on of women in the repon, 
and we argued there that the present plans seemed reasonable and appropriate. As for rhe 
discussion sf scholarship priorities, these are discussed in genera3 terms in Sections 1.A a d  I. 
above. 
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