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This evaluation was designed to assess the effectiveness of tibe Central American Pcacus St-holarsiiiipt. 
ProjectlPanama (CAPS-IPanarna). This is a Mission-level project of the multi-county,, Caribbea8.n 
and Latin American Scholarship Program (CLASP). It is administered b) the Georgete;l~n 
University Center for fntercultuml Education and Development {CIEZS), and is a contract betwwn 
the Center (referred to here as CAPS'GU) and the United Swes  Agency for International 
Development (USAPD) Latin American and Caribbean Bureau (LAC). 

The CAPS 'Panama Project began in F3' 1986. and implemen~tion continued through December 
1993. While obsen.ing the general mandates of the broad CLASP project, the CAPS'hllalaama 
Pro-ject has operated under nvo different sets of guidelines, Before the 1988-89 crisis. students were 
recruited to represent a political cross-section of Fanamanian youth and potential leaders. From 
t 990 to 1991. there was a shift in emphasis t o ~ a r d s  recruiting socio-economicallj disadvanrapeil 
youth whose academic excellence qualified them to stud! in a variety of development-relevant 
fields. Programs were designed for short- and long-term mining at two- and bur-year instituticdnr; 
across the United States, Nearly all CAPSiPanama participants have completed t eir tr;ainin_e and 
have returned to their home countq. 

This evaluation views the program in the contest of its historical development. As the program 
evolved, the objective% changed. -::ch thal three distinct periods can be idenaified in bkihiich different 
priorities were in plaq . These in i '  .is: "Pre-Crisis," "Post-.Crisis.-' and "Present..' Tine '"resent"' 
priorities focus on the relation of 1: - ining to the Mission Strategic Objectives. 

l'be goals of this evaluation were to determine the impact {sf training in the following areas: 

Encouragement of general entrepreneurial and economic grouth and specific income 
improvement among the poor and disenfranchised of Panama: 

Expansion of the intellectual and technical resources for Panama's institutions of higher 
learning; 

Strengthening of the technical capabilities of the prof:ssional and vocational empfoyees 
and institutions in the public and private sectors: 

Fostering the evolution of an open and democratic public administration: 

Ascertaining the extent to v;hich the Trainees sene  as change agents and leaders in their 
work piace. in their communities. and in other spheres in w they are active: 

Documenting how those CAPS returnees identified as change agents and leiders are 
appIj.ing their CAPS training in their actihvities (e-g.. intrcrdvcaion of nevi- trshncaleagies. 
application ~f more efficient methods. moth arion of colleagues. and creation of new 
groups): and 
C 

assess in^ - how project-related programming optiors. such as selection criteria. compo- 
sition oftraining groups. seie~tion of U.S. institulions for training. Experience America 



rograrns, and in-counaq' folla\;c-on activities;, ma) hat c ifkrenii*3fi> a f k i t - d  the 
perfomlance of returnees in their. ~ l e s  as change agents m d  lea ers in the cummunit> 
and on the job upon returning. 

PART I: CAPS Project and 1rnptement;ation Objectives 

The fo13a~s ing section reviews the scope of work and specific outcome%. 

Encouragement ofgeneral enb-eprenourial anu economzc g r o ~ ~ h  and .specij'ic income 
impwwrnent among the poor and disenfiawhiseci of Panornu [C1? BS Purpo~e,' ,b..fis~io~ 
Ohjecti~e]. 

Findings 

Enrrepreneurial grow-th has been indirect13 supported b> the increased occupational 
status of returnees, although on14 a f e ~  have started their o\vn businesses. 

Training has resulted in a marked shift in the en=ploj:rnent and income of long-term 
returnees, and a somewhat less of a shift in employment and income fm short-term 
returnees. 

Training has resulted in a significant transition from lo\% to high job status %br returnees. 

0 Increased job status and income has increased the responsibilities and oppol-runities of 
returnees in their various occgpatior.;i roles. 

Both men and women have sho~t-n significant improvements in job status and income, 
tx ith Lvomen, as a group. advancing somewhat more than men in overall income p i n s  a1 
the mid- and lower-income brackets. white a smaller percentage of men ad\ a n d  noac 
in the highest income bracket. 

Returnees living in urban environments are earning more than those who are living in 
rural areas: lack of opportunih in rural areas has resulted in the migration of 3 I percent 
of Trainees of rurai origins to urban areas. 

RECOMMENDATIONS 

P I f  the goal of mining is to creafe entrepreneurial growth fhi-ough nai~ingproganrs, r'r is 
suggesred that traini~g be directed at promotr?lg leadership among owxeu qf 
microenterprises and in providing Trainees with curricuia focused on the de~selopmena and 
operat ion of m icroenterprises. 

Selecfiuts-for future training dzctivitier should continue to focus ~ , r  poor and 
disenfianchisea' group, particul'arlj. indigenous peoples, zwmgn and rzrrad ifihabifarars 



CAPSPanama training focused on self-selected undergraduate ebucatien. and did nor 
prepare returnees to work in institutions sf higher learning. 

* Planned short-term training programs for college and univeasit) e ucators did DOI occur 
due to the disruption of the 1988-89 politicai crisis. 

Expanding I '3e intellectual anu rechnical res~urcesfor PansmcS insriauti~ns qf 
!earning can be achieved bj+ t q y t i n g  universitp~ educ~turs~for short-term fvsrin~rng 
programs. 

Strengthen the technical capabilities y f the prqt;7ssioniz1 and a.ucationul empi'uj-ces and 
institutions in rhe public andprirlate sectors (C" 4PS Pwpuse -!fiP;sion sub-~bjecrit+e]. 

Findings 

Returnees repori significant improkemenls in technical capabilities. particular& for those 
who trained in tech~ical areas (e-g.. engineering. n~aritime transportation. computer 
science). Computer literacy and English Languages proficiency were important h r  
returnees regardless of their areas of study and \\elre ernplo>ed b j  man! in their dail? 
jobs. 

Training participants in vocational areas (e.g.. as radio technicians, auto mechanics. 
medical technologists) was nilt part of the training plan and. xvith the exception of short- 
term training for journalists and teachers. Mas not achie\ed under the CAPS T'anaana 
project. 



Foster the evolurion qf an o p n  and democratic public admini-strut ion . . ( 6  'A PS Ptrdjr41.s~ :5&fl> 41 I O ~  

Objective], 

Findings 

Leadership training significantlq enhanced the capacity and motitation far returnees to 
participate in the democratic process in Panama. 

* Both long-term and short-term returnees have been very active in the political arena. 
including participation as governmental and non-go~ernrnental candidates. 

Including selection criteria for r _gional and political diversity has enhanced democratic 
institutic IS. Returnees with such differing experiential backgrounds interact in a uide 
variety jfsocial, economic, and political settings in which they ma) act as present or 
future leaders. 

Leadership training anaT exposure to democratic instifutions and processes sktould, where 
feasible, be included and even sfrengthened in alljhture rrclining prcgecfs. 

S'czjic short-term training in leadership nnd democrczcy can be ofleredfor individuals in 
all occupational areas. D7is should enhance their participation in the democrattic process, 
and allolv-for the widespread acceptance o f  democratic ideals in the occupatiomd secfm- 
of Panama. 

Ascermiu the extent to which the?. serve as change agents and leaders rn their rt~ork pluces, ifir 
[heir cornmunifies, and in other spheres in which thej are active. 

Findings-Family and Workplace Impacts 

Significant family impacts include improvements in income. transfer of training 
knowledge both intra- and trans-generationally, and assumption of leadership roles. 

Employers note the significant impact of returnees in the workplace including leadership 
activities, knowledge transfer to coworkers. innovations, and improved productivity. 

0 Returnees note a significant increase in the application of both leadership capacity and 
mctivaticn in the v~orkplace. 

Training has resulted in increased workplace responsibility and status, incfuding the 
assumption 54. many returnees of supenisory roles. 

Although returnees represent a substantial cohort of econornica21y advanced leaders. their 
impact in the economj, is lessened bq a lack of a proactiae connection benveen 
institutionzl needs. ,Mission Strategic Objecti\-es. and Ge!ds of zraining. 

b Ladder of Life (see Appendis A) values indicate that returnees have mainmined a 
degree of leadership motivation and optimism towards the fuxure. This is an hndication 



that training impacts are being suszrinr-c! 
opportunities for returnees. 

Findings-Communi* and Sscieta 

Community level impacts are greater in rural settings; such settings ailou returnees 80 

maximize the applicat,ion s f  their leadership training. 

The transfer of individuals from a rural to an urban setting decreases the communal 
impact of their training, lessening their significance as change agents. 

Outstanding leadership in urban contexts often originates from returnees of rural origin 
who h a ~ e  migrated to the urban environment. 

The lack of a direct connection between training objectives and institutions targeted for 
dewlopment makes it difficult for returner3 to influence the practices and experiences of 
societal institutions at all levels. 

Since the CAPSiPanama project uas  not specificail) designed as a dehelopment projec'i., 
er as a training project. returnees cannot present!) be expected to have major 

institutional impacts beyond some exceptional cases. 

RECOMMENDATIONS 

h ordm to more eflectivelj* link traitzing with de~elopment at the communal and 
insriil,rional level, ir is suggested that firttarc training c;tjorts be direcil17 aimed ai cwaiing a 
cohort of change agents within rhose instiruriom that are most diredlr inwived with 
specific aspects of 1;SA41D;.anama's derdopment priorities. 

* Training can hme a major development impact it? sfrengfhening provincial cornrn~nif)~ 
leadership. This is accomplished bj* designing programs which spec[fica!l~. train 
individuuls to a.ssume occupational roles which are pre~alent in those communiries, or 
that enhance the uctir*ities of aIrea& functioning Ieaa'ers, rarfzer than in areas thar w J f S  
force returnees to migrate t~ a developed urban center. 

Document how' rhose C4PS returnees identified as change agents and leaders are ap~pjl-ing ther 
C.4P.Y training in their acti~ities fe.g., introduction of new rechnoiogies, applicarion of mare 
eflsient rnerhods, rnoriwrion qf coEleagues, creation of new groups). 

Findings 

o Employers noted high motivational levels among returnees as having a positive irnpac~ 
on the rnotivatior! of others in the ~orkplace.  

Emplo]l:ers cited examples of the application of technica1;profcssional training t 
strengthened overall productivity and efficiency in the workk.cace. 

a Training L. was activellt shared both formal t> and informati\ b\ returnees with colleagues. + 

This uas  reported both by returnees and by their employers. 



* Training focused specifically on technical skills. Associated impacts v cre not a 
significant part of selected educational programs under CAPS.?)anarna. 

RECOMMENDATION 

Training needs assessments for tecAnica2 training should aecompav a y  eflorts at 
training for specific occzipations. n e s e  are probabtv best handled under a program such 
as CASS or as short-term training. 

Assess how proiect-related programming options, such as selection criteria, compositiol;~ qf 
training groups, selection qf U.S. instifurions for training, Experience America program.s, and 
zn-c-oun~~_follow-on activities. mq. hm,e drflerentiallj- . il,@ected . rhe performance ofreturners in 
their roles us change ugents ond kaders in rht communih land on the job upon reirrming. 

Findings-Recruitment and the Selection Cornmitte~es 

The quick start-up cf the project in 1985-86 resulted in the selection of some students 
who were ill-prepared to deal with the U.S. academic and cultural environment. 

* With the exception of a few candidates from the first group. provincial selection 
committees were generally verq effecti,.e at providing a pool of vcorthy candidates fix 
CAPSRanama training. 

* Recruitment provided a balanced representation of the various provinces of the counrq. 

Selection achieved a targeted balance of men and women Trainees. 

Findings-Preparztory and ESL Training 

Preparaton training at the Panama Canal College was mort: effective and cost efficient 
than such trainkg at U.S. institutions. 

Training students in ESL at the Panama Canal College was better than in the U . S .  
institutions used to train the 1985-86 group of Trainees because it did not compound the 
difficulties of cultural adaptation with language training. 

Students allowed to stay in the dormitories at the Panama Canal CdIege dl~ring 
preparatorq. training were better prepared for their US.  experience than those who di 
not. 

* Those students entering the program after 1986 were sorneui at more satisfied with t 
preparatory training than 1985-86 students, 

Findings-Followsn Training and Support 

Lack of Follow-on and CAPS support created some difficulties for individuals who 
returned to Panama during the crisis. 



- Foilox\-on mas most helpful ri. rsru ces recruised afier 1985- and it- 'B 

located close to the CAPS office in Panama Kit;. 

* Fulilo\n-on activities organized bq a e recent C.4 1'5; countr j  coasdinmtor significankl) 
increased ernpfoqmenr opporaunities and leadership capacit! among returnees. 

.S. Support of Trainees 

With the exception of some Trainees in the initial group, the instiruxio 
provided by GL' and the training institutions during training uas  excellent. Faflicoeiarl~ 
notable was the intensive support in academic adv~sing prsvided stu ents b ~ r o s r a  
coordinators throughour their training perhd. 

s---Overall Training I 

Development initiatiaei ahat focus on pro\ idins training for genera 
skills must recognize that the- are probaSI-r having ink initial impact at let els be: on 
family and uorkpiace. 

Institutional-level effects develop over lime an to be measurabie. must a 
maturation of returnees in their occupational roles. 

* T,le motivation of a returning Trainee is more important in dete inkg  his oi her 
success as a change agent arsd leader than 2nj particular training experience in t 
United States. 

RECOMMENDATIONS 

PART 11: CAPS and LAC Strategic an 

The secondap purpose of the e~afuation !s to \erifj the esrent to \%-hich current L-jf 
Sn-aregic 04jecri.i.e-s. nor f0maif.c established at the time C.4PS Fanaria m a s  desi-jzr 
implemented. may ha\ e been furthered by CAPS "Panama retrospecti\ eh . Tkse  ~_.F;jecti~es ars- 



oriented di! rrsification: ( b )  a \ igorous prh c sector response: dcg incrsars 
portunities for the disadxantagetl: and [df 

naturai resource base. 

* Support the evolutian of stable, parriciparo~. democratic societies 
civilian go\ ernnlent inctitmiions; and b) public anicipatinn in the democrstlc proces.. 

Broad-bas2 e mornic Gro 

The record of leadership acth~ities and the sustained capacit! and morivation far leadership present 
in returners is a good indication that the> u i l l  contribute to broad- ased. sustainable ggarawrh.. Case 
studies and reported data on teadership activities support this premise. The 
and job status provide returnees mieh the posirion and resources to initiate e eprene~rial grow. the 
Demonstrated attitudes of sharing and cooperation present in returnees is seen as especiallj 
significant in that it promotes the dissemination of knov. !edge and experience p i n e  
training in the family, ~wrkpiace. and cornmunit!. The Experience America component of erainins 
can be seen ro impact the "culture of doing business." C )  e nnodificd. such changes in opr;aational 
culture can be widel! disseminated and passed on "ume occupationat as .il ell as fami"aia8 
generations. 

Both the emplo~  er s u m q  and the reiurnee surve) provided man! examples of the c~ntr jbt i f i~ln~ of 
C.4PS technical mining in the workplace. Rerumees also anributsd impro\ ed job natmr, 
promotions. and satac increases to increased tsshnica 

The C.VS 'Psnama project has definitely broadened anicipation in develc~pment training. 
Disadvantaged populations such as \%omen and indigenous .,linosiaies hake een isacc~ol-atsd ims7 

the project. Returnees have represented the geographic and ixersit) of the c o t j n t ~ .  X%x;..sr 
returnees hake been successful in a p p l  ing their training in t of stkid? and rsntrihastislg TO 
the OL era11 ;s;elfare of Panamanian societ? . 

and the Enviisn 

The management of natural resources is the most difiirrslt 35~s ion  Strategic bw~ecrik e 10 rIelate BQ 
the f APS Program. This is because there are few. n~sdels that successhll? integra'tz traditicanaf 
market-dri~en etomxnic activities nith sustarnzble use panems. In %ct. most dekelo 
result in negati; s environmental impacts (polllrrion. def~rsstaeion f rhae are se 
the anai>sis ofdevefopment benefits. This is a crlrical omission since 

ms cannot be sustained. at feast noi \\ iahour sacrifici g zhe hea!rh ac 
in the devetoping area. Ecanorn> a d  emlog: are emonsrrahl> f i 

hate a failed econo J ha! e aEmosa ink ariably suKered e w  Ironmen~al destmcticn See, era3 
suggested options follou that cmfd possihl? nx en the i n c ~ ~ t a r a a i ~ n  r~f en., ir~nmenlal c~;?n;es$i,.s 
info future itmi ing initiatik es. 



Suggestions for envirsnm~ental training fall zlnder w o  categories: 

en\.ironmental ethics education. snd 

natural resource management including em ironmental rn nitoring training and ~ ~ S O U T C C  

consenation training. 

The evolving participation of returnees in democratic institutions an3 processes is limited b> a 
bureaucratic momentum of already established gocemment hierarchies. I t  i s  also constrained 
relative youth of returnees, and their position on t e career ladder. Despite these limitations. suns> 
data indicate that most retermees dernonstraatt some form cf acri~re pal-ticipation in cii.ic acait4ies. 
As the) mature in their occupational and societal roles, i; can be anticipated that t ey v, i l l  hat e mare 
of an impact on the effecth eness of democratic institutions in Panama. 
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* firsancia1 nerd o f t  

en~couraging entrepreneurial groktth; 

expanding the inte lectual and tschnisal resources ~3'insriautisns T'r higher 



Since FY 1.992, the second phase of the CLASP Program (CLAS -11) has been underway in Panama. 
That project is not examined in this evaluation. 

F THE EVA 

Tk; evaluation focused on three basis goals: 

ascertaining the extent to uhich they sene  as lea rs and "'change agents'. in their 
~vorkplaces, in their communifirs, and in other s res in? v.hich rhey are active, 

* doc~menting how t sse CAPS Ret~mees identified as '" fiange agents'" are applying their 
training in their actit-ities (e.g.. introduction s f  new technologies. application of rncare 
efficient, methods, motivation of colleagues. creation of new groups). 

* assessing hot% project-related programming options (such as selection criteria. cornpolsi-aion 
of training groups. selection of U.S. insritrt.rions for training. Experience America programs, 
and in-country foEto~-on activities) ma! have affected she perfomance of Trainees in their 
role as "change agenrs" in the community and in ?he \wrkplace u on their return: and 

.A sscondaf.il purpose cf the evahuation is to determine t e exrent to which cunena L.\C Bureau 
Strategic Chjectivss, not fomaI1~ estab'dished when C.4PS"Panama was "iirsr designed and 
in,~ternented, may have been fuahered b> CAPS Tanama retrospecth elj . Further, the evakuarion 
will addserls the extent to which rhe project coincides with the goals of the ISSAID 53ission Aciion 
Plan. 



* Support for the evdution of stable, participato~ democratic societies by ia) 
strengthening civilian government institutions, and fb)  public arricipation in the 
democratic process, 

TS AND ADMt 

The monitoring of the program and maintenance of program records were carried out un 
of administrators, both in-country and at Georgetown University and other sub-contracting 
fnstitutions, for the period from 1986 to the present. In Panarnd. recruitment, student selection, 
predeparture and English training were the responsibility of Georgetown University. Other 
responsibilities included the design of training programs, and US. placement and training program 
selection. 

The U.S. contractor. Georgetown University, maintained an in-country representative and sup 
staff. as bvell as a U.S. coordinator and support staff in \Yashington. D.C. The US.4lD'Panama 
Training Office designed the training requests and had direct oversight over the activities of the K.S. 
contractor. The four major implementers (USAIDiTraining Office; CAPS'Gt.' Panama staR t 
U.S. colIeagues: and the U.S. post-secondary institutions) worked together. 

The 1988-89 crisis resulted in the loss of some records. and in the breakdown of program 
monitoring and returnee activities and addresses. Documertation of student selection, seiection of 
fields of study. and monitoring of follow-on activities are therefore incomplete. The monit~xing and 
folio'cv-up programs for the period after 1989 are more complete and coordination was facilitated by 
the stable political climate. (A practical contribution of the evaluation will be to provide an updated 
information base on the present location of CAPS returnees.) 

C,L\PSPanama adopted the CLASP selection criteria. ivhich were: 

a minimum of 70 percent economicalfy and socialty dkadvantaged. 

a minimum of 10 percent women. 

a minimum of 20 percent long-term training. and 

leadership position or pote~tiali. 

CAPSPanama also added the folto'cving four factors in seiection decisions: 

academic or professional talent, 

interest or participation in activities \vith a significant development impact. 

geographic distribution proportional to the rurai!urban breakdown in count?. and 

the recruitment of ethnically disadvantaged populations. 

Different indicators for economic need (or economically disadvantaged status) were developed for 
CAPS recruits based on whether the). 'lived in rural or urban areas. This was necessaq because sf 
the large difkrential between median iccornss in rural and urban areas. The &milies of candidarcs 
from urban areas (Colon and Panama City) \yere to have a ousehold income of no mare &;an 



US5728 dolfars/mo~th ( 1  988 figure adjusted for inflation). whi!e rural families had a figure set at 
LrSS323+nonth. These figures approximate the average income for blue-colla: and public sector 
employees. For each family member over five, the cut-off amount ( 1988 figures) is increased b) 20 
percent. 

Other criteria used by the Mission for the determination of disadvantaged economic status were a 
number of adults working in the family, the level of education of other famiI~. members, the place of 
residence, and the type of employment held by parents. 

PCLITICAL AND ECONOMIC CONDITIONS AFFECTING THE C 

The CAPSiPanama project has been shaped b> factors ushich provide the context for the evaluation. 
The most significant factors were the impact of the 1988-89 crisis on politics and the economy. and 
development initiatives. 

The CAPSPanama project started in 1986, but was interrupted by the L.S. invasion of Panama 
designed to bring down military leader Manuel Noriega. During this period. some CAPS program 
records Mere temporarily lost and monitoring and follow-on support ended. 

Many pre-crisis returnees lost contact with USAID. the CAPS office, and Gt '  administration. This 
Lvas also a period of political and economic upheaval. accompanied by a downturn in the economy 
and a slowing of development activities throughout the country. 

Box 1.7 Country Background 

Panama 's his~oq? has been shaped by the evolution of the world's economy and the ambitions 
of greatpowers. 73e early estabhhrnenf of the trader route across the isthmus has also 
shaped Panama's historp. Since the completion ofthe Panama Canal, Panama has become 
the major shipping condurt betweer: {he Atlantic and Pac$c Oceans. Besides the ahuntags 
of $he canal, Panama bornis ! ; grow mg economy and a wealth of natural resources. Mczjor 
exports include timber, seal( {p~ticularly shrimp), copper, bananas, and co#ee. 

Panama's poptdation is 2.1 11 'lion (199i), with an ethnic composition of L&festizus (70%). 
Wesr Indian (I#%), white {IO:b], and Indian (6%). The oficial language is Spanish, ~tith I4 
percent ofthe population also9uent in Endish. 

More than half the population lives in the Punama Cify-Colon metropolitan conidsr. The 
rural ureas are nor heavilv populated, and most of the rural popdution lives wesf offhe canal. 
&me 39 out of evely 100 persons reside in urban areas. The median age is 22 years, a d  the 
uverage household size is 4.4 persons. Twentyeight out of eyer), I00 persons owr I O years of 
age are involved in ag-iczrltural activities. Twentpfwe percenr of horcsehoids receive morlrhSp* 
income of less than CSS100. 

Sources: U.S State Dcpanment 1992: Contralaria General de la Republics {Panama"i1983 



After years of mismanagement. two years of C.S. economic sanctions. and the lingering effects of 
increased debt senicing requirerr?ents. Panama's economq >has in shambles bq 1990. Total extemai 
debt stood at more than $4 billion and total external arrears reached $2,3 billion. including 5540 
million in arrears to international financial institutions. Panama also had high unemployment and a 
deteriorating national infrastructure. 

With the return of a democratically elected civilian government, the United States lifted a13 
sanctions. It provided more than $350 million in grant aid and more than $500 million in credits and 
guarantees in FY 1990-91 to assist in Panama's economic recovery. 
C 

The key element for Panama's economic recovery was the return of long-term investor cipzf3ence 
brought about by political stability and economic liberalization. Strvctural economic refoms have 
been key to lasting Panamanian growh and development, In early 1992, the Endara Govemmena 
concluded negotiations with the international financial institutions to clear Panamass arrears and to 
restore access to nem financirlg. These negotiations included Panamanian agreement to implement 
various structural reforms. such as trade liberalization. tax and social security reforms, pritatization, 
poverty reduction. and increased public investment. These reforms have also helped to reduce 
unemployment. By December 1989. unempioyment had reached over 35 percent. U.S economic 
assistance during 1990-91 helped create jobs by funding short-term employment projects in thc 
public sector and by encouraging private sector investment. By 1992. the unemployment rate had 
fallen to about 16 percent. close to the "normal" rate of the 1980s. 

The United States has traditionally maintained friendly relations with the people of Panama 
and-with the exception of the later Koriega years-has cooperated with the Panamanian 
Government in promoting economic. po1;tical. and social development. CulturaI ties between the 
two countries are strorg, and many Panamanians. including CAPS Trainees. ha1.e come to the 
United States for higher education and advanced training. 

In addition, the Panama Canal Treaties have pro- 
vided the foundatior? for a new partnership. The 
United States and Panama remain committed to the 
smooth implementation of these treaties. including 
the departure of U S .  armed forcs ,  the reversion of 
U.S. military bases, and the tunlover of the canal 
to Panamanian control at the end of the decade. 

The most important action which the 
Gwrernmenr of  Panama licas taken to 
improve the econoq* is bo encowage 
political stubif  it^. bj. re-esrab f ishing 
and srrengrhening democmtic 
insf itutions. 

The most important action which the Go\.ernment of Panama has taken to irrrprove the ecsxiorny, is 
ro encourage political stability by re-establishing and strenghening democratic Paazmanian 
institutions. Political stability is crucial in order to attract new p r i~a t e  investment and will, afmg 
~vi th  comprehensive structural economic reform, create fong-term economic groh'cth for Panama. 
Opportunities now exist for CAPS Returnees to actively participate in the acthities of democratic 
reform. 

For the CAPS Project, the period a f  er the crisis allowed a reiurn to project monitoring and follol;l.- 
on, and increased the availabilit) of employment for man). returnees or provided them opportunities 
in their areas of study which had either disappeared or not materialized during the crisis years of 
high unemployment and a stagnant economy. 

6 - A  CAPSlPanama impact Evaluatton 



Data analjrsis will consider the survey population in its entirety. and also as members of thec,e gre- 
and post-crisis groupings. 

MEWORK OF THE STUDY 

The "Change Agent" Concept 

The purpose of USAID training is to impart 
technical skills or academic knowledge which is 
relevant and applicable to the Trainees' particip- 
ation in the development of their home countrq.. 
Without diminishing the importance of technical 
knowledge. USAID planners have also come to 
recognize that participant training must address 
"the broad range of experience, attitude, and 
understanding of economic and political institu- 
tions that contribute to development' (draft 
language for the revised C'S4ID Handbook I0 on 
Participant Training). 

- 

ents". . .individuals whtr 
have  he capacity and motivation to 
initiate, or eflecfivelj- supprt, 
sustainable deveZopment through their 
acrioras or by their influence on the 
actions of others. 

Source: Aguirre International f 994 

Technical skills are essential. but participants must also develop skills in the broad area of 
leadership. No simple recipe exists for determining ho\\ those skilis are converted into acticm, 
However. the goal of supporting Trainees as "change agents" implies that they should be prepared to 
take on such activities as: 

applying their training in the ~,orkplace, even against obstacles; 

sharing their training with co- ..orkers: 

* formulating and initiating improved procedures in the workplace; 

taking their training beyond the workplace to new venues. such as community or 
volunteer organizations; and 

participating in the democratic prosec ~f their country. 

CAPS Trainees as "Change Agents" 

The underlying premise of this evaluation is that 
the CAPS Project develops and encourages 
Trainees to act as development "change agents" 
on their return hone. ,4s "change agents," they 
are expected to have a positive development 
impact in an ever-widening series of "concentric 
impacts." '45 pictured in Figure I .  1. this model 
hypothesizes that the training will influence not 
only the individual, but k v i l i  permit that person to 
have a positive i rnpc t  on hisher family. work 
place. community, institutions, and even more 

Figure I .a "Change Agent'Spheres of impact 



inclusive, society at large. The Trainee. the "change agent" at the core of the clrcie. reache., he! on 
him.%erself to influence a successivel~ broader series of social actors and institutions. The degrets d' 
impact becomes more diffuse and less directly attributable to the trsining as one moles fuflher fro 
the center. 

The model also implies a time dimension to deveiopment impact. Upon their return. the Trainees" 
initial impact may be on the narrow circle of family. Over time. Trainees ate likely to Rave an 
impact on a broader range of levels as they attempt to make changes in their jobs or take bn wider- 
leadership roles in community activities. The degree of impact may be conditioned bj a varietj of 
factors, including the societal need for the training that the individual acquires. as well as the lei"e8 of 
opportunity available to individuals according to their age. sex. or other characteristics (e.g.. 
disability). 

The evaluation examines whether Trainees can be classified as '"change agents." It also explores the 
degree to which such "change agent?" supports the coordinated development goals of USAfD as an 
Agency. 

Before a returnee can become a "change agent," certain preconditions must be met: 

The right candidates must be selected. The program must identify Trainees with 
leadership potential and the right mix of personal characteristics which enable them 
to take full advantage of the experience. They must then receive an appropriate 
orientation. 

0 The U.S. training itself must be effective. Trainees should be able to show evidence of 
increased capacity and motivation to use the new skills and knowledge in the role of 
"multiplier" and "change agent" in their home countrq.. 

The Trainees must return home. 

The Trainees must be able to use the training. With the CAPS Project's strong emphasis 
on long-term training that will place Trainees favorabf? in ihe work forcs. employment is 
a prerequisite to using the training. 

Box 1.2 Components of 
Determining "Change Agent" Status: "Change Agent7Wodel 
Five Indicators 

Five indicators have been developed to analyze 
whether CAPS Trainees can be described as 
"change agents." These are summarized in 
Box 1.2 and described below. 

Trainees who are employed 
must apply their training. The 
application of training is a 
minimal condition for showing 
that Trainees use the workplace 
for reaching beyond their indi- 
vidual actlons to teach and 

The following elements combined indicate 
"change agent" status: 

Appbing the training on the jo b; 

Sharing training with co-workers and 
others, dze "multiplier @fleer: *' 

* Taking on leadership roles: md 

* Maintaining morivarion fir ~1.0rkiflg in 
i.ievefc;tpmenr in ihe firtars. 



influence others. Research has shown. houever, that motivated Trainees who receive 
excellent training ma) still have little impact beyond their own persona! actions if 
elements in the workplace obstruct their efforts to introduce positive changes. 

The increased skills cmd leadership capacity of Trainees must be recognized b?? r heir 
employers or exhibitc~d in changed employment conditions. This is reflected in 
increased responsibil~*ies. increased salary and/or promotions. These are de facto 
statements from emplcryers that the Trainees are valuable human resources. 

Trainees must cctively share their training nuith others, (the multiplier effect). They 
may share their training formally and informally, with co-workers or with others. and 
build nenvorks within the country ar,d with the United States. 

Trainees must use enhanced leadership skdls both at work and in their communities. 
Ideally, Trainees' actions will promote the productivit~ of others. 

Trainees' attitudes must suggest a commitment to initiating chavlge and an uprimisism 
towards furstre activities. 

These indicators. combined with other qualitarivc and quantitative information. support the "change 
agent" analysis of CAPS returnees that appears in subsequent chapters. 

Selection for leadership capacity is one of the crireria used to dentif>, prospective CAPS candidates. 
Leadership training is an important component of the CAPS program. and is cultivated through 
leadership activities and the Experience America component of the training program. Leadership is 
reflected in participation in community and civic activities. and the promotion of developmental 
change in a variety of social and economic contexts-from families and associations to the wider 
society. 

Individuals who are trained as leaders can Leaders.. . indi~iduals whose actions have 
be more effective "change agents" than the eflect both oj"motivating others to act and 
individuals who are given technical training of increasing the resources fhath material 
alone, since leadership qualities enhance and social) mailable to others. 

"change agent" capacity. 

Individuals are identified as leaders if they contribute positively to the motivation and resources 
available to others t various levels in the concentric circle model referred to in Figure 1 . I .  The 
resources that a leader imparts to others include economic resources and informationaf or ssciat 
resources. Economic resources include personal and family income. increased profits from 
productivity enhancement in the workplace, or resource gathering for community projects. 
Informational resources include a shared worldview and shared responsibility for the products o f t  
worldview. Change is often an outcome of leadership activities, with such activities resulting in an 
increase in the amour-t of resources controlled by followers. 

For example. a Trainee might assume a leadership role in a h o ~ e h o l d  by financiallv supporting that 
household. Technical leadership in a compan! would involve employing new skills to impro~e the 
productivit:, of the overall industrial 



The "change agent" model does not hypothesize that aII "change agents" explicitl) be identified Ih? 
their co-uorkers or friends as leaders, although it assumes that the? uill take on cenain aspects v f  
leadership roles. "'Leader" is therefore a subset of the category "change agent." .Vat all "churrgc 
cgents " are leuders, bur ull leaders are "chunge agents. " 

The most effective "change agents" are also leaders. Leadership training, therefore. is an impanant 
component of the CAPS program. A leader is both the initiator and the product of sustainable 
development. Leaders are defined as individuals whose actions have the effect of motivatirlg others 
to act and of increasing the resources (both material and social) available to others, 

In general terms. leaders may have materjai reb~l~rces  which they can either dispense or othenvisr; 
mobilize on beha!f of others. In  the case of CAPS Trainees, their leadership is expressed largel). 
through social means. in which they communicate what they krrow and bow they now understand 
themse!ves and their world. The resources that such leaders may share with others include: 

a shared vision, articulating to others a new vision of what can be accomplished and 
imparting the motivations and attitude, that are necessary for attaining ;;hose goals; 

* a shared approach to action. a sense of how the new goals and possibilities can be 
realized by encouragement. advice, and example; and 

* a shared participation in and responsibilig. for the resulfs of  action in which the leader 
fosters a sen-e of o~vnership by the broader group for the resulting products at efforts to 
attain the new goals. 

Leacisis and "change agents" have a measurable impact on their MorkpEace and their cammrnnitt that 
can be linked to the trai3ing objectives. In this respect. "impact" can be conceived beyond r k ~  
pianned outcomes of specific, externaii>.-funded projects as the collecti\ e result of the sustained 
application of training skills by CAPSPanama returnees. 

"Change Agents" and Strategic Objectives 

The study also considers the relationship between returnee activities and USAID Strategic 
Objectives. The Agency's restructuring a r o u ~ d  Strategic Objectives results from the need to 
concentrate actions in demonstrated areas of strength. and to present the effectiveness and irnpca of 
USAID-sponsored development activities. CAPS was designed and completed before strategic 
management was instituted. However, all projects now need to define their activities around these 
key priorities set by the Regional Bureaus arid the Missions. 

While Trainees may be effective "change agents" in a range of activities. the impact the) have ma!- 
not necessarily directly support USAID Strategic Objectives. One goal of the evaluation is to assess 
how CAPS,/Panama may have indirectly supported Strategic Objectives and hou future training 
projects might be structured to increase support for Strategic 0 





This chapter revieus the implementation process o f t  ama p r ~ j e ~ :  an 
re% iew of returzze satisfaction with predepanure, trai 
of the project goals, design. and administration from 
from ke) infomaants involved In the administration of the project both on-site 
Universi~~.  as well as from refevsnt documentation fur the period. 

The CAPS9?anama projeject strateg M ~ F  based on recruitment and selecriora of Trainees far types 
of training: shurt-term and long-[ern. The sample opulation included 22 1 long-term rll mimes and 
64 short-term Trainees, for a total of 287. tVornen comprised 1 percent ( 1 15) of the sampie 
population. and men 60 percent ( 167). These percentages rnaac the recmi:ment target percen 
for the CAPSTanama Project. 

FIELDS OF STUDY FOR THE RET 

The Icng-term Trainees in the sample (22 1 'I studied a wide v a r i e ~  of fields (see Ta 
tern returnees (66) \i-ere trained only in the dblloming areas: 

Intensive English (54%) 
Education (25%) 
Communications (9%) 
Pubiic Affairs (5%) 
Agricultural Business (2Y0) 
Engineering (2%) 
Life sciences (2%) 
Visual arts (1%) 

Only 17 percent of long-term Trainees 
spoke English when they were selected. 

table 2.6 Fields of Sdudy for Long-term CAPS 
Returnees (Percentages) 

23 
13 

P,gricuf'ure 9 

S 

"Other 49 

'(Each field of study have 5% or Xess of the Trmees  The 
fields rnclude Archntedure. arketmg Corn~".unim:aons 
Computers Educabron. Foreign languages HeaRh S- denes 

However, fully $4 percent of short-term Law, Liie sc ences. ~hysicaf  ~cien&s-~oti lat Sciences 
Psychoiogy, Publiic Affarrs. and Other Lbera? Arts $ 

Trainees spoke English when they were - 
selected. No signi fieant gender difference Source. CAPSfPmama Survey 
in English ability was found in the sample. 

Most long-:em Trainees were trained in four areas of study. These areas represenr 5 i Dercent of I Z J ~  
m a !  long-term sample. These included business management (73%). engineering i! %hi a g i a u l t l o ~  





* 40 percent wornex and 

* ethnically disadvantaged populations. 

he originai plan was to select 50 students from  he poof of 3.00C and to rank them mi 
devised by the Fulbright Scholarship program. Students were rated using the above 
However, poiiticai affiliation and regional representation were atso criteria used i 
process before 1990. 

The top 87 students were selected as GAPS can er these %ere sselecte 
administrators uere informed that funds were available to recruit another 65 students. The selection 
of an additional 65 candidhtes was done rapidly, over several days. It was ther 
maintain quality control in the selection process. As a group, these 65 student 
as the first 87 selected. This brought the totat number of students in the first group ro 152, 

Some believe th Trainees were selected in the first group who should ;lo 
committees ma ave "suggested" candidates who naq n t have been the 
scholarships. For example, it was reported that same candidatles had wealthy parents. were in poor 
health, or were not academically well-prepared. Although exact numbers are not a~ailablle, ke? 
informants working in the CAPSPanama office indicated t at there were onlj a few of these 
"suggested" candidates. 

Selection of fields of stud) was generally le p to the students themselves. There xvere no 
definitive guidelines determining the fields tudy to be pursued. Eten though many students were 
recruited fr?m rural areas, the selection process did not d k  e training them in rurd development. 
For example, only three long-term students \\ere trained in e areas of agricuEture~agiculrural 
science. Given this fact, it is not surprising that many rud  returnees migrated to a 
to find work. 

PREDEPARTURE T 

The intent of predeparture orientation is to 
prepare students for their U.S. training by 
giving them general cultural infomation 
about the United States and more specific 
infirmation on aspects of their upcoming educationat program and C_APS;3_"S.4ID policy. Ansther 
element of predeparture training is English language trainins. The first group of~tudents  did ~ O T  

receive in-country English language training. Almost at1 studenas r receiving some 
predeparture orientation (95%). The f 2 individuals in rhs sample 
were all long-term Trainees. 

Predeparture training for the first cohort consisted of a ~hree-day orirw~tion of lectures and 
workshops on training goats and the U S .  experience. kr~acia af t  is xime was spent ~ i n g  papen.. o~'s;, 
and processing rhe Trainees. The short length of the orien~arion was a hindrance to rhe preparation 

of students for the cultural. academic. and language issues they ivouH mined Slates" 



ox 2.1 CAP 

Lake City C o m m u r i t ~  College, "lora 
Rrsorne Cornmuniv College. New Englsh Langnraze institute of Delaware 

Quinebaus 'dalley Community Coliege. Connecticut ew akce Cqmmun is )  College Connecs;Sr:ut 
Ltncofn Land Commun~sq Culiege, Illinois 
Mount Alqsius Junior College. Perms! Evanm 
Fort. Scan Communrey College, Kansas 

curriculum available at sefsi-zed institutions: 

abili?; of :he institution to accept transfer credks from csmm nit: colkges used f ~ r  
English lansuage mining.  



* Long-term pre .paflure trainin2 consisted of up to a year of orientation, Enejlis 
language trakring, and other classes at the Panama C a d  College I'PCC). Credits uere 
transferred from PCG to those U.S. training institution:; that would accepf them. 

Students were sent directly to the institutions selected fbr their degree programs, and no 
students were sent to community colleges for language training. 

Students who quickly completed their English requirements at the Panama Canal CoHege co 
take general study courses that would be transferable 2 0  U.S. institutions, such as generait scknce, 
algebra, and sther liberal arts courses. Thorough preparation was provided in cuIrura 
campus life, and training objectives. English language training was administered b> 
Language I n s h t e  at Georgetown University. 

In the second grasp, students from the interior were afloued tat stay in the PCC on-campus 
dormitory, while those from the city commuted tct the campus. Coordinators noted t 
adaptation skills and academic preparation were better for those staying in the domitoq,  Skills 
learned included individual (as opposed to group) study habirs. and an understanding o f t  
of campus life. A decision to reduce the size of the next student group was made in o d e  
all of the students to stay in the on-campus dormitory. This significantly improved t 
study skills and overai! predeparture training of the third group as a whole. 

The "1988619 Crisis I 
The crisis caused a two-year gap in the and both the CA FS 3flk.e and the USAID 
program in which both the CAPS in Panama closed. nis was vety disruptive to m y  
off~ce and the USPIID mission closed. I project monitoring acriviries, and resulted in o 

monitoring activitks. and resulted in a 
breakdown in student tracking and 
employment assistance. The Llissisn closed in 1987. and the ('APS~Tananna project xvas suspende 
in July of 1989. This was a difficult time for returnees. However. the program was maintained 
Panamanian staff in rhe U.S. Embassy. Students coctld not be csnracte irectly. but indirect 
informational support was provided to those \vho could be contracted in and arovn Panama City. 
Not all returnees could be reached, since there was no nearby suppofi for rhose in rural settings. One 
key informant claims that returnees who came back to Panama at this time experience 
politicai discrimination and suspicion on the part of government officials. dificulties 
included the downturn in the econorn~~, and the loss of assistance fro ofice \$-hen if \\as 
forced to close. There was no integrated follow-on activity. and some returnees claime 
felt abandoned andior deceived by the project. Some Trainees could not fan 
0th: T could not find emplo5ment in their fieids of training. 

During inten-ie\vs with earlj returnees, who returned during the crisis. many sai 
unemployed for some time after returning to Panama. They also forgot much of %Ie;leir aaining and 
English skills because they were unemployed and not utilizing their trainin 
find work did so in the capital, although some had been trained in areas t 
the development needs of the interior (e.g..  forest^?;. agro-industy, mining). 
when the CAPSJPanama office reopened in 1990. A new coordinator was h 

oved w: of the USaAJD mission and given more autctno in nsnning b the pragram, L 



Box 2.2 The GAPS/ 
Post-Crisis Training 

mama office rrefapened in 
I990 under the direciion oi"a nem count? 
cc~cuiadinatar. At the time. some students 
were returning from the U.S. with 

egrees, while others uere k i n g  szlected 
ior long- and short-dc~7a~ training. The 

-tern Trainees was 
not !caw for the 

h',S. until August 1990. The last 
nurned to Panama at the end of 
staff 2% orked hard to re- 

establish contact with n raq  o f  those who 
\\ere xvithout direct assistance during the 
crisis. Ht is impodant to note th&t elen 
rhoug;;, the Ls.S. staff re-tlsponsiblc fix the 
program couid nor rern~in in Panama. 
there 1% ere Panamanian sraff stiii 
3peratiting out of the Embassy in the 
Dsveloprnent Office. They were not 
USAID. but filled the same function in 
that the! sewed as a contact during this 
h e .  Though the? could not have direct 
conrart with, returnees. the! coulld have 
indirect contact with them through 
rnc'lings and telephone communication, 
and the staff did their very best ro 
maintain such contact undsr difficult 
conditions (see 

Foilmv-on activi~ies \?;lieh Trainees in the 
pre-crisis poputation %\ere minimal. In 
1990, the coordinator implemented s 
comprehensive F d  kcw -on program. The 

s program included a 
e pre-orientation process 

and a more active role ror the Follow-on 
Coordinator. 'This included: 

"Training creales a nrot8vafion in a wruy hut f 
feel like doing things that they rrritse~i~se 
u*ouldn't t m e  dam. One thing that O 
is that rhey get jobs when they ger 
Ihnl they H Q ~ P I ~  not hme gotten f 
to she Chir;r?r,si@ of Panama. They gel joh 
iieccaus~ the? (1) OW Ezdish and (2) #hq+ know 
comy?ufers. 

Haring sfudied under CAPS (lijdq) is a ticket $0 
a goodjob For exampIe, we placed sne ,sfudenr 

pare company 64 TOPS). Lasz 
y2ar I sen1 the resumes ofser~er~l enginoneer~ 68 
their Ruman jpescztrce manaSIger. She WS.Y veyv 
hugpl.~the one studenr she had M-GS 'wq. goo 
Shs said Yleasse send me same more. ' T;Saere are 
nusa shree CAFS S~Z{&MPJ' M ' o ~ ~ I H ~ ~ D z "  tr"lem. 

con~u~er5:~aC~icuI~~s~aI 

bunch of new hds corning k?' 



4 leadership paining workshops; re-entv seminut-s on eqdoyrnenr orlentation, restme 
~.riring, cooperative management. businrss nzunagernent, and continuing educafion 
co unse Ling. 

Project orientation in 1990 changed from emphasizing poiirical diversity in the Trainee populaiion tau 
emphasizing the selection of socio-econornically disadvantaged students. Careful selection 
standards were upheld and this, combined with political stability and extensive ~n-countr?;; training 
improved the overs!] performance of the project. The coordinator had the advantage of being 
invohed in the selection and monitoring of the students from their initial selection through follow- 
on. 

In summar?., careful selection. monr~xing. and marketing activities create a successfui emploj 
situation for returnees arriving in-country between 1990-93. 

n-Campus Program Administration 

Ceorgetovrm LTni\.ersity provided the administrathe and student support, as well as monitoring. 
activities, for Trainees while in the United States. GU projecjstct officers were invohed in the 
predeparture orientation sessions and maintained contact kvit-h afl she Trainees during ?heir studies. 
Each Trainee was assigned a GU project officer, v, ho war responsible for cuniculum monitoring, 
student advising, and general problem-solving. 

Students were given credit for as man) college courses (at ahe U.S. tornrnuni~ colleges or later. ar 
Panama Canal College) as they were able to complete before entering their L.S. universit>" 
programs, so the length of study necessary to complete a degree varied. Some students were able to 
finish their degrees w in less than four years, while others took up to five years to co 
degrees. Traintes were gik en as much support as they needed in order to finish xh 
program officers were charged with keeping students on track. This \**as done through counselin@ c$ 
students, monitoring of degree credits, and advising on schedules. Tne praailing anitude was that 
students should receive a good impression of their host  count^. and that this impression be carried 
back to Panama to be shared ~vith zheir social, political. and economic net%torks. 

Students could call program officers for ad\ ice, and detailed records were kept of all 
communications. This aIlo\ved program officers to delelop a good undersmnding o f t  
and the problems the> faced. 

Students were placed in universities t?] themselves or in groups. Key info ants repm aha  irstitnderbts 
who trained in groups Lvere more successful overall in completing t eir degree re-eyeaisemenrs .L\, it 
reasonable time (four >?ears) than those \;ib were alone 31 their ernit ersity. 

The overall effecriveness of 1998-93 student support activities was superior to that faced by stude~ats 
in the first goup. and some\\ hat better than :hat for those selected beween E 9 



The majority of students felt preparedivery prepared for their L1.S. training esperience ( ~ ~ C " / C J ~ .  
However. some 39 percent responded that they were only someshat prepared or not prepared 4br the 
training experience. 

Some of the students who returned at the ;ime of 
the crisis felt "abandoned" or ""deceived." Of that rhey were unpreparedfor 
those Trainees who felt unprepared, most were 
Eong-term Trainees (86%). Of all Trainees who 
expressed that they were unprepared for training 
( 1  I 0), the majority of these (70%) were from the 
1985-86 year class. This reflects a shift in the 
level of preparedness of students by year. with those in all subsequent years responding thak the>- fell 

significantly better prepared for their C.S. experience than the first group. 

The number of short-term Trainees who expressed that they were not prepared represented 14 
percent of the total sample population. These 13 percent consist of only 23 percent of short-term 
Trainees and 43 percent of the long-term Trainees. This is a furrther indication that Trainee 
preparedness went up significantly after the 1985-86 selection. 

The expectations of training were generail! positive, with short-term Trainees more likely ro resparad 
that the training \\as better than expected (7-t0,b) compared to 53 percent for long-term Trainees. 

Significant differences in pre-training 
satisfaction exist between short- and 
long-term Trainees (see Table 2.2). 
Short-term Trainees tvere more 
satisfied with all aspects of pre- 
depafiure training than were long-term 
Trainees. 

The greatest differences in satisfaction 
between short- and long-term training 
occurred in Folloxv-on (26?io). applic- 
ability of training to work and com- 
munity f30%), and applicabilitv of 
training to Panama (3 1%). Since these 
components are the most relevant to 
the developmental dimensions of 
training. the? are critical areas for 
improvement in predeparture training. 

Table 2.2 Satisfaction with Predeparture Twining 
{Percentages] 

Short-term bong-te 
(n=aj$) {n=22l) 

Infomatton or, Program Objedives 

Infomatton on Program Content 

Program AcZnvsP~es 

Foldow-on Program in Panama 

Appltcatiron of Traanmg to MloMCom 

Infomation on USA[ D Poircles 

Benefits of twng rn ,&nothe: Cu13u:e 

Applrcab~lity of Trarnmg to Panama 

Source CAPSiPanama Survey. 19% 

d short-term Trainees gave a 10% rating to the utility of info 
po!icies and regulations. This is not surprising since t ere \%as initial]) hnle emp 

placed on communicating this infomation to Trainees. There 
effectively link specific training and development activities v.i 



.S. T ING . TISFAGTIO 

Ninety-three percent oiTrainees were satisfied that the training was at least as good as thley 
expected. Only 19 rated their training as worse than expected. 

Eighty-five percent of all Trainees reported satisfaction with their U.S. training. Short-tern Trainees 
were more likely than long-term Trainees to state that they were "very satisfied"' ((62% compared to 
34%). However, among long-term Trainees, those who entered the program irk FY 1987 or later 
were significantly mare satisfied with the experience (93%) than those who began in FY 1985 or Fh' 
1986. 

When asked to compare the training received with their expectations, short-term Trainees were 
significantly more likely to report satisfaction. This finding is linked to the dissatisfaction expressed 
by the long-term returnees from the first tu-o years. Of the 16 returnees ( 1  5 long-term, P short-term) 
who indicated their training was worse than expected. 13 (8 1 %) were longterm Trainees from 
1985-86. 

LEDGE OF THE UNITED STATES 

One training objective is to provide Trainees \/\ ith 
an understanding of democratic institutions and 
U.S. culture. The sun-eq assessed the depth of 
ho\vledge Trainees developed of the United 
States through training. Trainees kvere asked u hat 

Long-term training provides ntore 
opportunit-ies f o participa f e in 
"Experience America'' activiries. 
Such activities e nce rhe capzcqy 
of Trainees to act as c 
and leaders. 

epes  of acti.rsities the! participated in, as \\ell as the knowledge t h e  gained about various cultural 
institutions in the United States. It  is hoped that the --Experience America" training component  ill 
support their activities as "change agents" and leaders once tlhq return to their home countries. In 
fact. leadership skill development was a component of training at all s f  the participating U S .  
institutions. 

There are distinct differences befiveen the short- and long-term training experience (see Table 2.3 1. 
This is reflected in the Io\\er degree of participation experienced b> shaab-tern Trainees in all 
aspects, except for "contact with professionals in the field of training."' 

Long-term training provides more opporpunitie* for Trainees to partici te in Experience America 
activities. Such activities enhance the capacit) of Trainees to act as " nge agents" and leaders. 
Short-term Trainees pahticipated least in visits with U.S. families. communi~ acctivities, meetings 
with civic leaders. contact uith the private sector, and voiuntary acth laies. Table 2.3 shorvs t 
short-term Trainees were significantly less likely to report frequent experiences with these ipaogaama 
components. 

Liking in the U S .  provided an oppo~ltunit> for t 541D DO change the Trainees' ~sorldvie~v. In 
Panama. such a change was crucial for bat rqiect (training for pc) Btical dia ersir-e, and 

e socio-economicalt>" disadvaniagedb. The C.S. trai ing e'iperience creates the 
necessaq perspecria e to create "c a n w  - agents"' t?ut o f  Trainees. The a \ amage - of rraining in 



Table 2.3 Duration of Training and the U.S. Experience (Percentages) 

Never Sometimes Frequently 
Activity ST LT ST LT ST LT 

Visit U.S. Family 

Meet With Civic Leaders 

Contact with Private Sector 

Community Parlic~pation 

Cultural Events 

Attend Church 

Recreational Activities 

U. S. travel 

University Activities 

Voluntary Activities 

Contact With Working Professionals 

Source CAPSlPanama Survey. 1994 (Short-term n=63-65. Long-term n=214-216) 

United States is reported through a variety of responses to the question: "What did you like best 
about your experience in the United States?" 

r The most notable response to living in the Cjzited States was thar the educationaf system and 
academic preparation usas outstanding. as were the educationalfacilities. 

The opportunity to Iearn the American 
"system" and American culture was 
noted by students. Meeting people from 
different cultures and countries was also 
important. as was the opportunity 
provided for professional development. 
Other important factors were exposure 
to an environment of democracy, 
sharing and experiencing the advanced 
technology, and organization of small 
and medium companies. Learning 
teaching methods and English were also 
important issues. 

Finally, the social (ambassadorial) 
aspects of training were important, 
particularly making friends with U.S. 
citizens, staying with U.S. families. 
pa-ticipating in community activities. 
and sharing the Panamanian culture and 
language with others. 

Box 2.3 What diid you like best about your 
experience in the United States? 

Outstanding academic system and educational 
facilities 

Learning the American systern/culture 

Meeting people of drfferent cultu~es/hm?ing ca 
cross-cultural experience 

Learning a new language 

Combination of studies with practice 

Sharing Panamanian culture and lattguage with 
others 

Professionai p w t h  

Opportunity to participate widzfamiiies 

Opportunity to participate in volunteer 
communir,, activities 

The independence oflked by a democratic 
environment 



Fhar did jjou like leust about your experiences in the C.S. ? 

Beyond the usual problems of climate and food. the problems encountered by Trainees in their 
studies are often reflective of the problems shared by wider socieq. The most  common!^ cited 
negative aspects of training were: 

Racism. About one-fifih (1  9%) noted problems with racism. These problems were obsened as 
a general condition of society, although in some cases students experienced direct racnal 
prejudice. This was seen as most severe when students were training in English as a grrsu 
the 1985-86 class). It was less significant when Trainees were integrated with a wider student 
population. 

This was significantly more prevalent for long-term returnees (22.5%) than for short-term 
Trainees (6.3%). This is dile to the greater probability that long-term Trainees will experience a 
racial incident since they are in the United States for a greater length of time. 

Other problems reported include issues of contact with Americans and American families. general 
program administration, and academic preparation and practice. Lack of contact with host families 
was generally mentioned by short-term Trainees as the aspeclt they liked least about their L.S. 
experience. Homestays were arranged for almost a11 of the long-tern students. Those Trainees on 
shorter training programs and some of those in long-term programs did not hake a host family 
experience. 

From the open-ended comments on the Returnee Questionnaire, it appears that proxiding a host 
family experience is an effec:ive way to buffer the potential cliscrimination and feelings of  crlliturk: 
shock experienced by students. 

Contact with -4merican families is also the most effective way to learn the culture of the tTnilie$ 
States. Understanding American values and social relationships allowed Trainees to absorb the work 
ethic and approach to problem solving that is typical of the American household. This translates into 

Box 2.4 Issues of Contact With Arnen'cans/Arnerican Families 

t "We did not have a chance to relate with man). Arnericanfumilies. I ,  

P' "Xot being able to work with North American students. 9 9  

"Too much contact with Latins. I believed the objective was to learn Engl'ishf~sfer?'' 

"I suggest that when placing the students, he be placed with an American, so rhe srtzngu51g~ 
can be practiced. " 

"Not being able lo live with American families. " 

"The lack of comrnunicntinn with American families, which coztld of been of some ,kip 
I .  during my stay in the States. 

* "I believe that we should have lived wirh Americans, since living wifk our felloar. 
I Panamanians, the Americans discrininated against us. 



a more independent attitude upon return. It also creates a different view of social relationships 
between individuals. particularly for female Trainees. Having contact with working American 
women gives them models upon which they reorient their own perspectives on employment, farnil>. 
and leadership. 

The greater length of time spent by long-term Trainees in the United States also gives them an 
advantage by increasing their exposure to various U.S. institutions and leadership experiences. 
Table 2.4 indicates that short-term Trainees learned significantly less in all of the categories than did 
long-term Trainees. 

Table 2.4 Knowledge Gained of US. Institutions and Cultural Activities for Short-term (ST) and 
Long-term (LT) Trainees 

lnstitutionl 
Cultural Activity 

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

Nothing A tot/ 
Very Little Some Very Much 

ST LT ST LT ST LT 

The U S Family 

The Role of Women 

The Varfety of Peoples and Cultures 

Democra!~~ lnstitut~ons 

The Democratc Process in Daily Life 

A Free Press 

Voiunteerisrn 

Examples of Leadership 

Source CAPSlPanarna Survey. 1994 (Long-term. n=214-216, Short-term: n=6365p 

Both short-term and long-term returnees felt they had gained knowledge of the variety of peoples 
and cultures in the United States. Long-term returnees learned significantfy more about all other 
categories than short-term. For the category -'nothingJvery little", the differences between long-term 
and short-term returnees are greatest for democratic institutions (21% versus 5%). volunteerism 
(25% versus 9%), and a free press (2 1 % versus 7%). 

I. institutional and cultural knowledge gained by long-term returnees was greatest in fhe areas of 
the U S .  family (90%). the variety ofpeoples and cultures (87%), and the role of women (231%). 

The role of women in U.S. society was cited by key women informants as having a significant 
impact on their world-view. The noted success of women returnees. as indicated by their ekvated 
incomes and assumption of leadership roles, demonstrates that CAPS training has effectively 
improved their status in comparison to the genera1 population. 

Institutional and cultural knowledge gained by short-term returnees was greatest in 
the variev of peoples and cultures (72%), the US. farnib (68%). and the democratic process 
(67%). 



Short-term returnees are getting a "snapshot" of U.S. institutions but still manage to learn a great 
deal from their very in+ense training. Even though not as comprehensive as a long-term training 
experience. this can be very important in their future success as "change agents" in their countr).. 

SUMMARY AYD CONCLUSIONS 

The CAPSPanama project was modified and improved through time from its inception in I985 to 
project termination in 1994. Despite difficulties in the selection process among the first group. and 
despite the major trauma of the 1988-89 political crisis, overall administration and training in the 
program was outstanding. This was primarily due to two factors: (1 1 the ability of program 
administrators and CAPS Mission personnel to adapt the project to changing and sometimes difficult 
circumstances: and (2) the drive and resilience of the CAPS returnees in completing their training 
and returning to apply it in Panama. 

Training effectiveness was significantly improved by the initiation of the Panama Canal College 
program and by activities of the in-country staff in finding employment and providing support to 
returnees. The language training received by students at Panama Canal College cannot be compared 
to the training received by those in the more recent ESL program. The day-to day interaction and 
English language immersion possible in the culturai setting of the United States is the most effective 
method for learning English. Overall satisfaction with training was high and training resulted in 
significant development impacts ilpon return, which is the topic of Chapter Three. 





ENT IMPACTS- 
EES AS "CHANGE AGE 

THE "'CHANGE AGENT" CONCEPT 

The original intent of the CAPSPmama Pr~ject 
was not specifically rc create individuals who 
were capable of effecting posjtive change 
(sustainable development) in their home 
country. Leadership. however. was an issue in 
the selection process. Thus, the "chznge agent'" 
concept is considered valid for determining the 
overall impact of the project on sustainable 
development within Panama. From 1985 to 
1988, the Project was designed to achieve some 

"Change Agents". . .  individual.^ who 
have the capaciq and motivation lo 
initiate, or efectively suppcrt, sustainable 
development rhrough their action-s or by 
their inJuence on the actions ofothers. 

degree of technical/professional competence in a politically agd regionally diverse group of 
Panamanian youth and potentiai leaders. From 1990 to 1994, the emphasis shidied to providing 
training to select socio-economically disadvantaged but academically superior individuals. 

m Training which links technical/acadernir skills trz an inte rnat iorral experience, corn bi,ned wirh 
7 9  

Ieadersbip development, series to foster "change agents. 

Without diminishing the importance of technical knowledse, USAHD planners have come to 
recognize that participant training must address "the broad range of experience. attitude, and 
understanding of ecortomic and political institutions that conltribute to development" (draft language 
for the revised USAID Handbook I0 on Participant Training). Technical skills are essential, but 
participants must also develop skills in the broad area of "leadership." No simple recipe exists for 
determining how those skills are converted to action. However. the god of supporting Trainees as 
"change agents" implies that they should have the capacity and moti.tlatition to effect sustainable 
development. Further. Trainees \vhdp are employed must apply their training. The application of 
training is a minimal condition for shviving that Trainees use the workplace for reaching beyan 
their individual actions to teach and influence others. 

EMPLOYMENT OF CAPS RETLIR 

To be a "'change agent," it is necessary to be employed. preferabl;) in the area of training. The CAPS 
returnees have been very successful in gaining employment. with most employed in their areas of 
training. 

* Presently, 8'percenr of long-ferm and 75 percent ofshorr-term rerzrrnaes are 
CAPS paining, 70 percent ofshorr-rerm rerrrrnees and on& 37percenr qfilstlg-term reiaprrirees 
were employed. 

Shorb-tern Trainees return to their former jobs ~ i t h  an improve 
are employed as English teachers or general educators. Their shoa-tern training n a s  designed to 



enhance their ongoing u o r k  activities. not to increase their level of emploqment. The gala2 in 
employment for long-term returnees is 50 percent. There are no significant differences in general 
employment by region. However, 89 percent of men were employed compared to 77 percent of 
women. Key respondents noted that most unemployed women are married or living wit 

parents, filling a domestic role in the household cconomy. 

Some 80 percent q/ short-term and 64 percent of long-zerm returnees arc e o p d  in their areas 

The lower percentage of h g -  Table 3.1 Sector of Employment: CAPSlPanama [Percen 
t e n  returnees employed in 
their area 0-ftraining indicates Long- $hoe- 

trvm tern Male Female Total 
that there is greater competi- . - 
tion in th2 specialized areas in Publrc Sector Ernsloyee 7 i 0 560 380 239 20 6 

which they are employed. For Private Sedor Employee SII 3 275 493 413  46 P 

example, there is a greater Seffemployed 2 1 0 0 2 D 3 d 1 6  

need for trained English Private Sector Employer 5 8 3 9 4 0 7 6 5 7 

teachers in Panama than thew N G O  Employee 6 3 2 0 4 7 6 5 5 3 
is for engineers, who are 

AutonomouslOther 22 5 156 2 2 ?  9 6 28 6 
trained at the local national 
univers i~ .  Again, no Source Pahama Returnee Seiney 1994 n=24" 

differences were apparent in 
this variabie by region or 
gender. However, many of those employed in the urban se ing represent rural migrants. Once 
employed, returnees have the opportunity to act as "change agents." Table 3.1 sfiaz\s in whit 
sectors Trainees are currently eraplayed. 

DETERMINING "CHANGE AGE T" STATUS; FIVE I 

Five indicators have been de\.eloped to analyze 
\n hether CAPS Trainees can be classified 
"change agents." Thesz are described b e h  and 
summarized in Box 3.1. 

First, Trainees who are employed must appb- 
their n-aining. The application of training is a 
minimal condition for showing t at Trainees use 
the workplace h r  reaching beyond their 
individual actions to teach and influence others. 
Research has shown, however. that motivated 
Trainees who receive excellent training may still 
have little impact beyond their okvn personal 
actions if elements in the workplace obstruct 

i'l es. their efforts lo introduce positive cha 2 

The fc,llowing elements. when combined, 
indicate "'change agent" status: 



emplo~ers or e-whihited in changed employment conditions. This is  reResre 
responsibilities. increased salary and!or promotions. T ese are de facm sta 
employers that the Trainees are valuable human resources. 

Third. Trainees must acti~ely share their training with orhers, the "rn riplier effect."' 
share their training fo d l y  and infomalily. with co-workers ~r>r hers, and build w 
within the country and with the United States. 

Fourth, Trainees must possess and use enhanced leadership ssk Is both at work 
communities. Ideally, Trainees'actions must g~ kejvnd the hes to promot 
others in identifying and resolving problems. 

Finally, Trainees' stated aaitudes must suggest a catnmirmenl to itriliabiflg cZaatt#ge and ran t 

to~~urds~future astivitles. 

+ Indicator 1 : Is Training Applied in the 

Yes, for the most part, 

The Trainees- use of trainins reported here Tabk 3.2 Use of Training in t 
is based on their own assessment of (Percenbages) 

workplace. The npp?icafion q f rrainitzg in 
S hoe-tern the svorkpluce is an indicarisn that [raining Long-tern Totail 

skid?s march w d l  wtrh needed work very ~ m l ~  33 J 33 o 33 7 

opportsmities (see Table 3 -2). nitusn 32 3 38 2 37 a 
Some 15 1 20 4( 39 5 

For example. the application of computer Very LnMe 5 7 3 6 4 4 

English skills is an important benefia to Not At A91 9 4 4 1 5 2 

all long-term returnees that is not generally 
included in the curriculum of those peers Sousse CAP,PiPanama Re?r;rnee S u m y  19% a=252 

who trained in the same areas in.-countq. 
Even though there is good technical training and business training at the local etni~ers-sities in 
Panama, students do not come out bilingual, r , ~  :- are they roficient at computers. Corn - 
is only provided to those students who major En computer science, The U n i v e r s i ~  of Panama 
not tea& computers to individuals ucho are not computer majors. Tc lter %raining, the? 
must go to a special school (unlike CAPS students, zr 
education). Also, the integration of their training wit ows t h m  to be rnore effective 



Short-tem returnees are faced trvith a more 
speciaiizee? cuniculum that must be adapted 
under more limited circumstances to working 
conditions. For example, one returnee 
remarked that s e was unable to app1y the 
special educational training receive 
the school where she worked had neither the 
facilities nor the interest ta allow her to do sa. 
Althcugh a jack of training application is the 
exception this example points out the 
impo~~ance of matching individual training 
with the institutional culture in ivhich the {raining is to 

ace is just as important bi?r if "change agent 
c a p a c i ~  to effect change. Limitations to oppoflunit>* ca 
effect in rile \vorkplace or in uider institutional contests. 

This suggests that the selection of fields a stud> is ~ppropnato and tha 
jobs relared to their fields of study is successful, The fewer number of' 
in their area of traini there is more co 
they are emplo>,ed. in one's field of trainiat<_e Is critic 
professional skills, and those forced to ta e jobs outside their areas of 
effective as "change agents" and as leaders. 



'Technical jobs r e  particularly concentrated in the urban centers. A major source dfjo 
rke banking communitj .  ny students are employe ee sector in these;: 
glish teachers are also so 

greatest educational need is in the area ilirzgual math and sl: 

s Increase? 

- t  e .i percenr o J i i ~ ~ ? g - f e ~ ' ~ ~ ~ l  reism~es 
le 3.3 Improwemenb in Job Sibtaa~on 

(Percentages Responding '"yesm"f 



decision-makers. Other associated giiins inciude promotioris and income. Cirien n c d?c"~;7sgc,nr~catrJ 

in jobs for rural employees, ist would be expected t at returnees of sura origir, ivcwcpld r;"x 
a greater shift in incorne than would returnees from the urban conidor. 

Another notable difference in income comes from contrasting shofl-tern an 
Short-term returnees would not be expected to repm as much of an income 
since they are not receiving a university or A,4 degree in a recognized fie 
training skills in already established jobs. Training re sel~ts an incr~as 
change, nos necessarily an increase in actual income. re is  same increa 
significantly less than that experienced bj long-tern returnees. 

* Some 92 percent of long-term relurnees veprrad it;~lcrewseJ income,, ca 
shour-term rerurnees. 

The increase in income is attributed to training by 91 percent s f  lorag-tern1 res;romees, bult on 
percent of short-term returnees. 

Another indicator of training impacts is promotion be predicted 10 be a rarer event 
than increased responsibility and income. In she br a r i le~ of areas of training offere 
term returnees. greater opportunities te advance in parent. In Engli 
and general education (mostly short-term training), ptesent shemselg es t.e~ 
advance in the workplace. The major promotion for long-te:m returnees is in fact the shift in job 
status, w i ~ h  many of those previous!> unernpIo>ed no% 

Transition in Job Stat 



There are numerous examples of dramalit 
transitions in job status. These transitions 
coufd not have been accomplished without the 
training provided by the Project. Ifthase who 
were nat employed before training (58 
of long-term Trainees) are excluded from the 
calculation, the shift is still dramatic: some 4 I 

ercent of long-term Trainees who were 
mployed prior to training had high status 

jobs. After training, El 

Afier trair,Ing. the number of those 
unemployed dropped 1s 15 percent, most of 
these women in domestic roles. So only five 
percent of those em loyed afier training 
actually reported w king in low-status jobs, whi e the remaining 

r traintng, in ctlrmparh~~? w 
4 2 percenr heJf"ure lrail.titlg This represent an afier-training increase in actual e 
percent. With the exception of the gender 
significant differences in emplojment status b3 rural 'urban or 
short-term returnees were primarily emplojed as teachers, w considered marginal 1) 
high status because of their Iswer income in co ch as engineering or 
business administration. Income transition is a 
returnees with the resources and social starus fo act as *'c 

lncorne Transition mong Returnees 

Returnees were asked to report on ahsir incomes befare and afier training. it is assumed! that a 
transition in their relative income %\as at least parti! atari 
the CAPS'Panama Project. The transition in in 
returnees, and for mate and female rerumees in 

It can be seen from Tables 3.4 and 3.5 $hat there is a significant diEere e before and afesg. 
training for long-term and short-te returnees. This income s is greater for long-term 
sf~ort-term returnees. Before train nces m earned income 
short-term and long-term returnees. Some 59 percent of long-term retu es 1s ere unsmpl 
another 23 percent earned less than $200 per mo of shofi-tern 8etumec-j; 
were unemplo~.ed, 1 8 percent earned Iess rhan S benqb esn 92fji] 
and $400. 



Table 3-4 Income of LONG-TERM Trainees by Gender (Percenva 
-- ".-"-----.- - ------ 

Before Training 
Fe,male Male Total 

Not Employed 6 4 7  56 5 59 3 7 3 15 3 5 

$1,000 or More - 3 0 2 0 20 3 37 4 3; 5 

Source CAPSlPanama Returnee Suruey 1994 

Both men and women are doing significantly berm in relatiye inc 
to before (see Tables 3.3 and 3.5). After training, 78 percent ofb  and women eame 
between $400 and S 1000, compared with only 13 percent ~ictrnen in ahis bracket 
before training. At the lower end of the income scale (% 1 -S399 j, 
than women (34% versus 19,b) .  In the unernpt ed bracket. ther 
compared to 1.59b). Howecer, fiw percent of 
domestic roles. Approximately twice the percentage of men (3 7 
highest income backer. However, some 68 percent of wornen a 
training, compared to 43 percent of men. 

Shovr-ierm rtrurnees, although nor adranci 
imprcrvemenr it? imome due fo Paining (se 
returnees earned between $400 and $999. 
bracket before training. However. nearly 13 perc 
$1.999 range after training. \\Me o n l ~  hvo percenr v.ere in this sang 
drop in unemployment for the short-term sample was 13 percent. from 22 to 9 percent. Onl) nine 

Tabte 3.5 Income of SHORT-TERM Trainees by Gender [Percenbges 



The difference in reported income bemeen rural and urban return s i s  also significant. Otter 
percent of urban returnees are found in the top income brackets, iie over 7 1 percent of maal 
returnees are found in the top brackets 1$40&51,999). On the ather end, urban re ees account for 

percent of the lower income bracket 
percent ~ r ,  this range. This is a reflection of 
interior provinces. Even though higher inccr 
these areas is also higher than in the interior. Because 
rural and urban returnees is similar. Wouever, a 
urban returnees at the upper end of the inco 
could result in those returnees with the greater ero 
as "change agents"' and leaders than those in losw s 

Workplace impact, eturnee Responsibilities and the E 

The employer survey svas conducted to provide info 
CAPS returnees in the workplace. With certain Sinliaations 
what a rron-random population of39 employers find 
returnees in their places of uork. The responses are not grou 
population that responded ivas non-random and the responses r 
returnee as empfoyee \%as not identified. 

Trainees worked for surveyed employers from four months xs sen >ea s ranged from English 
teacher to bank manager, with the ave1.?ze - length of time i sition at 23 mcmt 

Box 3.2 Limitations to t 



of returnees worked approximately 20 to 40 months for their current employers. 
O\.erar"l, the responsesfi.om the questionnaires portmy a situaticn of highly positive impact in the 
zjwkplace by CAPS returnees. Notable outcomes and observations include innovation, high 
initiative. excellent professional preparation, and a willi_ngness to disseminate knowledge to others. 

For example, in response to the question: "What has been the impact of this (CAPS) employee for 
your organization?." 80 percent specifically responded that they did excellent work andor were 
reLvponsible and dedicated employees. Other responses included '"ood resource for company and 
fellow workers," "positive impact in workplace," and "promotes change in the workplace."' Those 
returners in supervisory roles were praised for having "improved the efficiency and reliability of 
company operations," "provided effective supervision," brought in "new ideas" and "leadership 
qualities.'' The impact on other employees was particularly important, even for those who were not 
in supervisory roles. 

.O Indicator 3: Sharing Training with Others 

Sharing training with co-workers is key to 
the dissemination of "change agent" 
impact beyond self and family. 
Information from the sharing of training 
was collected from the employer survey, 
the returnee questionnaires, and other 
qualitative data sources. 

* Some 45 percent of en?plo~qers noted 
that returnees shared their knowledge 
with others in the rsorkplace. 

Overall, the summed responses_fi.um re fumed 
quesiionnaires portray a situation of highly 
positive impact in the ~?orkplace by C4PS 
returnees. Xotable outcomes and obset3,ations 
include workplace innovation, high irairiutive, 
excellen f pro fessionai preparation, and a 
wilhgness to disseminate howledge to 
others. 

Some 93 percent of long-term and 9" pen m t  of short-term refurnees responded that the). shared 
their training ~qith orhers. 

Sharing of training occurs among family members. co-workers. and others within the social and 
economic sphere of returnees (see Table 3.6). The dissemination of knowledge to others is a critical 
component of "change agent" a c t i v i ~ .  
One of the ways to sustain development is 
to engage in the transmission of knokvledge 
to others. As new information is utilized 
and disseminated in the workplace, it 
becomes, in effect. part of the culture of 
doing business and is the basis for 
productive innovation. The following 
selection of obse~vaaions on the impact of 
CAPS returnees in the workplace indicates 
that some have effected a shift in the 
'-culture of doing business:" 

Table 3.6 Multiplier Effect: Trainee Contacts with 
Co-workers (Percentages) 

No of Contacts Lmg-term Short-te Total 

1-9 29 8 18 5 25 3 

10 - 24 34 4 26 3 32 9 

25 - 49 10 7 21 1 12 9 

50 - 99 13 7 23 7 15 9 

100- 199 6 9 2 6 5 9 

200 - 499 2 3 33 2 4 T 

500andabove 2 3 2 6 .. - 
&! 3 



b "brings neHi ideas, acts as an English language link to ithe outside" 

"makes good recommendations" 

b "has improved coherence ofprogram operarions " 

'promotes changes in the workplace" 

b "good problem solver" 

"serves us an example for others" 

"re~ommendations are acted upon" 

"resence reinforces the need for more technicalb. trained rvorkers in this area'' 

informal Sharing 

P InforrnalIy, some 90percent o f  the returnees L?ja3128;;1 shared trainitlg with co-workers and 
colleagues. 

Informal sharing consisted of talking about the training as an overall experience and discussing 
specific applications of training or "how things are done over there."' One returnee in erzgineering 
was utilized as a resource by his co-workers and company to interpret and translate the latest 
technological information into a form useful to the company. and to summarize -'what"s new" in the 
field from English publications. 

I Sharing of Training 

About 59 percent of aII returnees shared their training fo~mallj* with at least one other coik 
or co-worker. 

The formal sharing of training occurs when Trainees teach courses or make presentations in 
seminars. workshops, or conferences. In all. the percentage of CAPS Trainees who formaily shared 
their training with others varied little regardless of the length of training (57% of short-te 
and 59% of long-term Trainees). Most short-term returnees noted that they shared infomation 
through teaching, especially English. Short-term Trainees shared their  raining with significantly 
more persons than long-ierm Trainees. Of the portion of Trainees who did share their training 55 
percent of long-term and 40 percent sf short-term Trainees addressed five to 19 persons, and 4 
percent of !ong-term and 60 percent of short-term returnees formally shared infomation with 20 to 
I00 others. 

A comparison of formal and informal sharing suggests that Trainees do well in passing on 
information about their training in informal settings. However, the program may not h a w  stressed 
returnees' roles as m~ltipliers sufficiently in more formal venues. The fact that over 30 percent of 
long-term + Trainees have not shared their training in a formal environment is especially noaa 
Most of these students received professional training in a broad range of C.S. academic insritutions. 
and that training would be expected to include skills and information that could be fruitfull\ shared 
with colleagues and co-workers. 



illingness to Hire C PS Trainees 

The above actions are indications of positive development impacts resulting from employing CAPS 
returnees. .if(C'.A PS returnees are indeed having such impacts ip? the workpiace. rl could he prestrmed 
that employers would view hiring more C.4P.S returnees as a positive action. A test of'this 
presumption is the question: "Would you hire other CAPS returnees if you had the opportunity to do 
so?'The resulting response to this question was: 

All but o m  qf the employers sunvyed indicated t h q  trozild hire other CAPS rcturmes $6 
had work m.ailoble. 

The one emploj,er who did not respond positive _a. to the above query indicated that "'we have lea 
evaluate each person in an individual manner." 

.4ii bzir three emplo?*ers made spec?fic positi~~e comments aboul dhe initiarive and exceflktnce o j  
CAPS Trahees. 

Over 59 percent of employers felt their GAPS employees exhibited the fo%towing c 
including personal initiative. academic preparation. anahtic skills, English language capacity, 
technical proficiency, innovativeness. adaptabifity. and dedicatiion to work. Others notedeflcienq-, 
sociabilir),, discipline, puncruali~., cooperativeness, indrpende~zct., and seriousness. All of e 
qualities speak of individuals who are highly responsible, are effectivdj influencing others, and are 
acting as "change agents" and leaders. 

Box 3.3 Employer Responses 

fn response to the question. "What is the impact of this (CAPS) employee on your 
organization?," oile employer responded: 

* "She is an eflcient. organizedperson. She gives a rouctn ofdisfincrion fo the orgamiration. 
has improved the archive qstem, and. .. provides good arrenrion to clients and co- ., workers. 

OR what distinguishes her from others: 

"Promptness, responsibk, good manners, willingness to MWX; in a ~ j o b ,  loy621, WQ- 
*. 

conjident in herselfwhich allows her to excei in the various fmcsions assignt?d ta her, 

Again, it should be noted that responses collectedfiom emplq;ers are 
hiwe been successfrrt ivr their occupatiorrai rafes. This is given wlidig 
neutral and not a single ncgariw comment 11.a~ eli~lledpom a q m  qf the 

The sharing of training is revealed in the sociat and infbmatfonal links that ees mainwin (see 
Table 3-71. Trainees demonstrate an active effort to maintain ties with the States. Hsng-~em 
Trainees are more likely to be ae t i~e  in severai sf these areas. such as read ssional j~urnals,  
.\ isits from C.S. friends, presentation of projects with other retu 



the United States. Developing and 
maintaining socidl, professional, 
and cultural links to the United 
States are emphasized in the 
Fol low-on program. 

or 4: Taking on 
Leadership Roles 

Selection for leadership capacity is 
one of the criteria used to identify 
prospective CAPS candidates. 
Leadership training is an important 
component of the CAPS program. 
This capacity is built upon and 
cultivated through leadership 
activities and the "Experience 

Table 3.7 Trainees Mainbin Links fPercentages) 

-- 
Long- Shorl- 
tern tern 

Contacts with other returnees 86 $8 

Contacts w~th U S fnends 85 72 

Parttapates tn CAPS grolcrpslmeet~ngs 59 49 

Reads U.S -based journals 68 50 

Visits from U S friends 33 12 

Presentatron of projects t ~ i t h  other returnees 23 2 5 

Contact with U S trainrng ~nstitutron 311 29 

Cornrnerc~af relatons with U S. 2 1 9 

Works with Peace Corps volunteers J 5 

Source CAPSlPanarna Returnee Suwey 

America" component of the 
training program. Leadership outcomes are reflected in participation in community and civic 
activities and the promotion of developmental change. These are expressed in a variety of social and 
c ~ m x ~ i c  contexts, from families and associations to the wider sociev. 

Individuals are ident~yed as leaders if they 
contribute positiveLy to the motivation and Leaders.. .indiriduafs whose acticm~ 
resozrrces mailable to others. The resources serve ifo rnot i~~~fe others to action md 
thut a leader imparts to others include to increase !he resources @orb matesial 
ecovront ic resources and informations 1 or ifable to others 
social' resources. 

Economic resources include personal and fami!? income and increased profits from pradmctivi~ 
enhancement in the workplace or resource gathering for cornmuni~ projects. Info 
resources including a shared work: :w, advice, and shared responsibilie for the preducrs of this 
world view. Change is often an OL come of leadership activities. ~v i th  such activities resulting in aa 
increase in the amount of resources ~ontrolled by followers. 

For example, a Trainee might assume a leadership role in a family household by takin, o on the 
economic s u p p o ~  of the household. Technical leadership in a company irnpfies employing learned 
skills to improve the productivity of tbe overall industrial process. 

The "change agent" model does not hypothesize that all "change agents" explicitly be i 
their co-workers or friends as "leaders." although it assumes that they will take on certain aspects of 
leadership roies. "Leader" is therefore a subset of the category "change ag -" ~~1 all 
agents" are leaders, but all leaders are "change agents." For example. an i vidua[ may be hired 
a quality control officer in a manufacturing firm. and introduce procedures to improve product 
quality. This represents a "change agent." If that same indi~idual teaches qualie control ~rchniqucs 
to others. who then incorporate quality control techniques into their occupation 
acting C as leaders. In the first case indi~idual action creates change. Jn the seco 
amplified by the transmission of L-ii ledse to others (leadership). 



Trainee responses suggest thar iC-4 PS training has fostered high kekldershi~~ cupucip uc*rclrclru d 

survey population. 

Trainees were asked to rate how CAPS training contributed to their mastery of a series of sacid 
skills related to leadership roles, termed here the "Leadership Development Scale (LEPS)." 
responses ("strongly agree" and "agree") are presented in Table 3.8. 

Table 3.8 Leadership Development Scale (Percentages) 

Individual Characteristics Long-term (n=221) Short-term (n=66) Overaril (1n=287) 

Independence 95 
Self-confidence increased 96 

Ability to communicate with others improved 95 
Tolerate change better 92 

Risk-taking attitude developed 9 1 

Ability to speak in public improved 90 

Greater willingness to try new things 96 

Source CAPSiPanama Returnee Susey 

LDS responses indicate that Trainees feel they s 
have been well-prepared to act as leaders in their 
communities. Further, this preparation is LDS responses indicaite thus Traivrees 

potentiallq- applied in a wide variety of ways ( e g ,  
feel h i t  they have been ~bell-gre~?ared 
to act as leaders in their commu~i~ies.  

taking risks. speaking in pu5lic, tokrading change, 
or trying new things). 

Limitations to leadership actions stem from the particular conditions faced b> individuals in each 
country, as well as differences in individual motivation. The difference between long-term and 
short-term training is significant for only one factor of the LDS scale- independence. This is 
logical since short-term training does noc allow Trainees as much time to develop their independence 
away from family and community as long-term training does. Many Eong-tern Trainees note   ha^ 
grou-th in their sense of independence is a major change they experience rhroueh fia ing in she Uniaed 
Y C 

States. 

+ Indicator 5: Leadership and Motivation in DeveiZo 
committed to initiating change? 

Overall, some 85 percent ofreturnees report an improved leademh cap~c ig .  Q-S Q ~c3&f8 ofthe&- 
training, 82 percent are mare efleecti~e leaders in the comntztrziA. and assr@k~ce. dlnd 63 percenr 
are active in their communities to some degree. 

Both male and female Trainees feel that their overall leadership ca 
Effectiveness in the ~vorkplace and community f ~ l l o ~ s  a simiiar p sp~nse.;. H;& leae]s of - 
activity by both sexes are apparent. Short-term returnees are more l ikel~ to panicipate in 
cornmunit> activities than long-term returnees. and short-term ma e returnees are sienificar,xl> mpre 

b 



Table 3.9 Leadership Capacity and Performance ( 

i More effective as leader in j 
; improved leadership capacity commtenitylwo~pEace j Active in communiltqr ... .................... ....,.........................................................,...............................I...................I..*..............................~*...~~.......*.....~ 

76% 76% 743% 
Short-term i 

i Male = 80% Female = 73% i Male = 83% Female = 70% i Male = 86% Female = 68% ....................... 4 ....................................................................................................................................................................... 
88% 84% 57% 

Long-term i 
i Male = 89% Female = 88% j Male = 88% Female = 78% i Male = 57% female = 55% 

....................... 4. ...................................................................................................................................................................... 
85% 82% 61 % 

Overall i 
i Maie = 86% Female = 86% i Male = 87% Female = 75% i Mafe = 62% Female = 59% 

Source. CAPSiPariarna Returnee Survey. f 994 

likely to participate than short-term female returnees. Occupational demands ofier, made on 
term returnees prevent their participation at rhe same rates. Ke_r. inj~rmants ~orecS t h t j uhs  open 
leare them little time to engage in meaningfiid cornmuniy activities, and that this is parricerl~rb* 
intense in the urban areas of Colon m d  Panama City. Short-term returnees, s 
jobs teaching English or m education, do not have the same intense schedules 
business sector. They also are not paid as much. Table 3.9 re 
in three dimensions. 

However, some exceptions to the difficulty of discemins institutionat level impacts are ahea 
apparent among CAPS returnees. These impacts are evident in such fields as television, indigenous 
affairs, rural development. and legislative politics (see Case Studies). T e opponun i~  fer impact as 
certainly much greater when one's skills represent something unique and highly valued. The 
problem, from a development perspective. becomes creating jobs to Ifulfill the expecraaioaus an 
training of returnees. 

Leadership in the 

Some 83 percent of Trainees cited how they applied training in the workplace. &4ar,v swte 
leadership involved a variety s f  personal inferaction skills including urganiza 
orientation, management. and coordination of others. Typical responses i n d  

9 9 * 'Training others in my* job sife. 
" 9  * "Managing personnel quickly and taking precise decisions. 



ox 3.4 Case Study: Media Leadership by a CAPS Refume+Vaferia 

Valerio is a returnee working as a news reporter Ibr one of the major %elevisiion stations in 
Panama City. Valerie's success was a story that almost did not happen. 
man growing up in the province of David, he missed the first couple sf years ofscho 
because his parents, running a household with nine children. could not afford to sen 
school. A local educator convinced them t should attend school, and 
consented. His parents could not afford to im a new unifom, so Re o 
hmd one. It was two sizes too bi . so he used a rape as a belt to Rotd up his pants. Valerig, 
proved to be an outstanding student, and the rest of his education was financed by 
one scholarship after another. 

He gained national attention while competing in a speech contest in Pana 
the province of David. and being Guaymi, he surprised everqrone 
one university educator said to him: "N'e set up this confel~nce 
City to win and here comes a campesino from the provinces and beats ev 
replied: "It is not where you come from, but what ~ o u  have inside you that rnatxers."" 

While attending the University of Panama in Chiriqtni, Valerio ap 
CAPS scholarship. He attended a community college in Illinois where he majored in 
broadcasting. Valerio was an outstanding student and became involved in many civic 
activities, incluciitlrg the formation of a Panamanian cufrurali organization that made 
presentations on Panama to local student and civic groups. They became so popuilar hait x h q  
were even invited to make presentations in a neighbohing sltarte. 

After completing two years of technical training and ESL, Vaferio transfemed to Lamar 
University, where he completed his education v.ith honors. He continued his leadership 
activities by sewing as a lab assistant in the broadcasting department. 

Upon returning to Panama. Valerio planned to seek a jo 
USAID recoinmended him to a contact in television. W 
immediately offered a job. Valerio started out writing fo 
to writing and reading his o ~ m  stories on the air. Recen 
feature spot and is known for his stories on socia't probierns. such as barrios marginaies. His 
stories have been used a textbook examples for baining others both at t e station and rhe local 
university. 

Valerie's influence has been widespread. and people rely on him to coyer impomnt: issues in 
Panamanian socieq-issues ofiten ignored by  the leadership ro tes. Leadersla 
extend to his family. local communities. and the 
his eight brothers and sisters, and works at an addition 
mornings to hclg support them in their schosiing. Other n e w  joumalim come 
advice. and he gives speeches on achievement and broadcasting to elemenitst 
and university audiences. 

As the only Indian on tefevision in Panama. Valsrio serves as a symboli 1 leader. When he 
first went out on the street as a journalist. the reaction to him was seq  negative Pecouse he 

San. No!\-. thou$ his kvork and his impact on telz~ision, 
Iy refened to as '-Valerio's ChmneB." 



* '"I  can teach others with facilrty because c f m ~  thort7ugh kno wledze a d  experiences " '  

Thcse responses are consistent with those regarding "c anged expectations"" ifrQ 
even if Trainees had not thought about the concept of leadership or feading. they 
leadership capacity developed during their training in their activities. Another in 
leadership is found in the changed expectations of returnees. 

Changed Aspira tioars 

The changed expectations achieved tRr haw instilled in some stu 
succeed. This is expressed at the indiv naf level, or through leadership with an 
impact on the outer rings of the social-econsmi OTEL Either ef these cases can ~.esulr i 
significant changes (e.g., introducing new skills in the ~orkplace car utilizing n m  teaching 
techniques in the classroornj. The first is an i iviciual activity by the returnee involving 
professional growth within the cornmuni 9. second has a greater scope bccausz returnees lake a 
leadership role in the active transmission s f  kno\\ledge acquired rhrough training. 

Both of these cases represent potential avenues for change. In the first;, the in 
characterized as a "change agent.'- Initial impacts are: 

fnzmcdzate. They occur upon the Trainees' integration into an occupatiorna 
household. 

Focused. Results are concrete Qe.g.. an increased income. i pro-~\.ed family status. an 
occupational benefits). 

Easih. idenrrfled. The resulrs are measurable using the ir,di\ idualr' ex 

In the second case, it is more apt to characterize the indivi uaf as a leader-she most eTTectk.e firm 
of "change agent." Initial impacts at the leadershi 

Delayed. Sustainable impacts are seen onl? after some considera le time after rrainiwg, 
and rnanifkst themselves in the occupational or xxider societal commamniv of she returnee, 

SP. Impacts are seen in levels be>-and the indivi 
con hexi. 



* - I hese are generalizations on the nature of  "change agents"" a 
found in either catego?, The nature and direction of dhis im 
curnulatit7e effe APSlPanama leaders in their vari 
Leadership has ential to pemanently alter r 
It is rhus an ave sus~inable develo 
practically at1 training. However. to be rn 
essential component in a y project actit ity . 

As anticipated. the m a j o r i ~  of responses to 
professional capasit;). . The following exam 
resulting in increased professional capacity 

ond category of changes mentioned refer 80 direct activitaes undertaken. 
ow Iedge b) actively transmitring is ro others. Leadershi Impaas spread 

gmerations, thtls having a tast iq  impact 073 deheioying societies (see Bas 3.6). 



Box Leadership Ab; 

"'J rSmw a Bemr vbiow of (fie world because I am a leader and WI fa 
s o  

c/ll~trg&>, 

m u s e  / found oul ;hut an individual can give much ofhimrnYeF depending OM whd f 
socres;?, aronmd him expecfs. I I 

Lea 

Family impacts are basic to :he outcorns of training. trarnlng.9n other training settings, i 
recognized that training individuals ran provide social and ecsnomic benefits to 
family is the fkst level a?. which "change agenf' activkies occur. The folSo\sing 
in response ts the  question. " Has >OUT farnit1 IEfe c as a result of your training4?" 

There arc four notable response categories found kvithin t 
impacts. The major response aukside these cstegaltries 1% a noted increase ir, 
The four categories are: 

improving communication and uraders~nding within the family: 

* assuming ieadsrship soles within the family: 

providing ecomrnic support to the famil>-: an 

serving as an example to Family members. 





s this evidence of returnees* impact among their parental hou holds. there i s  eh iciea~ce that 
training is having an  infltrence an the offspring ~f returnees. tanmees hake been back iltrng 

ent7ugh to sart their own families. The implication is  that Trainees w on the bmader cultural 
experience the) gained in raising the new generation. 

Three students were unable to continue their farnil) roles because 1 ied during or after t 
CAPS training. One notable example completed both a Frschel s's and a master's degree in 
economics and accounting. We died in an accident a year and a half a er returning ts wmk for the 
national petroleum cornpan?. The coordir.satsr tells us how he had helped his family: 

The s u n q  atso measured the scope of activities Trainees anrrnpt in communiit leadership. Trainees 
~xho have stated the) are acti\,e are asked to report on hot\ many of a series of six concrexere 
activixies-attending rneenings, planning exents, direcring meetings or acnts ,  training carheas, acting 
as a spokesperson for a comrnunj? or organizaticn. and assuming formal leadership positiicrrrs-~hea 
regularly u~derrake. 

oning of direct leadership acti~it!. in tee conmmuni~ falfow the 
rnedstrrr., t' 3th C.4 S men ar,d \+omen are significant!> invohe in Beadership actiz ities. No data 
are available t r the general population, but it  Is predicted that the level s f  c o m m u n i ~  leadership 
activities for ,APS returnees t~ould be higher than that for the general pcpmlation, 

Differences in leadership ac t iv i~-  are ap arent when we compare the acth ities of ~efttrnee:~ b> 
ien, Those indi\ iduals \a ho are mss  c t i ~ e  in uommlani? afTai re often in the interior 
e traditional cornmunit> activities associared ~ v i t h  inrerior (nm-  n$ senjngs - a l l ~ a ~  [or t 

participation of returnees because shey represent more ofa  rare commr3bia> -intearnationalla trained 
professionafs. There is also much more of an o portunit!. gix en that a job is al-aih 
individuah to contribune to development ar:ivities. 



that the Eekel of'cornrnuni~ leadership actii itics Far CAPS returnees fvould be 
the general popula~ion. 

Another wa? for returnees to have community and institutional-level impacts is to pafljcipate in the 
political process, This is an important point of access of influerace over social and material 
resources. f t  has been noted that Panama wend through some pditica1 upheavals that dism 
program and resulted in a new political agenda in the countr?;. This initiaify cause 
for returnees wishing to participate in the political process. After 1998. it represented an oppofiuruitj 
ta have an impact on the new democratic initiatives taking root rn Panama. 

Returnees were asked to report on 
their activities within the pofitical Table 3.10 Trsinees Characterize Pofiti~al Participation 
arena in Panama. As a group, (Percentages) 

CAPStTanarna returnees have bzen 
very active in the political process. Short-term Long-term TotasB 

Some 95 percent of jong-term and Vates rn gov e!ediioras 97 0 7 95 3 

97 percent of short-term returnees Votes rn non-gov e!ectuons 60 5 5.4 6 56 I 

ha1.e reported voting in government Takes part in gov campaagns 21 2 34 0 $5 8 

elections. and 55 percent and 61 Takes pari in nag-gou mrnpagns 37 3 24 6 28 li 

percent, respectivel?. in non- 
governmental elections. Other 

Candxdate in gov eiections 10 6 2 4 4 3 

Candtdate rn nopgov eioct!ons 33 3 11 9 21 6 - 
activities include pafiicipation in Source 1394 Returnee Suwey 
non-governmental campaigns (13% 
and 2 1 %). and participation in 
governmental campaigns (25% and 38Y0). Only two percent alf long-term returnees and 1 I percent 
of short-term returnees participated as candidates in goiemrnental elections (see Table 3-10). 

Restrictions on Community Activities 

Traivlees report being less active in cornmunitgr~ acfivifies afier eainlng rather than befiwe. 

Prior to training. 65 percent of ton, -term 
and 92 percent of sh~rt-term Trainees Table 3-15 Participation in CommuniQ Activities 
participated in vohnteer communitr. (Percentages Responding Yes") 

activities. After training. this dropped to - 
56 percent and 76 percent, respectivel>~. Long-term Shofi-tern 
Key informants noted that some jobs often Particrpated 

Jeave them little time to engage in before going? $n=286] 64 8 92 3 

meaningful cornmunit\. activities. and that slnce retumng7 (n=285] 5 6 5  15 8 - 
this is particularly intense in the urban 

Source 39% Returnee Survey 
areas of Colon 2nd Panama City (see Table 

W'hen asked to explain \vh> their c o m m u n i ~  a c t h  hies had decreased after t r ak ing  some 47 p t ~ c t n t  
of tozg-term returnees and 23 percent of short-term returnees r e s p n  ed that thy, had $ i ~ l e  free time. 
Short-term returnees holding jobs teaching English or in education do not have  fie same intense 
schedules that exist for man> of rhose in the private business secaor. atio-st-ine them more free t i ~ e  a0 - 
engage in comrnuni~. aciiii itiss. 



For long-tern. returnees, there is less opportunit) 
for those holding time-demanding jobs to 
panicipate meaningfull> in activities outside work 
and the home (see Table 3.12). This is particularly 
difficult for women who traditionally carry the 
burden of household chores. Another issue is the 
breakd0i;i.n in traditions of community that occur 
as indivkiuals migrate to the urban areas to pursue 
employment. Comxnuni ty development activities 
are weakened by the outmigrarion of indik iduails 
seeking opgonunities, and urban settings tend to be 
less conducive to the formation of conmur~al ties. 
Nevertheless, as Table 3.12 indicates. Trainees 
take on a variety of volunteer activities. 

n = 2610 Tramees could !!st up to three areas 
Source 1994 Returnee Survey 

LVorking in the urban en1 ironment makes it rnore difficult far returnees to maintain contact u irh 
each other and participate in associations or other community activities. Moverntnt from place to 
place and the pace of urban !ife can break down established social relationships. For exarnpte. over 
half (53%) of all long-term returnees are no longer living in their original communities. Only 23 
percent of short-term returnees have 
moved. since most were already 
employed in urban settings. Of those 
who have moved, :he majority uere 
originally rural returnees 1% ho moved 
from the cit?. and the remainder urban 
returnees 1% ho moved within :ha ciq.  
There is virtualf, no movement from the 
city to the rural areas. The majority 
(5536) of long-term returnees responded 
that their move lvas related to their 
training. This 1vas confirmed by the 54 
percent who responded that the) moved 
"in order to look for bener uork." 

Working in the urban environmenr also makes if  
more d<@cult jfor rerurnees to maintain contacr 
with each other andparticiprate in associations 
and orher form ofcommuni~ activir): There 
ofren consider~~ble movemtenrfi.om place to 
&re, and thir pim the pace of urban life con 
break down essablished social relationships. 
Such relatiomhii)sfomm [he basis ofcommtmi~~ 
m d  association ~crivities whish enhance the 
de\-*elopental impacts of [raining. 

Social relationships form the basis of rommmitj; and association activities which enhance the 
developmental impacts of training. For example, key informants in Panama C i c  noted that the: 
have d i f f i c u l ~  participating in the alumni association because of the demands of their work. They 
often work o~ertime hours, sometimes kvithout compensaticm. Others v.c.rk nio  different jobs in 
attempting to support themselses and members of their exrended families. !vfovenent bemeen iobs 
is also more of a factor in the cir), \vhere neb% opportunities can resuit, in changes in addresses and 
relationships. 

In the provinces. it is much easier for returnees to maintain links with each other. 
confirmed by the pro\.incial research associates of the evaluation team. T had lisle trouble 
locating and gathering returnees for inten.iet\ sessions in the provinces. 1 P: at %a5 
rnore difficult to get returnees to attend meetings. and locating man\ of them rook over n 5 ~  xveeks. 



ox 3.7 Case Study: A Rural Leader in Development-Xelinia 

Celinia knows what hard work is. She and her mother were abandoned by her father when she 
was an infant, and she spent her early childhood working in the fields with the her mother. 
When she was school age, she was sent to live with refatives in the provincial capital. of 
Chitre. Scheol years were productive and led to a job at a local bank. She heard about the 
CAPS scholarship while working fuI1-time and attending school full-time at a local universitj. 

Celinia was awarded a CAPS scholarship in Business Administration, and received the degree 
at the University of Wisconsin at La Crosse. She found the U.S. training difficult, and it was 
hard on her to be away from her countr).. Unlike other returnees. she did not have a large 
family to support her, and felt considerable culture shock in the transition from a rural tors-n in 
Panama to the U.S. She knew no English before entering the p ropm.  but was able to learn 
English in six months. She felt she was a child when she left at 20 years of age, and like a 
woman when she came back at 25 some four Fears and eight months later. 

Four months after her return. Celinia was hired by FmDES, a Swiss foundation that provides 
loans to NGOs and small business ventures in amounts up tlo $50,000. The main office of 
FCrNDES is in Chitre. Celinia's home town. She began her work at Fb"NDES as a secretary-. 
but worked her way up to the position of credit officer. Her present responsibilities include 
review of credit reports and on-site visits to businesses throughout the province tvho are 
requesting funding. Celinis's employer describes her as very diligent and willing to fight f i r  
her clients. 

For the first time since she was a small child, Celinia is living with her mother. She bmught 
her mother from her rural home to live with her in Chitre. She lives with her mother and small 
son in a three-room house she rents. Like her mother before her, she has been abandoned by 
her husband, and must support her son and mother on her salary. 

Celinia does not earn much at her job, but she is very satisfied with the work she does. She 
says: "My job gives me the opportunity to help other people by using what I learned in 
CAPS." She is very grateful for the education she received. and takes it as her responsibiliitq to 
help others just as she was helped. As she recounts: 

"There is the case of this woman who makes me feet good, She makes dresses in a Iiale 
town. San Jose, in Las Tablas. In that town, they make the typical dresses in Panam. She 
didn't have any money, so she came to FbXDES for k i p .  The problem was. she had women 
making the dresses in pieces, but when they finished they u,ould want to get paid. and tfae 
money wasn't there to pa>. them. I helped her get the money through FLTDES and now she 
has 32 women working for her. That was a ven. hard ban to get approved because she had to 
~ o r k  for six months to pay back the money. But she had these 32 women in t l t r  meantime 
working for her, so the ioan main]? went to pay them." 

Celinia also helps her family. Her two brothers did not finish sixth smde and tvork in the 
campo like her mother used to. She helps them with money when she can, and they are v e q  
proud that she was a CAPS schola;. Celinia would like her young son to ha\ e the (appnunitir 
to get a scholarship and says that she is working hard so he can get. a good educarion just as 
she did. 



* Dertelopmcnt initiatives that focus on providing troining+for generulized urhun-rriatrzl xkllf!~ 
must recognize that the), arc? probubl~, having lirtle inrrml impact ar levels bqwnd fClmr4 and 
workplace. 

Institutional-lewd eflecrs are something that takes lime io develop, and musr al lo~. jbr the 
maturat+ion of returnees in their occuparional roles to be measurable. 

However. some exceptions to institutional level impacts are already apparent among CAPS 
returnees. These impacts are evident in such fields as telek ision, indigenous affairs. rural 
development, and legislative politics (see Box 3.7). The opportunity for impact is certainlq muc 
greater where one's skills represent something unique and highly valued. The problem from a 
development perspective becomes creating jobs to fulfr'tf the expectations and training of rcru 
rural areas as is now being accomplished for urban environments. 

Community Activities among Returnees 

* One ofthe dzflculties in the follow-on actisitic.~ hus hem the inabili~. to get man) saudenss 
involved in communin. and ulumni acrivitirrs. 

The coordinator states that she has been 
unsuccessful in attempts to get students involved 
in alumni groups in the interior. There are two 
active alumni associations in the major urban 
centers of Panama City and Colon. The most 
successfui of these appears to be the association in 
Colon. The lack of participation in cornmunit! 
affairs in the cities is related to the necessity to 
work, sometimes kvorking longer than 30 hours 
without any compensation for overtime. The 
demands of work and suppofi hrnily leave litale 
time for community activities --e Box 3.8). 
Hawever. this seems to be less true in the interior. 
where involvement in community activities is 
more common (see section on community 
participation). 

Elox 3.8 Careen Advance 

The Coordinator noted that she is aware of some activities in Panama Cit)- that are receiving she 
support of CAPS returnees. These include working with a home for rhe aged [ V i s  
Returnees visit and sociatize with the elders in the home, and contri 
cleaning and painting the home. The alumni association, ANPEC (. 
Profesionales Exbecarios CAPS) has. at the suggestion of the coerdinztor. stam 
to support several needy but academically outstanding gradeschoctlers to attend a s o d  public s ~ h ~ i i b f .  

Long-term Impacts and institutional Impacts 

Changing the w-orldview of returnees is necrssaq in order firr them 10 ff+a;.j\e in ahlear 35 

'*change agents." The experiences and perceptions of training express ees pro?fi idC a 
measure of how they place themselves in the contest of change and rr 



Two scales \*+ere utilized ao address issues of training-induced det elo 
training on social institutions. 

The Ladder of Life Scale 

* Trainee7 perceive rherr traip~ing as a high point in thew liws. andprcgect rhemselves uj; ejl$"ecflt*~> 
contrihutars to dewloprnenr in the future us a result. 

The "Ladder ($Life " Scale: This scale measures returnees" perceptions s f  how uell the> are 
in life along five points on a time line. These five points are: 

one year before CAPS training. 
* ivhile studying in the U.S.. 

* upon returning to your 
countp. 

a today, and 

* five >ears from no\\. 

Returnees rate each of'tfre five paints on 
a scale of 1 to 10. This scale alllotvs 
respondents to evaluate their general 
outlook w.ith respect to perspectit es on 
individual status and development 
impacts before. during. and after 
training (see Box 3.9). 

Trainees show a positive upuard 
response through the fit e reference 
points, \\ hich supports the h l  pothesis of 
positive impact through training. The 
average response far "OIIS year before 
training'" is 6.3 for Lvomen. 6.3 for men. 
and increases significantly to 7.5 and 
7.6 respectively, for the point "while 
studying in the United States." Mean 
values continue their increase "upsn 
returning'" (8.3 and 8.5. respecti-\, efy). 
for "today." (8.7 and 8.5) and fbr "in 
five years" ( l O a d  9.7). There are no 
significant differences bemeen men and 
Mornen in these values. 

The contin~lious upkvard trend in LLS 
vatces is an indication that students are 

by rhe training experience. 
ss of their l e n ~ h  of 

Box 3.9 Methodologica ote: Expras'ning 
the Ladder of Life Scale 

The L LS scale is "sey-anchoring, '* meaning ah t  
fhe responses me nor designed to be an szvaduani~n 
per se ofzraining pr~cess or procedure, bt?f r;rt 
of one b- own pelrcepfiom of eflectiwness and 
g o ~ ~ h .  T?ais rnr~kes it an eflecttre way tn, 
it~depes?dentf!= determine the impacf ofdrunjling- 
E ~ c h  numerical r e s p  matched er 
gua/itaria.i. response ( 
number 3*uu did? 7 x 

response by indfcating rhe re~son  behid  it. 77.v 
coded gualitarllre responses also gire ~n ; f ormatdon 
ion real andporenrdal mu1ripfier impacis onJipmilj. 
imriiufian, com/munif_t; and srrcirQ1. 



Self-Assess. Scale: Personal Develop. 

15a 15b 1 Sc 

M e a n  
-- - 

-- Long-term (n = 215) Short-term 662) 

Problems experienced due to the economic crisis. as well as any issues of inadequate predeparture 
training or ESL preparation are apparent& overcome by the overall positive impact of the training - 
experience and its aftermath. 

r "One Year Before C.4 PS " and the " C: S. Experience" 

Women's anchoring responses are consistent with the positive upward trends in ELS values. For the 
first point assessed, '"one year before CAPS training." women responded that they were "in school-' 
(24%), faced an "uncertain future" (28Y0). had "little opportunit)l," (1 5%). or faced "finaacia 
d~fficulq'" 120'0). On the positive side. some 19 percent responded that "life was secure.*' 

For men. only 11 percent responded that they were in school a year before training. while 29 percent 
expressed that the '+future was uncertain.'" Other categorical responses included "financia$ 
difficulties" (13'0) ,  " M e  opportunig." (1 1?46), "life dificult" (9%). and "poorho job'" (:9?&) T 
pre-training response indicated a lack of opportunity and resources for continuing edacation, a 
pessimistic view of the future as holding little hope fcr advancement. The positive response far 
males at this point was that "life was secure" (1 8%). 

For the second period, "studying in the US." both men and wornsn show a positive upward 
response to the experience. Some 30 percent of women and 3 1 percent of men sesponde 
lives were "improved," a "'great opportuni~." and 41 percent noted that their "lift: irnpaul-ed.'" This 
suggests that the improvement in the educational s l a t~~s  of these academically outstmdin~ * stu 
led them to choose a significantiy higher value. 

A drop is noted in the values assigned by Trainees to the third period, "*m-hen returning homem' (froen 
7.9 to 7.4 for females. and fiom 7.8 to 7.5 fcr mates). This cafi be attributed. to a 
"adjustment difficulties" (40% of sample). Such difficulties include Trainees' aeinteera~ion - ineo 



their families, culttire shock, and increased responsibility in the uorkplace, Altemativ 
faced such difficulties with the optimistic view that they were now "well prepared for 
(30%). Because of the preparatory work of the coordinator. and a good fit between t 
need, 90 percent of retuning Trainees were quickly employed, most in their fields o 
the moment "when returning home,"?he lack of a job was not a significant issue, rto 
income (only 10 percent noted financial difficulties at this point, compared with 30 
training). 

m " Tsdq"' and "Five Years Down the Road" 

At the point of "today,'" the fourth point in the LLS. returnees are well integrated into t 
workplaces, families, and communities. They respond with positive categories, such as having '"a 
good job" (48%). "achieving goals'' (35%). and having an "improved life'" (28%). Returnees are 
settling into their careers and making advances in the work place and c o m m u n i ~ ~  (e.g., receiving a 
promotion. teaching English. or leading a community youth group). This suggests a growi 
maturity in personal and professional growth. 

Finally, the projection into the future ("in five jears") shows an expectation of continued 
development, with optimism about goal achievement (705%), an improved life (3296). and 
better job (1 9%). Goals to be achieved include helping others. owning a business. and p 
development of the country. Heightened optimism is related, according to key infomants, to the 
sense that Trainees can achieve whatever they wish if they simply work hard enough. " 

the LLS therefore confirm a positive trend in professional development for returnees. 

The LLS scale also indicates that returnees are experiencing an impact from training P ~ I  
beyond the boost of initial employment upon return. The ILLS results indicat 
capacity and "change agents" ac th ie  extends into the future. This supports 
training impact is being sustained. Regardless of the lack of direct connection betwe 
goals and training outcomes, CAPSiPanama returnees are acting as a positive force 
their country. A measure the degree of retumees impact on various societal levels 
the Training Impact Assessment Scale. 

Training Impact Assessment Scale 

Measuring the impact of training beyond the level of the individual is diff~cnalt. 
difficult when a project is not designed around specific institutional development goals, as in the 
case of the CAPSlPanama project. One mehewe to determine such impact is the Training Irn 
Assessment Scale (TIAS). This measure uses the retuniee as a reference point. H: elicits responses 
on the degree of impact on various institutions as the resu!t of training. ft is an indirect measure an 
focuses on comparative numerical responses using the individual. family, place of.c\;ork, 
associations. communi@. and society. 

Tables 3.1 3 and 3.14 show the TIAS mean responses for short-term and long-tern re 
predicated that the levei of impact will be greatest at the personal ]eve!. and declrrtas 
various social institutions. Shown are average responses for long and short-tern returnees 
and percentages on summed neutral-negati~e responses. 



TabEe 3.13 Training Impact Assessment ScaleShsrt-tern and Long 

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

Person 
Family 

Gomrnunit-y 

Alumni Association 
Cityflown 
Society 

This is consistent with the other indicators, %hi& 
individual and family level from training. This stre at returnees are a@bixsg 
as "change agents" at this level. This is sup sure5 and qualitati-t e data 
collected from the survey. 

Returnees also report significant impacts in the workplace. 

Responses from the employer questisrnaire and from the I, 
for workplace impacts among fong-term returnees. T 
short-term returnees is in their TlAS scores for "plas 
than short-term returnees. This is consistent with a greater iengh of specialized araining and a 
greater number of long-term returnees in high-status. igh-income jobs. 

Communiq level-development impacts are indicated to be fairlj high: 

?able 3.14 Training impact Assessment Scale-Rural and Urban (Percenbgss) 

Person 

Family 
Place of Lhiork 

Community 

Alumni Association 
CityRown 
Socie 



I..Emitatir?ns to community development activities are consiste u ith resnrictians arising from t 
.* occupational demands placed on returnees. However. this "m positi\c TEAS aa-eraee ifib an 

indication that. when possible. returnees are engaging, in meaningful co 
activities. This is consistent wth  the statements made ba, returnees reg 
community and reported ccmmunity activities gathered from ke: informants. 

TUS scores fndicure rhar the lawst  development impact cornes~dim Ihe alumni u,q,sociat~sn 

This i s  consistent with the lack of communication and pro !ems wirh parkicipatisn arising fro 
demanding work schedules in the urban envi rnent. The cessation of alumni associatinr~ actiz i l k s  
from the crisis was anott,er major factor. Al i associaions are h i l t  on cloope 
networks that take time to develop. Once th etworks uere dis 
favor continued participation by returnees. The difficulties in co 
provinces also adds to the weakness of the association. The coordinator clairv h a  70s pacisipation 
is due to lack of interest on the part of the returnees, but these other PogisticaI and historical lk%x-r 
are certainly eyuallq important. 

The cornmunit) TIAS scores for neutrallnegative are 23 psrcemt nrr I ersus only 14 percent rural. 
A moderate difference exits between rural and urban TlrZSa scs unit>. cit5 '%OW n, 
society. These indicate a trend towar slighfh greater impact a utsr concentric circles s f  
irnpact model for those in the mraf sector. 

In summary, training impacts are believed by returnees to be lbenefaciai at al 
circle model. The lowest level of impact is for the alumni association, and t 
on the individual. A moderate difference exists bemeen the mral and urban 
levels of the model. This is consistent with other suney data 
returnees have a greater opportuni+ than their urban counteq~arts to a 
leaders at the community !e\ el and beyond. 

Examining the CAPSi'Panarna project by the use of the '*changz ageni':lea 
us to provide some measure s f  the deveIsprnent outcomes of training. Ove 
positive impact from training on returnees, their families. and their res 
communities. These impacts are the result of induced changes and Pea 
directly attributable to training. 'The statement that began this c 

The measurement of impact at Bevels be~ond the \\ark 
partly a result of project design. Training ~bjectives in orlginat design of the C-APS Pananms 
project \\ere m t  specifically links to strategic develo ecth es. Derelo 

ce of the collective iinpact of returnees in their various occupati~na"i 
s. Coincidenblly. these collective imparts suppc~e tur? some &gee t 



objectives outtined by the CSAID Mission in Panama. Specific demonstrated iautcomes h a  .iupp!jn 
strategic objectives are as follous: 

ing Entrepreneurial Growt 

The recard of leadership wtivities and the sustained capacitj- and motivation far 
in returnees is a gaod indication that the} uiPl contribute ta entrepreneurial grot 
reported data on leadership activities s u p p c ~  this premise. The major shifts in income and job staii/ub 
provide returnees with the position and iesources to initiate entre reneurial grolc~h. Dearac~nsxra~ed 
attitudes of sharing and cooperation present in returnees is seen 
promotes the dissemirlation of knowledge and experience gained t 
workplace and community. The Experience rlrmerica component 
the "culture of doing business." Once modified. such cha 
disseminated and passed on between occupational as uelil as famifta! generations. 

Institutions for higher learning in Panama were not significantly affected by xhe CAPS cPanama 
project. Most of those trained in education are in ele a n  education. On!> a 
handfiil have an> role in institution if higher learning. and these only on a part- 
for this include a lack of targeting i!. project design for returnees to enter such in 
of the economic incentive or opportuniq to do so. 

Both the employer sun ey and the returnee survey pro% ided many exam ks of the contributions of 
CAPS technical training in the workplace. Returnees ~ l s o  anribu 
promotions, and salary increases to increased rechnica 

Training of mayors and other public leaders In short-tern Isadcrs s has had scme impaca 
in selected cases on the functianing of democratic institulions. The eii-s1.r ing parsisiparion of 
returnees in democratic institutions and processes is iimited b> the bureaucratic momensum of 
already established gcnSernmsnt hierarchies. It is also constrained Ea? the relative ysut 
and their position on the career ladder. Despite these limitations ncy  data indicates aha; most 
returnees demo trate some f o m  of active: par~icipati vifies. As they mature in their 
occupational a societaf roles. ir can be an-ticipated t ve more of an impact e?n the 
effectiveness of democratic institutions in Panama. 



and The Environ 

The original scope o f  work Jncluded a discussi 
c u men a LA C Bureau Srrui"ttgic ISP 
time C~ZPS'Paraama was esigned and first im 

* Achievement of broad-based, sustaina 
policies t h ~  promote investment, pro 
esigned) diversification; (rb) a vigorous 

opportunities for the disadvan~ge : and (dl prele 
resources. 

Although the outcomes of traifiing were not 
objectives Iha\.e been partiaIlj supparted bj t 
economic and democmtic are 
However. the presewation an 
indicators, nor \\as specific training provide 
resource management. 

The management of narural resources is ?he most difhkculr area af recena develo 
because there are few models that successfu1I> integrate u 
activities m~ith sustainable use parperns. 113 fact, most h e  
environmental impacts (poliution. deforesrazism) that are s 
development benefits. This is a criticai eamissigan since de 
be sustained. at least not n i ~ h o u t  sacrificing 
developing area. Ecorromq 
economy have almost insari 
fc\l!o\s that could possibly s~renghtn the incovcyratior?. of enzironmennaI concerns inre fiiwesaure 
training initiatives. 

This ar\ i l l  create a critical 
llr, act as d"exi~dcr-~ i?? en~"rt?;b"(3r3~~faf1~8' e3fhii"s 1 gh.caz;t  he spectrum L$&eir ~0;$2131 . . ~ ~ ; Q ~ ~ ~ ~ J ~ ~ ,  

a4 dei slopnsn~ efTons arc csnsidssred :st 'II.$: 2: - 



Present impacts include defores sticj& effects, and soil 
Theses arcas should be targeted r,apri;lte monitoring an 

entified and strengthene of rsi~iraing \\ith speci 
anagement projects. 

Resource consemation actik ities, such as the 1I*IL4RE?d.4 Pr 
through appro riate training actilr ities. Sezb strategies ofconsersatio 

proach and long-tern monitoring of detslopment im 





"Thc C4PS Panama project has drat%n to a close, and there is a ne\t focus in 125 
ioritics. Giz sn these conditions. this e t  alsnarion tvas not meant to simpPj dup 
project erafxsatiisn an ut to reflect the net% interest of training i 

development initiatitcs. Ke) Issues for this project included: 

The lessons of prujrct implementation an4 monitoring are genera 
made in CtZPS Panama pro-ject design during t 
O ~ w i l l ,  the f ~ c u s  ere is on the impacts OS sho APS returnees on sustainablle 
development ts, 'a~hin Panama. 

I he CAPS 'Panama pro-ject was a long-term acrivk_a driven b> corn lex and changing goals, Gca 
nere influenced h the pcllitical crisis of 198.849 and 'a) subsranxi\ e changes in 
These chaqes  allot\ us to examine the Ions-tern impact of an i 
compare and contrcst rhe influence of trzining ~ f c  er the Piyes of 
communities. and sociep . The concttnsic7ns  draw^ from t 
design. which f~cuses  on the role of returnees as "c 
also examined rhe impact of project design on training sat 
economic bsnerrnent of socioeconomic all^ disailtantaged grnclltn 
inhabitants. Follnv. ing these themes. xhe conclusions an orgarmized into t w o  

sections: 

The process and implementation of the CAPS Panzma Pro-ieca tiem throug 
befare and afier the 198S-89 crisis. Ail Ions-term returnees in  he 1985-81; class recsibed ESk a d  
preparatoqs training in U.S. instituti Ins. The initial group consists of f 30 f rainees, I 
were chosen in a short peri ?ink qualit! control oz er tfa 
Empiementers revised the s ure. F w e r  Trainees l~erc;. s 
revieming their applications. and they receia,ed all oftheir preparstrac and ESE t s  ining En-r~unt3rqi at 

the Panama Canaf Collese. 



* Recruitment and the Selection Committees 

The quick start-up of the projecr in 1985-86 resulted in the selection s f  so 
who were ill-prepared to deal fi ith the L.S. acadernrc an cultural en\ ironmcni. 

the exception s f  a few candidates from the first group, provincial selection 
committees Rere generatty verq effective at providing a pod  of bzorthy candidates for 
CAP SPanama training. 

* Recruitment pro1 ided a balanced representation of the various provinces of the count?. 

* Sekction achieved a targeted balance of inen and women Trainees. 

Preparato~ traming at the Panama Canal College uas inore effective and cost efficient 
than such training at C.S. institutions. 

* Training students in ESL at the Panama Canal College lvas berter than in the U.S. 
institutions used to train the 1 9 6 - 8 6  group .>f Trainees because it did not compound t 
difficulties of culturaf adaptation kvith language training. 

Students allowed to stay in the dormitories ar Panama Canal College durins preparaioq 
training \\ere better prepared for their U.S. experience than those who did not. 

* Those students entering the prosram after 19886 ivere ssrnexthaa more satisfie 
preparatory ?:raining than 1985-6 students. 

* Lack of Folloti -on and CAPS support created some ificulties For individtdais stha 
returned to Panama during the crisis. 

fdosk-on \%as most hefpi'uf to returnees hecruited after 
locared close to the C.4P S office in Panama Citj. 

0 Follou-on activiries organized by the recent CAPS countc coordinator signifacantl:b 
increased empin> msnt clpporrunities and leadership s a p a c i ~  among returnees. 

\'I'ith the exception of some Trainees in the initial gsou . the institutional stappt3ra. provided Bs? @I,' 
and the training + institutions during training \%as esceil t. Paflicularl> n~tabPe ~s the intensive 
support in academic adlc king pro\ ided students b! program caor inatsrs rhrougla~ut their trainin. - 
period. 



OF THE IMPACT OF 
S "CHANGE AGENTS" A 

The development of returnees as "change agents" and leaders w i t  ic  Panamanian socie~? is Hisliked to 
their success in gaining employment in their fields of stud) and i 
social institutions. A prima5 measure of the capacity to effect change is found in the occu 
status of returnees. Other indicators include rheir abilirq to \no& as leaders in families. the 
workplace. and the wider contests of the community and other higher social institutions (e.g., the 
political system). 

Conclusions 

Training has resulted in a marked shift in the emplqment and income of long-term 
returnees, and a somemhat less of a shift in emplo>ment and income for short-term 

returnees. 

Training bas resulted in a significant transition from 1 0 i x  to high job status for returnees. 

* Increased j, 1 status and income haw increased the responsibilities and oppofiunities of 
returnees in their various occupational roles. 

Both men and \+"omen have s h u n  significant impro\ements in job status and income, 
with ivomen. as a group- advancing sornetkhat more than men in overall income gains ae 
the mid- and her- income brackets. u hile men ad\ anced more in the h3g 
bracket. 

Fdarni[r. and N brliplace Impacts 

Significant hrnil! impacts include impr;.t.ernents in income. transfer of training 
knoivledge both intra- and tram-geners; d j _ ~ .  an assumption of leadersh ig r01es. 

Employers note a significant impact in thc ~vorkplace including leadership acah Eties, 
 he^. ledge transfer ta coworkers. innovations. and improved producrisir~ . 

Returnees note a significant increase in the applicaiic a of bat 
motivation in the ivorkplace. 

Training has resulied in increased workplace respsnsi ilic anif spaatas, inclmding the 
assumption b j  man: returnees of supervisoq roles. 

Although returnees represent a substantial cohort of ecsilomicall> ad\ anced saders. r 
impact in the econorn? i s  lessened by a lack ofa proactii-e ccnnection between 
instituriwnal needs. XlissEon Strategic Objectix es, and fie1 



are being sustained beyond the initial creation s f  ernplq ment s 
returnees. 

a Commmig and Societal Lewl Impacts 

Communin level impacts are greater in rural setrings; such settings allow, returnees t~;h 
maximize the application of their leadership training. 

The transfer of individuals from a rural to an urban setring decreases the communal. 
impact o f  their training. lessening their significance as "change agents.'" 

Outstanding leadership in urban conwls  loften wiginates fiom returnees of surd origin 
who have migrated to the urban en\,ironment. 

The jack of a direct connection between training objectives c ~ d  institutions urgefed for 
det~ elopment mzkes it difficult for returnees to influence the practices and experiences of 
socieral instrtc:ions at all lebels. 

Since the CAPS Panama prqlect \bas not specificall) designed as a de\ elopmenr gro/era, 
but rather as a training project. returnees cannot presenrl: be expected to ha\ e rnajr~r 
institutional impacts beyond some exceptional cases. 

Both long-term and short-term returnees have been teip acthe in the poiPitical arena, 
including participation as go\ ernmental and non-govemmsnb 

including selection criteria for regional and poli~icali diversit) has enhanced demscraaic 
institutions. Returnees \ k i t h  such difkring experiential backgrounds interacit in a tr i 
varietj of social. economic. and political sertings in iklhich nhe: ma! act as present or 
future potential leaders. 

Recommendations 

* Trulnr tv cars have a major de-i.t?lopmenr impacr rn s;rrnghenst~g 
leadership. This is accontplishrd b.* d~si~gning program tr hich sprclfical arain I ~ ~ ~ E ' I ~ ~ Z I ~ S / ' F  

assume occlip~tronal' roles ~~~hich rewkr , ;  ;;; :AVRCY cctmmuni~ie.ri or 
ucii\*rtres nf'crlrei~~~~,,fein~t~~.~ning l'~ade?r.~, mther rhatr in (rear; lhur t t" i i f - f i ) r~~  ~ C I P ~ T ~ ~ V C ~  m ~ a i l i g r ~ ~ ~ ~ ~  
io u dc:~~Ic~ped urPut~ center. 





The CAPSiPanama evaluation was conducted using a %ariet> of methods and measures, both 
quantitative and qualitative. These \sere designed to measure the impact of CAPS training in 
preparing Trainees to be change agents and leaders in their respectiqie fields, and to rraluate the 
impact that returned students were ha\ ing in these roles ack jn Panama. 
designed aa answer these basic questions and ta cover the topics addresse e scope of nor$. 

SURVEY MET 

The CAPS Tanarna evaluation included the use of standardized suneys for t 
populations of Trainees: 

These populations \litre not identified prior ro the sunez;. but rather dsa~vn fro 
population after completion of field twrk during data analysi:; of suwq runs. 
Nas generated from the CIS data base at Aguirre International. and dkided up 
short-term returnees. The location of returnees in Panama usus carried out usi 
provided b: the C.L\PS office and the USAID mission. These lists included partial addresses an 
telephone numbers. Other addresses and n mbers were generated M it 
returnees and pro\ incial research associates responsibife for organizin 
groups .rs*ith returnees. Sunrevs were designed to e\ aluate the impacts of training using several i! pes - 



administrative stilff. Other sources of infomation included program doc menlation provicled h: 
GU, and reference material collected from the Panamanian Census Bureau. f r ~ m  the Xationatt Trade 
Eank. U.S. Department of State and from Aguirre Internation,al CIS files. 

DATA COLLECTIO IN-COUNTRY 

Data collection in-country was carried out during a field uork perio s of twenty days during 
Octaber, 1.994. The evaluation team consisted of the evaluation director from Aguirre fntemationa8. 
a country coordinator, provincial research associates. a group of research associates concentrated in 
the Panama City area. and support staff working at the Instituto Latino Americana de Estudios 
Avanzados (ILDEA). lLDEA also sened as the evaluation colordination center. 

The particular aspects of data collection and field work organization are the following: 

The coliection of suwey and supporting data was carried out with the assistance of the 
in-country coordinators as well as support staff hired om-site. The count3 cnordinatar 
helped coordinate support staff locate returnees. Other duties included assisting in %hie 
training of research associates. Research associates were responsible for the localion and 
administering of survey questionnaires to populations in the interior u ho could not 
otherwise attend organized provincial reunions, and to the ma in Panama Citj wh 
were unable to attend reunions. or whose whereabouts was un 
reunions. 

The population sample was generated using a non-random snowball collection technique 
from lists of names provided to the evaluation team b j  'tiS,41D'Panama. CAPSiPanarna, 
and -4guirre International. The snowball sampling technique generates contacts fiom 
initial returnees by soliciting narnes'phone numbers ofo,; :r returnees from %hose a 
located. The original target population for the survey was 180 returnees. However, 
because of the competence and hard ~ u r k  of the research associates. there stere a total af 
3 3 7 sumeys collected. Of this number. some 37 of those intsmiewed were not C.4PS 
returnees. even though they were on the general CAPS training ficrs pro1 ided 
USAID hfission in Panama. The final count of returnees sun.e>ed !%as 287. 
well above the target goal of 189 surteys. This sample represents more than half of a k  
total of 553 returnees trained in the C4PS program. Some individuals kvere unavailab 
fbr samp:ing because they had left the c o u n t ~ .  In other cases, the? could m n  be losat 
or \vere unable to meet mith the research team because of time 0 s  nark consrraints. 
tmo contacted returnees were not intenieued because the: did not want to panicipate in 
the suney for persona! reasons. 

The questionnaires are divided into sections, u i th  oach section a dressing one aspect sf the program 
under evaluation. 



RWEE SURVEY QUESTlO 

Section I: Predeparture Eva 

This section of the questionnaire is included to evaluate the effectiveness of pre-departure training. 
This is included to determine if such preparatio~ was effective in preparing students for their return 
to their home countries. Questions addressed program activities, objectives, an 
for re-entry into their parent culture. The importance of this activity is that i a  a11 
with culture shock and mitigate the readapta5on period thzt is part of all returnees experience upon 
reentry to their societies. 

Section II:  Training Progra in the United Staties 

The training program in the U S .  is evaluated in this section, using a series of scaled in 
several open-ended questions focusing on expectations of training effectiveness. uesfions cover a 
range of topics under the Experience America component of rhe training. These questions 
on the types of cultural activities that the students were inaolved in \%hilt training 
aspects of social development and interaction \vith American host families and C C ~  

organizations. 

UNDERSTANDING OF THE tl.S.-"C 

This section actuallq is under the same title as Section I I .  Kno\vledge of the U.S. It focuses on t 
understanding deheloped 5:. students from their L;.S. training, as nefl as a scale 
with the development of leadership skills and the ladder of life scale. Open ende 
uith the impact of CAPS training on changing the life of returnees. The focus in this section is sn 
leadership development e~~aluation and overall impact of training. 

There are two prirnaq scaled indicators used in this socrion--one to measure r e del elopmenr of 
leadership skills through training (the Lcadcrship Dei elo ment Scale. and the ther to measure 
general training and development impacts cn er time (Ladder of Life Scale). 

The Leadership Development Scde fLDS) is an indicator whic measure the impact of trai 
the development of certain leadership characteristics amzng Trainees Is.g., self-f-esteem~. kvi 

to take risks). Taken as a unit, responses to these questions indicate the degree to M hich Trainees 
fee1 prepared as leaders by their training. The hypothesis is t at an overali positi~e response on the 
LDS indicates that training \\.as effective in preparing returnees to act as leaders upon their return. 

The Ladder qf Life Scale U S )  measures returnees' perception of e> are doing 6 in 
along five points on a time line. including: 

five years ago 

while studying in the US.; 

upon returning to their countr?: 

* toda?: an 

* five >ears lfpo 



'rainees rate each of thc five points in their l i fe on a scale of t $0 
to evaluate their general outlook \tith respect to professional de\ 
training. The LLS scale is  ?self-anchoring,'" meaning t 
evaluation per se of training process or procedure. Rather, it 
effecti! eness and grot%?h. This makes it an effecti\e 80 i 
training. 

numerical response is matched by a qualitative res onse {"t%"h> di >ou choose the n 
id?""). This information anchors the numerical re onse b> esplai ing the reawn be 

The qualitatike responses also give information sn real and gotenriaH multi 
institution. communiy, and society. 

The hypothesis of professional development underl> ing L t S  is t is: [ftrarni~g r 
sis7ifcant impuct on rhe pmfcssional de~rlopment .qfTruanee.s and their succcslr 
the numer:cui values seiecred will how u renderac? rra wise wirk each ryfere-ence poma on the :~chilk 
The null h>poxhesis-u hat vcould disprok e a covariant a ocia~ion between training 
development?-no significant upmard or doasnuard tren Thus, the overall respsn 
appear random. ~ i t h  no significant upuard or dsa%n\%z;rd trend. SUC a panem w, ou 
training has not significantlj impacted the sample ps ulatisn. Surtej data for LLS 
a figure in Chapter Three. 

IMPACT EVAkUATlO 

This section of the questionnaire includes questions on the im 
employment, and cornmunit! participation. &en that Trainee 
change agents and leaders. this section further dese ops the evaluati 
in arcas that are specific indicators s f  deb elopment+ducatisn, 
development. The most significant measure of successfu 
the measure of employment success itas taken e?t. the nu 
cf individuals emplo\ed in their fieids of stud>. an 
workplace. Another important etaluation indicator used \\as the measure of the shift from low- to 
hirgh job status resulting from training. Job sm ~mcsnt are taken as  critical io 
development, for without adequate persona! s aiis are s t ~ a  :iPrel> to 
agents, or to be in a pesition to assume leadership roles. Job m r  
earnings - data before and after training. This gkes an indication o 
and status due to training. 

EVELOPMENT A 

This section measures the irnpacz returnees ha\s had o r respective communiries, arad N itb a 
variet~ of organizations. This includes panki 
indicaaien of ahe leadership roles returnees ma? have a 



-ON AND 60NCLUS10 

The final two sections of the questionnaire were designed to measure the result of FalIow-on 
activities and the overall satisfaction of returnees with the CAPS program as well as the ovet-all 
impact that their training has had on the various social, political, and economic entities of u h i c  
are a pan. It includes the Training Impact Assessment Scale (TIAS). This measures the impac 
training ranging from "most negative" (-3) to ""most positive"' (-63) over the seven categorie!; lisae 
belo-w: 

self, 
* family. 
* place of work, 

community or neighborhood, 
professional or CAPS alumni associations, 

* town or c i ~ ,  and 
socieq.. 

Questions dealing with follou on give an indication of the degree to which returnees are mai 
contact with rhe U.S. and continuing their roles as friendship ambassadors. This is also imp 
determine the extent to which he in-country coordinator and staff are effectivek sup 
returnees with leadership building act k i t  ies, reentrj seminars and employment search assistance. 

The concluding section provides information on the satisfaction of trainees with various aspects of 
the program, and gives some measure as to how well the program was designed to fit the nee 
the returnees, and to achieve some measure of sustainable devello men$ through training. 

SUPPORTING DATA SOURCES 

Supporting data sources included the f o l l o ~  Ing: 

Focus group interviews with returnees. Focus group intemiews \$-ere conducte 
provinces of Colon. Panama. nith groups who represented specific occupstisns. 
gathered from those at ailable to interview. Focus group intemieus were condu 
provide validating and enriching detail to the information gathered frmn the questionnaires, 
Focus group questions were open-ended and dealt most specifically FA ith the impact of tra inin  
on returnee families. in the workplace. and in the wider con ;ni?. A epical focus p u p  
consisted of five to ten people ivho attended the organized r :lions in the vario 

Focus group and individual interviews with seiected adminktratars and s 
Focus groups were also conducted with members of selection cornmimes and 
individual interviews were conducted with country coordinators. the director 
other staffand support individuals both in-country and at GGC. 

Exit questio~saires. Exit questionnaires were conducted by Apuirre International for all 1 

individuals xvho left the country 10 Panama. infomation from rhese in tm iekks %\as use 
make comparisons M ith returnees. The questitsns that ox ertapped fa 
those that dealt with satisfaction 1% ith the program. as well as those 



ies. Ethnographic case s tu  
n selected individua 

interviews with families, emplojers. friends, 
sclectictn of individuals for za 
ho often identified "'g 
ividuals were indc 

in other cases from the general su ing criteria of o 
residence. Case studies were conducted b> 
as all available infomation on the impacts s f  their training om as 
possible, For example, r impact of traini 
issue, ns well as the diss ination of training skills in the vrorkplace. 

Documentation and reference material. Back 
histon of the CAPSIrPanama program was proti 
reference material was gathered from sources both in-coenntr? and in 1 
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TI E 

CAPS 

POR FAVOR USE LETRA DE MOFOE 

Apellrdo Materno 



7. Como resultado de su opientacion, ique 
ernpem su program en Ios EE LW (Ma 
opinicin) 

O Nada preparado I 

EL PROG A DE CAPACfT 



a.Wsitas a frvmifias norteamericanas 

b. Remiones con miembros del gobierno local y 
con iideres die la comunidad 

c Conbdos con miembros del sector privado 

d. Observacibn o partisipacibn en actividades 
de fa comunidad 

e. Asistencia a eventos cutturales 

I. Asistencia a m a  iglesia 

g. Participacidn en actividades recreativas 

h. Viajes demo de los EE.UU. 

i .  Participacidn en las actividades de Sa universjdad 

j. Participacibn en actividades de voluntariado 

k. Contactos con personas en su misrna 
area de b-abaiolactividad 

1 1. Como resdtado de su participation en el prcigrama, j c u h t ~  aument6 su conaclmiento 
de la tlda en 10s Estados Umdos en las siguien~es ireas") \Para cada categoria 
marque ia easiila correspondienta) 

a"4luy 
Nada poco Al lo Muclho ?duchlsimo 
(01 1 (03t f@v w> - 

a. La farnilia de !os EE.W 0 E $T ei E i3 
b. El papeVrol de la mujer 0 G P a p: - C 

c. La variedad de pueblos y cuthrras en los EE.UU. O D a G 0 

d. Las instituciones democrzlticas de !os EE.UU. D 3 0 rn u 

e. El proceso democrdtico en la vida diaria C! a C$ f! 

g. El voluntariado en los EE.UU. D El 5 El a 
h. Forrnas de cdmo son los llderes EE.UU. E l  f3 0 El 0 

12. (;Qul es lo que rn& le gust6 de toda su tqeriencia en 10s EELx.? 



u l  es lo que menos le gust6 de su expenencla en laas 

14 Marqvre la casilla que mejor refleja su opinicin para cada f m e  que siguc 

~ C Q K ~ O  le ha ayudado la oportwidad de estu ar en 10s EEW3 

No =toy 
Estoy muy de Estay de compiletamente No estoy 

Mia estodioo en 10s EE.UU, acuerdo acuerdo lndec~so de acucrdo de acuerdc~ 
han aumentado mi: (01 1 (02) P39 1W 

a lndependencta i3 0 r, - 
b Auto-confianza 0 El r~ ir 0 
c Capacidad de cornun~casme con otros E 3 C' C 

d Capacidad para tolerar carnbm 0 a i- G a .-.. 
e Actrtud para tomar neqos  a a I2 G 0 
d Capacrdad de hablar al pirbftco n El Sli 0 Cl 
g Actrtud de mtentar nuevas cosas El a PI 0 2 

ue tan satisfecho est& con su vida?" 

La escala sigumte repmenta m a  escalera de como se siente de su vida en genead EEI 
pie de la escalera es cero (0) e indica que 'mi blda es muy mala.'" La paste miis dta de 
la escalera es diez (10) e indica que "mi \nda es muy buena " Marque el ntirnero quz 
mejor irtdica lo que piensa Ud sobre su posicion en la vida en cada dpoca 

Un aAo Mientras estudiah Cuando volvi 
antes en los EE UU a mi pais Huy En cinco afios 



c. $'or q u i  escogio Ud el numero marcado para la epoca *'Cumdo troloi a mi 

d. iPor qu6 escogio Ud. el riumero marcado para la epoca ‘‘Hay?' 

e. ‘Par q u i  escogi~ Ud el nurnero marcado para la epoca. '"En Ckco Arios?" 

17. a ~Cree  Ud. que sus expectativasfproyecciones para el hturo hm cambiado a partir 
de su experiencia en 10s EE.bW.? 

b. Explique, For favor, por que sus expeetativas~proyecciones han cambiado, o 
qui no han cambiado. 



18 a iC6m0 ha cambiado su t-ida ilrar corn0 resrrirado de s u  pam-Sclpacibn en e5 
prograrna CAPS3 

No ha cambiado base a la # I  9) to! j 

Algo de cmbio (02, 

a Nucho cambio (039 

b. Si ha cambiado, j e i ho  o porque ha cambiado su vida familiar? 

19. a. Desde su regreso de 10s Estados Unidos, iha  tenido la oportunidada de redizar 
dgim tipo de capacitacion o estudio? 

Cf No (01) ( p z a  a la #22) 
0 Si,enrnipais(m) 
a Si, %era def pais (03) ~Donde? 

b. ~ Q u e  estudio? 

20. Si la respuesta es %,'"a que tllvel? (hlasque s6Ia el nivel mas alto). 

21. a ~Tovo  Ud. alguna d~ficultad en que Ie aceptaran 10s cskditos (unjdades xadknnics) 
en su pais? 

Si (01) No (02) a No aplica (o81 

b. Si la respuesta es si, ~quk t i p  de dificultad tuvo? 



22. jHa wmpanido con otros su experiencia y conocirniento obtenidos en sus est-dios en 
10s EE UU.? (Compartir se n-efiere a ensefiar, c ~ n t a r  la experiencia, platicar). 

icon curintos colegas o compaiieros de trabajo ha compartido fomalmenre (en 
sePninarios, charlas, cursillos) algo sobre sus estudios en 10s Estados Unidos? 
(Ponga el nirmero estimado). 

~ C o n  cuhntos colegas o compaiieros de trabajo ha compartido infomzalmente algo 
sobre sus estudios en 10s Estados Unidos? (Ponga el nurnero estimado). 

~ C O R  cuhtas otras personas--miembros de la cornmidad, amigos, familiares, 
etc.--ha c o m p ~ d o  formalnlenre (en seminaries, charlas, cursillos) algo sobre sus 
estudos en 10s Estados Unidos? (Ponga el nirmero estimado). 

icon cuiintas otras personas--miembros de la comunidaid, amigos, familiares, 
etc --ha compartido infomalmente algo sobre sus estudios en 10s Estados Unidos? 
(Ponga el nhrnero estirnado). 

jCu4 ha sido la forma m k  importante de compartir su experiencia de capacjtacion 
con lo- demis? 

11. EMPLEO 

25. Antes de recibir su beca para estudm en 10s E E - W . ,  jtrabajaba en dgo que 1e 
generaba ingresos? 

C3 Si (01, No (02) 

26. iEn que trabajaba? 



27. a. ~Trabaja ahora? 

(pase a la #28) 

b. Si no esti  trabajando en algo que le genera ingresos, j ~ t r i  
buscando trabajo? 

Si (01) (pase a la #43) No (02) 

c. 'Porquk no esti buscando trabajo: 
(Despuks de responder, pase 2 la WQ). 

C] Estoy estudiando (01 ) 

Soy m a  de casa (02) 

0 Soy pensionado o jubilado (03) 

No trabajo por otro motivo (especifique) (04): 

28. a. 'Que hace ahora (describa su trabajo)? 

b. iEst& utilizando inglis en su trabajo? 

0 Si COI, D No (02) 

29. iEsIi trabajando en lo rnismo que antes de la capacitaci~n? 

Si, el rnismo (01) No, otro (02) No aplicapq 

30. a 'Cambib de trabajo o actividad por algim motivo relacionads clan su par5icipaci6ri 
en el progrma de becas? 

El Si (01) No (02) No aplica (08) 

b. Si la respuesta es si, por favor, explique porquk. 

3 1 .  ~Trabaja en la rnisma Qea en que recibi6 su capacitacion? 
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nen trabaja Ud 3 (Marque silo una respuesta, que es el sector en que 
a se ubica su empleo p14ncipal) 

Por cuenta propia (pequefio negocio, peguefia parcela, ernpleador con cuatrs o 
menos ernpleados) 401 ) 

Empleador del sector privado (dueiio, empresario) (empresa agriccrla, 
fibrica, negocio con 5 o rnhs empleados) (02) 

Ernpleado del sector privado (empresa agricola, f&rica, negocio con 5 o miis 
empleados) (031 

Empleado de m a  cooperativa (04) 

Organizacion privada Stlr fines de lucro (no gubemarnen~des) (os) 

Empleado del sector publico (cualquier organization del gobierno) (w 
W o ,  describa (07) 

Organizacion atitonom (08) 

Ernpresa rnix-ta (09) 

33. ~CusinZas personas trabajan en la empresa u organizacion? 

34. iQue hace la empresa u organizacion? 

35. ~ C O ~ O  se llama la empresa u organizacibn7 

36. iTiene Ud. personalmente rnAs de un empleo, fuenre de ingreso a actividad producsiva? 

37. iCuhto de lo que aprendio en su programa de capacitacicin en 10s EE LZT. ha pdido 
poner en practica en su trabajo actual? (Marque s61o una respuesta que mejor 
regresenta su opini6n.) 

0 Nada (G; j (pase a la # 40) 

0 Muy pow (02) (pase a la WO) 

Cf Algo (03) (pase a la MO) 
[7 Muchocm) 

hluchisimo (os) 

38. Si marco "Mucho" o "Muchisirno," describa, por favor, un ejernplo especifico de 
cbmo esth aplicando su capacitacibn en el trabajo 
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39. Si marc6 "Nada,'" 'Wuy poco," o 'Algo," r favor diganss 
las mspuestas que correspondan). 

a a No hubo trabajo en mi c a m p  de estudio 
b No iengo la autoridad ?v pnerlo en practica 
c No tengo apoyo de mis jefes/superiores/su~eNisoreslautori 

cd No tengo apoyo de mis d e g a s  o mi cornunidadrde rm c o m ~ d a d .  

I3 t No tengo ias herramientas/equi&recursos necsarios. 

61 r aMi trabajo actual no requiere de 10s conocimientos que aprendi en el 

pragrarna de capacitacion. 
0 g La capacitaci6n no se aplico a la realidad de mi pais. 

h. Otro (especifique): 

Antes de enwar al programa CAPS, j c ~ h t o  ganaba mensudmente, 
qroximadamente, calculado en ddlares norteamericanos9 

estaba sin ernpleo (01) G $300-$599 (051 

tll $1-399 ( ~ 2 ,  s600-$999 

G $1 00-$199 (03) 0 $1,oW-$1,999 

$200-$399 ((24) a S2,0100 o rnk (w) 

no tengo empleo (01) 

$1 499 (02) 

$100-$199 (03) 

$200-$399 (04) 

Ahora despues de estudiar en el progrma CAPS ,  'cuhto gana 
aproximadamente, calcuIado en dcjlares norr~americanos? 

K3 $400-$599 {05) 

$600-$999 (w, 

0 S 1,000-$1,999 (07) 

$2,000 o rnis ( 

dLe han ascendido en su trabajo actual desde su  regreso $el prsgrma de 
capacitacion en 10s EE tr"U.3 

C! Si (01) a No (02) fS NG aplica 

Si la respuesta es si , 'Cree Ud. que esto se debe a 12 capacitaciljn gue recibic'? 

0 Si(03) C? No (02) 

iHm aumentado sus responsabilidades en su trabajo actual desde su regreso del 
programa de capacitacion en 10s EELW.? 

Si la respuesta es si, p e e  Ud. que esto se debe a la capacitaciljn que recibib? 

C j  Sic011 NO (02) 



43 a 'Han rnqorado sus ingresos desde su regreso $el progr 

Ci Si (OI, 0 No :oz) 

b Si la respuesta es si, Cree Ud. que esto se debe a la capaciracion que recibibT 

C! Si {or) E KO fzj 

44. Qarticipaba fiequentemente en actividades comunl';uias (organizacirines o proyectos 
del bamo, comunidad, iglesia, grups  especiales, partidos psliticos, sindicatos, etc.) 
antes de asistir al programa en Ios EE.tW.? 

0 Si (01) n NO la21 

45. 'Ha partkipado frequenternente en actikidades cornun~takas desde su regreso del 
programa de cqacitacion en 10s EE.I_;T-I.? 

Si (oil D No (021 

46. Marque hasta tres respuestas, evalu6ndofas del 1 a 3 en orden de irn~ortancia. 

r;En que tipo de actividades c o m w i t ~ a s ~ v o I m t ~ a s  
a y participa ahora, dcsde su regreso? 

a. Antes b. Ahora 

(02) Culturales (actos artisticos, danza, etc ) 

103) Humanitarias (de candad, etc ) 

(04) Proyectos comunitarios (construccibn de escueias, caminos, puestos 
de sdud, nrercado) 

(05) Citicas (carnpdas para elecciones, consejos rnmkipales, trabajos 
de partido) 

(as) Salud sindicalisias (vacunas. campaiia anti-drogas, planificaci6m 
familiar, etc) 

(07) Agricolas (programas anti-pesticidas, recuperaci~n del agua) 

Religiosas (obras beneficas, proyectos comunitcuios, ete.) 

(091 Educacion (dfabetizacibn. education de adultos, etc ) 

(fog Otra (especifique). 
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47. Si ahora participa frequenternente en actividades voluntarias, de lo que aprendib 
en su programa de capacitacion en 10s EE.I_TU. ha podido poner en practica err sus 
actividades cornunitarias actudes? (Marque la casilla que mej or represents su 
opinicin). 

C] Nada (01) 

Muy poGo (02) 

Q Alga (03) 

Much0 (04) 

Muchisirno (05) 

48. Si ahora participa fiequentemente en actividades voluntarias, ique papel ha 
desempeiiado en las actividades cornunitarias en que mis ha partkipado despuks de su 
capacitacion en 10s EE.UU.? (Marque todas las que correspoodan). 

a. Asistiendo a reuniones 

c Participando como dirigenteldirectorlflici1itador de 
eventos/actividadeslproyectss 

D d. Entrenando a otros 

e. Participando como vocerolrepresentante del gmpo en actividades 
extracomunales (fuera de la comunidad) 

a r. Asumiendo cargos fonnales die liderazgo o administrativos 

D g Otro: 

49. a 'Ha trabajado como empleado o voluntario en una organization no gubemamental 
(ONG)? 

b. Si la respuesta es si, &cud? (Incluya nombre y direccibn.) 

50 ~ S U  entrenamiento efi 10s EE.UU. le ha aqudado a ser mis eficiente Gomo lidcr de su 
cornunidad o lugar de t ha jo?  

Si (01) No (02) Nose (03) 

5 1. Describa, por favor, cgales msas se puede realizar mejor como lider ahora debiclo a su 
capacitacion. 
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53. LA qu4 se debe eI cmbio en su nivel de pdcipacibn en Ias acti~4d 

54. iC6mo participa Ud. en las actitldades civicas de su corn 
(Marque todas las respuestas que cornspondan). 

o en !as eiecciones no gubemmenades (grernios, dubes, 
asociaciones, etc.) 

0 C. Participandi, en campa3as politicas para puestios publicos 

u d Partjcipando en cmpaiias electorales no gubemamenzaies fgremios, clubes, 
asociaciones, etc.) 

e Posrulhdo se como cadidam en elecciones gubemment 
aicaldia, diputados, etc.) 

n f. Postdimdo se corn0 candidate en elecciones m gubemmentdes (gre 
clubes, asociaciones, etc ) 

55. Marque todas las que correspondan &En cudes dt las siguents acfividildes ha 
participado Ud. despues de regresar a su pais? 

a Contacdo persond con otros participmtes CAPS 
a b Lectura de revistas grofesiondes de los EE UZT. 

O c Participation en gmpos o reuniones fsmdes del Psog 

d Elaboration y presentactbn de proyectos con stros pdcipantes C,@S 

e Relaciones cornercidesbnegocios con b s  EE LT. 

s Contactos con arnizps de los EE CV. 
9 Csntacto con fa instimion capacntadora en los EE LZ; 

a ih Visiras de los amigus de Iss EE UU. 

a r Colaboracion con los volmt&os defi Cuerpo ds Paz 

j Ningmo de los mteriom~rlie menclsn 



b Si fa respuesta es si, indique en cudes assciaciones partjcipa y en cudes de sm 
es participa o ha participado L'd. 

58. En general, ,clirno eiduaria su nivd de saaisfacci~n con el rograma de capacizacion en 
10s EE. t?.? (Marq~e sitI;r, una casilla) 

59. iComs callificluia la utilidad de su prsgrma de c acitacibn en 10s EELn< con 
siguientes Areas? (Para cada ca egoria marque !a icasilta 

Naoa Poco Ai1p Muy 
~ r ~ i i  ocd Btrr 1 irad 

401 4923 03% 1 (W 
63 C3 C - 1 a Mejorar su capacrdad probesmal L - 

(tebjiicolintelectua1) para s u  trabajo actual 

b Aprender t6cnrcas/habiiidades!destrezas nuevas 0 a ?- P, 
i L E 

f prbcticolmanuar) para seu trabajo actual 

G Prepararse para h;n trabajokarreaa en e; futuro f3 a 4 ii si P r7 

a Conocer a estadoun~denses a a F %I 1 I - 
en la rnisrna area le trabap 

D - 
e Conocer a otros panamefios en la rnisrna El f: E t' 

area de trabap 
3 - - - 

i Ayudarle en su trabap cctmunitario en fa comunidad P - a ii L L 

3 Mejaras su capacioxi de laderazgo 17 - 3 - - T-- C P 



60 En este cuestion,uia, fe hernos ped~do que descri a vmos "'impactos'" que ha tensdo 
lcapacitacibn C;92"S en su persona su familia, y otros or% $uisiCamccrs que: 
considere esos irnpactos, tanto negatives carno posit~vos, d responder a 1% Breas 
siguientes. 

Insltrueciones: Tndique, por favor, el grado de impact0 sitivo o negafivo gste fa 
lcapaeitacibn ha 2eni o en cada ma de las categorias siguiectes. Un '"-3'" (3 n,e?gativo) 
indica "el peor imp to posible," y m "'+3"(3 posiaivo) k&ca '"1 rnejor irnpacto 
posible." Ponga un circulo drededor del impacto que Ud juzgue apropiahlo en c 
C S O .  

Negativo Neutral Positivo 
(1 1 12) O (-r? (51 (6) m 

1. En mi persona -3 -2 - 1 0 +1 +2 33 
i 

2. Mi famifia -3 -2 -'1 0 *1 +2 * 3 
3. C..ugar de trabajo -3 -2 - 1 0 +I +2 93 

4. Banio o cornunidad -3 -2 -1 0 +I +2 +3 
I 

5. Associacibn profesionall -3 -2 -1 0 + 1 +2 +3 
de  ex-becarios 

I 7. Sociedad -3 -2 - 1 0 +I 4.2 +3 

61. a. Para la pregunta anterior, marque Ud. la categoria en rque su capacitaci~am btro eel 
mayor impacto (o imgacto rnh positive). 

I 1 2 3 4 5 6 7 

b. Expfique porquC marc6 la respuesta camespondiente. 

c. Pxa la pregunta anterior, marque Ud. la categoria e E  que su c 
enw impact0 (o i pacto miis megativo) 

1 2 3 4 5 6 7 

d. Expfique prque marc6 la respaesta mrrespondieate. 



62 iC6m0 se puede mqorar el programa CAPSJPan uiera de rus saspecros9 

63. fiecornendaria U . este programa de becas a otras personas? ( 
respuesta). 

0 Si coi, C] No (02) 0 KQ $6 (031 

64. flbnde vive usted ahora? 

&'dive Ud. en el mismo banioiciudadfcomuridad don& Gvia cuando recjblb su 
beca a 10s EE.UU.? 

Si la respuesta es no, idonde vkia Ud. antes de reci 

Si Ud. se mudo, ila m u d m a  se debe en p ~ e  a su c acitacibn en los EEL%.? 

I3 Si (011 (52) 

Si no vive en el misnnv banioJciuda#comunidad como antes, por fasor expIique 
porqub se mud6. 

[? Para continuar mis estudios (or 

Para bwcar mejor trabajo (02) 

Porque mi empresa me trasiado (03) 

f ara salir de la casa de mis padres y indepen 

Para casarme (os) 

C4 Para acompafiar a mi esposo/mi familia ptq 

a Para m u d m e  a una casa inejor (07) 

66. Por favor, indque su estado civil. 



mpnentes de este estudio es el de ennecis 
algunos de 10s ex-becarios para conocer el impact0 de la ciaacion en su lug 

emos hacer esta entrecista con la autorizaci~n del ex-becarios). 

67. a ~Wos daria Ub. permiso para entrevistar a su jefeku emsorbempleador3 

b. Por fzmr indique el qombre de su jefefsupenisorlemplrtador; tituldcxgo, 
direccion; y numero de telefono. 

GRACIAS POR SU COOPERAClON 

Agwne International agradece su participation en esta encuesta. Toda la 
Wd nos proporciona es estrictamente confidential. Nunca se identifica a un ex-becario por su 
nombre o posicibn. Los datos que nos da son agregados estadisticamente y quedan 
anonimas. 



EE AND EMPLOYE 

Estimado Empresario: 

Este es un cuestionario pequeno que conriene una evaluation del programa de capaciaaciaan 
DBPSP. Tenga la bondad de contestar estas preguntas sobre el ex-becario BPSP que 

trabaja para Ud. Sus iespuestas seran muy vaiiosas para poder deteminar el valor de este programas 
de becas. en el desarrollo de Bolivia. Este cuestionario es totalrnente canfidencial, y sw; respuestas 
solo seran ernpleadas anonirnamente. Mil gracias por su cooperacion. 

Christopher L. Dyer. Ph.D. 
Evaluador del programa BPSP. Bolivia 



O BPSP, P.4R4 EOS EMP SARIOS 0 LOS SG'PERVISCBRSES. 

Cual es el nombre de su  empresa o compania'? 

-- ----"- 

3 
A. Que trabajo desernpena ei ex-becario BPSP en su ernpresa? 

3. Cuanto tiernpo a sido Ud. su supsrvisor!jefe? 

4. Cual h2 sido el impact0 de este ernpledo para su organization? 

5 .  En que forrna se disti~guen 10s ex-becarios BPSP con respecto a Ics ctro ernpleados a1 
rnismo nivel de la empresa? 



6 .  Capacitado a o~ros  empleados de la ern resa e1 ex-becario 

SI NO 

Contrataria a otros ex-becarios BPSP si auveria la sparrunidad de hacerls? 

S I NO 

Porque o Psrque no? 

Cuales son las cualidades mas imponantes que aportan a la ernpresa los ex-becarios BPSP? 

Cracias por su cooperacion 

Christopher L. Dyer. fh.D. 


