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ABSTRACT 

Following is a surnwary of the recommendations made in this report: 

Al The Ministry shoule consider adding training-related facilities to 
the plans for the prcposecregional centers. 

A2 The exis~ing training centers ~hould be upgraded in terms of repairs, 
equipment, and improved living quarters. 

A3 Consider reorgani zing '..:he training compor,ent as a separate Division. 

A4 House the entire training staff together in the main ~inistry huilding. 

AS Develop a system to reward training as an incentive to stay within 
the sarr~ job area. 

A6 Require d person to train a back-up person for his 01- her posi tior.. 

A7 Develop a budget to seek sl:pFort of trainill9 j n tenns of the funds 
needed to implem~nt this report's recnffi'llend<:tions. 

AS Require a percentage surcharge on all future project proposals to' 
cover the cost of training. 

BI Determine the current skill levels of 1-linistry personnel. 

B2 Analyze needec1 entry level skills for various positions in the Hinistry. 

B3 Use a standardized needs assessment form each year. 

B4 Upgrade overall rr"magernent skills of mddle mcmagement Binistry employees. 

BS Orient llinistry staff regarding the irnport3nce of research. 

B6 Orient Ministry staff regarding the cooperatives movement 

B7 Enable all per!::onncl from training officer status or abo\'c to obtain 
up to a master's degree. 

BS All personnel fro~ training officer status or above should upgrade their 
training, organization, and evaluation skills. 

B9 Authorize at least one new training officer position each year for the 
next five years, 
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BlO .Id~ntify one person in each division as a "training" liaison. 

Bll 11eet wi th Hinistry of the Public Service (MPS) officials to determine 
how their courses can be made more specific to agriculture. 

B12 The training component should evaluate its operations annually. 

B13 Develop performrulce criteria by which the training staff can be 
evaluated each year. 

B14 Use a stancardized evaluation form to oe completed by participants 
at the end of each training activity. 

B15 Develop training center programs that are more practical in nature. 

B16 Develop a centralized learning resource center for training materials. 

B17 Systr::matize the flow of conLTnunications between the training staff 
an.:! the various divisions of the Hinistry. 

B18 Develop and dissiminate a monthly training bulletin. 

B19 Obtain institutional membership and annUill periodical suhscriptions 
in the t~aining field. 

B20 Support all personnel from training officer status and above in 
attending at le.3st one professional "training" conference every 
three years. 

B21 Develop a professional "training" association in Jamaica. 

It was estimated that US$646, 000 ..... (mld be required for the first year in 

carrying out these recommendations. The five-year total need is estimated 

to be $1,246,000 in foreign exchange. 
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TRAINING NEEDS AND CAPABILITIES 

"of the 

JAMAICAN MINISTRY OF AGRICULTURE 

1. INTRODUCTION 

Agriculture is important to Jamaica for two very basic reasons: (1) 

"the production of food to feed a population of some two million people, 

and (2) the provision of jobs and food e~~ort~ which contribute to the 

econOIUc health of the country. The Ministry of lIgricllltt:r~ is cf,arged 

with guiding, developing, and expanding agdcultural production. 

To carry out such a charge, the l1inistry must havL! a hiCJhly trained and 

dedic2ted staff. The newly reorganized trainiJlg compoIlt·nt of the l1inistry 

has responsibli ty for developing and implementing a traini.ng progr2.JTl that 

will meet current and future need3. 

To assist the training staff in planning such a program, a two-m:1n consulting 

team was brought to Jamaica under the auspices of the united States 

Agency for International Development (USAID). The scope of work for this 

team is summarized as follows: 

A. The team, consisting of a person trained in 
technical agriculture with experience in tropical 
agriculture and a pe~son trained in continuing education, 
training, and organizational development, interviewed 
numerous officials in and out of the Ministry (see Appendix I) 
and reviewed a variety of related documents (see Appendix II). 
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B. The team analyzed available information regarding . 
training needs and resources and evaluated the 
current capabilities of the training staff to plan 
and implement training necessary for the Ministry. 

c. The team developed a series of recommendations with 
suggestions and management guides for carrying out 
the recrnrunendations. The remainder of this report 
contains the recommendations and supporting material. 

D. The management guides accompanying the recorrunendations 
guides contain the planning informatiori necessary 
for those responsible to de'.'clop a program for the 
next five years. Financial and time requirement 
estimations need to be made nDrc specific or adjusted 
as the planning progr8ss~s. 
should serve to provide the 
for implementation. 

l!o\o:ever, the estimiltions 
basic direction needed 



2. RECOMMENDATIONS 

A variety of needs have been uncovered by the team. Some of the needs are 

critical, while others are more long tenn in nature. Some needs can be met 

only by fairly extensive capital investments, while others can be addressed 

by better efficiency or by relatively small dollar inputs. Subsequently, 

in this report, each need area will be dcscrib~d and then followed by one or 

more policy statements. Recommended act.ior. steps pertuinirlg to Cuc;, policy 

guideline are included. Supporting m<1terials, such as PERT flow diagrams, 

descriptions, of \olho-:- is responsible in carrying out the !TCC';iu"c~ncatjons, and 

financial planning information, foIl 0\0,7 the reccmn!c'lln(:d actiof'. ~;tcps. 

A. 'l'1lC' !-linistry of ;,nri c\llture 

The first set of recommendaU ems I1crtLlj n directly to actions needed or 

decisions to be made by t}~ Ministry's top leaders. 

Training Centers 

The team visited two of the cxisting trainillg centers--Elthum and Twickenham 

Park. Given the curncnt economic situLlUon in Jamaica, both c-cntprs no 

doubt were in good repair as po~,siblc_ However, they ob-,;io;Jsly nl:eded some 

upgrading in terms of classroom facilities, instrur:ll0nal cquipmf'l1t, living 

quarters, etc. Such troublesome features are bound to inhiLit lcarning 

to some degree. 

Related to the above is the keen co~petitio~ for use of the facilities. 

Both centers visited had instructional space for no more than one or two 

short courses at anyone time. In addition, some divisions reported they 



would like to use training centers more often than' currently possible. 

POLICY STATEMENT: The purpose of maintaining training centers 
is to foster the development of skills and 

knowledge; therefore, it should be the policy of the Training 
Division to utilize the most up-to-date training facilities as is 
economically possible. 

RECOM!-lENDED l',C'T-ON STEPS: 

Al The Ministry should consider adding training-related 
facilities (classrooms, labs, demonstration sites, 
living quarters, dining ro~m3, etc.) to the plans for the 
four proposed regioIl(ll centers.· The t.raining facilities 
should be large er:oug!l so that reore than one training 
session can tuke place at a time and t.hus ac:commodato all 
requests for trainin~1 space. This H?coliGIL,ndation should be 
carried out irmnc,dii:ltr.,ly in order to cd t:r;r the regional 
center plans befon- construe Lion bcgillS_ 

The cost effectiveness of the abc:,ve reco;rL'T!C>llcbtio;1 2S compared to the next 

recom.'l1enda tion needs to be made. Af avorc:ll)J (> cleci SiD;} 011 1let i on Step 

No. 1,1, for exumple, may necessitate the eventuul phasing-out of the existing 

trainirlg cC'ntcr~;. Hm,'c,ver, both may De possible or o;lly 112. 'I'he costs 

of renovation, mo.int0nar!cc, and operation of separatE: lraining L.!cilities 

should be cO;1siden::d in making tht:! dc,ci sion. 

A2 The e':isting traini ng centf'l"S should be upgraded in terms of 
repairs, equipment, a~d in~rovec1 living quarters. 

Anot.her problem pertains to an una lysis :-nuc1e hy the team regarding the 

current organizationul st~ucturc. It dppears tht the recent reorganizatiun 

of training shifting it from an arm of the Extension Service to :hat of an 

organization responsible for training throughout the !-ti.nistry has created 

some confusion as to role expectations. In addition, although connected 

struct.urally to the Personnel Division, most staff members of the training 
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component are housed in a building separated from the main Ministry building 

and the Personnel office. 

\ 
arious 

POLICY STATEMENT: ':I'he purpose of an organizational structure is to 
foster efficiency and effectiveness; therefore, it 

should be the policy of ihe Ministry to develop an organizational 
arrangement that will grJe the training component optimum dC!ci sion-making 
strength. 

RECOtlJ·ffiNDED j\CTION STEPS: 

A3 The Hinist.ry shoulrj estahlish a commission to evaluate 
the current organizational structure and to study the 
feasibility of once again ro-organizing Training as a 
separate Division re:sponsibl{:· directly to 'the: PCnT .. '!lwnt 
Secretary. Obviously, a carc:ful coordination of t.rdining 
activities vlith pC'Tsonnc1 funcUOllS \·.'auld IIL't:;] to be l1i1in 1·ained. 
In addition, a direct Jiai~;on rclati OflSlliF \.'i th ~.he '<'Licul tu:ral 
Infonnation Sc·rviccs \\'QuId be: llE..cCr!d to p:()vide C(YJrr.1:illdUO~1 

f:Jr the devcloIII;)ent of traininc: rr.i'.t(~rjdl s. 1m on':c!Tli 7.ationa1 
chart suggesting one such st.ructure for training f0110\o,'5: 

r·b 11 i s te r 

~ , 
Permanent Secretary \ 

\ \ 
Su~;port 

A.loS. Division c . 
~erV1CE'S 

taff units 

\ TraininqJ 

Personne: 
\ 

Various 
Various < ;- Line 
line Departments 
Divisions 
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A training liaison persort in each division or department, perhaps supported 

partially from the training budget, would provide a direct link from 

training to the other units. See Recommended Action Step No. BIO for more 

detail regarding this liaison appointment. 

A4 The entire training staff should be housed together in the 
main Ministry building. In addition, if at all possible 
some space should be'converted to a meeting room for use 
by the training cODpcnent for staff meetings, short CUllI.5e 
or seminar'instruction, and training resource materials. 

One prol>lem noted and cescribc'<1 by ;nClny of the people intervievled is that of 

job tenure. 1\1 though the l~.cam ",;as not all] e to di ~.;covc'r hov,' vii ckspreac the 

problem is, it was s'JCJgestcc1 by seve·ral of those j nter"i owed that mc:ny people 

upon receiving advanced training either lc:ave t~c Ministry 2]lu~cther or 

they use an ac1di tional degree as Cl basis to move to ClTlotllcr eii vi ~~irJl1 vill.::;~e 

increa~ed responsibilities ... :oulrJ merit a PC!y rai:,;c' or r)n·'l~lotjoll. 

POLICY ST1\Tnlr::NT: ,Job tenure is very irr}!fntclTlt to the :·~.il1istry 

of l\gricul tun:' .if i r2.~Il(:d l'cY"~;onJ)('l ilrc yoing 
to maximize their contril)ution to the coulltry;~hf!rcforc, it should 
be the policy of the Ministry to dcvc]op 2 c]ear proccdur0 for 
rewarding training. 

RECOHMENDED ACTION STEVe:: 

AS The Ministry shou] c1 ~uthorize the Pcr:;onnc] Di vision to 
deve lop a systC'lr ""hereby C! rcrson ofter ac1va!1ccd t.raining 
can maintair. the S,'r.1e t.C'chrlic'-ll responsibi 1 i ty or st<lY ·,..,i thin 
the same divi:.;.ion if he or she so c!f'sires but receive 
extra pay for im~)roved rlcrfonr.ancc. The purpose of this system 
would be to provide incentive to c;tay ",'ithin the same job 
area and at the sarr.e time promote a professional commitment 
to a division while upgrading the tec~,ical competencies. 
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Following are some guidelines suggested in term~ of this recommended action 

step. 

A. The division or department acministrator directly in ch2rge of the 
person being considered for extra pay should be the one to eval~ate 
whether or not performance has improved after 'the training experience. 

B. The person to be trained should have a clear und~rstanding of \.;hat 
improvements are expected from tht: lrainill<] prior to the training 
experience. The intr:>nt of thi~. guic.:'] illC: is to l'r(J;llotf' in tl.e 
trainee a cleur sens(; of plirpose and dj rectjon, 

c. The following form is ~;U<JCJ~str'd as the Zlclmini ~;tl"tC'l" cO'.llc1 llse t.O 
evaluate the person who hi1~; lx"en traiTlI'c1 apprcn:.irnCitely six ncnths 
after compleUon of the traini!F}. ;, ,,1 ic1.irFj scale for tho sCilary 
increase is rccor;uw":l1ckc1wi th an LlS[,CSc-rnnllt bcinCJ given the person 
regarding desired futu::-c j mprovc[TlcnU:. 
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EMPLOYEE RATING FORM 

Indicate by means of a check on the five-point scale how you rate your employee 

on each item based upon his or her training experience. A final evaluative 

statement 'and assessment of needed improvement should be added. In addition, 

please discuss your ev~luations with the employee and have him sign the form. 

Employee's name Date ----------------------------- -------------
Evaluator's name Date ---------------------------- -------------

1, Did the employee accept greater responsibility after the training? 

No change Assumed much more 
respon si bi 1 j!.y ___ _ 

1 2 3 4 5 

2. Evaluate the employee's attitude toward his work. 

LO\ ... 

1 2 3 4 5 

3. Did the employee share ... :hat he learned ..... i th his colleagues? 

Did not share Great enthusiasm in 
~hari~ 

1 2 3 4 5 

4. Has the employee's knowledge and command of his job changed? 

No chanqt; Considerate lmprovenent 

1 2 3 4 5 

5. How would you rate this employee's overall effectiveness? 

Low Average 

1 2 3 4 5 
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. . 
6. Please provide an overall rating of this employee based on the effect 

you believe training had on his perfonnance. 

7. Please desc~ibe any improved performances you would like to see in this 
employee. 

8. h"hat additional training would you reconunend for this employee? 

Employee's statement: 

I have discussed the above evaluations with my employer. 

signed date 

My comments are: ~ ______________________________________________________ __ 



810 

A6 To alleviate some of the recurring problems of 
turn-over, the Ministry should develop a mru1agement 
procedure that requires each person to identify 

Financing training 

and train a back-up person, perhaps a less experienced 
person wi thin the same grade or lov-'cr, for his or her 
position. Subsequently, \-:hen the senior person leaves 
for advanced training or moves to another position there 
is an immediate transfer of leadership and responsibility. 
This recor.unendation shou:!.d have immediate attention 
but will be,on-going in nature. 

The many recommendations contained in this report will cost a considerable 

amount of rr.oney and commitment if each is carried out. Indeed, training is an 

expensive venture. However, carefully planned and implemented training 

programs are a necessity if the !olinistry of Agriculture is to accomplish its 

five-year goals. 

POLICY STATEMEN'l': Flnancjal support of training must be a 
top priority investr:lclJt of the l-iinistrYi 

therefore, it should be the policy cf the Hirlistry to prc,'v"ide 
the training component ·.·:i th the doll ars 11('Ce~;~ary to carry cut 
the recomll1cnoCltiollS in this report. 

RECONMENDED ACTION STEPS: 

A7 The t-linistry should dC'velop 2 budget request to seek 
support of trdining in teIT'lS of the funds needed to 
implelllent the recolrlrnenuaLions in thjs report. 

AS The Ministry should require that all future project 
proposals for support to donor agencies have a 
percentag~ surcharge of SOIn":, .:lmollr.t added to meet the 
training needs necessary to carry out the authorized 
projects. 

Management Information 

To guide ~~nistry officials in carrying out the above recommendations, several 
management t.cols are included. The first is a table that details the key 
persons involved with each action step, the estimated costs, and the estimated 
time requirements for each recommendation. Second there is a Program Eval~ation 
Review technique (PERT) flow diagram to show the suggested sequencing of 
implementation activities. A critical path is not shown because some activities 
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a~c of a policy-determination nature while others are sho~t-term action steps. 

However, the diagram details the different action flows. The final figure 

is a GANTT calendar of events. All of the tools used in conjunction with 

e~ch other should provide considerable assistance in the planning and 

implementing of the action steps. 
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JleCODEnd4 tion 

Al - Add training 
facililies to 
regional c~ntera 

A2 - Upgr"clu 
eai5ting tlaining 
fad Ii tie. 

Al - Evaluate 
current organiza­
tional atructure 
tor training. 

A4 - House trAining 
natf in .... in 
Mini.try building 

AS - Reward plan 
for training 

A6 - T-"a1n 
re~lacemcnt person 

A7 - Ilevelc.p Budget 
plan to i~le_nt 
recoaunendations 

AB - Develop 
'!'raining Surcllarg" 
Policy 

PROJECT MAf~G.EME~r GU!~E--'I1H:: "'.!NI~,!f{Y OF }\(',RICL'LTt.HU·: 

Key Person/Group 
Involved 

Ministry leaclur 
Leonard Henry 

H..1nlt1try ladder 
~on.srd Henr~' 

Mini~try leaders 
~onard Henry 
Chester Gibson 

Ministry leaders 
Leonard Henry 
Cht!5ter Gibson 

Mini :.try lea,jer 
Chcster Gibson 

Ministry leaders 
Divi&ioraal Heads 
Leonard H~nry 

Ministry le"der 
Financial Pl4noing 
Unjt 

Hlnistry leaders 

S75,OOO/Ccnt~r 

Totdl - $)00,000 

J52~O,UUO 

(LlS$lSO,OOO) 

STI\Ff T1ME 
If, moving, SIO,OOO 
in :roving and 
reJlovat1n., CQut!J 

Sso,OOO/yca.r 

STAFf TII'.E 

~TAn' TIME 

STAFF TIME 

L~tli~tlon b~~~~ on 
kno~lLJ~c of USk b~1!d!n9 
covt!:i. 

"ra~nlf1~ P[()'lr.lr"':~ Flvu­
Ycar rldns 

ElitiT!l.dt1l'Jn t.I-d~cd On 

knuwl~~~~ o! USA 
buUdlo'J ccsts 

S'.Jqqcstt!d arrcunt to 
t.egin with 

Total - Up to $510,000 for the first yoar 
Five-Yt!ar requirement would be approximately 
$710,000 (both fi9ures in US$) 

-'The •• tl .. ted coata are included to show the qeneral magnitude tor c","ch recommendation. Th~y should be used 
only •• rough guides in budget planning. 

E~t !r.vtte"l 
'!'!...mo 11.LJ\luirumont 

Onu Ye.sr 

1"0.0 :aJnlhs to 
cCtl~l~L"r J .1 x Uure 
r-cl\t~l5 if ir.-pll!t:lunr.inq 

Six 1Tl ... r.thli 

CIlC year to e:stabliah 
pullcy aod L""'\,.I\ununt 

~5t.~II"~ Policy 
in 51.11( ronths 

t:omplele Bucqt1t plana 
within tW'o m::.n~h9 

Six months to establlah 
"alicy 



Re cOJlUnenda tion 

Al 

A2 

A3 

A4 

AS 

A6 

A7 

AS 

-. -..... 
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)979 
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I"....-",.'&'. ~ __ ......... "" "-== .----,,- - -. 

-----

-

---------- ------'----"-----=-._------- ._------------ --.-- ------- -- --.----

1980 -p.. 

Figure 2 GANTT CHART OF ACTIVITIES-- Ministry of Agriculture recorrnnendatir 



KEY: Numbers within event 
arches refer to the 
various recommended action 
steps. 

FIGURE 1. PROGRA."1 EVALUATION REVIEt-1 TECHNIQUE 
FLOW DIAGRAM--~tinistry of Agriculture 
recommendations 



B. The Training Component 

The team's discussion with various people and review of a variety of 

documents resulted in the identification of many manpower training needs. 

This section of the report presents recommendations relative to the 

training staff's capabilities in meeting these needs. 

The need for trained Personnel 

As Table 2 points out, the need for additional personnel is great in term~ 

of the Hinistry's five-year p]ans;ne?rly 700 new staff will he required.. 

b15 

The assumption ITlr"Jde in suggesting the numbers needed is that incrcClsed 

production through progrd~~ like Land Lease, throuqhinnovntions ill hillside 

farming, ana through higher yi~lds will require Lt variety of new, hiC]lJly 

skilled staff in addition to th~~ current stuff. This content ion i~; ~;uI:f>orted 

by another team's analysis of stc:ff needs (so.e reference tlo. 1, r,!Jp.:>ndix II). 

In the Florida's report trlC estimation \-;as made th,-It approxirnnte]y ] ,COO 

people, newly trained in agriculture, will be required over the next five 

years. Tj-ll~y further suggested that slightly marc than 800 \wuld go into 

government work. 

However, before the accuracy of the five-year needs can be verified, the 

training staff must obtain some ~derstanding of what skills are currently 

available within the Hinistry because the design of an appropriate training 

program is dependent upon knowledge. 



TABLE 2 

SUMMARY OF CURRENTLY ALLOTTED AND ESTHlATED STAFFING 
NEEDS OF MINISTRY OF AGRICULTURE* -----

616 

Type of Staff** Currently 
Allot-ced*** 

Estimated Need Suggested Per-
1979-1984**** centage increase 

--------------~------------

Administrative 

Senior level 

Middle level 

Technical Staff 

Professional level 

Sub-professional level 

Office ana Clerical 

Support staff 

Totals 

16 

270 

989 

564 

784 

1,045 

3,668 

New numbers needed = 691 

19 

351 

1,187 

790 

862 

_1_,150 

4,359 

-I 20% 

+ 30% 

+ 20% 

+ 401. 

+ 10% 

+ 10% 

* Compiled fro:n a Personnel Division listinC) of classifications by group, 
sub-group, and grade, ~jni[;try of j\gricult.urc, t:uvember 1978. 

* * Ac1mini st:- Jti ve--.scnior --ji vi ~;i onl c1cpa:r-tmunt hC'Clc1s 
Administra tivc--r-1ic1clle--dcputy di rectors, progr,,:11 man.Jgcrs, alld 
administrative group lecdc,r.:c. 
Technical--professional--directors of support groups, dir0ctors of 
specific research units, etc. 
Technical--subprofessional--research officcr~, training officers, ag chemists, 
agronomists, etc. 

*** These are the numbers allotted--in many instances a division will have served 
spots currently vacant. Therefore, the new nurr~cr needed in the next five-years 
will be greater than the 690 figure if all vacancies are filled. 

**** The estimated needs were obtained by mUltiplying a percentage figure times 
- the currently allotted number. 
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The percentages that are suggested were derivec from discussions between 

the team members and from discussions with various officials at the ~tinistry. 

They are presented as preliminary guides for the training staff in planning 

future training. Further discussion of the numbers by HiIJistry officials 

will be needed to verlfy their accuracy of the gc.p tLat exi stc: r.'C,t' .. :een 

available skill in comparison to future skills H'c;uircG tu l!:'?ct thn 11(~cds 

of the five-year plan. If this gap is unkno"..l1 and ll~(~n' i~; ~1l1 abc~c!lct, of 

policy for selecting training opportunities, the result ".,ill he a reactive 

response to training requests ratJlcr th,m a proactive C]c~;iclIl of tar-g·?tL,d 'Craining 

programs. 

POLICY S'I'ATEHENT: Highly t:--,,]m'd l:·."n~l(leriLlI, tr·chnical, 
extension an(1 ~·,\:r'l,r)!'t st~lff ar(~ crucia1 to 

achieving the Cjo:Jl~; of t\.1; fi',;(:-yc'ii~' pl:lll; tllC'rr'[OI'c, it.. :;hou]d 
be the poll cy of tile' !lini ~;t;y tu c:;t.-,j,l i,h and ;:::I} ntain a current 
lisbng of Clvaili\rJlc' ~}:j]]~; l,tr ,!i\'1,;ic;n. 

RECO:,lHE!mED l\CT10~l :';Ti:!'S: 

Bl - The Director uf Tr'-tiliiliJ, .in l'~lf;·;'.lltilt:i()!'l \"ith F~C)y }~us~;c,11, 

Director of tlic' D:,:.-, I'ant-. ,mel ):',',11u:ltion [Jj-:i,;ioL, stlC1U]d design 
and al'llnini~;\.t'r:l fc,! 1:1 th,lt y,'i 11 coIl en (:~!ta :;01:1 each 
division 0:1 ~1:),]t ll'::'~; L'('('!l L~H~ i:cc·.!(-!(!r~!ic ~·'nd ~-1iort-course 

training ('}1'0~'11;C' of ('deli ·:m;'loy",,~,. 

The following is an example of d for:,l Lh"t cO\lld be used: 

A. Ask division,,1 a71d dC':.:'Z!rtn~'I1·c ~l·dds tu admi.nister the suggested 
form to each of their c'r.;;)JOYt'f:S. ;),:l,~"_ion~;, illiciitions, or 
computer cClrd colu;:m aJ:jw:l1"'cllls to lh" forn; 01' Lhe code sheet \ 
will need to be l~ade .J.5 ilI'prof>riatc. 

B. It is suggestc(l that th<:> !~(lJT.1 be };eypunched and co;::puteri,zcd 
and that point-outs bc obt.::tined thi1t arc both descript.ive and 
analytic in terms of 'Jarions cross tabular comparj sons. 

c. It is recommended that each divisional head administer the 
form to all employees with the request that the form be returned 
within one week. 
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D.' The following instructions are suggested for a coveT sheet. 

To meet t.he training needs of each employee and to ensure that 
the Ministry maintains an up-to-date \vork force, the 
attached survey form has been designed. please fill it out 
and return it within one week. Please complet.e each question 
to the best of your ability so thut we may proceed at once 
in the useful design of needed training programs. 



MINISTRY OF AGRlCULTORF. 

SKILL LEVEL ASSESSMENT FORM 

NAME ------------------------------------------------
JOB CLASSIFICATION/TITLE ----

YEARS IN CURRENT POSITION 
----------------~-------------

DATE OF FIRST EHPLQYMENT -------------------------
AGE ___ ~ ________________________ . ____________ __ 

YE}\R, DEGREE, INSTITU'rrONS, AND SPECIALIZl\TIONS of 
FORMAL EDUCATION 

YEAR, DESCRIPTION OF RELATED SHORT COURSES, AND WHERE 
HELD (MOST RECENT FOUR) 

DESIRED ADDITIONAL TP.AINING 

819 

ID No. 

-
15 16 

17 18 

J 9 20 

21 25 

26 - - - - 3~~ 

--- ----31 35 

36 40 

41 45 

46 -- -- -- 50 

51-----55 

56. 57 

60 61 

62 63 
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CODE SHEET . 

SKILL LEVEL ASSESSHENT FORM 
Co1s 

1. Job Project ID 1 - 3 

2. Name (use unique ID number) 4-- 7 

3. JOB CLASSIFICATION/TITLE (use current 8 -14 

CLASSIFICATION SCHEI-fE - ALPHl'. AND RIGHT JUSTIFIED 

FOR EXAMPLE, OPS/ST3 or GLS 1) 

4. YEARS IN CURRENT POSITION (ACTUAL - LESS 15 - 16 

THAN ONE EQUALS 90) 

5. DATE OF FIRST Ei1PLOYMENT (IN YEARS - FOR 17 - 18 

EXAMPLE, 1976 =0 76 

6. AGE (J"CTUAL- RIGHT Jl.JS'.lI FI ED) 19 - 20 #l 

7. YEAR AND TYPE OF FORJvlJ.L EDUCl\TION 21 - 25 

(FOR EXAHPLE, :"'974, DIPLO:1l\ - JAMA I Cl>. SCHOOL OF 

AGRICULTURE = 74,111 ) 31-35 #3 

DEGREE INSTITUTION r-tAJOR ---- ---

1 = Diploma, 2 yr. 1 = JSA 1 = General Ag. 

2 = DilJloma, 3 yr 2 UWI 2 = Home F:cunomic 

3 = B.Sc/B.A. 3 = USA 3 Agronomy 

4 = MS/MA 4 = Other 4 = Ag Econ 

5 - Ph.D 5 = Soils 

6 = Other 6 = Education 

7 = other 

8. YEAR, DESCRIPTION OF RELATED SHORT 36-40 #1 

COURSE S ,LENGTH (IN WEEKS) AND v7HERE HELD 41-45 #2 



9. 
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(FOR EXAMPLE, 1976, MANAGEMENT TRAINING, 6 WEEKS, MPS 

= 7,61 . 46-50 #3 

51-55 #4 
KEY: TYPE LOCATION 

I = MANAGEMENT I - MPS 

2 = TRAINING 2 USA 

3 = CLERICAL 3 = OTHER 

4 = TECHNICAL AG 

5 = OTHER 

DESIRED ADDITIONAL TRAINING 

KEY: LEVEL 'l"iPE 

I FOR11AL DEGREE 1 l-'.ANAGEMENT/ORG.~mZATI'JN 

2 = SHORT COURSE 2 COMMUNICATIons 

3 = OTHER 3 RESEARC!l 

4 TECHNICAL AG 

5 CLERICAL 56-57 #1 

6 OTHER 58-59 #2 

(For example, a short course on interrersonal communications 22) 
60-61 

B2 - After an identification of skill levels the 
Training Director should work with the Personnel 
Director and analyze the needed entry skill levels 
for all sub-professional and techni ::al ?osi tions. 

6:'-63 #4 

Then the Ministry of Agricultu~o officials, the 
Ministry of Education official lnd the Jamaica 
School of Agriculture officials should meet to discuss 
the long range capabi~ities of JSA in meeting the entry 
skill needs of the Ministry relative to the five-year 
plan, through new curriculums, internship programs, 
addin~ a B.S. degree, etc. 



The team's discussion with various people and review of a variety of 

documents also resulted in the identification of some specific concerns. 

They are summarized as follows: 

There is a need to emphasize knowledge about and commitment 
to the value of research in meeting the five-year goals: 

There is a fairly Universal need to improve the skills of 
managers and middle managers in terms of human relationship 
skills; 

Because the development of cooperatives is expanding rapidly 
and is important to the increased production goals of the 
Ministry, there is a need to educate centrally and regionally 
located staff about the cooperative movement; 
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As the Training component will need to rely a great deal on the 
teaching expertise of various personnel throughout the Ministry, 
there is a need to upgrade the aeneral level of teachinq, extension, 
and program E'lanning skills; 

There is a general need for more resources to purchase training­
related equipment and materials for ~se by the Training staff, 
the Agricultural Information Service, and ot~ers. 

POLICY STATEMENT: The systematic identification of needs is 
crucial to establishing training objectives 

and plans; therefore, it should be the policy of the Training staff 
to utilize carefully assessed needs in its program planning process. 

RECOMMENDED ACTION STEP: 

B3 - The training staff should administer a standardized needs 
assessment form each year in order to maintain an up-to-date 
understanding of the training needs. 

The following is an example of a form that could be used. 

A. It is important in the use of a standardized form to move 
the employee and !T.anager from an immediate perception of 
need (interests, likes, felt need, and preferences) to a 
recogni tion of real need (at the demon stra tC'l.ble leve I) . 
only when the real need has been identified and beco~es the 
basis for program planning that progress towari m2eting the 
five-year goals can be met. 



B. The basis of a standardized form follows point "0" 
below. In the instrument the subjects that are shown 
are placed there only for demonstration purposes. A 
training staff member shou:d interview the division 

823 

or department director to .obtain the statement specific to that 
division. This procedure gives the top administrato.r an 
opportunity to make an "expert" intervention early in the 
process. Roy Russell should be consulted in designing 
the actual instrument if the lnformation is to be computerized. 

c. The process to be used for each division or depalt~nt is 
as follows: 

1. The instr~~cnt (designed as described above) is 
administered to each staff member of a division or 
department depending on the number or classification 
diversity of employees within a division, more than 
one form may be required. It is important to protect 
the anonymity of each respondent if he or she so 
desires. 

2. After the form has been completed ty merrber of the 
division (strive to obtain lOO~ pa.rticipation), compile 
a simple descriptive summary. (a computerized 
s-urmnary of the forrr.s may be desi:-r:d.l r-'or example, if 
35 people in a division completes ~~eir forns, there 
might be 10 who checked colllmn r;o. 1 for subject r~o. 1, 
10 who checked column :;0. 2, and 15 ''''ho checked one 
of the other three. T~is information '.-Io·-11d be 
compiled for each of the subject areas. 

3. The next step is to ask t~e 3S reople to meet in a 
group settlng. Provide each '.-Ii tIl a sUlnrr.ar'j of the 
combined instrument responses. ASr: them to ".;ork in 
small groups of 6 - 10 peoplE and p:-iorj. ~ize the needs 
according to the SUIT'.marized responses and t~E'ir 01.11 

individual needs. This :nadifie::! "D'21r:;he" t:.'chnique moves 
the person toward a recosrr,i ti()n Gt their real n·.:'Ed as 
they participate in a discussion of why particular subjects 
are more important th<:m others in t::eir division. 
They are asked to come to an agreement Gn the subject 
priorities. An important by-product of this process is 
a feeling of "ownership" in ter.ns of both the decid~d 
priorities and the ".;hole ~rocess of designing training 
to meet specific needs. 



4. The final step is merging the data from the various small 
groups intcI a master priority listing of needs. This 
information becomes the basis for planning the training program 
for that division each year. The advantage of the process 
is that thE! "expert", the division administrator, has been 
involved, the needs assessment instrument was Lased on 
initial interests and perceptions of need, and the group 
process technique moves individuals into the identification of 
real needs. The process should be completed annually if at 
all possible. 

D. The above described process obviously will be time consuming. However, 
the overall commitment to training that will develop 1n most cases is 
with the time investment. In addition, if a training liaison is 
identified in each division (see Recommended Action Step BIO) he or 
she can carry out the needs assessment process each year. 
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TRAINING NEEDS ASSESSMENT SURVEY 

PURPOSE 

This instrument is designed to provide training with some descriptive 

information regarding the staff development needs of your division. Informatior 

is solicited through an anonymous assessment and compiled on a total 

division basis. This assessment is not an evaluation tool. Information 

gathered with this form will assist training in planning effective staff 

development activities. 

DIRECTIONS 

This inventory includes statements relating to abilities or competencies 

which have been identified as important to the successful operation of 

your division. For each of the items, indicate the degre~ of competence 

you think you now de~onstrate to assure a valid profile of t~~ining ~eeds, 

is essential that you respon d to every item. t-lark your ~cs~)Qnses in the 

spaces provided n'.."!xt to the statements. Circle the number which best 

approximates your perception of your own performance regarding the item. 

The five degrees of competency are defined as follo .. ·s: 

1. Have a slight degree of competency; a defini te need 
for improvement. 

2. Have S0me degree of competency; a need :or improvement. 

3. Have a moderate degree of competency; some need for improvement. 

4. Have a high degree of competency, may need improvement. 

5. Have a superior degree of competency; no need for improvement. 



EXAMPLE 

To what degree do I as an (Administrator*) •••• 

Item # 

1 Use a systematic planning process 64 1 2 345 

Meaning: This indicates that you think you have a moderate Q'egree of 
competency and need some improvement 

B26 

* Substitute whatever term is most appropriate: agronomist, soil cherrust, 
clerical officer, etc. 
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INVENTORY OF ____________________________ * TRAINING COMPETENCIES 

Scoring Directors: Circle appropriate nuffiber for each item according to 

the directions on the preceding page. Please respond 

to every item. 

TO WHAT DEGREE 00 I AS A (MANAGER**) .•...•• 

l. Use a systematic planning process 1- 1 2 3 4 5 

2. Communicate effectively with my employees 2. 1 2 3 4 5 

3. Evaluate progress toward goals 3. 1 2 3 4 5 

4. Have evaluation skills 4. 1 2 3 4 5 

5. etc.*** 5. 1 2 3 4 5 

6. etc. 6. 1 2 3 4 5 

7. etc. 7. 1 2 3 4 5 

*Substitute whatever term is appropriate: Forestry, Soil Conservation, Personnel,etc. 
**Substitute whatever term is appropriate: agronomist, soil chemist, clerical 
officer, etc:. 
***Add subjects as needed based on the interviews witt. the division or department 
heads. 
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An immediate need expressed by many of the administrators who were 

interviewed was the desire for both field and central staff to have increased 

managerial and human relationship skills' so that they can better organize 

their operations, provide motivation to their employees, and m~intain the 

leadership necessary in meeting their goals and objectives. 

POLICY STATEMENT: Management effectiveness is vital to the long-
range accomplishment of the five-year goals; 

therefore, it should be the policy of the Ministry to encourage 
a continuous development of managerial and human relationship 
skills. 

RECOMMENDED ACTION STEP: 

B4 - The training staff should facilitate the use of ~ew or 
existing short courses in upgrading the skills of middle 
management (and above) Ministry elT,ployees in t!1e areas 
of management, human relationships, inte:cpersonal communications, 
program planning, and teaching methodology. T~e needs 
assessment, recorrunendatio~ (see .i::.ction Step No. B3) will 
help to focus these ~eeds. The USDA's lnternational 
Training Division and the Ministry of _he P~b!ic ~ervi=e 

both have short courses available on the above subjects. Tt 
is further recor:unenced that at least twenty people partic~pate 
each year. There should be at least one participant rer 
division selected by the divisional heads on the basis of those 
most in need of the training. 

TWo consistent needs expressed by several 1''''0[>] e i!1tcp;ie\-;ec ccncerned a 

perceived lack of awareness regarding the value of re~earch to agricultural 

progress and the i::1portance of the, 'operCltives nove:ncnt. 

POLICY STATEHENT: Each employee of the Min:istry should be aware 
of critical issues important to the accomplis~~ent 

of the five-year plans; therefore, it should be the policy of the 
Ministry to orient all employees regarding certain critical issues 
as quickly as possible. 
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RECOMMENDED ACTION STEPS: 

BS - The Ministry should charge the Director of Research, the 
Training Director, and the Agricultural Information Service 
with orienting current and future staff regarding the 
importance of research to achieving the five-year goals. 
Representatives from the three areas should meet, design 
a short course and instructional mode, and assist the 
training ~taff in carrying out the course. 

B6 - The Training Director, in conjunction with the Cooperative 
Development Center, should facilitate the design and 
implementation of orientation sessions in the cooperatives 
movement for the Ministry's central and field officers who 
have some need for the information (to be identified by 
each divisional head in conjunction with the training staff.l 

A priority assignment for the team was to examine Training in-or-der '.' 

to make recommendations which would aid the training staf= in successfully 

completing their five-year plans. Of the people intervi~·."ed in '.::raining, 

the Director of Training and faur trair.ing office!:"s, b:o huve 2.::;. degrees, 

one has a M.S. degree, and two have '::.5./1. ciplomas. fiowever-, only one 

person has a degree related to education--the M.S. is in ~gricultural 

Education; this person has not had e:·:tensi'le academic preparation i:1 training. 

Other individuals have either hac only one or two courses in extension ~ethods 

or have picked up some training-related exposure through ex;:t:::ricnce anc: throuah 

short c·)urses. 

Subsequently, one problem is the lack of collective experience ~:1d Frofessional 

education in training methods. This somewhat limits the effectiveness of the 

staff to do the following: 



training others in education techniques (training of 
trainers); 
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utilize appropriate training techniques relative to the 
content to be taught or the size of the group to be taught; 

identify crucial training needs and potential educational 
re-sOUrces to be used in meeting those needs; 

facilitate others \"ho are serving as resource persons. 

There are a variety of ways in which the Trainingco~ponent can improve its 

effectiveness. However, administrative decisions in terms of priorities and 

the availability of resources, will dictate the extent to which some of the 

means will be undertaken. 

POLICY STJl.TEHEtlT: Training expertise and DanaC]ement efficiency 
are crucial to the success of the Training 

component; therefore, it should be the policy of the Training 
staff to continuously pursue the improvement of their training 
skills and manaGerial effectiveness. 

RECOM!-"..ENDED ACTIO~l STEPS: 

B7 - Each Dember of the ':'l-ainng component at the Training Cfficer 
level or above should be encouraged and given the Cfportunity 
by the !-1inistry to obtain at least a Dasters GeGl·ec~ in 
the area of continuing education and training. This degree 
program should contain at least a three-month int~r~s~ip 
with some training division in industry or covernment in 
the host country. The DirectGr of ':"raininr: should also bave 
additional academic t!"ainin? in 2r:r-inist!"Zltion C!:ld 
manageJTIcnt. 

BB - All current members of t!"aininc at the training officer lev~l 
or above should purticipatc i:1 t:1E-o followins short CC'.lrses: 

"training of th~ trainer" 
"Organizational Planning and Development" 
"Evaluation techni91E:s" 

The USDA's International Trainins Division and the 
Ministry of the Public Service both have short courses 
available on the above subjects. 
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There are three additional means by which the overall capabilities of the 

training staff can be increased. 

POLICY STATEMENT: Training is crucial to achieving the 
Ministry's five-year goals; therefore, it 

should be the policy of the Ministry to increase the capabilities 
of the Training component as quickly as possible. 

RECO~~NDED ACTION STEPS: 

B9 - The Ministry should authorize at least one new person at 
the Training Officer level for each of the next five 
years. Such persons should be capable of quickly stepping 
into a Training Officer role. At least a B.S. degree in an 
education-related field would be dcsiratle; if such 
individuals are not availablc, th2n someone ~ho has had 
at least some academic F,rerarc;ticr. in e:-:tcns::'cr. or 
educational met!1ods shou12 :X :=o'''':',:',r., -:-:.c::~,~ r,e',,; ::t,',f: 
persons shculd partici.:.:.I1tc· i~"l..ry,e·.~.i :Jtc: 1',: i~i +:~,~ "':""'!:-,::-li.r:ir£g' 

the Trainer" short course' :?·~>~'~Y"iL'_~c ;<i~liL~ :-1!:_1 t::~_, o:her 

One purpose of the abO'If' recc;CD.c:ncJaticn i.n ,1rir1i-:io:: t:G i.r,crc·,c.~,:n:; the tra.ining 

capabilities, would b:-· to fClcilitat.c t~,e rol,.?3.=',c of current staff as C]\lid:ly 

as possible so they ca~ pursue advanced degrees in continuino education 

supported in obtaininG s::'8i!ar advanc~d ~c9rccs. sutsequently, at the end of 

eight to ten years hencc, the Training Unit ~ould have a cO~Flement cf 

up to ten people wi th r:-,a~:t'.:'i:; l~( (;rc'('s. 

Bl0 - The 7rai~inG 
and the vari~us ~ivisiGnal ~jr0c:or~, 5h0Ul~ i~0nLify one 
person i~ each division and in ~ach r0~ion whc would serve 
as a liaison '.·tith ':'~aini!)C?~ ~::~C:--.~:. ~(:~sor. shc1 uld 
participa.te i!1 (}t 1 eCist t!l(: 1I~~;]inir.q ~hc ~.rair.( :-.3" sh:;rt 
course desc:-ibed t~3.r2.if2l- ;~!:c: ·.·,:Qul,~ t'·? ~el-:;'~2.t~-::::: Y0s~'onsi::ili~y 

for the ~oordination o~ ~e~ds ~ss~ss~ent ac~ivi:ies, the 
identification of training re~uire~e~ts ~eculiar to a 
particular division or region, and a general liaison with 
TraininC] in addition to re~-ular divisional or regional 
responsiblities. The traininc ~,it,in turn, would be the 
authorizing agent for all training taking place in the Ministry. 



811 - The Training component and Personnel Division 
leaders should meet with Ministry of the Public 
Service officials to determine how some of the 
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MPS courses can be made more specific to the training 
needs of the Ministry of Agriculture. This will 
permit the trainig unit to con~entrate more on 
facilitating the movement of people in and out of 
courses rather than developing their own courses 
for many areas of need. 
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The Effectiveness of the Training unit 

Most staff members connected with training have been there less than one 

year. As mentioned in the section above, the staff members have a need 

for additional skills related to several areas. The team has several con-

cems regarding the Training Unit's current mode of operation because of 

the lack of certain skills. Gaining additional skills through short courses 

and academic preparation in the long run will permit the training staff to 

create ;'1. better organization. However, the team has several recommendations 

that should improve the immediate effectiveness of the Training Unit. 

One area related to managerial effectiveness is evaluation. Evaluation of 

training activities is necessary to understand how well needs are being met 

and whether objectives are being accom~lished. 

POLICY STATE~ENT: Evaluation is crucial to effective program 
management; therefore, it should be the 

policy of the Training Unit to utilize good evaluation 
practices in their day to day efforts. 

RECOl-'.MENDED ACTION STEPS: 

Bl2 The Training Unit should carry out, on iU1 annual 
basis, a ~ystematic evaluation of its operations. 
The level of acccrnplishment of objvctives, the 
abilities of the staff, and the ef:ective.ness of 
the Unit in helping to achieve Ministry cbjectives 
are some of tht2 aspects which should be includec in 
an overall plan. 

B~3 As part of the plan described above, the Director of 
Training should establish a list of performar:.:,: c:ri­
teria by which each of the staff members can be 
evaluated annually; such as the extent to which the 
individual staff members plan and evaluate their 
activities, the attempts made for self-improvement, 
efforts made to improve effectiveness and inter-per­
sonal communication skills, etc. 

B14 The Training Unit should use a standardized evaluation 
form to be completed by partic:~ants at the end of 
each training activity. Appen~x III suggests a 



form that could be used. The results will help 
identify both effe • .;ive and ineffective teachers. 
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Several people interviewed said that training center and farmer short 

courses should be more practical in nature as opposed to sessions which 

are primarily "lecture" ill nature. Thus, the training staff members need 

to improve their effectiveness in the design and use of courses. 

POLICY STATEMENT: The training needs of the }linistry dictate 
that training program participants receive 

the best possible training; therefore, it should be the policy 
of Training that all training center programs develop skills 
that havE direct relevancy to implementing the five year goals. 

RECOMMENDED ACTION STEP: 

B15 The Training Unit should develop training center programs 
which include more demonstrations, field visits ~here 
appropriate, skills to enable the passing of various 
tests, and more practical information. The ~linistry 

of the Public Service (~WS) should be consulted for 
help in this regard. For e~~cple, secr~tarial courses 
could be desibned to meet the standards of the 
Secretarial and Recording College through :-fPS buiciancc. 
As another example, farmer training 30metimes coulu be 
completely re.moved froo a classroom and centered around 
visits to demonstration sites or highly successful farms. 
This recocrmendation should be carricc cut ty including 
an analysis of the problem, the design of ne~ teaching 
strategies and techniques, ~nd the work with instructors. 

Tl~e training component I s etfcr:tiveness also could be ir;:proved if there ."ere 

adequat~ resources to acquire the caF~bilit: in developin~ and using a variety 

of training materials. 

POLICY STATEML\l: There is tremendous potential thrcugh self-study 
to increase skills, knowledge, and awareness; 

therefore, it should be the policy of the Training cooponent to 
promote self-development. 

RECOMMENDED ACTION STEP: 

Bl6 The Training Vnit should begin immediately to develop or 
locate resour~es that can be utilized by Ministry personnel 
for sel£-develop~ent and upgrading. Technical reports, 



periodic literature, lectures. conference proceedings. 
and self-study materials are some of the materials that 
should be placed in a centralized learning resourr.e 
center. Divisional administrators should be asked to 
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both contribute materials and to encourage their personnel 
to use the learning materials; a subprofessional pe!'son 
with some experience or training in the library sd.ences 
could handle the categorizing and check-out procedures. 
In addition, the Training ot2ff should work with AIS and 
develop a request to some donor agency for auy audio-visual 
equipment necessary for the self-study materials. The 
resource center should be operational as scon as possible. 

Finally, organizational effectiveness can be improved by the smooth flow 

of information. Two recommendations are offe~~d regarding the Training 

Unit's communications efforts. 

POLICY STATEMENT: Effective communication is crucial to the long­
range success of training; therefore, it should 

be the policy of Training to continuously improve its co~unication 
proces~es and to upgrade its overall visibility. 

BI7 The Train~ng Director should adopt various means for 
institutionalizing and systematizing the flow of 
communication with divisions in the llinistry. Regular 
interdivisional staff meetin£s on training, the assigning 
of each Training staff member to liaise with selected 
divisions, and a regularly distributed ne~sletter on 
training (to be IDGre fully described i~ the next recommen­
dation) are some of the means that should be utilized. 

BIB The Training Unit, in conjunction l.:ith AID, should devl~lop 
and disseminate a monthly bulletin on training o~portunities 
and activities to all personnel in the Ministry. 

The Training Staff's Commitment to Training 

As mentioned earlier, the training staff members are relatively inexperienced 

in terms of training eA~erience and preparation. No real commitment to or 

under.standing of the "training" field was observed by the team. However, 

training staff members appear anxious to obtain a professional commitment and 

to be seen as profeSSional trainers. Thus, three final recommendations are 

provided regarding professionalization. 



POLICY STATEMENT: Professionalization is crucial to the 
overall growth and development of a training 

unit; therefore, it should be the policy of the training staff 
to increase their professional involvement in and commitment to 
the continuing education and training field. 

RECOMMENDED ACTION STEP: 

Bl9 The Director of Training should work with some donor 
agencies and request institutional membership and/or 
annual subscriptions to at least the following: 

Organizations - Adult Education Association of the USA 
- American Society of Training Directors 

Periodicals - Adult Education (USA) 
Adult Education (UK) 
Cr)Dvergence 
Lifelong Learning 
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Journal of Continuing Education & Training 

The periodicals should be mandatory reading for all Training 
staff • 

B20 Each Training staff member at the Training Officer level or 
above should be permitted and given financial support to attend 
the annual conference of some continuing education and training­
related associations in some other English speaking coun~ry 
at least once every three years. 

B2l The Training staff, in conjunction with trainers fro~ the ~linistry 
of the Public Service, should take the leadership role in 
developing a continuing education and training association in 
Jamaica. An annual conference, the development of periodic 
literature specific to Jaffiaican continuing education and training 
activities, and regular contact with other professionals carrying 
out similar functions are the probably by-products. JSA, the 
Ministry of Education, CAST, UWI, J~~, and the Cooperative 
Developffient Center are only some of the organizations where 
continuing education and ~raining-related professionals are 
employed. 

Management Information (see diagrams oVi~r) 



TABL! J. Proj~ct Han58e~nt Guide - The Train!ng Cumponent 

l!COI9lEHDATIOH 

II - An.lYle oklll level 

ICEY PERSON/CROUP 
INVOLI'!Jl 

Leolla rd UenrT 
Che!'ltr[ Clb.on 
Roy RlJl!lrt'!11 

------------------~ 
12 - AnoIy .. pntry lo.el .klllo 

I) - Uo • • otondordl •• d needo 
•••••• ment procelill 

I. -Han ••• llleat .hart coura. 
I 

I 

17 - Trolnlnl .torr obtoln 
""acI'. delr~. 

l~on.rd Hf!nry 
ChfO.ter GJb!!lon 
Hintlltry ot(icial. 
JSA 0((lc1al. 
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3. RESOURCES FOR TRAINING 

Another aspect of the scope of work for the team was to identify any existing 

and potential opportunities for training within Jamaica and out of the country. 

To obtain some information regarding opportunities staff members in the 

Personnel Division of the Ministry, Training staff rrerr.bers, staff members in 

the Minist~y of Public Servicp., staff members with thE Agricultural office of 

US AID in Kingston, officials with the International Tr.1i:1ing Jivision of 

USDA, the Princi9al of the Jarr.aica School of Agriculture, and an agricultural 

specialist from Holland who ... ·as consulting 1.1 .J~::-,ai("a, ... ·ere irHt:r.7ie ... ·ed. In 

addition, a number of cocurr:ents (see Appl'ncix E) abtair.t': tLrout:h the above 

sources were revie~ed. 

The findings of interest to this rerort are as fo:lows: 

1. The Minisay of Public S,'rvicL' - ;-Us :-~j::is::ry ~iiS 0 :r.lir.int: [iv!sion, 
tril:r.1r.~~ Ct"r:tt'rs :l·)\.:.J.~t~C :r. Kir.t;stcn 

and in ~~r.Jc~villf:, lnl~ ~ln ;It!C:::!st:-:lt.:''/t.' sta:f cC':':('~:('. 7:"'l~ ~ .. inis~~y 
offers a variet:-,. of Cc'u!"ses ~~1 ~:ll' l,:-- f1 tlS of :7.a7~t.lr"'t:r,,"nt t !~:S:=-\lctor 

trainin.g, and su;)por~ stzl:f tr(~1ir:1:1~~. Sl'\'t~r'~l: 0:" ~:.L: cc\:r~·,f..'r} ar~1t.1Zlr 

to have poter.tial :n r:,t·t)t.::1!.:, ~'l'\'f~r:l: (,,: t::,· ~:::i~;t:-::t~. ~.t:(·,.:s. / .. lc-t:;;l(·te 
listing of l111 the':'r c(n.:r:;c~) a; r'f'n!'" t til __ :' ';t ~,.. :~~ .t ~'~:'!lr' :,",_ ::!--~:':t.: t",l.::c:e 

(see ~;o. :;0 in '\f',ll':1Ji.): II). 

However, st2\·er.11 of tLe ~!i.nit;tr:: C'f /\!·r:c 1.:::,;rf.· ~t~!::' ::c:-~t.·:-s .. "Le· · .. ·l'[L· 

intervie ... ec by the tl';]::: repor::,'d ~ ~,,1t ~ :-l'(~\:e;;t 1:: ,Lt· C'.'.~r~t S '.·,'rt.: :1ct 
specific e:10l!i:,t. for t~p !l(·l·t.:~ ::f !"':~'-i :-C':·f,~;;;;.':;.1:. t,'r~,::iC;jl, ant.: ranuFcria! 
staff in df,ricultqre. TLcrt~fl)rt~, tilt) ~::ii'(':;'rr. ,~: ::-(:!r~.:r.~~ ~:-IC ()~- It.::-sor;~e 

should [;',cet .. i::h ~,inistry of i't1t-l~c: Sl'rviu' c:r':':·:'.l'; to cLr1:y ",:rlclltu:-al 
training r.ee(~s ant: to dl'tPr'L.int' ;.L'I. .. :,I':'~~ ~\: ~:\!.~:- c "';;-.';,';; 1.'.,;'. ~.t.: :<1! lorel: 
more to Cleet the r.eeGs of a~riC'.llt\:rf'. 

2. :t:nternational Trainint; Division, CSl'A. · .... ashinl;tc:· .. L.C. - 7he Inte:-r...ltion" 
Training Div";'sior., offers.] variet:; 0:' courses in t:'c l'r.~tCG S"ates; ~r, 

addition, several of their courses can be brought into a country. !-'".1ny 
of the courses have direct or partial potential in relation to several 
of the recOl:lIllended short courses. As an exacple of the costs, a six-... ·eek, 
two-person teaching tea~ would cost approxi~ately $22,000 plu~ $4,500 in 
per diem costs. The Director of Training should work .,ith AID officials 
to determine if any of the courses could be utilized to carl~ out some 
of the recomnendations. A list of their courses can be found in the 
brochure referenced as No. 29 in Appendix II. Copies of this brochure 
can be found in the Ministry's Personnel Office and in the USAID office. 
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3. The Jamaica School of Agriculture - JSA has a staff of teachers, most 
of whom are trained in agriculture 

or home economics. There would be time both in the sumn~r conths and 
in the evenings during the year for involvement in training activities. 
The Principal, Dr. N~150n, reported that a willingness exists among the 
staff to be involved in outreach efforts. The Training Director, after 
the training needs have been specified, should meet with the Principal 
to determine procedures for utilizing the JSA teachers. 

4. Miscellaneous - Time l:.'.mitations did not permit the team to seek out 
other bilateral or multilateral funding sources to 

support training. However, an informal visit with an agricultural specia­
list from Holland about the Hinistry' s training needs, led to the suggestion 
that he felt his government would be quite interested in supporting some 
training-related projects in agriculture. Therefore, it is suggested that 
the Training Director should visit with representatives fro~ various 
governments about the training needs of the M.inistry and their st:pport 
in meeting some of the needs. 

Obviously, a large number of the i:::r.:eciate training needs of the ~linistry 
will need to be lGet throuE.h internal t:-;::r~inE and through snort courses 
both in and out of the country. The urgency of caking asriculture ~ore 
viable in Ja;naica warr.:ints heroic efforts to lIse "ir.r::ecia:-e" trilining 
to increase the capability of t;'.(· ~~inis::ry to ~:l'et its l:'V(: :--·c';ir SaLlIs. 

However, the lon~ r.:111(.;e c2.pilbilit:; of l::C ~~his~r:; \,.:~: rcst 0.: thl: Sil()I~lJers 

ofa highly trair.2~ anJ cot1c.itt~d [taff" of i1t~r:'cu:tl1r~~~_ ~rcf(:~s:(-'~l.J.ls. 

The development of such a staff will be painfullylc~f-rar.~(: in nature 
when rr.atched <1gainst t:1E (>conomic r.cl'Gs of tht: c(1~ntry. There~orc, e\'ery 
effort should be made, and s(>\'eral of th~ rec0c=en~l'd actier. Hteps point 
the way to facilitate the acade~ic rr~?araticn of an ~\,l'r-incr('3sin~ 

corps of rnanagF!rs, researcr.ers, technicians, .:1:1d scier1tists at bo::h the 
oasters and doctoral de£ree levels. 
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4. CONCLUDING REMAIU<.S 

The implementation of this report's recommendations will require heavy 

commitments on the part of the training staff. Equally important, fairly 

large investments (estimated to be $1.25 million in foreign exchange) will 

be required. The Ministry must do its part and rechannel some of its 

scarce foreign exchange into support for training. 

However, it will be impossible for the Ministry of Agriculture and its Training 

Unit to do it all alone ••. the urgency is too great and the cost too high. 

TherefoLe, it is suggested that the Ministry prepare a project proposal 

for consideration by a number of foreign donor institutions. The proposal 

should request up to one-half of the dollar support needed over the next 

five years in order to carry out the recommendations in this report. 

Agriculture is important to Jamaica's future - and a well-trained staff 

is crucial to the Ministry of Agriculture's capability in meeting its long­

range goals. Hopefully, a well-trained and efficient training staff will be 

a Teality in another five years. 




