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PREFACE
 

Management Systems International (MSI) of Washington, D.C. was
commissioned by AID/Washington to conduct this evaluation study during the

last few months of the fifth and last year of Phase I of the Pakistan
 
Development Support Training Project.
 

The evaluation accordingly took place over the period of September

12, 1988 to January 13, 1989 within the following time frame: three-plus

weL'ks inWashington, D.C. preparing for and initiating the study; ten
weeks In Pakistan conducting the study and writing the draft report; and
two-plus weeks back InWashington, D.C. editing and completing the final
 
report for submission to USAID.
 

The evaluation was both retrospective, assessing Phase I, and forward
looking, providing guidelines for the design and operation of the
 
forthcoming Phase IIof the project.
 

The entire evaluation iscontained in three volumes.
 

I. SUMMARY REPORT. This discusses all aspects of the team's findings

and recommendations and can be treated as a 
free standing document.
 

II. DETAILED REPORT. 
This provides readers with information supporting

the team's findings, analyses and recommendations.
 

III. A PENDICES. 
Includes additional detailed information useful for
 
someone desiring a full understanding of the team's work.
 

The evaluation team was composed of four senior associates of HSI:
Robert Abramson (Team Leader), John Blumgart, Robert Morris and Samuel
Cooper, all of whom had substantial overseas experience working in
developing countries, including Pakistan. 
The fifth member was C. David
Esch of AID/Washington Office of International Training, who joined the
team for the last four weeks of the study inPakistan. Technical support

for the team was provided by MSI President, Lawrence Cooley, Vice-
President, Anthony Schwarzwalder, and staff members Timothy Alexander and
 
Bonnie Daniels.
 

The evaluation study could not have been completed without the very
considerable help and cooperation, herewith gratefully acknowledged, which
 was provided to the evaluation team by the following:
 

" The staff of USAID/Pakistan (especially Andra Herriott, Deputy
Chief, and David Sprague, Chief, Office of Human Resources 
Development); 

" The staff of the contractor and subcontractors (especially Peter 
Boynton, James Frits and John Tabor (and his team) of AED; BonnieBarhyte, Laurie Emel and Janet Paz-Castillo of EIL; and Robert 
Terry of ADL); 
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5 The 	Government of Pakistan and its 
training institutes and other
 
involved Pakistani organizations and individuals (especially A.
 
Ghafoor Mirza, Joint Secretary and Nargis Sethi, Section Officer,
 
Economic Affairs Division, Ministry of Finance);
 

* 	 The Secretary to the evaluation team, Mrs. Catherine Williams,

and the Data Entry Specialist, Mrs. Luz Merkel;
 

6 The 	local hire interviewers of the evaluation team: 
 Dr. Shamsa
 
Riaz Ahmad, Dr. M4ohammed Aijaz, Mr. Anis Ahmed and Ms. Zara
 
Ahmad; and
 

0 	 The MSI office staff inWashington, D.C., including Joan Favor,
Mimi Coleman, Dan Conway, Rose Johnson and Deborah Dub. 

1353-F.003 	 - v
 



1. INTRODUCTION AND OVERVIEW
 

In the 1950s and 196s USAID provided substantial funding and
technical assistance to Pakistan in establishing its major management
training institutes, and in the 1970s continued assistance for training of
public managers through the Government Administrative Staff Improvement
(GASI) Project. Thus, the Development Support Training Project (OSTP),
begun in December 1983, should be viewed as a 
contined expression of
USAID's interest In helping Pakistan to develop its managerial resources.
 

The DSTP project was designed to upgrade the managerial and technical
expertise of PaKistani men and women 
in the public and private sectors who
are 
involved in planning, development and implementation of Pakistan's
priority social and economic programs. 
 This very large and complex
project is composed of four complementary and inter-related components,
each of which could have been a project in itself. They are:
 

" Overseas participant training
 

" English language training
 

.
 Ih-country management training and institutional strengthening
 

* Management and technical training for special target groups
including the private sector, women and less advantaged

provinces.
 

The project has just now completed the fifth and final year of Phase 1
(December 1983 to December 1988) and is about to enter the second
five-year period of Phase II (December 1988 to December 1993).
 

The project has undergone spectacular growth over the last five
years, predominantly in the component of overseas participant training,
with the level of project funding increasing from an original $10 million
to $75 million and the life of the project extenaed to December 1991. It
is now anticipated that the project will be extended to December 1993 (for
a ten year life) and that total funding of $140 million might be provided.
A major reason for the project's expansion is its strategic importance in
the development of Pakistan's human resources and the further
strengthening of management inthe country's public and private sectors.In this connection, the DSTP has been included in USAID's 1988-1993Country Development Strategy Statement, which is related to GOP's Seventh
Fifth Year Plan.
 

The prime contractor for the project is the Academy for Educational
Development (AED), which has sub-contracted with the Experiment in
International Living (EIL) to provide services in the participant Englishlanguage training and Arthur D. Little (AOL) to provide assistance inmanagement training.
 

)353-F.004 
 - I 



In 1985, an interim evaluation of the project concluded that the
performance of the project and the contractors was satisfactory or better
for 	all components. 
 The 	present Evaluation Team has also concluded, based
 on its extensive investigations, that the project's performance (and that
of the contractors) over the five year period of Phase I has been most
satisfactory, especially considering some of the constraints which had to
 
be faced.
 

All but one of the project output targets for Phase I have been
 
exceeded by a wide margin as shown inTable 1.
 

Despite the successful outcome of Phase I, certain major improvements
could be made in the design and activities of Phase I;of the project.

Recommendations have therefore been made directed at the following areas:
 

" 	 Systematizing and streamlining the total participant system with
 
a view toward building the GOP's capability, over time, to
 
manage the program, and installing the necessary policies,

procedures, systems and computerized data base;
 

" 	 Focussing increased priority on 
improving in-country management

training; institutionalizing and expanding private sector and

women's training programs; strengthening additional key

management training institutes; doing more in the way of
 
consulting for organizational change; providing new assistance

in project management training; and focussing on issues of

institutionalization and sustainability of programs already

developed;
 

* 	 Strengthening the English Language Training program and the
 
staffing and operations of the Center for Intensive English

Language Studies; and provision of options for institution
 
building during Phase IIwhich would strengthen the long-term

viability of Pakistan's English language training capability.
 

Chapters II through IV summarize the team's hialn findings and
recommendations on the various components of the project: 
 Participant

Training, English Language Training, In-Country Management Training,

Assistance to Disadvantaged Provinces. Recommendations are listed in
approximate priority ranking within each of the project components. 
Each
recommendation also includes the estimated cost, staffing implications

and timing associated with its implementation. For the most part,
recommendations were measured against their contribution to the three

themes outlined in the previous paragraph. Chapter VI discusses some
 
general lessons learned from this evaluation study.
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TABLE I
 

DSTP PHASE I OUTPUTS, 1984-88
 

Output Indicator 


1. Public and private sector managers 

trained in-country In new or revised
 
management programs
 

2. Short courses and workshops designed, 

developed, tested and integrated Into
 
host country institutions
 

3. 	Pakistanis from both public and 

private sectors traihed in-country as
 
professional trainers
 

4. 	Training institutions strengthened 

through technical assistance, faculty

development and commodities
 

5. 	Participants trained inmanagement or 

technical subjects inU.S. or third 

country training programs
 

6. Women trained in-country inmanagement 

and entrepreneurship
 

7. 	Pakistanis taught English for academic 

purposes (preparatory to academic
 
training overseas)
 

8. Number of tests of English as a 

Foreign Language given 


9. 	Secondary school graduates from 

Makran Region of Baluchistan
 
offered special ESL and vocational/

academic training programs inthe U.S.
 

* 

Initial 

Output 

Target 


1,622 


34 


50-75 


4 


228 


None 


None 


None 


None 


Revised
 
Output Actual
 
Target Output
 

1,622 2,072
 

78 107
 

50-75 725*
 

4 13
 

3,725 4,000+
 
(estimated)
 

None 215
 

None 669
 

None 8,500
 
(estimated)
 

None 51
 

Includes some who attended more than one program. 
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II. OVERSEAS PARTICIPANT TRAINING
 

A. Background and Findings
 

The overseas participant training component has grown at 
a phenomenal
rate 	over the last few years in sharp contrast with original targets.
Originally anticipated outputs for the five years of Phase I 
were for only
228 public and private sector managers to be trained inmanagement and/or
technical subjects within the USA or third countries. However, by the end
of Phase I the USAID's participant training unit (HRT) had processed over
4,000 participants for training overseas, an increase of almost twenty
folo 	ove,- the project's initial output target. 
 If participants continue
to be processed for overseas training at the current rate of 1,300 to
1,500 per year, some 11,000 to 12,000 Pakistanis will have been trained
overseas by the end of Phase II making the OSTP one of the largest

training projects in the world.
 

More than two-thirds of the participants go for short-term training
(often of less than three months duration) and fewer than one-third for
long-term academic programs. 
 Other training statistics of importance are

the following:
 

" 
 About 10 percent of participants are from the private
 
sector (and the figure is growing);
 

" 
 Fewer than 8 percent are women (a figure needing to be
 
enhanced, mainly from the private sector);
 

" 
 About 15 percent are trained in third countries;
 

" 
 Almost 50 percent are studying public administration,
 
management, economics, or related subjects, with the
 
remainder studying technical subjects;
 

" 	 Over 300 participants from Ministry of Sdienca and

Technology and Ministry of Education are in academic
 
programs (Masters, PhD) funded by the GOP;
 

" 
 About 40 percent of all participants are buy-ins to OSTP's

processing/placement capability from USAID technical

projects, thereby making the project responsible for all of
the USAID's participant training activities; and
 

* 	 It Isestimated that in Phase II,50 percent of all DSTP

participants will be buy ins from USAID's agriculture

projects alone.
 

The project's participant training component has been-quite
successful and has made good progress towards upgrading Pakistan's
managerial and technical skills. 
A great number of managers and scholars
have 	received (or are receiving) academic training which will contribute
to the long term development of the country. 
The skill level of managers
and technicians has been enhanced through short term training programs.
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And 	good will 
for 	the U.S. has been built through the training and study

tours provided. Furthermore, the team's interview survey of some 
144

participants and supervisors revealed that, by and large, overseas
 
training was related to participants' jobs and is being utilized.
 

The rapid, almost explosive, growth in the number of overseas

participants, although impressive, has also produced a number of problems
in its wake. For example, the almost unremitting pressure to process and

place great numbers of participants as quickly as possible has tended to

crowd out the time needed to adequately plan and develop the formal
policies and procedures (and computerization) required to systematize and
 
manage operations properly.
 

Unfortunately, the project design for Phase I did not provide for 
a
sustained long term effort to strengthen Pakistan's training institutions.

Consequently, limited attention has been given to building Pakistan's
 
capability to manage its international training program and to do proper

needs assessment and training planning.
 

More work also needs to be done at streamlirling and shortening the

GOP's system for nominating and USAID's processing of participants. Both
systems are very lengthy and complicated and can result either in delays

of placements by as much as one to two years or else in extremely short
 
lead times for finding proper (and quality) placements.
 

To cope with these problems and to improve systems and management of
the process, a number of significant innovations have been made by

USAID/HRD over the past year. They include:
 

a 
 Expanding involvement of GOP/Economic Affairs Division in
 
training planning;
 

• 	Holding regular monthly meetings with AED to resolve
 
outstanding issues;
 

* 	 Developing a computerized participants aata base;
 

@ 	 Establishing nomination deadlines and minimum TOEFL and
 
GRE/GMAT scores in the annual training plan;
 

* 
 Reducing the number of PIO/Ps processed with less than
 
minimm TOEFL scores; and
 

§ 
 Initiating a follow-up survey of returned participants.
 

B. 	Conclusions and Recommendations
 

Within the context of the issues and problems summarized above, and
keeping inmind the actions already being undertaken, the evaluation team

makes the following recommendations. The top five recommendations are

considered to be of greatest priority. 
Many are integral parts of a

broader package. 
Therefore, the impact of individual recommendations will
be diluted if the other parts are not implemented. This is particularly

true of recommendations 3, 4 and 5.
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(1) BuildinQ GOP capability in Manaqing Participant Training: 
 In
Phase II,continue with the process, already started in Phase I,
aimed at building GOP capability over time to plan and manage

its own participant training program, including responsibility

for needs assessment, preparation of training plans, document

collection and development of a pool of pre-qualified

candidates. 
 The approach taken should emphasize collaboration

and policy meetings and dialogue with the GOP and should provide

technical 
assistance and training to GOP counterparts. The
 
process should start with the DSTP core group of participants

and be expanded to other USAID funded projects once a realistic
 system is established. Itmust be recognized that this
 
capability building process will be a 
gradual one that will
 
probably take two to three years to complete.
 

(2) Document Collection: 
 The long range goal should be to build

Pakistani capability in this area and to streamline the
participants processing system. 
An important element of this
should be that 'the collection of documents should be fully
completed before any documents are forwarded by USAID/HRD to AED
for placement. 
The team's strong preference would be that all
 necessary documentation be collected by GOP and sent to
USAID/HRD along with nomination letters. 
A second choice, which
would be considerably less desirable, would be that the minimum
documentition be collected and sent by GOP, including

candidates' TOEF and GRE/GMAT scores. 
 Under a third option,
USAID/HRD would continue to collect all documentation ofcandidates before forwarding complete sets to AED; however this
is not recommended by the team. 

(3) Policies, Procedures. Resgonsibility and Comiunication: Through

a collaborative effort with AED, and involvig the GOP wherever

appropriate, HRO should develop a complete set of formal writtenpolicies and procedures to provide guidance for operating the
participant processing system. 
Furthermore, at the outset of
Phase II,HRO and AED should Jointly clarify and demarcate in
writing their respective areas of responsibility, including

establishment of appropriate channels of communication to be
utilized, monitored and revised as the project evolves.
 

(4) ProfessionalStaff Assistance for OSTP Proect Officer: Becauseof the enormous growth and complexity of the project and the
expansion of participant training as a component of most of
USAID's projects, a new position of deputy/assistant to the DSTP
Project Officer should be established. This professional

position calls for a person, preferably American, skilled in
office administration who would provide the daily supervisionand training of the HRT processing staff which is currently-- AMk4i--Th*-ssifstant would also have a major job to doinitially in developing new systems and procedures and anautomated data base as management tools. 
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(5) Automated Data Base: 
 A common and unified participant data base

should be developed for HRD and AED, building on the strengths

of the systems already being used. 
 It issuggested, in this

connection, that 
a systems analyst be retained to do the
 necessary development work in building the joint data base and
that plans be made to add two data entry clerks, when ieeded, in

order to maintain the data base. 
The new data base could be
used to create and fill out standard forms and could also result

in a very useful reporting system that would utilize diskettes

rather than written reports to provide relevant and timely

financial and other information to USAID project officers and
 
other concerned persons.
 

(6) Information Meetings: 
 A series of informal meetings should be

scheduled with USAID Technical divisions and projects inwhich
HRD/AED services, functions, policies/procedures and reporting
systems will be clarified and subsequently modified as needed.
 

(7) EIL/Washington. D.C. Staffing Needs: 
 EIL/Washington, D.C.
should be allowed to expand its placement staff immediately by

some six positions (5 program specialist and one senior program

specialist) so that the desired case load of 85 participants per
specialist can be reached. 
The current case load of over 100
participants per specialist does not allow adequate time to

provide the quality placements and participant support and
 
program monitoring that are the aims of the DSTP project.

Furthermore, any ftture staff adjustments called for should be
 as timely as possible and based on systematic review and agreed

formulas.
 

(8) Well-written PO/Ps: 
A procedure for producing well-written 
PIO/Ps should be firmly established as the basis for qualityplacements of participants. Regarding placements from technical

projects, the training section of the PIO/P should be written by
the USAID project officers and contractors who have expertise in

the subject area and knowledge of the appropriate U.S.
 
educational institutions.
 

(9) Follow-up Surveys and Career Tracking: The extremely valuable
 
prngram of follow up surveys of participants should be continued 
but the relative roles and responsibilities of HRD and AED

should be clarified to avoid duplication of effort. Further, a
 career tracking element should be added to current activities to
determine the impact of training on 
individual careers and on

the Pakistani institutions/organizations involved.
 

(10) HRD Private Sector Cell: 
 The HRD Private Sector Cell should

verify the validity of the documents that it receives in support

of applications for training and it should collect all

documentation (to save time) before forwarding the packet to the
 
case officers.
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(1!) 	 Participant Orientation: Pre-departure orientation in Pakistan
 
should be expndzd t two full days with USAID paying for any

participant travel expenses involved. 
Also, 	the orientation in
 
Washington, D.C. should be expanded to a minimum of three days

to better prepare participants for their educational experience

and to develop more in the way of cross cultural and U.S.
 
survival living skills.
 

(12) 	 Particloant Debriefing: 
 There 	should be more emphasis and
 
promotion given to end-of-training debriefings for academic
 
participants in Washington, D.C. Debriefings are 
important not
 
only for revealing any unresolved participants problems

(financial or otherwise) but also for identifying the strengths

and weaknesses of the study/academic programs just completed and
 
of AED's placement and support systems.
 

(13) 	 Private Sector Training for Women: As a means of focusing

attention and raising the priority of private sector training

for women, HRD should establish a special sub-project within
 
DSTP ('Women's'Private Sector Training"), with its own
 
sub-budget and training targets. This step should be
 
accompanied by a vigorous policy dialogue with the GOP to 
secure
 
cooperation directed towards achieving the target of 25 percent

participation by women in the 1990 Participant Training Plan.
 
Also, the Women in Development officer in HRD should become a
 
full time position to give impetus to the effort.
 

(14) 	 Third Country Training: Improved monitoring and support

services should be provided for participants in third countries,

especially if the number of such participants continues to
 
increase. Additionally, waivers must be sought from AID/OIT

before sending participants for training to countries not
 
included in AID's Geographic Code 941.
 

(15) 	 Monitoring and Evaluation Unit. 
A separate unit within the
 
project is not recomended at this time.' This assumes that the
 
team's recommendations which are relevant to the objectives of a
 
unit will be accepted and implemented. If this is not the case,

HRD should review the situation ina year and reconsider the
 
advisability of establishing a unit.
 

(16) 	 Other USAID Training Oerations: Some USAID technical divisions
 
(e.g., Agriculture and Energy) have set up training cells or
 
training manager positions to take care of their unique

requirements. However, the evaluation team does not recommend
 
that these training operations be combined or merged with HRD
 
since there is no real duplication of effort and since these
 
operations cater for special purpose needs of the projects

involved.
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TABLE 2 

SUMMARY OF RECOMMENDATIONS 

PARTICIPANT TRAINING 

ESTIMATED COST 
(indolars) 
 ADDITIONAL IMPLEMENTATIONRECOMMENDATION* UNIT TOTAL STAFFING TIMING 

1. 	Building GOP Capability 21,845/pm 244295 TA: Advise on 11 pm" over 
Implementing 2years 
program starting 3/89

2. 	 DocumentCollection 323/pm 47,473 3 fileclerfs 147pm 5yr 
start 3/89

3. 	 Policies and Procedures 21,845/pm 21,845 TA.Advise on Ipm start 
wrtingpolicls 389 
andprocedures 

4. 	 StaffAssistant 1,666-=333/pm 104000-500,00 Assistant to 60 pm start 3189 
Doputy Chief 

5. 	 Automated Data Base
Common Data Base 4,833/pm 7,250 TA: Local hireNeeds Analysis 5,00/pm 5,000 	

45days start 2/89
TA: Local hire 25 days start 2/89 

8. 	 Information meeting None None Use EIL staff 2/89 
7. 	 EIL staffing 4.183/pm 242,647 1Sr. Prog. Spec. 358 pm 5yr

3,964/pm 1.189,395 5Progam Spec. start 2/89 
8. 	 PIO/Ps written None None None 	 Start 3/89 
9. 	 Career Tracking None None None 	 Start 3/89 
10. 	Private Sector Cel None None None Start 2/89 
11. 	 Participant Orientation 

Pre-depart 98ipartcipart 127,400 None Start 4/89Arrival 440/prticip"a 308,000 None Start 4/89 
12. 	 Participant Debriefing 235/partlcipnt 94,000 None Start 6/89 
13. 	 Private Sector Fnale 1,000/pmo 54,000 1/2 time person 54 pm/5 yr 

becomes Uftime Start 689 
14. 	 Third Country Training None None None 	 None 
15. 	 Monitoring Unit None None None None 
16. 	 ARD and E&E None None None None
 

High pr1ort recommendations are shown hi bold print. 
Person months. 
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III. ENGLISH LANGUAGE TRAINING
 

A. Background and Findings
 

English language proficiency in Pakistan has experienced a long term
decline since Independence due to: 
 (a)shifting GOP policies regarding
the 
status of English in the educational system; (b)quantum increases in
demand for and enrollment in instructional programs at overtaxed
facilities; and (c)a deterioration InEnglish language educational and
training standards.
 

Therefore, the DSTP includes a strong English language training
component as a means of preparing Pakistani candidates for participant
training. For reasons of suitability and cost, it opted to conduct such
training in Pakistan rather than in the U.S. 
After two years of
unsuccessful experimentation with local facilities, USAID established a
special purpose American facility in Islamabad, the Center for Intensive
English Language Study (CIELS) to 
serve the needs of DSTP. 
 It also
settled on Test of EngliSh as a Foreign Language (TOEFL) as 
the basic
means of measuring proficiency for CIELS trainees.
 

CIELS is the heart of the ELT program. It is managed and staffed by
native English sreakers under the supervision of an ESL specialist. 
While
emphasizing language training, its' sessions of 8-10 weeks also help to
introduce trainees to American culture, customs and life styles. 
 Counting
both CIELS and pre-CIELS sessions, some 669 trainees have gone through

the program since 1984.
 

The TOEFL testing system is used to determine eligibility for
entering CIELS (minimum score of 440) and for graduating (530 for MA-bound
candidates and 550 for PhD). 
 The TOEFL team is staffed by part time
expatriate employees under the direction of a 
Coordinator and arranges to
give tests at various locations of GOP candidates, as required by their
agencies. Testing has risen dramatically over the course of the project;
8,500 potential candidates will have been tested by the end of 1988.
 

The demands of operating CIELS and the TOEFL testing program have
absorbed most of the energies of DSTP's ELT staff. 
Accordingly,
institution building activities already given low priority in the Phase I
design, have been undertaken only as time permitted.
 

Major findings as regards the ELT component of the project theare 
fol.lowing:
 

The output of qualified CIELS graduates has expanded to
accommodate increases in the participant training program itself
and as a result of improved monitoring by USAID.
 

n--The-effectiveness of this very successful program has increased
and is now reaching a The
broad spectrum of applicants.

proportion of CIELS trainees qualifying for study abroad has
increased from 35% to 51%. 
Moreover, trainees with lower entry
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scores are being accepted because gains per session in
 
proficiency have increased.
 

a 	 The failure rate at CIELS is still quite high but is due in part
 
to extenuating circumstance. For example, high potential lower
 
scoring candidates including lower eschellon GOP officials have
 
been admitted, thus making OSTP a less elitist program.
 

0 
 CIELS costs are reasonable incomparison to estimated U.S. costs
 
($7.46 vs $13.10 per teaching hour).
 

a 	 Turnover of CIELS staff is a chronic problem due to the spouse
 
status of most of the instructors.
 

* 	 There is a mismatch between those who qualify for study abroad
 
and those who are actually nominated and sent. For the first
 
eleven sessions, only 46% of successful graduates were nominated
 
for training following completion of ELT.
 

* 	 CIELS graduates in the U.S., according to a 1988 "needs survey,"

give it high marks for not only preparing them linguistically

but for scholastic and cultural preparation. Interview results
 
suggest that more emphasis on comprehension and spoken English
 
may be required.
 

a The TOEF mechanism is an efficient and flexible testing
 
procedure.
 

a Institutional development of ELT in Pakistan has received very
 
modest but useful atte ion.
 

B. 	Conclusions and Recommendations
 

These are organized in two sections: those applying to the existing

CIELS and TOEFL activities and those dealing witt institution building

opportunities which are strongly recomended for inclusion in Phase II.
 

(1) Strengthen Existing Proirams: Recommendations (a), (b)and (c)

below are considered to be of highest priority.
 

(a) CIELS Coordinator: The position of CIELS Coordinator, now
 
filled by a spouse, should be added to the AED staffing
 
pattern to strengthen the stability nd depth of CIELS
 
staffing.
 

(b) Mismatch: Steps being taken by USAID to reduce the
 
mismatch between successful CIELS candidates and candidates
 
selected for participant training should.continue to be
 
pursued vigorously.
 

(c) Fellowshij : DSTP should negotiate with the GOP for the 
inclusion of MA-level ESL fellowships in support of the 
Evaluation Team's institution building recommendations 
(below).
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(d) Length of Sessions: 
 CIELS Sessions should be lengthened to
10-12 weeks subject to an evaluation after two sessions.
 

(e) Needs Survey: EIL should conduct additional "need surveys"

of trainees in the U.S. as a means of further improving

CIELS curriculum and methodology.
 

(f) Data Base: 
 The CIELS data base should be integrated with

that of AED/HRD.
 

(2) Institution Building for Phase It
 

The recommendations below are designed to support the strengthening
or establishment of Pakistani 
ELT capacity over time. Criteria for
selection of options are: 
 (a)probability to make improvements In
Pakistan's basic ELT system or (b) continue support to successful ELT
centers and potential new ones. The recommendations should be viewed as
points of departure for further investigation, analysis and costing. 
A
more detailed assessment'of the team's recommendations should be carried
out early in Phase I by an EIL consultant over a 3-4 month period. 
This
assessment should serve as 
a 
basis for Phase II project output and funding
decisions. 
 The following recommendations are in order of priority.
Recommendations (a), (b), 
(c)and (d) are considered to be of highest

priority:
 

(a) 1-0. Coordinator: Implementation of the following

recommendations would require the services of a full time
 
person to plan, negotiate and monitor the activities. The.
position should be designated as Institutional Development

Coordinator and be filled preferably by a 
Pakistani with an
appropriate background in ELT, behavioral sciences and
 
project design.
 

(b) Universitv Enolish Language Centers: 
 Continue support in

conjunction with the Asia Foundation for the successful
completion of the program to establish five or six English

Language Centers at selected universities. The Centers,
headed by an expatriate director, are providing remedial

instruction for college and university students. 
 Current

emphasis on math and science majors isbroadening to other

disciplines. 
The Centers are mostly separate from the
English departments ahi 
 are achieving department status

with budget and staff integrated into those of the
 
universities. The first of the Centers is in the process
of shifting to Pakistani leadership. Continued AID/Asia

Foundation support over some 4-5 years would complete thein:titutionalization of the Centers at five or six 
universities. 

(c) MWLI: Strengthen the work of the Society of Pakistan 
English Language Teachers (SPELT) to serve the needs of the
ELY profession throughout the country. On a shoestring,
voluntary basis, SPELT is pioneering with seminars,
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in-service training, specialized workshops and a
 
professional newsletter. DSTP support would permit it to
 
expand and enrich its services to the ELT community at all
 
levels of the profession.
 

(d) NELl: Encourage and support, as necessary, the mission of
 
the National English Language Institute (NELl) to improve

and modernize the teaching of English in the secondary

school system. NELl, created less than two years ago by

the federal Ministry of Education, has a staggering task to
 
arrest and reverse the system's decline through teacher
 
training, modernization of textbooks and materials,

curriculum reform, etc. 
 Its first major effort is focussed
 
on teacher training and it isconducting a course for
"master teachers* (trainers of teachers). NELl is
 
currently receiving assistance from USIS, the Peace Corps

and ELT fellowship through OSTP. 
USAID should encourage

the MOE to provide NELl with adequate staffing and budget.

In addition, USAID should monitor NELl's progress and
 
provide, inconsultation with USIS, further assistance as
 
may be possible.
 

(e) EACd: Continue assistance to the privately run Pakistan-

American Cultural Centers in Baluchistan and NWFP. Their
 
afternoon and evening programs offer high quality

instruction to large numbers of younger, middle class
 
Pakistanis and Afahan refugees. 
 Both are headed by dynamic

and enthusiastic airectors whose MA-level training has been
 
financed by DSTP. Priorities for USAID assistance are
 
funding to permit the centers to expand programs to more
 
fully meet demand and to upgrade program quality (build or
 
rent larger facilities, increase the number of qualified

teachers, fund teaching materials, library and resource
 
center). To accomplish the foregoing, USAID would need to
 
allow funding to expand i'acilities and negotiate

arrangements with the PACC's headquarters in Karachi to
 
assist the two branches directly.
 

(f) New ELT Program: Initiate an evening ELT program using the
facilities at CIELS. 
With the CIELS facilities vacant
 
after 4:30 po each day there is the opportunity to
 
establish a high quality ELT facility in the evening hours
 
for the Islamabad/Rawalpindi area. The feasibility of this

idea, probable market for its services and prospects for
 
self financing after the completion of DSTP should be

explored in the follow-on assessment proposed in the
 
introduction to this section.
 

(g) Coordinating Meetings: The practice of holding fairly

regular coordinating meetings on ELT activities by the
 
relevant donor agencies should be resumed.
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TABLE 3
 

SUMMARY OF RECOMMENDATIONS
 

ENGLISH LANGUAGE TRAINING 

ESTIMATED COST
(in lars )RECOMMENDATION 	 ADDITIONAL IMPLEMENTATIONUNIT TOTAL STAFFING TIMING 

i. Strengthening Existing 

Programs 

a. Recruit CIELS Coord. 11,OOtvyr 55,O0 5p on years 	 Full Ume from 4189 
b. Lengthen CIELSsisslonz Non* None None 	 Start 2/89 
c. Reducegraduata'selection None None Oneperson 	 Continue presentmismatch 

month per year 	 efforts 
d. Conduct "needssurveys' None None None 	 Annually each April 
e. IntegrateCIELS/HRD None None One person Start 3/89data base month 

2. Instiltuton Building 

& In-depth assessment 21,845 65,535 	 3-4peson Start 3/89 
months 

b. LD. Coordinabr 2O0yr 110,000 5person years Full time from 4/89 
c. Englishlanguage None 500000 None 4 yrs starting 6/89

centers 

d. SPELT None 100,000 None 	 4 yrs starting 6/89 
e. NEU None To be None To be determined 

determined 
f. PACCs at QueW and None 200,000 None 4 yrs starting 6/89

Peshawar 

g. Provide ESL 15,000/ 150,000 	 None 2 per year/5 yrs
fellowships for M.A.s scholarshi 

h. Supp;lemny ESI. None 50,000 None 4 yrs starting 
program at CIEL "o8
 

L Coordination measnrgs None None 1/2 per month 	 4 meetings per 

per year 	 year starting 
3g 

* High prioft recommendations are shown inbold pt 
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IV. IN-COUNTRY MANAGEMENT TRAINING AND INSTITUTIONAL STRENGTHENING
 

A. Background and Findings
 

The In-Country Management Training (ICMT) component focuses on the

strengthening of Pakistan's public and private sector management training
institutes, many of which were established in the 1950s and 1960s with

USAID assistance. 
After an initial boom period, these institutes went
into a state of relative decline in the 1970s for various reasons related
to the turbulent environment and upheavals that Pakistan was confronting

during that period.
 

However, these institutes did experience a very positive turn around
in their importance and impact in the early 1980s. 
 This was related to:
the linking of promotion to in-country training; the emergence of a major
program of assistance provided through DSTP; and the funding by USAIO of

the foreign exchange costs of foreign study tours of the institutes'
 
advanced management programs.
 

The resurgence of the training institutes enabled the ICMT to play a
 very important complementary role to the overseas Participant Training

component which was afforded the highest priority during Phase I
implementation. During Phase I, 2,072 managers have been trained through
107 programs, Including 215 women, 659 private sector persons and 297
 
professional trainers.
 

The IC4T element has gone from being, originally, the central thrust
of the DSTP to playing a more secondary role. Nevertheless, the

evaluation team found the ICMT component of the project to have been

exceptionally successful and one which it believes has returned
substantial impact for the investment involved. 
One of the major reasons
 
for the excellence of this program has no doubt been the very strong and
competent team of Pakistani management specialists and outside short-term

expatriate consultants fielded by AED to plan, develop and manage each
 
major area of focus of the ICNT program.
 

The ICHT has very successfully organized its activities into various
 program elements including: (1)Public Sector Institutions; (2)Private

Sector; (3) Women's Programs (Managerial and Entrepreneurial); and,

(4)Training of Training Professionals Programs. The institutional
strengthening assistance for its target institutions (e.g., 
the four

NIPAs, especially those at Lahore and Karachi, the Pakistan Institute ofManagement, and the Training Wing of the Pakistan Audit Department) is 
very rightly focused on the following: 

Program (curriculum) development--modernizing existing programs
(such as the Advanced Management Courses) or installing new
programs/modules (e.g., MIS, project management training); also
included isenhancement of research and consulting capability;
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a Faculty development--through training of trainers, internships
with visiting consultants and overseas training placements, both 
academic and short term; 

a Commodity assistance--computers, books, journals, training 
equipment; 

a Strategic plannlng/institutional improvement exercises 
(completed for three institutions to date). 

Of special importance is the fact that over the last two years the
ICMT program has moved very extensively into the special USAID target
areas of private enterprise training and women's programs. 
Women managers
and entrepreneurs have been very enthusiastic about these programs. 
Also
the private enterprise training program has been well received and there
is great demand for more programs in the areas of family business,
strategic planning for smull businesses, and training for the managers and
district officers of the development finance institutions (resource
organizations) who make loans to and advise budding entrepreneurs.
 

Indicators of the positive impact of the ICH4T program include:
(a)the very favorable responses of trainees/participants, heads of
training institutes and senior Government officials; (b)the number,
variety and quality of the training programs offered (exceeding all
targets); and (c) signs of the building of institutional capability
through transfer of responsibility for the delivery of new training

programs and modules to local 
institutions.
 

The ICMT program has reached a stage of development where the
impressive gains of the last few years need to be consolidated. Thus,

serious planning and activity must take place to ensure the
institutionalization and long-term sustainability of the various programs

that have been initiated. This will be necessary to ensure both the
quality and quantity of training provided in Pakistan. Continued progress
in this direction should be the DSTP's most important development

objective.
 

B. Conclusions and Recommendations
 

The following recommendations are listed in order of priority.
 
Recommendations 1-7 are considered to be highest priority.
 

(1) Fundina and Staffing Supoort: In order to build upon the

excellent progress made inPhase I, it is recommended that there
be som increase in funding and staffing 
in Phase II beyond the

presently planned levels of support to ICMT. 
Additional
 
resources in Phase II should come from all of the following:
 

(a) The shift of a modest amount of funding from the DSTP's
Participant Training component to ICNT to finance four

additional Pakistani professional staff who are needed in

the areas of women's programs, private enterprise

training, consulting and organization development, and
 
training materials development;
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(b) The reservation for ICMT of additional 
required person

months of expatriate consulting services that have already

been set aside for Phase II;
 

(c) Increased use of Pakistani trainers who have been prepared

n earlier iterations of ICMT programs;
 

(d) Reduction of AED/ICMT professional staff time as some of

the present programs are progressively institutionalized in
 
Pakistani organizations; and
 

(e) Similar release of time as the new AED field staff
 
positions release AED/ICMT professionals from some of the
 
logistics burden involved in mounting programs.
 

(2) Private Enterprise Training: Give high priority and expanded

assistance tp entrepreneurial and managerial development through

enhanced Private Enterprise Training Initiative programs.
 

(3) Women's Programs: Give similar high priority and expanded

assistance to building an institutional base for women's
 
managerial and entrepreneurial programs.
 

(4) Consultin and Oranizational Change: 
 Widen the ICMT mandate

beyond training only to combine this with more of the consulting

and organizational change activities which have played such an
essential role in institution strengthening in Pakistan. Try to
develop a few government centers of excellence (e.g., Pakistan
 
Audit Department).
 

(5) Prolect Management Trainina and Contracting Out: Give high

priority to and expand activity in the area of project

management training, with stress on financial management

aspects. Consider the feasibility of partnership arrangements

and/or contracting out to local management consulting

organizations of management training courses.
 

(6) Institutional Hms: Target more research, training of 
trainers, consulting and followup and other institutional 
strengthening activities ioorder to identify and prepare

institutional homes for transfer of the various ICNT programs

and activities.
 

(7) a: As tarets of opportunity open up, initiate
modest programs of assistance to the Civil Service Academy and
the Pakistan Administrative Staff College in order to reach the very important top and entry levels of the elite Federal Civil 
Service. The foregoing needs to be done to enhance the overall
strategy for modernization of the Pakistan Civil Service and its
 
capability for planning and managing priority development
 
programs and projects.
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(8) Quetta and Peshawar NIPAs and PARD: Increase somewhat the very

modest present involvement with the NIPAs in Quetta and
 
Peshawar, which serve the disadvantaged provinces. In this
 
connection also try to initiate working relationships and some
assistance to the Pakistan Academy for Rural Development and its
 
programs for rural development administration and provincial

:ivil servants. Of advantage is the fact that the Director of
 
PARD is also the Director of NIPA/Peshawar.
 

(9) Established Management Training Institutes: Continue current
 
levels of support for the established public and private sector
 
management training institutions presently receiving assistance
 
(NIPAa at Karachi and Lahore, PIM, PAD Training Wing).
 

(10) 	 Local Trainers: Increase the utilization of local trainers,

especially ICMT/TOTP alumni, 
as a central element in supporting

other IC14T programs and inpreparing for transfer of ICMT
 
capabilities to Pakistani institutions in Phase I.
 

(11) 	 ICMT and Overseas Particiant Training: Through coordination
 
and discussion, bring the ICHT and Participant Training

components of DSTP into greater supportive roles of each other,
 
e.g., 	participant training support of overseas training needs of

faculty of public and private institutions with whom ICMT is

working; and ICNT support of recruitment and selection for
 
better use of private sector business and management
 
scholarships provided under DSTP.
 

(12) 	 Manaaement Training for USAID Projects: Implement, through

consultation and Joint planning, greater use of ICMT
 
capabilities and programs in support of the in-country

management training needs of the other USAID projects.
 

(13) 
 Local 	Case Materials: Increase attention to development of
 
local 	cases and other materials, manuals and self-study guides,

and audio-visuals in support of capacity enhancement and
 
institutionalization.
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TABLE 4
 

SUMMARY OF RECOMMENDATIONS
 

IN-COUNTRY MANAGEMENT TRAINING AND INSTITUTIONAL STRENGTHENING 

ESTIMATED COST 
ain r"nl -	 ADDITIONAL IMPLEMENTATIONRECOMMENDATION* UNIT ) 

TOTAL STAFFING TIMING 

1. 	 Funding and staff support for
 
recommendations 5-9 and 11°
 

& 	 Pakisfanprofessionals 4" 
b. 	 Short term U.S. TA 296person 

months 
2. 	 Private enterprise programs 1,458/pm 83,106 I fulltme 57pnV5 yrsexpansion localprof. start 4/89 
3. 	 Women's programs 1,458/pm 83,106 1full timo 57pm/Syrs

Insttutionallzation localprof. start 4/89 
4. 	 -onsuffng and origlnal 1,458/pm 83,106 1 full tme 57 pm/S yrschange Intiatives localprEf, start 4/89
 
. Project management 
 - To be None Start 3/89

training A conbactng out determined 

6. 	 Instltutionalhomesfor To be None' Start 2189actUves deftmnd 
7. 	 Assist CIvSsrv Acod. A None None None' Start 6189 

Pa. Adm. StaffCollege 

8. 	 Additional assistance to Queta None None None" 	 Start 4/89
Peshawar NIPAs & PARD 

9. 	 CWtinuation of current level None None None' 	 Continuing
of assistance to NIPA/K, activity
NIPANL, PIM &PAD 

10. 	Develop local cae materials 1,450/pm 83,106 1 ful time 57 pm/Syrs 
local prof. Start 4/8 

11. 	 In-coutry manlament None None None' Start 3/89
traing for USAo prt 

12. 	Utilization of locel takieru None None None 	 Continuing 

activity 
13. 	Coordination of ICMT and None None None 	 Continuingoverseas participant trainig activity 

• High priorty recommendations are shown in bold prInt. 
* Additional staffing to Inplement ICMT recommendations will be provided: (a) by 4 local professionalsrecommended to be hired, and (b)from the Phase IIbudget provision of an additional 81 person months of shortterm U.S. consultants (296 person months total) above and beyond Phase I budget. 



V. ASSISTANCE TO DISADVANTAGED PROVINCES
 

A. 	Background and Findings
 

DSTP has provided appreciable assistance to strengthening the
management training institutions, the NIPAs, in Baluchistan and NWFP. 
 In

addition, the project has been the vehicle for financing a highly

experimental private sector training activity for young residents of
 
Baluchistan Province.
 

In 1986, in response to the growth of anti-American influence among
Baluch students and youth, USAID initiated a private sector scholarship

prograr in the remote and impoverished Makran Division. Given the low

educational standards of that region, the scholarships provided for two
months of in-country orientation and language studies, a further year for
 
English language instruction and strengthening of academic skills, and
two years of undergraduate or vocation2l schooling leading to a vocational
 
certificate or a two year,associate degree. 250 Makrani responded to

scholarship publicity of whom 55 were selected and 48 departed for
 
overseas training InApril 1987.
 

In 1988 the program was handled somewhat differently owing to
 pressure by local, provincial and federal officials to extend the
 
competition to the province as a whole. 
In the second program

(Baluchistan 11) nearly 1,100 applicants competed for 55 scholarships

(allocated among the six Divisions of the province in proportion to
population with ten scholarships reserved for women). The winners
 
departed for the U.S. in July-August 1988 and most of them are now in
 
ELT.
 

Major findings are as follows:
 

N 	 In political and publicity terms, the two programs appear to be 
a success and additional training cycles of this kind enjoy
support within the province and the GOP. ­

v 	 The development impact of the program cannot be assessed until
 
more of the trainees have returned and resumed their careers.
 

8 	 The Makran program was extraordinarily labor intensive for both
 
USAID and AED due to Its experimental nature and special

reiiremnts. Despite these efforts, it is unlikely that more

than 50% will reach their originally planned academic goals,

which, by and large, were overly ambitious.
 

B. 	Conclusions and Recomendations
 

(1) Political orDevelopment Objectives. USAID should decide, in
 
planning future area-specific training programs, whether the
 
political or development objective has priority. U.S. training

is important for the former, while in-country training seems
 
preferable for the latter.
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(2) Overseas Training. If
overseas traiaing is to continue, more

realistic planning is required so that: 
 (a)the selection
 
process can be completed in time to allow for careful placement

and (b)a more rigorous in-country ESL/cross cultural 
ana
academic preparation program can be organized. 
 This in-country
program should serve a screening as well as training function.

Also, in the light of previous experience, USAID needs to lay

out precise standards, procedures and achievement objectives and
be prepared to defend them. 
Given the lead time necessary to

accomplish the above, USAID may need to consider skipping the

1988/89 cycle and begin laying plans for the following year.
 

(3) Training in Pakistan. If provincial development is the main
 
objective of future programs, this aspect of the DSTP should be

restructured to provide training in Pakistan rather than the

U.S.; thereby by-passing cultural and linguistic hurdles and

offering probably a more relevant training experience. Such
restructuring would require, among other things, renegotiation

of the activity with the GOP, identification of appropriate

training (probably private) training facilities and agreement on
training objectives as well as 
the levels and length of each
 
program. Negotiation and planning a Pakistan program would also

necessitate its postponement to the 1989/90 calendar.
 

(4) Recommended Program. 
For cost, workload and development

considerations, a Pakistan program is recommended over further
 
overseas training.
 

(5) Job Placement on Return from Train-jI. Planning should include
 
measures to increase the likelihood that trainees will return to
the province and find appropriate private sector Jobs.
 

(6) NMFE. This province, also disadvantaged, appears to merit a 
similar private sector program. 

(7) Women Candidates. The 201 set aside f6r women candidates shouldbe increased as quickly as possible to 33%. 

1353-F.004 
 - 21 ­



TABLE .
 

SUMMARY OF RECOMMENDATIONS
 

ASSIS TA NCE TO DISA D VA NTA GED PRO VINCES 

i::.51[1MA1 :[UGOp51
 

RECOMMENDATION* 


1. 	 IfBaluchistan III agreed upon: 

Special 8-month i-coury 
languagelorientaton Pogram
for 100 candidates 

2. 	 If in-countrytraining option
 
agreed to:
 

Collegelvocatlonatrainkig In 
Pakistan; 55 trainees for 
2 years 

The following three recommendations 
apply to either optons I or 2: 
3. 	 Bording and job idendfication 

measures 

4. 	 Repeat prograns for NWFP 
In-country (someN 2 above) 

& 	 Increaseparticipation of 
women 

Mn
d 

UNIT 


I 
1,200,000" 

2,000/studenV 
yew,1,2 


month for 
coordinatw 

None 

226,000 


None 

Ors 

TOTAL 


3,800,000 

220000 
plus 

14,400-

28,&0 


None 

45,000 


None 

ADDITIONAL IMPLEMENTATION 
STAFFING TIMING 

U.S. Coordinator Start 11/89 for
 
8 person months Fall '90
 

placement­

3 cycles 

Pakistan Start 5190 for 
Coordinator Fal '90place­
12-24 person ment-3cycles 
months for 
subprojects 

None-a of See above 
task of 

Coordinator 
Sel .and 2. Strt 11190 
above or&1­

2 cycles 

None-partof Same as 
hook ofProgram above-
Coordinator 2 cycles 

• High priWf %I are shown i bold printcm ndaon 
" 
 Rough estimate exinotigsd from Baluchlstan IIspecial program costs; does not Include cost of overseas

tini(funded I FYION Trahng Plan).
Assumes Mlowshtps of $2,0Ostudenwtye (Pakistan Embassy est) plus cost of Program Coordinator. 

tIl-r
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VI. LESSONS LEARNED
 

Among the important lessons learned from this evaluation of the DSTP
 
project are the following:
 

(1) The oress and urgency of the operational needs of a program

often push institutional development and capability building

activities to the sidelines. 
 In the case of overseas
 
participant training, the constant pressure to send an ever­
increasing number of Pakistanis to the U.S. for training has not

allowed for enough time to help build GOP capability to plan and
 
manage the program. Similarly, the demands of operating the
 
CIELS and the TOEFL testing program have required most of the

energies of the contractor's CIELS/EIL staff in this area,

thereby reducing time available to help develop sustainable
 
Pakistani institutions to take over English language training

for the long run. The lesson here is that while operational

requirements must certainly be met as the first step, parallel

activity aimed at institutional development and host country

capability building must be an integral part of project

implementation from the beginning. Unfortunately this objective
 
was not an integral part of Phase I,thus limiting the
 
project's long-term developmental impact.
 

(2) Private sector oranizations and associations can do many things

previously left onlY to Government. The DSTP provides good

examples of this point as witnessed by the vital role of

private organizations (e.g., EDAS, LUMS, Enterprise Forum, etc.)

in the Private Enterprise Training Initiative and Women's
 
Programs and by the role of the PACCs and SPELT in English

language training. 
 The lesson is that resource allocation and

operational responsibilities are best made based on a pragmatic

assessment of the comparative capacities of the public and
 
private sector.
 

(3) A.I.D.-funded develo2ment projects should be aiven hiaher
 
visibility within the reciolent country. 
Many Pakistanis, both 
on the street and in high places, are not at all aware that
USAID iscontributing significantly to national development
through funding and technical assistance provided for the
 
training of thousands of Pakistanis abroad and in country. As

another point, many participants sent overseas for training

perceive USAID/HRD as strictly a 
local Pakistani run operation.

Nore publicity for this project and its benefits and a more
 
visible presence on the part of American staff would no doubtbetter serve both the developmental and the political G',jectives
of the U.S. in Pakistan. 
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(4) Significant improvement activities within a
project can be

initiated, based on 
initial findings, even while the evaluation

study isstill underway and the final 
report not Yet completed.

In the OSTP, for example, various improvements recommended have
already been acted upon before submission of the final report.

Examples are:
 

" 
 CIELS English language training sessions have been
 
lengthened;
 

" 	 Official steps are already underway to reduce the mismatch
between those trained at CIELS and those sent abroad for 
training; 

" The USAID/HRD participant follow-up survey questionnaire is
 
now being extensively revised;
 

" USAID/HRD has 'already scheduled, starting in February 1989,

informational/clarification meetings on participant training

with USAID technical divisions, contractors and AED;
 

" 
 The 	GOP Economic Affairs Division is initiating steps to
 
secure more involvement of the provinces inneeds assessment

and training planning; it is also holding meetings with the

Establishment Division to simplify procedures and
 
clearances.
 

Thus, the evaluation process itself can and does set in train
important improvement actions which should be encouraged and not
held up awaiting formal submission of the final report.
 

1353-F.004 
 - 24 ­



EVALUATION OF PHASE I
 

of the
 

DEVELOPMENT SUPPORT TRAINING PROJECT
 

USAID/PAKISTAN
 

DETAILED REPORT
 

VOLUME II 
of Three Volumes 

January 1989 

Conducted by: 

MANAGEMEjT SY STEMS INVTERNATIONAL 
600 Water Street S.W., NBU 7-7 telephone: 12021 484-7170 

Washington. D.C. 20024 telex: 499082-IMANSY 

\xv 



ACRONYMS AND ABBREVIATIONS
 

AOL 
 - Arthur 0. Little, Inc.
AED Academy for Educational Development
AETR 
­

- Academic Enrollment and Term Report
AFT - Application for Training
 
-
AID Agency for International Development
ANE 
 -
 Bureau of Asia and the Near East (of A.I.D.)
ARD 
 - Office of Agriculture and Rural Development (of USAID)
AZRI 
 - Arid Zones Research Institute
 

CIELS 
 - Center for Intensive English Language Studies
CSA - Civil Service Academy
DSTP 
 - Development Support Training Project 
DSTP Core - Training activities financed by the DST project(as distinct from training financed by other USAID projects) 
E&E -
 Office of Energy and Environment (of USAID)
EAD 
 - Economic Affairs Division (of Ministry of Finance and
Planning)
 
EDAS -Entrepreneurial Development and Advisory Service
EIL 
 Experiment in International Living
EL Specialist -

ELT 

English Language Specialist
 
- English Language Training


ESF - Economic Support Fund
ESL English as a Second Language
 -

GMAT - Graduate Management Aptitude TestGOP 
 - Government of PakistanGRE 
 - Graduate Record Examination
 

HB-1O 
 - AID Handbook Ten (regulations on participant training)
HBCU - Historically Black Colleges or Universities
HRD 
 - Office of Human-Resources Development (of USAID)HRT 
 - Human Resources and Training (a division of HRD) 
IAP 66A - A U.S. Government form required to obtain a visa for
study in the U.S.

IBA -
 Institute of Business Administration (of the University


of Karachi)
ICMT In-Country Management Training
 -
ILO - International Labor Organization 

LOP Length of Project
LUMS 

-
-Lahore University of Management Sciences 

MOE 
 - Ministry of Education 
MOST Ministry of Science and TechnologyMS - Graduate degree, Master of ScienceMSI - Management Systems International
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NELl 

NIPA 

NWFP 


OD 

OIT 


P&Ds 


PACC 

PAD 

PARD 

PASC 

PETI 

PhD 

PIET 

PIM 

PIO/P 

PPTP 

PSIC 

PTA 

PTA 

PTMS 


PTP 


S&T/EY 


SPELT 

SSIC 


TCT 

TOEFL 

TOTP 


UGC 

UNDP 

USAID 

USIS 


WAPDA 


YIPS 


National English Language Institute
 
- National 
Institute of Public Administration
 
- North West Frontier Province
 

- Organizational Development

Office of International Training (of AID)
 

- Planning and Development Departments (of the provincial
governments) 

- Pakistan-American Cultural Center
 
- Pakistan Audit Department
 
- Pakistan Academy for Rural Development
 
- Pakistan Administrative Staff College
 
- Private Enterprise Training Initiative
 
- Graduate degree, Doctor of Philosophy
 
- Partners for International Education and Training
 
-
 Pakistan Institute of Management
 
- Project Implementation Order 
- Participant
 
- Pakistan Participant Training Program
 
- Punjab Small Industries Corporation
 

Participant Trainee
 
-
 Participant Travel Authorization
 
- Participant Trczning Management System (data base used


by OIT)
 
- Participant Training Program (the HRD data base)
 
- Office of Energy, Bureau of Science and Technology (of


A.I.D.)
 
- Society of Pakistan English Language Teachers 
- Sind Small Industries Corporation 

- Third Country Training
 
-
 Test of English as a Foreign Language
 
-
 Training of Training Professionals
 

- University Grants Commission 
- United Nations Development Program 
- U.S. AID Mission (to Pakistan) 
- U.S. Information Service 

. Water and Power Development Authority
 

. Youth Investment Promotion Society
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Management Systems International (MSI) of Washington, D.C. was
commissioned by AID/Washington to conduct this evaluation study during the
last few months of the fifth and last year of Phase I of the Pakistan
Development Support Training Project.
 

The evaluation accordingly took place over the period of September
12, 1988 to January 13, 
1989 within the following time frame: three-plus
weeks in Washington, D.C. preparing for and initiating the study; ten
weeks in Pakistan conducting the study and writing the draft report; and
two-plus weeks back inWashington, D.C. editing and completing the final
 
report for submission to USAID.
 

The 	evaluation was both retrospective, assessing Phase I, and forward
looking, providing guidelines for the design and operation of the
forthcoming Phase IIof the project.
 

The 	entire evaluation iscontained inthree volumes.
 

I. 	SUMMARY REPORT. This discusses all aspects of the team's findings
and 	recommendations and can be treated as 
a free standing document.
 
I. DETAILED REPORT. 
This provides readers with information supporting
the team's findings, analyses and recommendatlons.
 

III. A. E D4IC .
 Includes additional detailed information useful for
someone desiring a full understanding of the team's work.
 
The evaluation team was composed of four senior associates of MSI:
Robert Abramson (Team Leader), John Blumgart, Robert Morris and Samuel
Cooper, all of whom had substantial overseas experience working in
developing countries, including Pakistan. 
The 	fifth member was C. David
Esch of AID/Washington Office of International Training, who Joined the
team for the last four weeks of the study in Pakistan. Technical support
for the team was provided by MSI President, Lawrence Cooley, Vice-
President, Anthony Schwarzwalder, and staff members Timothy Alexander and
Bonnie Daniels.
 

The evaluation study could not have been completed without the very
considerable help and cooperation, herewith gratefully acknowledged, which
was 	provided to the evaluation team by the following:
 

0 	The staff of USAID/Pakistan (especially Andra Herriott, Deputy
Chief, and David Sprague, Chief, Office of Human Resources
 
Development);
 

a 
The 	staff of the contractor and subcontractors (especially Peter
Boynton, James Frits and John Tabor (and his team) of AED; Bonnie
Barhyte, Laurie Emel and Janet Paz-Castlllo of EIL; and Robert
 
Terry of AOL);
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* 
 The Government of Pakistan and its training institutes and other
involved Pakistani organizations and individuals (especially A.
Ghafoor Mirza, Joint Secretary and Nargis Sethi, 
Section Officer,
Economic Affairs Division, Ministry of Finance);
 

The Secretary to the evaluation team, Mrs. Catherine Williams,

and the Data Entry Specialist, Mrs. Luz Merkel;
 

* 
 The local hire interviewers of the evaluation team: 
 Dr. Shamsa
Riaz Ahmad, Dr. Mohammed Aijaz, Mr. Anis Ahmed and Ms. Zara
 
Ahmad; and
 

The MSI office staff in Washington, D.C., including Joan Favor,
Mimi Coleman, Dan Conway, Rose Johnson and Deborah Dub.
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A. Purpose and Scope of the Evaluation
 

As indicated in the official Scope of Services (see Appendix I) the
purpose of the evaluation was two-fold. 
 First, review project progress
and goal achievement to date, including an update of the 1985 interim
Evaluation and an assessment of current constraints and opportunities.
Second, and probably most important, provide guidance for the design of
Phase IIof the project including practical recommendations for improving
the project's operations and delivery of services.
 

The scope of the evaluation was to cover all of the project's major
components: 
 management training and institutional strengthening,
participant training and English language training. 
 Special attention was
to be given to determining how the project could be modified to make
in-country training and participant training more effective for women, the
private sector, less advantaged provinces and other special target groups.
The major issues to be addressed are shown both in the Scope of Services
and in a 
brief outline of Major Issues developed by the evaluation team
(see Appendix II).
 

B. Methodology and Technical Approach
 

The methodology and technical approach utilized by the evaluation 
team was comprised of the following elements: 
1. Review ofDocuments: A multitude of documents were reviewed by theteam, including project paper, amendments, various reports (e.g. the 1985Interim Evaluation), planning documents and studies, and related papers,
books and articles. 
These documents were provided by AID/Washington,
USAID/Pakistan, the contractor and sub-contractors, government agencies,
the training institutions, various private sector and women's
organizations and bodies and other concerned organizations and
individuals. 
 A listing of the main materials reviewed is contained in
Appendix III.
 

2. OverseasParticiDantOuestonnaires: Four structured interview
questionnaires were employed, as listed below, with all interviews in
Pakistan conducted by a well qualified high level 
team of trained
Pakistani interviewers:
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Category of Questionnaire No. of 

Interviews 
Academic Training Participant Questionnaire (Returnees) 42 
Pcademic Training Participant Questionnaire (Currently
Training in US) (telephone interviews conducted byevaluation team and two Washington-hired interviewers) 

19 

Non-Degree Training Participant Questionnaire 
(Short-term Overseas Training) 

63 

Supervisor Questionnaire (supervisors of returned 
participants) 

Total (versus 107 called for in the Scope of Services) .1A 
The interviews conducted in Pakistan were apportioned more or less evenly
among the major centers of Islamabad, Lahore, Karachi, Quetta and
Peshawar. 
Although scientific random sampling was desired by the team, it
proved impossible since selection had to be made from incomplete lists of
returned participants, and not all 
returned participants were that

accessible.
 

Copies of the four questionnaires are displayed in Appendices IV-A through

IV-D.
 

3. 
 In-Country Short Term Participant Ouestonnaires: Two questionnaires
were employed. 
 First, 26 former participants from DSTP sponsored
In-country Management or Trainer Development Programs were interviewed
(in Islamabad, Lahore and Karachi) by the same team which interviewed
returned overseas participants. Second, 
a sample of 30 women
participants, evenly split between DSTP-sponsored Management and
Entrepreneurial Programmes was 
interviewed (in Islamabad, Lahore and
Karachi) by an experienced interviewer who was hired for that purpose.
Copies of the two questionnaires are displayed in Appendices V-A and V-B.
 

4. 
 forAED-uestionnpiresand the Sub-Contractors: Seven comprehensive
questionnaires on various project issues were filled out in writing by
Academy for Educational Development (Boynton, Frits, Tabor), Experiment in
International Living (Redlinger, Barhyte, Emel) 
and Arthur D. Little
(Terry). 
 A copy of one such questionnaire is displayed in Appendix VI.
 
5. Other uestionnaires: Six university or private contractors for USAID
projects filled out a questionnaire which dealt with the issues of USAID
project buy-ins to participant training under the DSTP Project.
this questionnaire is displayed in Appendix VII. 

A copy of
 
Also the Deputy Chief
of the USAID/Office of Human Resources Development and Training (Project
Officer, DSTP Project) completed a special questionnaire dealing with


project issues.
 

6. Interview Guides: Several interview/discussion guides were developed
for use 
in the data gathering process with Government agencies, training
institutions, USAID Officials and private sector representatives.
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Experience showed the advantage of making selective (rather than
comprehensive and page by page) use of them as 
tools and checklists for
the interviews. 
 This latter procedure was 
then followed.
 
7. Interviews and Field Visits: 
 A great number of interviews were
conducted with key individuals who have been involved with the project and
its various components and activities. Interviewees included people
from Government and Its agencies, training institutions, private sector
representatives, USAID and project personnel, other donor agencies, the
contractor and sub-contractors and many others who were related to the
project. 
 Interviews were held in Washington, D.C., by telephone to other
parts of the U.S., and in Pakistan through visits to Lahore, Karachi,
Peshawar and Quetta as well 
as in Islamabad. 
Among the main institutions
and bodies visited were all four National Institutes of Public
Administration at Lahore, Karachi, Quetta and Peshawar, the Pakistan
Institute of Management, Pakistan Audit Department, Audit and Accounts
Training Institutes at Lahore and Quetta, Civil Services Academy,
Pakistan Administrative Staff College, University of Karachi 
Institute of
Business Administration, Lahore University of Management Sciences,
University of Peshawar, NWFP Agricultural University and University of
Engineering and Technology, Pakistan Academy for Rural Development,
National Bank of Pakistan Management Development Center, Pakistan Society
for the Advancement of Training, Pakistan American Cultural Centers at
Quetta, Peshawar, Karachi, National 
English Language Institute, Society of
Pakistan English Language Teachers, British Council, USIS, Asia
Foundation and University Grants Commission. 
A list of the persons
interviewed in each organization is displayed in Appendix VIII.
 

8. Exainationof alParticipantTraining Eness;andSstem:
included a careful scrutiny and analysis of such areas as needs 
This
 

assessment, training planning, nomination, selection, clearances required,
documentation, orientation, placement, management of the U.S. and third
country participant training program and support services, post training
management, re-entry, utilization and follow-up.
arrangements were also looked at. 
Buy-in


This examination included many
discussions with the following: GOP, EAD and Establishment Division,
Federal Ministries including Ministries of Science and Technology and
Education, Provincial Planning and Development Departments and other user
Departments, training institutions, USAID/HRD and USAID Technical
Divisions and Projects, AED and EIL personnel both at the Home Office and
in Pakistan, and other related organizations and individuals.
 
9. BrtefinsandReviewMetigs: 
After the initial meeting on
October 13, 
1988 with the USAID Mission Evaluation Committee to discuss
the scope and approach of the evaluation study, informal weekly meetings
to report on progress were held with USAID/HRD. A formal mid-term review
meeting was then held with USAID's Evaluation Committee on November 20
where progress to date and possible areas of recommendations were
discussed. Communication with the Mission inthis respect was very good.
 

Following submission in the second week of December of portions of
the draft final report along with a debriefing summary, review and
briefing sessions were held with the GOP/EA0 on December 13,
USAID management on December 13 and 14. 
and with
 

The Team subsequently received
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comments from USAID which have been fully taken into account in the
 

preparation of this final report.
 

C. 	Background and Overview of the Project
 

I
Historical Antecedents
 

Since its bi'th as 
a nation in 1947, following the partition of
British India, and continuing on up through the 	years to the present time,
Pakistan has been plagued with 
a dearth of well trained and experienced

senior civil servants, Consider that at time of partition only about 100
members of the former elite Indian Civil 
Service and Indian Police Service
 
elected to cast their lot with Pakistan.
 

Furthermore, the Pakistan Civil 
Service followed the British
 
generalist tradition of giving preference to bright young persons with 
an
academic background in liberal 
arts and the humanities. Over the years
only a very small percentage of the new recruits had 
a background in

public administration, business administration, 	economics or the hard
sciences. 
 Also, experience or training in development administration was
virtually non existent as 
the stress was on the traditional subjects of
law and order administration, tax collection and judicial administration.
 

However, since the 1950s the Government has taken a number of steps
to build the managerial competence of its officials both through training
abroad as well as through in-country training following the creation of a
national network of educational and training institutions in management
and public administration. 
 USAID has played a signal role in this

institution building process since, throughout 	the late 1950s and early

1960s, it assisted the GOP with funding and technical assistance in
establishing the National 
Institutes of Public Administration (Lahore,

Karachi, Dacca), the Pakistan Administrative Staff College, the Pakistan
Academy for Rural Development, the Institute of Business Administration at
University of Karachi 
and the Department of Administrative Sciences at
University of the Punjab. 
At the same time, in a parallel development,
the UNDP/ILO and Ford Foundation, in the 1950s and 1960s, assisted in the

creation and development of the Pakistan Institute of Management in

Karachi, catering for private and public enterprise sector managers.
 

In the period between 1969-1980, USAID continued to provide training
assistance for civil servants in the public administration field through

the Government Administrative Staff Improvement (GASI) Project, but on
somewhat reduced scale. 

a
 
During this tumultuous period, especially in the
early 1970s, it should be noted that the scope of Government operations


and services changed and expanded dramatically when the Bhutto
administration nationalized a large segment of 	private industry. 
This

drastic action placed a heavy burden of new managerial responsibility on
the shoulders of an insufficiently manned and trained civil service and
also put more demand and great stress on Pakistan's inadequately funded
 

I This section of the report on historical background is based, in
 
large part, on DSTP project documents including the latest request for
 
proposals for Phase II of the project.
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also put more demand and great stress on 
Pakistan's inadequately funded
and staffed management training institutes who were supposed to 
carry out
the daunting task of training many more new managers and upgrading
existing ones. Needless to say neither the civil 
service nor the
management institutes found that they had the capability and the resources
to cope satisfactorily with their added responsibilities.
 

Another important factor that should be kept in mind is that over the
years the environmental context of Pakistan has not been favorable to the
emergence of a stable and development oriented system of public
administration and management. 
Witness the traumatic series of events
including the 1965 and 1971 w;rs with India and subsequent loss of the
eastern wing of the country 'which became Bangladesh), the instability of
the Bhutto period of the 1970s with the forced nationalization of many
private sector institutions, and, finally, the martial
President Zia (1977 law era under
 
- 1988) which inhibited not only economic growth butalso the development of democratic institutions and a sense of national 

unity and purpose. 

Additionally, Pakistan at present is confronting the severe problems
of excessive population growth (3.1%) an 
archaic and tradition-bound
education system, structural problems in the economy and the national tax
system, inadequate agricultural productivity, energy problems and short
falls, a very low literacy rate (2711), 
and until recently, only a
half-hearted coimitment to allowing the energy and creativity of the
private sector to contribute to national development. All of the
foregoing are constraints to development that public and private sector
managers must become better equipped and trained to handle. 
 In this
connection, some public and private sector leaders have noted that the
recent five year plan (1983 -1988) partially failed to meet its targets
because of the shortage of trained managers and technical personnel with
the ability to plan. implement and evaluate development initiatives and
 
programs.
 

However, on a more encouraging note, the GOP in the same Sixth Five
Year Plan (1983 - 1988) gave due recognition to the importance of human
resource and manpower development as 
critical to initiating Qnd sustaining
economic growth. Recently the private sector has also been
encouraged to play a 
more significant development role and to share in the
training opportunities afforded through the DSTP Project. 
 It also appears
that the GOP is committing more of its own resources and alleviating some
of the constraints to the development of the private sector.
 

BirthAndDevelomentof the DSTP Proect
 

It is against this historical background outlined above that in 1983
the GOP and the USAID Mission entered into an agreement, as part of
USAID's Economic Assistance Package to Pakistan, which established the
Development Support Training Project (DSTP). 
 In terms of itspuroose, the
Dro ieet was designed to upgrade the managerial and technical exertise of
Pakistanimen and women 
in thepublic and private sectors whoare involved
in planninQ, development and ImDementation of Pakistan's priority social
and economic roo,'ams.
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The DSTP Project comprises the following four complementary and
 
interrelated components:
 

(1) 	in-Country training of public and private sector managers and

institutional strengthening of local 
public and private sector
 
management training institutions;
 

(2) participant placement/training for all USAID project (including
buy-ins to the DSTP) through which participants are sent for

long and short term training in the USA and third countries;
 

(3) 	training in English as 
a second language (ESL) to (a) increase

candidates' English language proficiency for U.S. institutional
 
placement, and (b) increase the effectiveness of national
 
institutions to teach ESL; and
 

(4) management and technical training for special target groups

including the private sector, women and less advantaged

provinces (including vocational/technical training and
 
institutional development in Baluchistan and NWFP).
 

Originally the planned funding for the project was set at a rather modest
$10 million and the life of the project was 
set at five years, to
terminate in 1988. However, due to the DSTP's success over the first few
years as assessed by an interim evaluation, the identified needs of
Pakistan and further requests by the GOP, project funding was increased
through five amendments during the period April 1986 to September 1988 by
a total amount of $65 million resulting in a new funding level of $75
million along with an extension of the life of the project to December 31,
1991. Most of this additional funding provided for the project, it should
be noted, was earmarked for overseas participant training, with the
exception that $10 million was 
set aside in September 1988 for
construction costs, equipment and 
some operating expenses for the new

Lahore University of Management Sciences.
 

In justification of the present and proposed levels of funding and
effort, both the GOP and USAID during 1987-1988 determined that successful
priority USAID prrjects such as DSTP should be continued in the 1988-1993
development program since DSTP is considered of strategic importance in
the development of Pakistan's human resource and the further strengthening
of the country's public and private sectors. 
 In this connection the DSTP
project was therefore included in USAID's 1988-1993 Country Development
Strategy Statement, which is related to the GOP's Seventh Five Year Plan.
It is further anticipated that the project will 
ultimately be extended to
December 1993 and that total funding of $140 million will be provided.
 

In December 1983, USAID entered into a contract with the Academy for
Educational Development (AED) to provide the technical services called for
under each component of the project 
 AED in turn entered into
sub-contracts with Arthiur D. Littli 
(AOL) and Experiment in International
Living (EIL) 
to provide services in the areas of management training and
ESL training. An earlier sub-contract with the Institute of Public
Administration of Pennsylvania State University, as regards management
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training services, was terminated by mutual agreement in December 1986
after two years of work.
 
The initial 
contract with AED was for three years and subsequently
amended on June 30, 1986 to cover an extension of another two years with
an expiration date of December 18, 
1988. 
 Following the solicitation and
examination of proposals by USAID for the first two year portion of Phase
II of the Project (December 1988 
- December 1990), 
the present contractor,
AED, was awarded the contract with the option for an extension to five
years (to Oecemher 1993).


has joined EIL .Ad AOL as 
Under the new contract, Winrock International
a subcontractor to provide placement and
in-country training services for trainees from USAID's agricultural


projects.
 

An interim project evaluation, carried out in late 1985 with its
report issued inApril 1986, concluded that project progress was
satisfactory or better for all 
DSTP components.
recommendations of the evaluation were that the project termination date
 
The principal
 

should be extended to 1990 or later and that additional funding should be
provided for all components, with relatively more emphasis than in the
past to be given to in-country training, institutional strengthening and
English language training.
 
The interim evaluation also identified constraints to project success
that needed to be addressed such as inadequate staffing for the existing
level of effort; policy, jurisdictional and procedural problems within the
GOP; 
lack of a comprehensive hkin resources development planning process
or needs assessment; vagueness of private sector objectives; and the need
to focus training on USAID's priority sectors and involve USAID's
technical divisions more in training planning.
 

0. Phase I Outputs
 

In the original project paper of March 1983, initial output targets
and measures were established for the five years (of Phase I) and then
revised upward with the project amendment of June 30, 1986 and the
additional 
increments of funding provided.
 
Table I compares initial and revised output targets with the actual
outputs of Phase I of the project. 
As can be readily seen, the project
has been very successful in not just meeting but in exceeding by a large
measure all of the output targets that were established for it.
Additionally, the project has produced some very useful outputs (e.g.,
women trained, Pakistanis trained in English for Academic purposes, TOEFL
tests given) for which separate targets were not set initially.
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iABLE 1
 

DSTP PHASE I OUTPUTS, 1984-88
 

Output Indicator 


1. Public and private sector managers 

trained in-country in new or revised
 
management programs
 

2. Short courses and workshops designed, 

developed, tested and integrated into
 
host country institutions
 

3. Pakistanis from both public and 

private sectors trained in-country as
 
professional trainers
 

4. Training institutions strengthened 

through technical assistance, faculty
 
development and commodities
 

5. Participants trained inmanagement or 

technical subjects inU.S. or third 

country training programs
 

6. Women trained in-country inmanagement 

and entrepreneurship
 

7. Pakistanis taught Enalish for academic 

purposes (preparatory to academic
 
training overseas)
 

8. Number of tests of English as a 

Foreign Language given 


9. Secondary school graduates from 

Makran Region of Baluchistan
 
offered special ESL and vocational/
 
academic training programs inthe U.S.
 

Initial 

Output

Target 


1,622 


34 


50-75 


4 


228 


None 


None 


None 


None 


Revised 
Output
Target 

Actual 
Output 

1,622 2,072 

78 107 

50-75 725* 

4 13 

3,725 4,000+ 
(estimated) 

None 215 

None 669 

None 8,500 
(estimated) 

None 51 

* Includes some who attended more than one program. 
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Tables 2 and 3 give more detailed breakdowns of the training outputs of
the project during Phase I. Table 2 indicates that about 50 percent of those
processed for overseas participant training were from the OSTP core project,
40 percent were buy-ins from USAID's technical projects (mainly agriculture),
and 10 
percent were from the Ministries of Education and Science and
Technology (funded by the GOP). 
 Less than 8 percent of participants were
women. 
 Table 3 on in-country .nagement training shows a trend away from the
more traditional training of civil 
servants to the newer areas of training of
professional trainers, women and private sector managers.
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TABLE 2
NUMBER OF PARTICIPANTS PROCESSED FOR TRAINING IN
 
U.S. OR THIRD COUNTRIES, 1984-88
 

Prolect: 
 Academic 
 Non-Academic 
 Grand Total
 

hiJe Female Jjl 
 Male Female Total 
 Male Female Total
1. DSTP 
 493 82 
 575 1598 
 239 1837 2091 
 321 2412
2. On Farm Water Ngt. 54 
 0 
 54 218 
 0 218 
 0 272
3. Irrigation Systems Mgt. 	
272 


101 
 1 102 421 
 1 422 522 
 2 524
4. Popula. Welfare Plng. 
 2 0 
 2 20 14 34 
 22 14 36
5. Tribal Areas Dev. 
 0 0 0 
 16 
 0 16 16 0
Malaria Control 11 3 	
16
6. 


0 3 
 67 0 
 67 70 
 0 70
7. Rural Electrifica. 
 13 0 
 13 226 
 0 226 239 
 0 239
8. Primary Health Care 
 0 0 0 
 21 3 24 21 3
9. Energy Plng. & Dev. 	
24
 

26 
 0 26 69 
 1 70 95 
 1 96
10. Baluch. Area Dev. 
 23 0 23 3 0 
 3
11. Forestry Plng. & Dev. 	
26 0 26


11 
 0 11 73 
 0 73 84 
 0 84
12. Ngt. of Ag. Res. & Tech. 96 
 1 97 233 
 1 234 329 2
13. Food Sjcurity Management 47 	
331
 

0 47 182 5 187 229 
 5 234
14. Frontier Area Dev. 
 0 0 0 2 
 0 2 
 2 0
15. Energy & Environ. 0 0 0 	
2
 

5 0 5 5 0
16. Ag. Sup. Serv. Proj. 	
5
 

26 3 29 88 5 
 93 114 
 8 122
17. Min. of Education 
 52 14 66 
 1 0 
 1 53 14 67
18. Min. of Sci. 
& Tech. 303 
 20 323 0 0 	 444
0 
 20 464
 

Grand Total 
 1250 121 
 1371 3243 
 269 3512 4493 
 390 4883
 

* 	 Source: USAID/Pakistan HRD Participant Data Base. These figures show the number of participants for whomPIO/Ps were prepared by HRD and forwarded to AED.

institutions will be somewhat lower, however, since 

The number of participants actually placed in educational
 
some PIO/Ps are cancelled or not acted upon for a variety
of reasons 
(e.g. the participant cannot be spared, etc., etc.).
 

1353-F.007
 



TABLE 3 

NUMBER OF DSTP IN-COUNTRY TRAINING PROGRAMS CONDUCTED 
AND PERSONS TRAINED, 1984-1988 

Programs Conducted During 1984-1988 

Years 

Programs 

Public Sector 

PIM & PETI 

TOTP 

Women's Development 

Total 

1984 

1 

1 

1 

0 

3 

1985 

8 

3 

3 

0 

14 

1986 

2 

2 

7 

1 

12 

1987 

4 

10 

11 

4 

29 

1988 

11 

11 

19 

8 

49 

Total 

26 

27 

41 

107 

Persons Trained During 1984-198 

Years 

Programs 

Public Sector 

PIM & PETI 

TOTP 

Women's Development 

Total 

1984 

18 

21 

21 

0 

60 

1985 

148 

81 

42 

0 

271 

1986 

39 

46 

133 

21 

239 

1987 

74 

325 

204 

54 

657 

1988 

194 

186 

325 

140 

845 

Total 

473 

659 

725 

2072 

Notes: 	 1) Source: AED, Islamabad
 
2) 
TOTP programs include programs specially conducted for
 

Institutes and women

3) 
One PIM/PETI conference in 1987 inlcuded 160 participants

4) PIM - Pakistan Institute of Management
5) PETI - Private Enterprise Training Initiative 
6) TOTP . Training of Training Professionals
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II. PARTICIPANT TRAINING: 
 UNITED STATES AND THIRD COUNTRIES
 

A. Overview
 

As is the case with other components of the evaluation, this section
both reviews the work done in Phase I and provides recommendations for the
operation of Phase IIof the DSTP. 
 Therefore, the evaluation contains
some recommendations that were not 
issues in the first five years, (e.g.
institutionalizing needs analysis and training plans within the GOP). 
 As
a forward looking evaluation, this document, although concerned with what
has happened in Phase I, is much more concerned with what should be the
shape and design of Phase II. As another starting point, the evaluation
has attempted an assessment of the impact of training on 
the participant's
careers as well 
as on 
their sponsoring organizations.
 

Since a 
major goal of this evaluation is to provide future guidelinpsfor Phase II,it is hoped that some recommendations will be applicable tLmany of USAID's future training subcomponents of its developmentprojects. 
Whether it is within USAID, or within the host government, the
primary objective of training is 
to develop specific individual skills,
knowledge and attitudes and to modify, for the better, institutional
behavior patterns. 
 Thus, the key element of a good training system is
matching individuals 
(given their education, work experience and
capabilities) with the proper training program, either academic or
non-academic. 
 All 
of this effort, and the supporting systems, should
result in improved work productivity..
 

Ideally, any USAID funded participant training project and/or
activity should be designed to accomplish the following programmatic and

operational objectives:
 

M The host country, as a result of USAID training activities
and technical assistance, will have developed over time,
the capability to plan and manage its 
own domestic and
international training program, including the preparation

of needs analysis and formulation of training plans.
 

0 Efficiently operated training programs will have been
created, built upon complete and timely collection of
participant documentation. 
The closer to the nomination
that documentation is collected, the more efficient the
nomination process will be. 
 Ideally, full documentation

would be submitted to USAID by the GOP along with the
 
candidate's nomination.
 

* 
 The establishment of a pre-qualified pool of trainees to
draw upon for overseas training will have been created.
The creation of such a pool is
a goal that large long term
training projects strive to achieve, whether the
participant goes for academic or non-academic training.
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a 	 A procedure for producing well written PIO/Ps will have
been developed as 
a basis for quality placements of
participants. All training prcjects should produce PIO/Ps
with sufficient specificity to permit those making the
placements to select the training institutions which best
meet the needs of the candidate and the sponsoring

organization.
 

N 
 For countries with a high volume of activity, formal
written policies and procedures will 
have 	been established
to provide the operational stability needed. 
 Ideally,
these policies and procedures do not hamper the operation
but rather enhance it by providing the parameters and
guidelines needed by those who serve the system.
 

N 
 Where there are multiple sections and organizations
working on the training project, areas of responsibilities

will have been clarified and demarcated and appropriate
channels of communication will have been established to be
monitored and revised as the project evolves. 
 These
conditions 
are essential to the smooth operation of
complex organizations such as USAID Missions and their
 
training projects.
 

a 
 A system for reviewing and adjusting staffing levels will
have been established in order to deal with changes in the
project's level of operation. It is especially important
in labor intensive training projects, that these staffing
adjustments be timely and, ifpossible, based on agreed

upon 	formulas.
 

To evaluate the projects' operational effectiveness, the team

examined the following:
 

" 
 Training needs analysis, planning for training and
 
the nomination process.
 

" 
 The degree of utilization and value of the orientation
 
programs offered to participants.
 

" 
 The quality of AED support to participants.
 

" 
 The relevance of DSTP-sponsored training activities to
participant and institutional needs.
 

" 	 The utilization of training upon completion.
 

* 	 The organization and operations of HRD and AED.
 
Based on the outcome of each review and the general objectives
outlined above, recommendations were made on the structure and conduct of
the next phase of the OSTP.
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To gather data, two types of interviews were conducted. One series
 
was based on questionnaires and involved the following groups:
 

" 	 Participants currently in training in the United States.
 

" 	 Participants in both long and short term training who have
 
returned to Pakistan.
 

" 
 Supervisors of returned participants.
 

Participants still 
in training in the U.S. were 
interviewed via
telephone. 
Returned trainees were interviewed by a team of interviewers
employed in Pakistan who visited Lahore, Karachi, Quetta, and Peshawar in
addition to its work in Islamabad. The number of questionnaires completed

are shown in Table 4.
 

TABLE 4
 

QUESTIONNAIRES BY TYPE OF RESPONDENT
 

Number
 

Currently in Training 
 19 13

Academic Returnee 
 42 29
 
Non-academic Returnee 
 63 44
 
Supervisor 
 2N 14
 

Total 
 144 100
 

The second group interviewed consisted of:
 

A. 	USAID contractors in Pakistan.
 

B. 	USAM)section chiefs and project officers and liaison officers.
 

C. 	USAID/HRD staff.
 

D. 	AED/EIL staff.
 

E. Representatives of the GOP.
 

The USAID staff and contractors were all interviewed in person in
Pakistan. 
 Exceptions to this were interviews with the EIL staff who were
interviewed in Washington D.C. 
 One EIL staff member was interviewed by
telephone in the U.S. 
Over 35 persons were interviewed in this phase of

the evaluation.
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The reason for including the USAID contractors 
in the survey isthat
those who have training components in their contracts (except for TIPAN)
are required to use the OSTP placement network. 
 This arrangement is
referred to as 
a buy-in.
 

The DSTP involves not only USAID and its contractors in the process,
but also the federal and provincial governments of Pakistan. 
 The GOP
agencies and provinces collaborate with USAID, though in
act independently, in writing training plans. 
some cases they


The GOP is solely
responsible for selecting, screening and processing nominees to the point
where a nomination letter is forwarded to USAID. 
 The participant training
portion of this evaluation is concerned primarily with those activities
that take place on the USAID/AED/EIL side of the training process.
are several reasons for this. There

First, the Pakistani side of the process
has been the subject of evaluations and recommendations for years by both
domestic and foreign consultants. 
Little noticeable change has occurred
as a result of these studies. 
 A recent study by Dr. Upreti provides a
current description of the process followed by the provincial governments
(see Appendix IX). He recommends that the process followed by the
provinces, while time consuming and tortuous, be accepted as a 
given and
allowed for in the training process. Second, given the amount of data to
be collected and evaluated, time simply did not allow the luxury of a
detailed review of an area over which USAID has no functional control.
 

Another item that falls within the scope to this evaluation isa
review and update of the interim evaluation conducted in 1985. 
 The
interim evaluation made the following recommendations pertaining to
participant training:
 

1. USAID seek, through a covenant to the project agreement for the
extension of the project, GOP action to streamline the participant
training nomination and selection process so as 
to achieve timely results.
 

Updat: 
This Issue is not best treated in
However this is an a contract covenant.
issue that is kept in the forefront of negotiations,
even at the ambassadorial level. 
 HRD has done virtually everything within
its control to affect change in these processes.
 

2. All 
short term training activities need much more careful
planning and scrutiny to assure that they will provide worthwhile training
outcomes for the trainees and their employers.
 

Update: HRD continues to monitor short and long term training.
However the volume of short term training slots prevents the type of
scrutiny envisioned inthis recommendation. 
New recommendations are made
below which expand the monitoring activities for both short and long term
trainees.
 

3. AID needs to establish who is responsible for monitoring training
impact, and establish a process for insuring that this function
carried out in a is
manner that assists HRT, GOP, and the contractor in
assuring that DSTP resources are being effectively utilized.
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Update: HRD has established a full 
time monitoring office with
responsibilities for follow-up contact with returned participants. 
 The
office is capably staffed and has just completed its first tranche of
surveys. The findings will 
soon be evaluated and distributed to decision
makers in the GOP as well 
as USAID who need the information for policy
decisions. 
 The office continues to survey returned participants on a

regular basis.
 

4. AID should review its English language requirement for short-term
training to determine if changes could be made without impairing

training effectiveness.
 

Update: 
 HRD has reviewed its English language requirements for short
term training. 
 The review included discussions with ESL instructors and
those who deliver short term training services. Itwas decided that the
existing policy is well conceived and did not merit change.
 

B. Project Environment and Growth
 

As is the case with most dollar assistance to Pakistan, the DSTP
is funded by the Economic Support Fund (ESF). 
 The overall assistance
level 
is established based on strategic considerations while individual
projects are to be implemented with development objectives in mind. 
These
two objectives, while not inherently in conflict, often are not
completely compatible. 
 Frequently there are two points of discrepancy.
First, overall funding levels for a project can exceed host country
managerial and administrative absorptive capacity. 
Second, pressures
build for a rapid disbursement of project funds 
as an important aspect of
broader political objectives. Not surprisingly, both concerns have been a

feature of the DSTP.
 

While the need to make a number of placements rapidly has not set
aside the development goal of making quality placements, it has affected
the operation and results of the program. 
For example, short lead time
for finding training opportunities and late enrollments in the academic
 year have continually plagued the program's operation, impinging on the
quality of the placements made. 
However, although the new USAID/AED
contract still calls for a high number of placements each year, the
emphasis will be on ensuring quality placements.
 

The project has grown at a phenomenal rate. Its initial budget was
for $10,000,000 for five years. 
 It has now grown to $75,000,000.' By the
third year, placements had exceeded the original 
five year goals set for
the project by 20 per cent. 
Buy-ins, placement services provided to
 
USAID's technical projects, have accounted for a significant proportion of
the growth in placements over the entire five year period. 
 Table 5 shows
the training goals and placements by year.
 

I Of which $10 million is for Lahore University of Management
 
Sciences.
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TABLE 5
 

DSTP TRAINING PLACEMENTS BY YEAR a/
 

Carried Total Contract Surplus
1984 Placements Forward b/ Enrolled Maximums c/ 
 Placements d/
 

1984 131 
 0 131 225 
 -94
1985 331 
 28 359 300 
 59
1986 854 
 75 929 750 
 179
1987 1,319 307 
 1,626 1,300 326
1988 1,000 570 1,570 1,600 -30 g/
 

a/ Source AED.
 
D/ Carried Forward is the number of participants placed in
one contract
year who were still in training in another contract year.
c/ Contract Maximums is the maximum number of placements plus carry
overs called for in the contract for a given year.
d_/ Surplus Placements is the difference between the contract maximums and
 

the total enrolled.
 
g/ 1988 figures are estimates.
 

Given the motives, political as well as developmental, behind the
DSTP, the continued expansion and the time constraints that it has been
implemented under, the numbers show that it has been a highly successful
program. 
Scholars have been and are being trained which will contribute
much to the long term development of Pakistan. 
Good will has been created
through the various training activities that have been funded, e.g. long
and short term training and study tours. 
 The skill level of technicians
and managers has been enhanced through short term training programs. The
USAID Mission in Pakistan, AED and EIL can be justifiably proud of
accomplishing such a herculean task. 
 In later portions of the evaluation
the report examines the impact of the program on management and

professional skills.
 

However, this success has not been without a price. 
 That price was a
measure of ill-will generated by a long impersonal process that is viewed
by some participants as cumbersome and indifferent to their needs (see
Table 7 of Participant Survey below). 
 Another problem comes from
placements that do not meet the participants' needs and/or expectations.
(see Table 9 which shows that over 30% of all participants were
dissatisfied with their training).
 

The fact is that the nomination process used in international
training is very complicated, and at times appears repetitive. 
At the
crucial point in the process when a participant is preparing to depart
Pakistan, a number of procedures are imposed by the GOP and the U.S.
Government which can 
potentially cause the participant to miss his or her
training opportunity literally within hours of departure (see Chart D
 

1353-F.009 
 - 17 ­



below). The recommendations in the balanLe of this chapter will, 
it is
 

hoped, contribute to a diminution of these negative impacts.
 

C. The Participant Processing System
 

The in-country participant processing and departure system is very
lengthy and complex. Participants, HRD and AED staff, as well 
as members
of the GOP do not fully understand all 
of the steps and processes and
paperwork a potential participant must go through before departing for
training. Everyone seemed to understand a part of the process, e.g. from
whom a piece of paper needs to be obtained or where to send the
participant next. 
 But few people could explain all of the steps to the
evaluators. 
 In order to prepare the reader for discussions and
recommendations which follow in this section, 
a detailed picture is
presented in the following charts and discussion.
 

The in-country processing can be divided into four stages for easier
understanding and presentation. 
 The four stages will be presented in four
 
charts, they are:
 

(a) GOP nominates the participant;
 

(b) USAID processes the nomination;
 

(c) The contractor, AED, processes the nomination; 
and
 

(d) The participant prepares to depart Pakistan.
 

In this section, the evaluation team's understanding of the complete
process for a 
public sector academic participant will be presented and
discussed. 
This is probably the most complex of the four major types of
training, (i.e. public sector academic and technical, and private sector
academic and technical). 
 Each chart is divided into several columns, each
representing the major organizations involved in the processing system.
At the right of each chart is an estimate of the time it takes for
participants or their paperwork to go through each step of the process.
 

GOP Nominates Participants
 

The system begins (see Chart A) with USAID developing and issuing the
training plan or annual catalog of USAID suggested training opportunities.
The training plan is received at the Economic Affairs Division (EAD),
where the plan is distributed to 
the federal ministries and provincial
governments. 
 Also, when USAID issues supplementary letters announcing
selected courses throughout the year, the GOP follows a similar process.
 

In the 
case of the provincial governments, once the training plan and
supplementary course announcements are received by a Provincial 
Planning
and Development Department these documents are then distributed to the
various provincial departments. Then a provincial department proposes a
candidate for training which sets in motion a process which contains at
least 30 different and identifiable transactions at the provincial level.
The process is eloquently described and diagramed by Bedh P. Upreti 
in
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Appendix IX A Brief Resumd in the Problems and Perspectives on
Training. O/ARD
Upreti points out that the case he followed finally required
30 signatures and was physically handled by 38 people. All of this takes
place before the nomination is processed by EAD.
 

The ministries and the provincial governments submit nominations
through EAD and the Establishment Division. 
 From this process comes a
letter nominating 
one or several participants for an academic program.
The letter names the participant(s), describes the major field of study
and the anticipated length of program. 
At this point, the participant can
collect the nomination letter and hand carry it 
to HRD. If the letter is
handled in the normal manner, EAD mails the letter to USAID. 
 The letter
is received and logged in USAID's C&R office, where a copy is made.
routinely sends a copy to the Project Officer and the original is 
C&R
 

sent to
the HRD Training Officer. 
 This completes the GOP nomination.
 

Section E shows how the abovementioned process can be strengthened.
It recommends that USAID work with the GOP to institute a simplified
needs assessment and training planning process for DSTP-funded trainees.
(Projectized participant training is presumably preceded by a needs
assessment and training plan as 
part of the proje:t design process.)
 

USAID Processes
 

Chart B picks up with the nomination being received at USAID by the
Project Officer and the Training Officer. 
If the nomination was hand
carried by the participant, by passing C&R, the Project Officer does not
get a copy, the original goe 
 to HRT. Once the nomination is assigned to
the proper HRT case officer, the nominee's 
name and preliminary data is
entered into the Pakistan Training Program System (the HRT database).
HRT's case office then determines with the Project Officer, i.e., 
Health,
Energy, if the nominee fits the training criteria for which he/she has
been nominated, 
 After the record is entered, the nomination goes to the
case officer to start the file and send a letter to the participant
requesting any missing documentation. 
 The letter requests the nominees
for academic training to take the TOEFL, GRE or GMAT examinations, submit
copies of school transcripts (marksheets) and to obtain letters of
recommendation. 
A copy of this letter, including a :opy of the nomination
letter is sent to EAD, the processing contractor, AED, and,
appropriate, to the USAID Regional Liaison 
if
 

fice.
 
Upon receipt of the letter, if not before, the participant begins the
process of learning the TOEFL and GRE/GMAT schedules, and then taking the
tests. 
 The single most important score, for processing the academic
participant through the system, is the TOEFL. 
Some participants take the
test prior to being nominated, and are able to provide HRD their results
 

2 
"Case officer" refers to employees In HRT (for Training) 
-- a
Division of HRD/USAID and AED/I who are changed with monitoring and
processing given categories of participants.
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early in the process. When HRD learns that the score 
is below the 530 or
550 call forward level 
for long-term training, 3 they send the participant
a letter recommending and inviting them t9 enter the Center for Intensive
English Language Studies (CIELS) program.4 The participant takes this
letter to their department and 
an official nomination letter to 
take
English language training is sent to CIELS and usually the 
 participant

enters the next available session.
 

While the participant is taking these tests, the case officer
maintains the file in a 
pending status. The nominations are received by
HRT at 
various times of the year and with varying amounts of lead time
before a program is to begin. 
 These variations, coupled with the
different test schedules, results in the case officer needing to have and
closely maintain an adequate tickler system in order to manage their

pending files.
 

When the appropriate TOEFL level is achieved, the HRT case officer
sends a letter requesting the participant to take the required medical
exam. The participant goes to a doctor under contract to USAID, where the
exam is completed and a report sent to HRT. 
The HRT medical officer
reviews the exam results and approves, rejects or recommends a waiver to
the Project Officer. 
When the medical clearance is complete the case
officer prepares the PIO/P. 
 If the lead time until program start
short, a copy of the is
unsigned PIO/P may at this point be sent to AED
marked as "ADVANCE COPY." 
 AED in turn immediately notifies EIL in
Washington, D.C. that action is imminent on this case. 
At the same time,
the PIO/P moves through the relevant project office and HRD for the
required signatures. 
 This part of the process is completed when the
signed PIO/P and copies of the pertinent documentation are sent to AED/I.
 

The team's evaluation presents specific findings and makes
recommendation related to USAID processing in Section F, below.
 

Contractor Processes
 

Chart C looks at AED/EIL's role in the processing system. 
When the
signed PIO/P is received by AED's Islamabad office (AED/I), a copy is
quickly dispatched via the next courier package to EIL in Washington for

placement.
 

If lead time is short and a telex has not previously been sent to
EIL/Washington (EIL/W), one 
is sent. 
 The AED case officer reviews the
documentation and sends the participant a letter requesting any documents
that are still missing at this point. 
 As the participant collects and
sends data to AED, it is usually forwarded to EIL/W on a piecemeal basis.
Experience has taught AED to try not to create any delays in the flow of
information between the Mission or the participant and the placement staff
at EIL/W.
 

3 530 for MA candidates, 550 for Ph.D. candidates.
 

4 Public sector nominees only.
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EIL/W initiates placement as soon as they believe they have adequate
documentation to 
complete school applications and make an 
adequate
representation to an academic admissions office. 
 EIL/W will prepare and
submit simultaneously three to five applications; this is 
a procedure
required by AID training regulations. The number and nature of the
schools chosen will depend on 
the training objectives and the strength of
the credentials and test scores 
submitted. For long-term trainees, one of
the five applications will go to 
an HBCU if appropriate training is
 
offered there.
 

When a 
decision by a university is received at EIL/W, usually by
mail, they notify AED/I. 
 If the decision is negative, additional
applications are submitted to other schools. 
 If the decision is positive,
EIL/W will collect responses from the other schools, reach a 
decision, and
send AED/I the call forward message.
 

Findings and recommendations on 
this phase of the process will be
presented in Section H, below. 
 If the participant has made it this far,
he or she has yet to encounter possibly the most complex set of hurdles in
the system. These hurdles and steps 
are presented in Chart D.
 

Participant Prepares to Depart
 

The system continues with AED/I receiving the Call Forward telex. A
Call Forward letter is quickly prepared and sent to seven different
offices, as well as the participant. The participant signs the conditions
of training and mails the letter back to AED/I for the file. 
 A U.S.
immigration application form (IAP 66A) is completed for the visa
application and sent to HRD with a copy of the Call Forward letter.
 

The HRD case officer pulls the appropriate file and reviews it 
to see
if it is complete. If the file is incomplete, immediate action is taken
to collect the missing documentation. 
When the file is complete, a travel
request form is filled out and, with a copy of the PIO/P, is 
sent to
USAID's Travel Section. 
 The IAP 66A is signed by the Training Officer and
the DSTP Project Officer, and then returned to AED. 
 The USAID travel
office prepares and sends to AED the Participant Authorization to Travel
(PTA or P form). 
 AED then sends a letter to 'the Bank of America, in
Islamabad, which then prepares and issues a T-Form, i.e. a form required
for State Bank of Pakistan clearance and travelers checks. If the
participant will 
not be coming to Islamabad, the P and T forms are 
sent to
the appropriate USAID Regional 
Liaison Office to assist the participant to
complete his/her processing. If the participant will be in Islamabad,
then AED takes the P and T form, with the passport and nomination letter
to the State Bank for endorsement of the P-Form.
 

The endorsed P-Form is then returned to the USAID Travel Section by
AED for arrangements for the airline ticket. 
 All this time, AED is
keeping track of the progress with a tickler filing system, so as 
not to
lose a case--or a participant in the process. Sometime during the process
the participant has obtained 
a no objection certificate (NOC) letter from
the releasing government department. Then he/she collects all of the
endorsed forms and completed documents, proceeding to the Bank of America
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for travelers checks, the Consulate for visa, and the airline ticket
office. 
 At this point, the participant departs for training.., if pure
exhaustion hasn't set in or if something has not gotten misplaced or

misrouted in the process.
 

As participants receive their call forward telex or telephone callfrom AED, they begin the process of departing for their training. Chart
D, presented this complicated and involved process. 
 These last steps are
encountered by both academic and non-academic participants, and for some
have to be accomplished in less than two days. 
 This process is
compounded by limited hours at the State Bank and at 
the U.S. Consular
offices, as well as 
the holidays of the two governments (both anticipated
and some which can not be anticipated, i.e. political 
or religious
holidays being declared). 
 An even further complication arises for those
participants who do not come 
to Islamabad for final processing. All of
their documents have to be sent to the A.I.D. Regional Office, telexes
sent through Bank America, and they have to process their IAP 66As through
the Consular office: in Karachi or Lahore.
 

During 1987 and 1988 HRD and EAD discussed the barriers encountered
during departure, including the number of separate organizations which
have to sign-off or endorse the participants documents. 
 EAD has been
receptive to some suggestions offered by OSTP. 
At two points a proposal
to eliminate the P-Form was presented through EAD to the State Bank, but
itwas rejected by the Bank. Overall, there have been few changes over
the past few years and the system remains complicated and involved.
 

On the HRD-AED side of this problem, the recent physical 
move to the
same building by both organization will reduce the small time lag which
has existed for the signing of the IAP 66A form. 
While this has not been
 a major problem, itwill improve the system.
 

Recommendations:
 

1. At the national level: 
 HRD and EAD should continue to explore
options and alternatives at the national 
level, which will reduce the
number of separate steps and different organizations involved.
 

2. At the provincial level: 
 After AED field representatives are in place
for some time, not less than six months, each representative should
develop a s,hematic diagram (similar to the Charts presented earlier) of
the final pi'ocessing steps in that particular region. 
 The representative
should then develop a set of actions which could realistically be
implemented over the following year to simplify the system and reduce the
number of steps required. 
 This approach builds on the representative's
new knowledge, requires them to understand and document the nomination
process, and provides a unique set of actions for each region. 
 The
schematic diagrams and plans would then be reviewed by the DSTP Project
Office and a final plan developed and implemented for each region.
 
3. At the USAID level: For participants being processed by a Regional
Liaison Office, the documents required in the Regional Office can be
prepared before the call forward is 
sent. The documents can be sealed in
an envelope and sent to the regional office for unopened retention in
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safe-keeping until the call forward isreceived by the nominee. 
When the
nominee presents himself for processing for departure the packet can be
opened and departure processing quickly initiated.
 

0. Survey Results
 

The following section summarizes the results of the participant
trainee surveys conducted in the course of the evaluation as noted in

Table 4.
 

The project has had a 
positive impact on participants and their
supervisors. 
 This conclusion isderived from conducting 144 interviews
with participants and their supervisors. 
 Individual face-to-face
interviews were conducted, in order to obtain more direct information and
provide the opportunity for responses to be explored and elaborated.
Interviews were conducted with 19 participants in the U.S. who are
currently inacademic training and 105 returned participants in Pakistan.
The returned participants included 42 who had attended academic degree
programs and 63 who returned from non-academic training (short term
technical programs or non-degree training). 
 The returned participants
were asked to identify their supervisor. The interviewers were able to
contact 20 supervisors, primarily from the public sector; these
supervisors managed 63 former participants. The following tables present
the findings from the interview surveys.
 

Table 6 presents a 
breakdown of the participants included In the
survey. There were a 
total of 104 males and 20 females (17%); 102
participants were from the public sector and 22 from the private sector;
14 people (63%) of the private sector and 49 people (48%) from the public
sector attended non-academic programs.
 

TABLE 6
 

PARTICIPANT CHARACTERISTICS
 

Average
Females Males Non- In
Age Academic --Academ 
 Training 
PU / PRW PU j/ PR ,/ PU4/ PRW 

Baluchistan 
 0 9 31.7 7 0 0 0
Federal Area 1 1
4 17 41.0 12 0 
 9
NWFP 0 0 0
0 11 38.0 2 0
Punjab 7 0 2 0
6 40 38.3 11 
 1 18 3 10 3
Sind 7 2 15 11 1 1
 
10 27 35.0 


-/ Public sector employee.
 
/Private sector employee.
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Most of the participants, came from two regions, Punjab and Sind
(67%). The oldest participants, on the average, came from the Federal
Areas and the youngest were the men 
from Baluchistan. USAID participants
ingeneral tend to be in the mid-thirties age group and the above data
supports the Agency norm. 
 Thus, most completed college or secondary
schooling at least 10 years prior to entering or completing their
training. Therefore, they were into their careers and yet have many years
remaining in which to apply their skills and knowledge.
 

Table 7 presents the lead time participants stated that it took
between significant events in the pre-departure process. The data is
based on the interviewees' memory (and perceptions in
some cases) of time
which elapsed between significant events in processing and departure from
Pakistan. 
While there may be some inaccuracies, the data does present an
 
interesting view.
 

TABLE 7
 

LEAD TIME INTERVAL BY ACADEMIC AND MON-ACADEMIC PARTICIPANTS
 

Days Between Approval Days Between Call Forward

and DeDarture 
 and Departure


Academic Non-Academic 
 Academic Non-Academic
 

1-7 10 14 
 16 17
8-14 
 5 3 
 11 12
15-21 4 7 
 13 16
22-28 0 0 
 2 0
29-35 
 6 19 5 4
36-42 
 1 0 
 1 0
43-48 3 2 
 4 1
Over 48 
 30 18 
 5 2
 

The largest number of responses from academic participants came at
either end of the spectrum of the number of days between approval and
departure. The largest number, 30 people, or 51% 
of the academic
participants, responded that it
was over 48 days (just over six weeks).
Forty-eight days is really a rather short period of time between approval
and departure. 
 The minimum call forward for academic.participants

according to HB-10 is 180 days or six months.
 

Non-academic participants presented a 
different picture. They fall
into three groupings: I - 14 days (27%), 29 -35 days (30%) and over 48days (29%). This could be anticipated. If the participants wereprocessed with a very short lead-time, then the 1 - 7 and 8 -14 days could
reflect the hasty placement and departure which were referred to by many
people during this evaluation. 
The second and third groups represent the
more normal and non-crisis situation. The 29 
- 35 days represent
participants whj are processed with a 
one month lead time. This is short
and not within HB-1O guidelines of 90 days lead time for non-academic or
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technical training. 
 The third group, over 48 days, is
more the norm and
where a larger percentage of participants should be.
 
The number of days between the call forward and actual departure
from Pakistan presents a different picture. 
Seventy percent or 40 of the
academic participants who responded (57 responded of the 61
sample), recalled that they had between one and 21 days. 

in the
 
While 87% or 45
of the non-academic participants (52 responded of the 63 in the sample)
recalled the I 
- 21 time period. The most noteworthy figure is the 16
academics, (28%) and 17 non-academics 
(33%) who stated they had less than
one week.
 

Table 8 indicates where participants attendeJ orientation.
sends an AED/I
invitation to attend a predeparture orientation to each
participant. Some participants attend an orientation session in Pakistan
as well as one in Washington, D.C., 
while other participants don't attend
either. 
A remarkable 85% of the academic participants (52 of the 61
people) attended an orientation session in Washington, DC. 
 Twenty-five of
the academics stated that they had attended an orientation session in
Islamabad.
 

TABLE 8
 

PARTICIPANTS INORIENTATION BY LOCATION

AND ACADEMIC AND NON-ACADEMIC TRAINING
 

(Number)
 

Location 
 Academic 
 Non-Academic 
 Total
 

Islamabad 
 25 
 22
Washington, D.C. 47
52 
 53
Other 105
 
1
No response 

3 4

0 
 0 
 0
 

Returned participants made some practical comments on how the
orientations could be improved.
 

" More information on financial matters, e.g. costs of food
and housing, how to cut corners by using second-hand books
 or using photocopying.
 

" 
 How to select university courses and how to find housing.
 
" 
 Warnings about homesickness and what to do about it and
information on how to bring my family members over to the


U.S.
 

" 
 Films shown inWashington, D.C. orientation would have
been more useful in the Islamabad orientation.
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Turning to 
the participant satisfaction with the subject in which
they received training, 
a summary of the responses are displayed in

Table 9.
 

TABLE 9
 
TRAINEES SATISFACTION WITH TRAINING SUBJECT

BY ACADEMIC AND NON-ACADEMIC PARTICIPANTS
 

(Number)
 

Academic 
 Non-Academic
 

Satisfied 
 45 
 41
Dissatisfied 
 13 
 22
No Response 
 3 
 0
 

Of the 124 participants, 69% (86 people) stated that they were
satisfied with their training and the subject in which they were trained.
Of the academic participants, 73%

with the training. 

(45 people) stated they were satisfied
Of the non-academic participants, 65% were satisfied
and 34% (22 respondents) were dissatisfied.
 

Table 10 presents the opinions of 61 
academic participants on the
quality of EIL's support while in training (19 in-training and 42
returned). Combining the categories of very good and good EIL was given a
positive rating by 73% of the participants. The in-training people rated
EIL higher than the returned participants, 89% 
vs 67%. Participants who
responded very good or good frequently made no 
specific positive comments.
For these participants, the interviewers usually proceeded to check no
suggestions for improvements of EIL services they checked, itwas good.
 

TABLE 10
 
ACADEMIC TRAINEES OPINION OF QUALITY OF EIL PROVIDED SUPPORT
 

In-training 
 Returned 
 Total
 

Very good 
 10 
 4 
 14
Good 
 7 
 24 
 31
Poor 
 1 
 13 
 14
No response 
 1 
 1 
 2
 

Thirty percent of the returned participants stated that EIL had
provided poor support during their training. The evaluation team also
looked into the causes for the poor ratings. In most situations, the
participants criticisms were understandable, i.e. they did not get
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approval for something that they believed they should have received 
or
they had health insurance reimbursement problems or other non-academic
problems. 
 In one case, the participant stated EIL had not made a correct
school placement. 
A check of the record revealed that the participant had
to be placed without having taken the GRE. 
 During the first term, the
participant took the GRE, received a
acceptance in 
good score and obtained his own
a Boston area university. 
 The next year, EIL assisted the
participant to transfer, after receiving USAID concurrence. 
 EIL continues
to experience problems with placements because many Pakistanis do not want
to take the GRE or GMAT. 
 They say, just get me into any school. On the
whole, EIL appears to be doing a very good placement job, given the
information, records and amount of time it is given.
 

The survey went on to explore the participants' perception of their
training and its relationship to their jobs.
measurement of impact of the training. 
Table 11 is one part of the


If the training is
work (as it not related to
was for 4.5% of the interviewees) then there is little
possibility of the training having an 
impact.
 

TABLE 11
 

RELATIONSHIP OF TRAINING TO JOB
 
BY ACADEMIC AND.NON-ACADEMIC PARTICIPANTS BY SECTOR
 

Relationship 
 Academic 
 Non-academic 
 Total
 
to work 
 Public Private 
 Public Private 
 Public Private
 

Closely related 
 21 1
Somewhat related 22 9 43 10
17 2
Not related 22 5 46 7
0 0 
 5 0 
 5 0
 

For 92% 
(106 people) of the III responses, their training was
closely or somewhat related to their work. 
This shows that in only 5% of
the cases was the training badly off the mark. 
At the same time, it is
difficult to assess the range of responses in the somewhat category.
This implies that while past performance has been quite good, there is
room for improvement in the future.
 

Non-academic training is generally aimed at being more closely work
related and it appears that the DSTP is achieving this goal. 
 Refining the
figures a little more shows that in the public sector, 89%, stated that
the training was closely related or somewhat related for an equal number
of participants, i.e. 22 people. 
On a percentage basis, 59% of the
private sector stated that the training was closely related to their
work, while only 46% of the public sector stated this, an indication that
private sector placement ismore efficient.
 

This data reflects what the respondents are experiencing at that
time. 
 Most likely their response is strongly related to their current
position/assignment. Collecting data over time and from random samples of
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participants would help to establish more accurately trends and norms.
Hopefully, this data will be provided through the follow-up surveys now
being undertaken by HRT.
 

Responses of participants and their supervisors to questions related
to the purposes, utilization and perceived impact of training on careers,
are presented in the next 
six tables. The twenty supervisors were asked
the purpose for which they usually send participants for training. 
The
responses of the supervisors, who together supervised 63 participants, are
presented in Table 12.
 

TABLE 12
 

PURPOSE OF TRAINING - (SUPERVISORS SURVEY) 

Purpose 
 Number a/
 

Improve performance 
 16
 
Prepare for promotion 4
 
Other 
 5
 

A/ 	The total is greater than the

number of respondents because
 
several made multiple responses.
 

Sixty-four percent of the supervisors stated that the purpose
participants were usually sent for training was 
to improve performance.
Sixteen percent of the supervisors stated the purpose of training was 
to
prepare the person for promotion.
 

Table 13 presents the returned participants perception about the
level of utilization of their training in their current job. 
The 	data in
this table is based on answers to would you say you have used your
training inyour current job? 
Eighty percent of the returned
participants, academic and non-academic, stated that they utilized their
training very much or somewhat. Only 11% (12 people) mostly in the
public sector, stated that they were making very little utilization of
their training. 
 Only one person from the private sector, who had received
academic training, stated very little utilization of training.
 

One public sector employee gave two responses to a question about how
helpful the training was to carrying out their management
responsibilities. 
 The 	person stated that the training was, very helpful
personally as an individual; and no help at all 
as a trained individual

of the organization.
 

Another public sector participant stated that the training was only
somewhat helpful because differences inenvironment do not allow full
application of the 
 training in work here.
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TABLE 13
 

UTILIZATION OF TRAINING INCURRENT BY
BY ACADEMIC AND NON-ACADEMIC PARTICIPANTS AND SECTOR
 
(Number)
 

Academic 
 Non-academic 
 Total
 
Utilization 
 Public Private 
 Public Private 
 Public Private
 

Very much 
 8 0 
 14 4
Somewhat 22 4
24 2 
 22 10
Very little 46 12
3 1 
 8 0
None 11 1
3 1 
 5 0 
 8 1
 

On the more positive side, another public sector participant from a
university stated: 

teaching. While a 

Ithas improved my quality of performance and
non-academic private sector participant stated that he
has not had time/opportunity to use his technical skills.
 
Responses, on a percentaqe basis, were more positive (either very
much or somewhat) for the private than the public sector. 
 This may be
due to the fact that private sector participants may feel, 
and be, more in
control of their careers and work, than people inthe public sector.
Public sector staff members appear to be frequently assigned positions or
transferred to positions, with little regard for previous experience or
training. 
The public sector responses to this question may reflect this
situation. 
This does not mean that the value of the training is lost, for
itmay well be more fully utilized in a future position.
 
Returned participants were next asked to assess the impact training
has had on their career. 
They were asked would you say that the training
..received has advanced your career a lot, somewhat or not at all.
Table 14 presents their responses. Fifty-one percent (54 people) stated
that the training had advanced their careers a lot or somewhat, while 49%
(51 people) stated that there had been no impact on their career
advancement. 
 The public sector, again, responded stronger in the negative
to this question tha., the private sector. 
Of the public sector, 39% of
the academic participants (15 people) and 59% of the non-academic
(29 people) stated that the training had no impact on their career.
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TABLE 14
 

IMPACT OF TRAINING ON CAREER
BY ACADEMIC AND NON-ACADEMIC PARTICIPANTS AND SECTOR
 
(Number)
 

Academic 
 Non-academic
Advanced Career Total
Public Private 
 Public Private Public 
 Private
 

Much 
 5 0 
 3 1 
 8 1
Somewhat 
 18 2 
 17 8 
 35 10
None 
 15 2 
 29 5 
 44 7
 

The length of time a participant has returned from training may
change his response to this qestion. However, 43% (45 people) public and
private sector participants stated that their careers had been somewhat
impacted by their training. Fifty-five percent (10 people) of the private
sector participants answered somewhat, while only 40% of the public sector
was able to make the same response. The high proportion of public sector
employees (51%) who indicated training had no effect on their careers
contrasts with 39% of private sector employees who similarly responded and
suggests that overseas training is better recognized and rewarded in the

private sector.
 

Returned academic participants were also asked to rate the helpful­ness of their training to their current management responsibilities and
to their current technical responsibilities. 
Their responses are
presented in Table 15. Seventy-nine percent (33 people) stated that the
training was very helpful or helpful in carrying out their management
responsibilities. 
A similar percentage (76% or 32 people) stated that
they found the training was very helpful or helpful in carrying out their
technical responsibilities. 
 Eight people (19%) stated that the training
was not helpful incarrying out their management responsibilities.
However only 5 people (12%) made a similar statement that the training was
not helpful for carrying out their technical responsibilities. 
 The fact
that 79% of the public sector participants found the training useful
contrasts with the 51% who said it had no impact on their careers and
suggests that the public sector does not integrate training with career
development. If this conclusion is valid, it further suggest a need for
changes in GOP personnel regulations.
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TABLE 15
 
USEFULNESS OF TRAINING INMANAGERIAL AND TECHNICAL AREAS BY SECTOR
 

(Number)
 

Academic 
 -Non-academic
Public 	 . Total
Private 
 Public 
 Private 
 P ;bic Private
 

Very useful 
 10 
 0
Useful 	 18 0 
 28
20 	 0
3 
 12
Not 	useful 2 32 
 5
7 
 4
No response 	 1 1 11 
 2
1 
 0 
 4 
 1 
 5 
 1
 

That almost 17% of the respondents found their training not useful 
in
carrying out their management responsibilities 
may 	be related to the fact
that these were academic participants and their training may not have
contained much of a managerial focus. 
 This negative response suggests
that short-term management training might be included as a part of all
academic training. 
However, the percentage and the number of participants
is not large enough to support a strong case for more management training.

Most supervisors, (75%) stated that returned participants were in the
job for which they were trained. This percentage is very close to the
participants response in Table J-g, where 80% responded that they utilized
their training very much or somewhat.


for interviewing all 
The study design did not provide


supervisor. 
of the returned pa'ticipants under a particular
This would have allowed for cross tabulation between
supervisors and returned participants. 
 Subsequent evaluations or
specially designed follow-up studies should include this tabulation.
 

Table 16 presents the supervisors responses on the impact of
 
training.
 

TABLE 16
 
IMPACT OF TRAINING ON PERFORMANCE - (SUPERVISORS SURVEY)
 

Performance 
 Number j/ 

Greatly improved 

Somewhat improved 

5
 
15
No improvement 

1
 

A/ 	There was one questionnaire with
 
two responses.
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Does training have an 
impact?

does. 

According to the twenty supervisors it
In Table 17 the supervisors rate the performance of returned
participants against that of non-trainees. A notable 95% of the
supervisors stated that the relative performance was either much better
(24%) or somewhat better (71%).
 

TABLE 17
 

PARTICIPANT PERFORMANCE RELATIVE TO NON-TRAINEES
 
(SUPERVISORS SURVEY)
 

Relative
 
Performance 
 Number
 

Much better 
 7
 
Somewhat better 
 12
 
About the same 
 1
 
Worse 
 1
 

Tables 16 and 17 are perhaps the most significant indications of the
value of DSTP funded participant training in 
terms of its impact on the
productivity of the trainees and, by the same token of the GOP. 
The
results are particularly noteworthy in that their source is more critical
and dispassionate than.the views of the trainees themselves.
 

The survey also asked the supervisors if they preferred academic or
non-academic training. 
Table 18 presents the responses. Sixty-five
percent stated that they preferred non-academic training to academic
training. The 35% - 65% (non-academic vs academic) response is remarkably
close to the ratio which the project currently is experiencing.
 

TABLE 18
 
SUPERVISORS PREFERENCE FOR ACADEMIC VS. NON-ACADEMIC TRAINING
 

Preference 
 Number
 

Non-academic 
 13
 
Academic 
 7
 

The 65% non-academic rate may also suggest that most supervisors need
and want well trained people on their staff at the earliest opportunity.
This percentage is higher than the team anticipated since several GOP and
some USAID Project Officer interviews indicated a desire to shift more
training slots to academic training. This difference may indicate that
supervisors are more concerned about the day-to-day operation while some
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people in the GOP and USAID are more concerned about institutionalization

and the long term value of training in Pakistan.
 

Supervisors made the following comments about preferring non-academic
 
training:
 

" if trainees are sent for long term training, their positionscannot be filTed due to long recruitment process, so this causesdislocation of government work; and 

" not able to release the incumbent for long time...the one 
senior level officer in the unit; and 

" most of the people who go from this organization have
already basic and post-graduate qualifications andtherefore need concentrated or intensive training in
particular fields; and 

" the availability of man-power makes it necessary to send 
fewer to receive Tong-term training.
 

The supervisors were requested to 
indicate their preference for
in-country training vs. 
overseas training (Table 19). 
 Eighty-five percent
preferred overseas. 
This high percentage supports what the team heard
throughout the study, i.e. Pakistanis prefer and value the experience of
overseas training. The questionnaire did not relate the above response,
academic vs non-academic, to overseas vs. 
in-country; they were asked as
separate and distinct questions. The relationship between the two could
 
be revealing.
 

TABLE 19
 

SUPERVISORS PREFERENCE FOR IN-COUNTRY VS. OVERSEAS TRAINING
 

Preference 
 Number
 

In-country 
 3
 
Overseas 
 17
 

Supervisors said the following things about their preference for
 
overseas training:
 

" 	 training within country is limited and scope can be widened by

sending them overseas, (frog in the well); and
 

" 	 in-country training isbudgeted, no need for any

assistance, need USAID help for overseas training; and
 

" 
 foreign training has wider horizon and this experience is very

useful.
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On the other hand, another supervisor favored in-country training by
telling the interviewer that: 
 a
person can only perform well ifhe has
adequate knowledge of his job requirements and therefore in-country is
favored.
 

Insummary, the survey results provide the evidence and support for
declaring that overall, OSTP ishaving a 
positive impact and iswell
received by participants and their supervisors. 
 The surveys also point to
changes which can be made inPhase II. Specific recommendations for
improvement of DSTP will be mad, in the following sections of this report.
 

E. Needs Assessments and Training Plans
 

Developing a country's human resources includes manpower planning,
mtching the individual's needs with a 
planned program (both academic and
non-academic), placement inan appropriate training program, and improved
performance inthe workplace. 
 Ifthe investment inhuman capital isto be
fully effective, the decision making process should reflect informed
judgments, knowledge of needs (current and future), 
as well as awareness
of the available supplies and resources to meet the needs. 
 Donors may
play a critical role inassisting a government to develop a
modern human
resource development process; however, the system must become over time
the responsibility of the host government.
 

This section will examine the current procedures being followed by
the GOP and USAID with respect to identifying participant training needs
and the formulation of training plans to meet those needs. 
 Each of the
team's findings inthis respect is followed by recommendations for

improving the process.
 

Findings:
 

Development of the training needs assessment and planning process as
it isnow carried out by USAID and the GOP isprimarily the responsibilit;
of the technical project officers and their contractors incollabor ;°on
with their Pakistani counterparts. 
Within the 13 to 18 projects serv..j by
HRD, the number of training slots isgenerally specified inthe project
paper. The specifics of the annual plans are then worked out between the
contractor/project officer and their counterparts inthe GOP ministries
and provinces. The discussions involved inworking out the trainito
1 plan
are as close as most projects get to making needs assessment:. Two
exceptions to this are the Ministry of Agriculture, Seed Certification
Section and the Agriculture University at Faisalabad which undertook the
assessments at the urging of USAID/ARD. 
However, DSTP funded participant
training usually based its training plan on requests received inprevious
years and no needs analysis is involved.
 

The technical project plans and the DSTP plans are then written into
a
single USAID annual training plan by the HRD office. 
 (Excerpts of the
1989 Training Plan are shown inAppendix X.) 
 The annual plan isthen
presented to the Economic Affairs Division (EAD) of the GOP for review and
approval. 
 It is then forwarded through FAD to the ministries and the
provincial Planning and Development Departments (P&Ds). The P&Ds inturn
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forward the relevant parts of the plans to the involved department
secretaries. 
 From here they are distributed, through a training section
officer, to the offices responsible for the nominations. GOP ministries
and departments do not take any responsibility for doing a needs analysis
or developing the training plan.
 

To assist the GOP to develop improved skills in training needs
assessment and training planning, several changes should be considered for
Phase IIof the DSTP.
 

Recommendations:
 

A priority objective for Phase II should be that within two years,
the GOP, will 
have increased its capability and responsibility for
conducting training needs analysis and preparing training plans. 
 While
the process should be started with DSTP Core, once a realistic system is
established, it can 
be expanded to other 
USAID funded projects.

Beginning with the DSTP Core, itwould:
 

0 
 Maintain the momentum of the technical projects (i.e. non-DSTP)
implementation schedules while introducing the concept of
planning and training into the departments where projects are in
 
place.
 

N 
 Introduce planning and needs analysis at the ministerial level
as well as at the departmental level beginning a top down
 
acceptance of the process.
 

Such a step would, of course, encounter problems. Three approaches
which will reduce the problems are: collaboration, training and technical
assistance. A collaborative approach between USAID and the GOP should be
used for defining (later refining) and implementing a new system
ministries and departments. with
They should understand the benefits of the
new system, how itwill 
assist them in working with all donor funded
training, and how they can propose realistic and operationally useful
training plans. Providing in-service training sessions to develop
departmental needs analysis skills and knowledge of training plans will
also reduce the problems.
 

HRD currently does not hav 
 the capacity nor the manpower to under­take the additional tasks required to implement this system or assist the
GOP. 
Thus, technical assistance should be utilized to focus GOP and USAID
efforts, with emphasis on system definition, implementation steps and
procedures; as well as 
to assist with meetings and conduct the necessary
in-service training, both for the GOP and USAID. 
HRD discussed this
approach with Sind P&D in 1987 and they accepted in principle a technical
package. However, EAD established a commission to review the proposal and
no further action has been taken. 
All of this may not be accomplished in
one year or two; this is 
a long term process. Itwill require a long term
commitment on the part of both USAID and the GOP to achieve this goal.
 

The first product of the new system should be a GOP generated 1990
training plan for DSTP-Core participants. If the process begins early in
1989, a 1990 plar will be developed during the year through a series of
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meetings and training sessions. The first participants could depart
Pakistan inearly August 1990 under the 1990 training plan (academic and

non-academic).
 

The actions shown below are 
recommended to initiate 
a process which
will result in an 
improved GOP manpower planning process including needs
assessment and training plans. 
 The actual sequence will have to be
determined jointly by the USAID, the GOP and individual provinces. 
 The
guiding principle in establishing a new system is: 
keep it simple and

uncomplicated.
 

Step1. 
Meet with the GOP (Islamabad and the Provinces) to set
expectations and give a vision of what the new system will 
look like, i.e.
needs assessments, developing a 
pool of candidates and training plans.
(February - April 1239)
 

Steal. 
 Meet with GOP Section Officers (Foreign Training) to
introduce them to training needs assessment and the model 
for a practical
and simplified system for the 1990 training plan. 
 This would be a 2 - 3
day workshop to review skills needed in needs assessment, how to develop a
training plan and establish time standards regarding participant training
processing. (April June 1989)
-


SgJg__. 
 Submit Plans to EAD (I August 1989); EAD reviews and makes
nominations in final 
1990 Training Plan (1 September 1989). Participant
documentation collected by GOP. 
The 1990 Training Plan and completed
participant documentation submitted to DSTP (30 September 1989);

incomplete files not accepted.
 

Ste 
4. Establish participant files in HRD and begin processing for
placements to start mid 1990.
 

Ste5._. 
 Review meetings between HRD and EAD to evaluate the
successes and problems on 
the 1990 Training Plan (March - April 1990) andannounce the 1991 Training Plan process and progress. This review may becombined with a second training session (see Step 2) 
on needs assessment
training plan development and academic credential analysis.
 

Step 6. Submit Training Plans to EAD (1August 1990); EAD reviews
and makes final 1991 Training Plan. 
 Training Plan and participant
documentation submitted to DSTP Project Officer (1 September 1990).
 

SteJ 
7. Establish participant files in HRD and begin processing
placements to start in August 1991. 
(October - December 1990).
 

This system has several key annual events. They are: 
 (a) review
annual expectations and provide some training in 
a March meeting,
(b)submission in August to EAD of the draft Annual Training Plan and its
finalization by the GOP by September, and (c)DSTP processing of the
participants from October to December for placements starting in August
the following year. 
This system should reduce many of crises currently
experienced throughout the system and bring a 
more systematic approach to
DSTP training. 
 It will also establish a 
planning and nomination process
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within the GOP to prepare participants for overseas training with more
 
complete documentation.
 

F. USAID/HRD/T Organization and Operations
 

Overview Process
 
The HRD office has the primary mission of managing the DSTP and the
training activities of the technical divisions in USAID. 
While operating
within the guidelines of Handbook Ten (HB-1O), HRD has considerable
latitude to set training policy, establish and enforce deadlines, draft
and implement procedures and, when circumstances so justify, to make
exceptions to its procedures.


training related issues. 
HRD is the contact point with the GOP on
As described in section E above, HRD puts the
annual training plan together and negotiates its acceptance and
implementation by the GOP. 
 HRD receives training nominations from the
GOP, screens them, collects documents, handles their processing through
USAID and forwards them to AED.
 

Ooerations and Oranization
 
The organizational relations between HRD and its participant training
organization (HRT) is shown below in Schematic 1. The staff have the
following major responsibilities in the 
area of participant training.
Mr. Ahmed, Ms. Sufi, Mr. Butt and Mr. Nasir are responsible for
processing the nominations that are assigned to them. 
Each staff member
is assigned specific projects for which that person is responsible with
respect to that project's participant training activity.
provide continuity to the process. 

This is to

Mr. Nasir is also responsible for
automatic data processing. 
Mr. Butt doubles as 
the office manager and Ms.
Sufi has general responsibility for women's programs. 
 Dr. Jaffar directs
the TOEFL testing program, integrating it with the GOP nominating
procedures, and conducts the roturned participant follow-up survey.
Quddus is responsible for reviewing and clearing the medical reports. 

Dr.
 
The
private sector project coordinator is responsible for complete management
of the recruitment, screening and processing of participants and
forwarding their nominations to the case officer of the private sector
participants.
 

HR Oerationu
 
Academic Training:
 

The flow of paper, in USAID, pertaining to academic training

nominations is shown 
in Schematic 2.
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SCHEMATIC I 

HRD/HRT ORGANIZATION CHART 

David Sprague
 
Office Chief (HRD)
 

Andre Herrftt
 
Deputy Chief (HAD)
 

Amna Wamchoo 
Adrnln. A~f 

Zald Zaheer
 
Division Chief of Participant Train'ng


(HRT) 

- F--------
Iftikhar Ahmed Auua Sun Usqat Butt Kanwar NaurParticipant Program Training TrainingTraining Specialist Assstant AssistantSpeclanst (HAT) (HRT) (HAT)(HRT) K.
 ..
 

Eng. Languag. FauziaQuddus Pro .00.1... 
i~ Doctoroject rooaanari 

&ng. gue eicaADoctor ssstant P.C. 
"oordi& A t Coordiator(Temporry(HRT) Privata Sector Cellpositons)

(HAT) (HAT) 

The organization is supported by six secretaries. 
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SCHEMATIC 2
 

PROCESSING STEPS FOR NOMINATIONS TO ACADEMIC PROGRAMS
 
MORE THAN THREE MONTHS INDURATION
 

SIEP 

I. EAD -- (nomination letter) 

2. C&R -- Copy to project officer 

3. Zahid Zaheer HRT 	--
Reviews for appropriate field of training,
 
duration and etc.
 

4. Kanwar Nasir -- Enters in data base; assigns computer.
 

5. Case officer -- Reviews for missing documents. 
- (Letter requesting missing documents,

Appendices XI and XII) 

6. Applicant -- Documents
 

7. Case officer --
Writes PIO/P (PIO/P plus all documentation)

8. Technical project officer 
)


F&M office 
 ) Review and sign PIO/P.

Deputy Chief HRD 
 ) 

(Document package)
 

9. 	Zahid Zaheer -- Reviews and signs PIO/P.
 
(Document package.)
 

10. Case officer --	 (Document package) file-- Copy of PIO/P to 

11. 
 AED sends documents to EIL for placement when EIL informs AED
 

placement is made
 

12. 
 HRT case officer -- (Medical authorizations form)
 

13. Applicant 
 -- (Applicant gets physical 
and mails forms)
HRT medical offl-i 
 -- (Reviews and clears. 
 Informs case officer.)
 

14. Case officer --	Informs AED
 

15. Medical cable sent out
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The letter sent 
in Step 5 asks the candidate to submit all 
of the
documents required for placement. These documents are:
 

- TOEFL score
 
- GRE/GMAT score
 
-
 Mark sheets (notarized) 
- Application for Training (AFT) 
- Diplomas (notarized)
 
- Letters of recommendation (3)
 
. Photographs (4)
 

Step 6, the collection and submission of documents by the candidate,
requires from three months to in
excess of a year depending entirely on
the candiuate. 
 At this point progress in the nomination process
entirely up to the candidate. is
If no response is received from the
candidate, follow-up letters 
are sent. If after one year no 
response is
received the candidate's department is notified that his scholarship has
been cancelled. 
 However, if any response is received the time for
submission of documentation is extended. 
Thus this step can take more
than a year.
 

Nominations are managed under the following policy guidelines:
 

TOEFL score minimums:

500 for non-academic programs more than three months in duration and
self placed academic candidates. 
 (Note: self placed academic
candidates scoring below the minimum for the degree sought must agree
to pay for any required language training.)
 

525 for MS candidates.
 

550 for PhD candidates.
 

GRE/GMAT score minimums:
 
1000 GRE for MA/MS scientific

550 GMAT for MS Business Administration and Finance
 
1000 GRE for PhD
 

Medical Reports

A medical 
report isrequired of all candidates. Those who do not
pass the medical examination are permitted to attend training upon
their signing a waiver concurred in by EAD and USAID.
 

Deadlines
 
The deadline for a short course is three months before its
commencement date if it is listed in the training plan.
 

Or:
Iftraining commencement 
 Nominations are 
required
date falls between: 
 at USAID by:
 

1 March and 1 June 
 1 January
I June and 1 September 
 1 March
1 September and I December 
 1 June
1 December and 1 March 
 I September
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The deadline for academic nominations to arrive in USAID is April 15.
 

Exceptions:
 

Self placements occur when a candidate secures his own
an admission to
acceptable university program. 
Upon presentation of his letter of
acceptance, HRD confirms the nomination. 
 When the confirmation is
received HRD waives all of the documentation requirements except the
TOEFL and medical clearance. 
 Candidates who are self-placed and who
have a TOEFL score of less than the minimum required by HRD must sign
an agreement that if they need ELT they will pay for it themselves
and take it on their own 
time. The agreement also states 
that if a
participant loses his full time graduate student status for English
Language Training (ELT) or any other reason, he/she also looses his
maintenance allowance until 
he is re-instated or the scholarship is
cancelled.
 

Occasionally, TOEFL minimums are waived at the request of the GOP,
the project officers or the HRD executives. GRE/GMAT tests
requirements are sometimes set aside for the 
same reasons.
 

Short Term:
 

The organization and flow of work on short term training is
practically identical 
to that of long term training except the
amount of documentation is reduced. 
 For training activities of
less than three months duration 
no TOEFL is required. There is
no requirement for mark sheets, diplomas, letters of
recommendation or GRE/GMAT score. 
 The main document that short
term training requires is an application for training (AFT). 
 It
is sufficient for the issuance of the PIO/P and forwarding the
candidates packet to AED for placement. 
 Often this is
accomplished ina matter of days.
 

Private Sector:
 

HRT has a special cell that handles the promotion, recruitment
and screening of the DSTP private sectcr placements. These are
the unstaffed Project Coordinator/Private Sector positions in
Schematic 1. 
These two slots 
are usually staffed on a
contractual basis for the time necessary to complete the
aforementioned tasks. 
 The steps that the cell follows are:
 
" Advertise in Pakistan's English language newspapers offering
merit-based academic scholarships and non-academic training
opportunities. The advertisements detail selection criteria,
application procedures, documentation r-luired and application


deadlines.
 

" 
 Review applications for complete documentation and drop

incomplete applications.
 

" Sort files by sex and provincial capital and enter them in data
 
base.
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" 	 Submit a complete list of nominees and their firms to EAD.
 
" Conduct a first screening of candidates to determine whether or
not 
the training requested fits OSTP private sector goals.
 
" 	 Invite candidates who have been accepted for further screening
to take a TOEFL test. 
 Regret letters are sent to 
the remainder.
 

" 	 Conduct the TOEFL test.
 

" 	 Contact those who pass the TOEFL test and invite them to an
interview. 
An AFT is included in the letter. 
Regret letters
are sent to those whose scores were below the cut off point.
 
" 
 Interview candidates with a team consisting of one or two
representatives of EAD and one 
from 	HRD.
 

" 
 Evaluate interviews using a scoring system and make selections.
 
" 
 Submit the list of recommended/approved candidates with field of
 

study and TOEFL 
score to EAD for review and GOP approval.
 
" 
 Send letters of acceptance following receipt of the approved
list of candidates from EAD. 
 Those applying for academic
training must take the GRE/GMAT and have their scores sent to
 

USAID/HRT.
 

" 
 Forward the files to the case officers.
 

The foregoing procedures are generally completed in six months time
and with some modifications can provide complete nomination packets to the
case officers allowing them to draft the PIO/Ps and forward them to AED
for placement immediately. 
The program for participant training for women
inthe private sector isdiscussed in Section K below.
 

G. Findings and Recommendations USAID/HRD
 

Findings: 
 Project Development and Implementation Status
 

The DSTP, has expanded dramatically and provides services beyond
initially anticipated levels. 
 There are reasons for this. 
 The project,
which started with a $10,000,000 budget for five years has evolved into a
$75,000,000 project with the LOP extended for another two years with the
expectation that this represents the start of a full Phase IIof an
Additional five years. 
 Needless to say, it is difficult enough to manage
this 	type of growth, let alone simultaneously plan and develop systems.
Therefore, expansion has frequently been _U h9, 
 reactive and without a
long range plan. Some responsibilities among staff members have been
undefined and shifting to accommodate emerging circumstances.
Occasionally, compromises were made to resolve management and
administrative problems. 
 However, a remarkable number of participants -­between 1,500-1,700 each year 
-- have been processedl
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The level of activity has now stabilized.
project high, Even though it is at a
now is the time to 
regroup, systematize operations and
correct the omissions of the past.
has not begun. That is not to say that this process
Under the present leadership, major advances have been
made in the operations and management of the project. 
 The following
changes have been made in the past year and have not only had 
a
significant impact on the project but indicate the direction that cnange
can be expected to take. 
 The most significant innovations in the past
year are:
 

* Development of a team concept related to USAID projects.
 
* Initiating monthly staff meetings between HRD and AED.
 
* 
 Developing and operationalizing an 
electronic data base.
 
* 
 Expanding the involvement of EAD in the planning process,


including planning sessions involving provincial personnel.

" 
 Including nomination deadlines and minimum score requirements
for TOEFL and GRE/GMAT tests 
in the annual training plan (an
innovation which has been accepted by the GOP).
 
" Initiating a follow-up survey of returned participants.
 
" 
 Reducing the number of PIO/Ps that have inadequate TOEFL scores.
 

Conclusion:
 

The participant training unit of the DSTP has grown very fast. 
 HRD's
ability to plan and implement the needed management systems has been
stretched. 
 DSTP is now at a point of convergence of need, opportunity,
and leadership dedicated to improved management. This bodes well for the
future of the DST Project, their GOP cuunterparts and the implementation
of the recommendations in this evaluation.
 

We turn now to a series of specific findings anc 
recommendations.
These are based upon the participant and supervisors survey results,
interviews with GOP at the federal and provincial levels, as well
observations and interviews within the USAID Mission including project
officers and contractors.
 

as
 

Document Collection Finding:
 

Upon receipt of a nomination from the GOP/EAD 
 and its entry into the
data base, the HRT case officer sends the candidate a fnrm letter
(Appendices XI-A and XI-B) informing h~m of his nomination for training
and asking him to submit the needed documentation (see section C above for
a 
diagram of these activities). Enclosed with the letter is
Application for Training if one has not been submitted with the
nomination. 

an
 

HRT also sends follow-up letters, but they only ask for the
TOEFL and GRE/GMAT scores 
if the nomination is for academic training but
not for any of the other documentation (Appendix Xll). 
 There are two
points to be made at this juncture:
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First, the initial letter asks for all 
required documentation and
that it be submitted to USAID/HRD. This in itself is good. 
 It informs
tihe candidate that he has been nominated, that additional documentation is
needed and where the documents should be sent. 
 However, there are 
several
problems with the current 
letter. The letter is ambiguous, not well
written and contains no deadlines for submitting the documents. It gives
full credit for a free graduate education or short term training
opportunity to the Government of Pakistan and does not recognize USAID as
the funding source. An alternative set of letters is suggested in

Appendix XI-C, XI-D.
 

Second, HRD forwards the nomination packet to AED for processing as
soon as an acceptable TOEFL score is submitted (see Charts C and 0 above),
which may occur before the rest of the requested documentation has been
received by HRD. Receipt of an adequate TOEFL score is HRT's trigger to
write the PIO/P. AED, upon receipt of the PIO/P, then issues a second
letter requesting the missing documents. 
 The result is that some
candidates become confused due to the two similar letters asking for the
 
same data.
 

The AED letter includes a formatted request for a restatement of the
candidates t;-aining goals (Appendix XIII). 
 AED promptly forwards the
pieces of the nominees documentation 
as they are received to EIL/W. The
candidate's documentation continues to have the potential 
for being:
(a)scattered among the various educational institutions that the nominee
has attended, (b)still 
in nominee's possession, or 
(c)at HRT or AED/I or
in EIL/W. 
 This continuum of data collection, from nomination to
placement, appears to contain redundant steps and fragmented efforts, all
of which goes counter to the ideals of clearly demarcated areas of
responsibility and having the document collection located as close to the
nomination as possible.
 

The rationale for forwarding incomplete packets has been that it
gives EIL a 
head start on doing research for placements. While true in
some specific cases, itmay have slowed the placement process down. 
 This
is true for two reasons. 
 First, the global nature that the collection of
documents has taken, slows down the communications between the participant
and case officer or program specialist. Second, one of the most
important documents used by U.S. universities for selecting students
the mark sheets. are
These are often the last documents submitted. If a
major goal is quality placements, then an 
immediate disadvantage exists
when placement activities begin without the mark sheets being available
when placement is attempted.
 

Recommendations:
 

USAID should implement a 
policy where candidate files are forwarded
to AED only when they are complete. Its implementation will, by locating
all document collection in the GOP (or HRT), 
eliminate duplication of
effort and confusing communications to the candidates.
 

Generally, the earlier in the nomination process the documents are
collected the better. 
First, what needs to be collected should be
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reviewed at all 
levels of the nomination process to determine the
nominee's capability (for academics the GRE or GMAT's 
can assist). All
GOP candidates should put together a packet of documents for the GOP; 
at
that time the marginal effort in putting together a complete packet would
be relatively small. 
Second, it would be much more efficient than having
multiple requests for the 
same documents sent from different agencies

several months in the future.
 

There are several ways to approach document collection. Three
options are listed below. 
The first two would shift the responsibility
for receiving the TOEFL and GRE/GMAT scores, 
as well as receiving copies
of the mark sheets back to the GOP process. The third option leaves the
existing system intact but requires the adoption of the aforementioned
policy of no incon.plete packets being forwarded to AED for processing.
 

The best procedure would be to have all data collected BEFORE
nominations are accepted by USAID. 
The applicant would be required to
take the TOEFL and GRE/GMAT 
 before nomination by his department. This
would involve testing all 
those who want to be considered for foreign
academic training, include taking the TOEFL or GRE/GMAT tests. 
 This would
create a pool of pre-qualified nominees on which the provinces and
ministries can draw for training.
 

In order to fully implement this option, the Provincial Planning and
Development Departments (P&Ds) would have to require complete sets of
supporting documentation before forwarding nominations to EAD. 
During the
team's interviews, the provincial 
P&D Departments stated they liked the
idea of a pool of pre-qualified candidates. 
 They said itwould speed up
the nomination process and reduce frustration in the province about
unfilled training slots. The Establishment Division reported that they
have a pool for senior officials but there is
no evidence that it is in
use. 
 One of WAPDA's organizational units already requires that its
nominees pass the TOEFL before they can be considered for overseas
academic training. 
Thus, the WAPDA system could be adopted or modified
for use in other departments. 
 Also, the provinces collect some supporting
documents in the nomination process. They use a 
provincial T form which
tells the candidate what documentation he must submit to his department to
be nominated. 
 By working through the GOP/HRD planning meetings
(recommended in section E above) the requirement for complete
documentation being collected in the GOP can be initiated and
institutionalized. 
Adoption of this approach could reduce the time
between when an academic nomination is received by USAID and when the
candidate is placed, to approximately three months. 
 The process now takes
from nine months to over a year depending on when an adequate TOFEL score
is presented and or a GRE/GMAT test is taken.
 

The second best alternative would be to require that ALL nominees,
for which the TOFEL, GRE or GMAT are required for placement, submit their
scores 
as a condition of nomination to EAD. 
Again, the WAPDA example can
be followed, with the addition of the GRE/GMAT requirement. 
 HRT would
then collect the balance of the documentation when it received the

nominations.
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Shifting the requirement for collection of complete documentation to
the GOP side of the nomination process has several 
significant advantages.
First, it places the TOEFL, GRE or GMAT into the GOP nomination system.
This additional information can be used by the GOP to 
improve their
selection and nomination process. (Non-U.S. educated decision makers may
benefit from briefings on how to read and understand scores for decision­making.) 
 Second, itstops nominations of candidates who lack sufficient
English language skills. 
 Third, nominees would take the required tests
while the planning process (as recommended in section E) is going on,
thereby saving time. 
 Itwould also permit a better utilization of the
CIELS program. 
Fourth, by having the provinces and EAD accept
responsibility for these activities, HRD is helping them develop the
institutional capability to manage their own training programs.
 

The third best alternative is to continue to accept nominations 
as
they have been, but HRD not forward them to AED until 
the packet is
complete. The accumulation of documents can 
be facilitated by an improved
follow-up form and letters, plus the implementation of routine reports
which remind officers of pending actions and outstanding documentation
(also see Data Bases, section J). Clearly HRT would require several
additional 
ft" ig clerks to keep up with the intake of all 
the necessary

documents.
 

Findings: 
 Policies and Procedures
 

One of the unintended results of the expansion of the numbers of
participants has been a lack of attention given to the preparation of
written policies and procedures. 
 Although general guidance is furnished
in Handbook Ten and HRD receives occasional training notices from AID/W,
there is
no codified manual adopted to the circumstances and practices of
the program in Pakistan which can be referred to for daily use.
Interviews with HRT staff persons indicated that the absence of such 
a
manual hinders operations by adding an 
element of uncertainty or ambiguity
to the tasks of the individual case officers. As they informed the team,
they tend to rely on previous experience or their best judgement when
confronted with a 
given issue. 
 This can result in a lack of uniformity in
handling similar problems. Another possible result is that in the absence
of standardized procedures, case officers are more exposed or susceptible
to pressure from outside sources, including GOP agencies or from sources
within the Mission itself, to make exceptions to Mission policy.
 

Further, case officers stated that they had no written procedures
covering the circumstances under which scholarships are cancelled,
including the routine to be followed and those to be notified. 
 Similarly,
the circumstances and the process for retiring participant files need to
be spelled out.
 

The new electronic data base provides an opportunity for improved
management of the nomination process within HRT. 
 The data base system is
still being defined and full implementation only recently begun. 
 Several
HRD staff stated that they have no knowledge of computers and further that
they are not interested in learning. 
 This attitude can be tempered with
counselling and training. 
 The recommended centralized data base system
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discussed in section J below will ameliorate much of this problem but the
problem will continue until all the staff are computer literate.
 

According to the team's interviews with the staff of both
organizations, there appears to be a need for greater procedural
congruence between HRO and AEM. 
 While each uses Handbook Ten for basic
policy, there remains 
a wide range of subsidiary issues that have not been
precisely defined nor responsibilities for dealing with them clearly
delineated. As 
an example, procedures should specify which organization
is responsible for collecting the documents noted in section G and the
responsibilities of each, once the Call Forward letter is issued. 
 There
two organizations have worked closely and well 
together using memoranda
and meeting notes 
in lieu of agreed joint procedures. As the project
enters Phase II, the time may be right for a series of meetinis between
the two organizations, including the new AED sub-contractor, Winrock
International. 
 As the HRT staff is presently working at nearly full
capacity, additional help will be needed to write up the present and the
 
new procedures.
 

Recommendations:
 

It is good when an organization 
maintains its flexibility and avoids
becoming hidebound by rules, regulations, policies and procedures.
However, the near absence of rules and guidelines also has its perils.
The HRD staff needs the guidance of written procedures and policies, and
the case officers deserve the protection such guidelines provide. 
Thus 	it
is recommended that HRD develop policies and procedures along the

following lines:
 

" 	 Establish deadlines for following up on 
the first

letter requesting documentation.
 

" 	 Determine the number of follow-up letters to be sent
 
and at what intervals.
 

" 
 Increase the use of standardized letters to improve

efficiency.
 

" 
 Determine how a scholarship can be cancelled and the
 
system to be followed.
 

" 
 Determine how to close a participant or nominee's
 
file.
 

" 
 Establish rules and procedures on TOEFL and GRE/GMAT

scores. 
Also establish an exceptions system,

including documentation of exception decisions. This

will protect the case officer from recriminations over

verbal requests from project officers or
 
representatives of the GOP.
 

" 	 Develop a calendar program as part of the new data
base which would inform the operator as to lapsed time
since the last action on a particular file.
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* 
 HRD and AED should initiate Phase IIwith 
a series of

policy and procedures meetings. The purpose of the
meetings would be to develop and agree upon the
policies and procedures that will be operational in
Phase II of the DSTP. 
 Given the recommendations for
restructuring made above, these meetings will have to

deal with new approaches and new roles for both

organizations. The development of the policies and
procedures cited above would require approximately one
 person month of technical assistance, conducted either

by someone currently employed by OIT or who is
 
experienced in this area.
 

Findings: PIO/P Training Section
 

Inorder to write an effective training description for a PIO/P,
technical knowledge and an acquaintance with the U.S. education system is
required. In most cases, page 2 of the PIO/P is written only by the HRD
case officers for both DSTP Core candidates and other project related
nominees. 
 The case officers frequently do not have the necessary
knowledge or experience and some project officers claimed they did not
know they were allowed to write the training description of the PIO/P.
For example, one project officer said I'd like to write the entire PIO/P
but they (HRD) won't let me.
 

A PIO/P for academic training should contain sufficient detail and
technical information to better guide the EIL placement specialist for
selecting the most appropriate universities and programs to receive
applications. 
 Appendix XIV-A is an academic PIO/P which demonstrates this
problem. It stipulates only a Ph.D. in economics, providing no guidance
in the field of economics that the participant should be enrolled in. Non
academic training PIO/Ps are similarly lacking adequate guidance. 
A
custom designed study activity or an observation tour should be described
in sufficient detail 
to guide the placement. For standard or off-the­shelf courses the name and address of the course or institution must be
included. Appendix XIV-B is 
an example of a request for a specific short
course but the institution is listed as, any suitable institute.
 
All 
candidates are requested to complete an Application for Training
inwhich they specify training objectives and aims. 
 This is intended to
support, not substitute for the PIO/P. 
 However, the participant's
statement is often verbatim, instead of an 
adequately prepared page 2 of
the PIO/P. 
 If the PIO/P is inadequate when received at AED/Islamabad,
they request the participant write another set of training objectives
which isthen forwarded to EIL, along with the AFT and PIO/P. 
 Ingeneral,
page 2 of the PIO/P is not benefiting from the people who can best write
it, i.e. the project officers and or the technical contractors.
 

Recommendation:
 

The USAID Mission should adopt a policy that the ';raining portion of
the PIO/Ps (page 2) for non-DSTP participants, should be written primarily
by the technical section. 
 HRT would prepare page 2 per the EAD nomination
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letter, which will then be elaborated upon at the project level
reviewed at the time of the signing of the PIO/P. 
and
 

prepared by The PIO/P should be
someone with a background or knowledge of the subject in which
the training is 
to take place and with experience in U.S. higher
education. 
 USAID contractors have expressed, not just a 
willingness but 
a
desire, to contribute their expertise to help in this aspect.
 
For the DSTP Core candidates, the PIO/P would continue to be written
by the case officers and reviewed by the Deputy Chief of HRD. 
 Case
officers' skills and knowledge to do this should be further developed
through a series of in-service training sessions. 
The training can be
provided by EIL placement staff who are ultimately responsible for
translating the PIO/Ps into placements. 
 This can be supplemented by
selected well planned tours to U.S. higher education institutions and
exposure to U.S. career counseling and placement workshops.
 

Findings: HRT Staff
 

HRT is in 
a state of organizational flux. 
 Staff have been added and
others replaced; a new automated data base has been put inplace; 
a
reorganization with expanded responsibilities has been recommended;
written policies and and
procedures should be forthcoming. In alition, as
well as 
having overall management responsibilities, the Deput, Chief of
HRD is the Project Officer for the DSTP. 
 These overall responsibilities
place such demands on the Deputy that he cannot spend quality time with
his staff. 
 For these changes to be fully implemented, aggressive
leadership and creative supervision will
operational levels to 
be needed at day-to-day


see these changes through to a positive end.
 

Another problem faced by the HRT staff is the maintenance of the case
fles. This problem is due in part to two moves
locations) within less than one year. 
(three different
 

It also appears to result from
instances of case officer and clerical staff indifference and carelessness
as well 
as work and case overload. 
A simple test was conducted to examine
the situation. 
A handful of files was taken from a drawer and checked.
We found that letters to and from candidates were misfiled or not filed at
all. 
 One person's documents, were loose in another candidate's file.
 

USAID Karachi and Lahore liaison officers informed the team that
they send communications to HRD by registered mail only to learn much
later that they are either not delivered by the postal service or cannot
be found in the HRT office. 
 While numerous reports were received of lost
documents this is an 
issue that by its very nature is difficult to

document.
 

Ideally, communications with candidates and responses to their
inquires should be timely and cordial. 
 The team felt that some of the HRD
letters that were reviewed (Appendix XV is an example) could have been
more user friendly. We also understand that, in 
some cases, several weeks
can pass before an 
inquiry is answered.
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Recommendations:
 

The DSTP has grown too large for the Deputy Chief of HRD working
alone to give it the necessary close daily supervision required. 
 To
accomplish the restructuring recommended in this e,.aluation and to 
raise
the standard at which the office now operates, an assistant to 
the Deputy
Chief of HRD should be hired. 
 The person should be an expatriate, skilled
inoffice administration, who would provide the daily supervision
currently missing. 
 He/she should understand the value and use 
of an
automated data processing system as a management tool; be able to provide
staff training and form the staff into a forward looking, skilled, and
effective work force. 
 This person could be the American point of contact
for candidates coming to USAID and set in motion the execution of the
procedural changes previously recommended.
 

Findings: Technical Projects and HRD/AED Meeting
 

Many USAID project officers and contractors do not understand the
HRD/AED relationship. A few perceive the project with a 
degree of
dissatisfaction and there isgeneral 
ignorance on the part of many project
officers and their technical contractors. 
 Few are aware of the options
and responsibilities regarding participant training and even fewer
understand the function, problems and operation of the PPTP office in
Washington, D.C. 
 Only a few project officers and contractors stated they
receive or were aware of routine reports generated by EIL/AED or of the
system available to obtain project financial statements within the
 
Mission.
 

The project contractors, inparticular, feel 
frustrated because they
frequently know the candidates .arsonally and could assist on 
a personal
level 
(friend to professor) with getting the applications approved. They
also stated they have had to assist candidates get through the last week
of clearances, (see Chart D). 
 Several contractors believe their in­country expertise and back-home organization could be utilized to better
benefit the participant and therefore their project.
 

Recommendations:
 

To clear the air and fix responsibilities for writing page 2 of the
PIO/P, as recommended above, a meeting of the project officers, section
chiefs, AED administrators and EIL administrators should be called and
chaired by the Mission Director. 
The Mission Director's involvement would
help to assure the attendance and attention of those the meeting is
intended to affect. The meeting's agenda would include: 

" A brief review of the planning process for training asis and as it will be when the recommendations :f this 
evaluation are implemented. 

it 

" A review of the placement process, roles and
responsibilities and how these will change. 
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a 	 A comprehensive status report be handed out by HRT/AED/EIL

on all nominations for training including where they are in
 
the process and why.
 

a 	 A presentation of the current reporting system used byAED/EIL including whom in USAID is sent 	what documents and

how frequently.
 

0 
 Presentation and implementation of the policy that Page 2
of the PIO/Ps be written fully developed prior to signing

at the project level.
 

Beyond the meeting, HRD should expand the Mission Training Ui'ders to
include the recommended changes. 
 HRD/AED should develop a
brochure/pamphlet/policy paper for distribution to new project officers
and contract staff in which the policies and procedures are explained.
 

Findings: HRT Privale Sector Cell
 

The Private Sector Cell 
has been doing a quality and timely job of
screening and processing applications. However, discussions with staff
members on the Cell's operations to date pointed to 
a few shortcomings.
For example, the first round of correspondence with potential candidates
did not result in collecting all the documentation needed for the
screening and nomination process necessitating later communication with
the applicant and prolonging the process. 
 A second shortcomiig was the
lack 	of verification of the documents submitted by the applicants.
 

However, these shortcomings have been recognized by USAID/ARD and
steps have been taken to remedy the problems in the 1988-89 recruiting
cycle. 
 Therefore, the team notes that its recommendations regarding (a)
solicitation of complete documentation and (b) verification of supporting
documents are being incorporated into the planning for the 1988-89
 
recruiting cycle.
 

Recommendations:
 

1. 
HRD should continue its plan that all documentation needed for
private sector academic placement should be collected prior to the
 
interview.
 

2. 
Documents submitted by candidates must be scrutinized for
authenticity. 
This will require additional temporary staff support which
should be budgeted for in Phase II. If necessary, training on
documentation verification should be provided. 
 One document which can be
used 	to verify employment and identity is
a copy of a candidate's income
 
tax return.
 

Follow-up Survey Findings:
 

HRD has recently initiated an on-going follow-up survey of returned
participants. 
The first survey focused on participants who had returned
prior to January 1, 1988. 
The survey instrument (Appendix XVI) is now
being sent to all 
academic and non academic returned participants three
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months after the scheduled end of their training. 
 The results of the
first survey have been tabulated and are 
inAppendix XVII.
 
Concurrently, AED/I, 
to 


conducting a mail 
satisfy its contractual obligation, is
survey of returned participants. Their survey
instrument (Appendix XVIII) ismuch briefer and represents duplication of
effort, as 
noted by recipients of both.
 

Recommendation:
 

HRD and AED should discuss the follow-up surveys situation and
roles/responsibilities be clarified. 
 It is recommended that the follow up
survey be continued and expanded into a career tracking system for both 
a
randomly selected group of participants, and a structured group of
trainees, representing research and training institutions, be added. 
 The
career tracking system would include the following:
 
0 
 Returning participants from institutions of interest to USAID
would be selected for career tracking. This will provide
information on 
the career impact of training and on their


institutions through time.
 

N A random selection should be made of all 
returned participants.
This second group would be a control group for comparison to
 group one.
 

a 
 Selections should be made retroactively to include persons who
have already returned from training.
 

a Participants who are selected in the future would be notified of
their selection while still 
in training. This will 
allow
including a special end of training interview/orientation. The
interview/orientation should collect the missing baseline data
and be oriented to the career tracking system (including future
communications and questionnaires).
 
a Annual 
or bi-annual interviews should be conducted to monitor
 

career progress.
 

H. AED/EIL Organization and Operations
 

Overview
 

USAID has contracted with AED to provide administrative support in
the processing, placement and monitoring of Pakistan participants funded
by the DST/P. 
AED is responsible for: all communications between their
office, the Mission and the overseas training institutions (U.S. and third
country); communications with the participant through part of the
nomination and placement process; and is the official 
link between the
Mission and the participant during the training program. 
 It is
responsible for conducting pre-departure orientations in Pakistan,
providing for a cross-cultural and logistics orientation inWashington,
D.C., as well 
as making payments to the universities, short term training
institutions and participants.
 

1353-F.010 

- 56 ­



The Academy's main office is in Washington, D.C. with a field office
in Islamabad. 
 AED/W provides the overall administrative support for their
contract, and the EIL subcontract, gives administrative support to 
their
staff and is the financial manager of the contract. AED/I, which is
staffed by expatriate and Pakistani staff, receives nominations from
USAID, is the conduit through which all communication and participant
documentation flows to Washington, reports participant activities, and
conducts follow-up interviews. AED has subcontracted the delivery of
placement, arrival orientation and monitoring services to 
EIL. The EIL
staff working in this project are housed in the AED/W offices and key
professional 
staff make occasional visits to Islamabad for purposes of
 
coordination.
 

The Mission has mandated that its technical divisions channel their
placements through HRD using AED's services through a buy-in feature.
The two mdjor exceptions to this procedure are 
the TIPAN project, which is
fully managed by the University of Illinois, contract and the S&T/EY
contract for the Energy and Environment (E&E) section, which is also a
buy-in for E&E's technical placements.
 

Organization and Operation
 

For the purposes of this part of the evaluation only the offices
directly involved in participant placement will be considered. They are
the EIL/W and the AED/I. The offices will be treated in the order that
they fit in the communications flow (see Chart C).
 

AED/Islamabad
 

AED/I is the lynch pin organization in the process between a
candidate being nominated and a participant being placed. 
 It is the
channel through which candidates' applications pass to Washington, D.C.
resulting in their eventually becoming participants. At present it is

responsible for:
 

9 Maintaining a 
data base of the candidates whose files
 
are forwarded from HRT;
 

0 Collecting missing documentation from candidates;
 

a 
 Providing initial program information to participants;
 

0 
 Facilitating the flow of information between
 
Washington, D.C., 
the USAID Mission and the GOP;
 

0 
 Providing pre-departure orientation to participants;
 
and
 

a 
 Expediting the departure of each participant from
 
Pakistan.
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AED/I is the in-country channel 
that connects the participants to
USAID. 
 Requests from participants ranging from permission for their
family to join them, to approvals for the purchases of computers, to
extersion of their scholarships, all flow through and 
are prccessed by
AED/I back to HRD/T. Servicing requests such 
as these constitute the
main body of work done by AED/I. 
 They also provide the pre-departure
orientation, coordinate departure formalities for all 
participants, and
handle budgeting and financial disbursements for third country study

tours.
 

AED/I's participant training office organization is shown in
 
Schematic 3.
 

The Operations Manager is responsible for the overall operation of
the program; she also conducts the pre-departure orientations. 
 The
Director divides his time equally between directing the office and
undertaking case work. 
 The program specialists provide full-time case
work and are supported by the clerks and typists. 
 Each program specialist
is responsible for data entry of his files 
into the AED data base.
 

AED/I is also responsible for pre-departure orientation, while EIL/W
is responsible for providing arrival 
orientation. The pre-departure

orientation session outline follows:
 

N Introduction to AED and USAID.
 

N Structure and functions of AED/Washington, D.C. and how it
 
supports participants.
 

N Travel tips.
 

* Weather and food in the U.S.
 

N Culture and life in the U.S.
 

a Educational system in the U.S.
 

* 
 Participant allowances and fees to the institution.
 

A copy of the pre-departure orientation program is in Appendix XIX.
 

EIL/Washington, D.C.
 

EIL is the action office in the total process, the cutting edge, so
to speak. This iswhere the placements are made and the support provided
for the participants. This office has the final 
responsibility in the
DSTP placement process. 
 They have to work with whatever documentation
they receive, making the best placements justified by the available
documents, often working with unrealistically short lead time and then
provide moral and psychological support to the participant. 
 They are also
responsible for the State-side arrival orientation and they are the first
official link for the participants in the communications chain back to the
 
USAID.
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Schematic 3
 

The AED/Islamabad Participant Training Organization
 

Jim Fits 
Chi of Party 

Janet Paz Caltllo
 
Operans Manager
 

Mushtaq Ahmacs 
Director 

Raa Tarlque Aahfaq Husmin SALJAhudSenior Program Program SpeclaWt ProgrmSpecialistSpecialiste~ti 

RajaTarique Tslb Hussain 

Sailor Program Program Specalest 

1353.508 -5
 



The organization of the EIL office is shown in Schematic 4.
 

Basically, EIL processes a nomination as 
previously presented in
Chart C, section C. EIL receives the nomination from AED/I by telex for
nonacademic programs, usually the 
same day they are forwarded from HRD,
and by DHL for academic participants, usually the week after they are
forwarded 	from HRD. The nominations are assigned to individual program
specialists for placement according to the type of program, i.e. academic
 
or nonacademic.
 

The process followed for Academic placements is:
 

Week I 	 Application packet is reviewed and if necessary an

Incomplete Credentials Form is sent to AED/I.
 

Week 2 
 Based on the PIO/P and AFT a search for suitable
 
universities is begun.
 

Week 2-3 	 A complete application is sent to up to five universities,

including 	wherever appropriate a HBCU, and AED/I is
 
informed.
 

Week 7-8 	 Calls are made to universities to check the status of the

applications and deal with any problems.
 

Week 9 
 Based on the phone calls of the previous two weeks,

additional applications are sent to other universities 
if
 
appropriate.
 

Note: 
 Progress into Week 2 activities isdependent upon the application

packet containing adequate documentation. The most important
documents and the frequency with which EIL estimates they are not
 
included 	 are:
 

Document Percent of Time
 
Missing
 

TOEFL 
 10-15
 
GRE/GMAT 
 75
 
Mark sheets 50
 

The omission of documents is sometimes intentional when HRD and AED/I
are trying to speed up the placement process. EIL does try to place
participants with inadequate documentation; however, rarely are they able
to do so without the above mentioned key documents. Some universities and
colleges do not require the GRE/GMAT, while other schools will 
issue
conditional acceptances 
in lieu of mark sheets and TOEFL scores. But
these schools are few and clearly do not offer the better programs.
 

When an applicant is placed in program, EIL issues a call forward
a 

telex which is sent to AED/I. EIL then waits until 
they are advised of
the participants' arrival date and orientation plan.
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Schematic 4 

The EiLWashington, D.C. Organization 
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The procedures followed for nonacademic placements are:
 

I. If a specific course is requested:
 

Step 1. A telephone call 
is made to the training institution to
 
reserve a space.
 

Step 2. Documents required are requested from AED/I.
 

Step 3. Confirmation of space reserved and call 
forward
 
information is telexed to AED/I which notifies HRD.
 

Step 4. 
 If space is not available, a telex is 
sent to AED/I asking
if a reservation in the next session is acceptable or
whether alternatives should be explored.
 

Step 5 
 Upon receipt of HRD approval, a call forward is issued.
 

II. If a specific course 
is not requested:
 

Step 1 
 Research is done to identify placement options including
canned programs or courses, 
a study tour or observational
visits, specially designed courses or seminars,

internships, or 
any combination of these.
 

Step 2 If a specially designed program is used, three bids are
 
obtained from qualified institutions..
 

Step 3. Documents required are requested from AED/I.
 

Step 4. Confirmation of space reserved and call forward information
 
is telexed to AED/I.
 

Step 5. 
 If space is not available, a telex is 
sent to AED/I asking
if a reservation in the next session is acceptable or

whether alternatives be explored.
 

Step 6 
 Upon receipt of HRD approval a call forward is issued.
 

EIL reports are the source of information used by AED and HRD.
Examples of the reports EIL generates are the monthly status report and
the weekly call forward report. 
 There are two versions of the weekly
report. The monthly report shows the status of all 
inprocess candidates
by project. 
 It is sent to AED/I which forwards 
itto HRD and the USAID
project officers. 
A weekly report of Call Forward Dates is produced
showing the candidates name, participant number, PIO/P number, call
forward and orientation dates, 
 school, city of training and program
dates. This is submitted to AED/I.
 

EIL is responsible for providing orientation to all 
participants upon
their arrival 
in the U.S.. The orientation is intended to be six hours
long and is conducted in the EIL office. 
To accomplish this, the
participants are allowed one day for orientation inWashington, D.C. They
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are expected to 
leave for their training site that day or the following
 

one.
 

The arrival orientation focuses on:
 

" 
 What is expected of USAID participants.
 

" 
 What services are provided by EIL and how to 
access
 
them.
 

" The university to be attended.
 

" Financial 
terms of scholarship and explanation of
allowances to be paid.
 

" 
 Cultural adaptation.
 

Another responsibility of EIL is to monitor the progress of the
participants' academic perfcrmance. 
Monitoring is done in the following
steps:
 

" 
 During orientation, the participant is given a form and stamped
envelope addressed to the program specialist, which asks for
his/her school address and phone number, academic advisors name
and a list of first semesters courses 
(Appendix XXI).
 
" 
 Mid way through the first semester a Program of Study is
the sent to
participant (Appendix XXII) for completion by higher
academic advisor. 
A completed copy is subsequently sent to
Islamabad. 
The courses in which the participant enrolls are
monitored against this document. 
Changes in the Program of
Study are cleared with the USAID.
 
" 
 At least once each semester, all participants are contacted by
telephone. 
EIL has a toll free telephone line, which is used by
participants to contact their program specialist when needed.
 
" 
 The EIL program specialist visits each participant once a
year.
 
EIL is responsible for receiving, screening and forwarding requests
and communications from 
 he participant to USAID. 
Examples of these are:
 
" 
 Collection and forwarding of documentation to support
the move to America of the participant's family.

" 
 Requests for approval of activities outside those funded in the
 

PIO/P.
 

" 
 Requests for computer purchases or other major equipment.
 
" 
 Requests for program changes or extensions.
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I. Findings and Recommendations: 
 AED/EIL
 

Findings: EIL Staffing
 

The estimated number of participants for 1988 (including 
new
placements and people in training who were placed earlier) is
approximately 1530. 
 EIL's three 
 Senior Program Specialists, spending one
third time 
incase management work, while the 14 Program Specialists each
manage an average case load of 10U 
 PTs and candidates. The former Chief of
HRD stated in one USAID document that We have allowed the AED [EIL] staff
to expand at a judicious rate.
 

EIL program specialists have not had adequate time to provide the
anticipated support according to former participants. Participants made
the following comments during the survey interviews: nine out of ten
times the (AED) advisor was inmeetings; non-availability of the
educational advisor... the one person assigned usually remained busy. 
They
should have regional offices.. .to 
allow for personal contact and attention
to problems on a personal level.
 

Program specialists need adequate time to make quality placements,
counsel 
and assist participants, respond to AED/EIL inquiries and 
insure
participant progress and program completion. 
Unfortunately, EIL's current
case-load of 100 participants involving both placement and case management
per program specialist does not allow adequate time to provide the quality
placements or participant support and program monitoring the project
needs. 
 This is not to say that EIL has not performed adequately; EIL's
staff 
has done a remarkably good job, but it is extended beyond good
service capabilities. 
Quality placements, support of participants and
completion of A.I.D. required paperwork (Participant Data Forms, renewal
of IAP 66As and Academic End of Term Reports) are 
not commensurate with
the current heavy case load.
 

EIL has 
over two thirds of its case load in the short-term
non-academic area 

placement. 

and their staff provides both case management and
As shown in Section L, the average length of time in training
of non-academic Pakistan participants is 36 days. 
 This can be compared
with the 1988 Agency average of 109 
days (as reported by Partners in
International Education and Training, A.I.D.'s Training Contractor which
handles approximately 20% 
of the Agency's participants). 
 This means EIL
has to handle a 
majority of its cases for considerably shorter periods of
training. 
 Therefore, given the high ratio of non-academic and shorter
term placmnents (which are more labor intensive than academic) it appears
that EIL's case management ratio should be different than that of

P.I.E.T.s.
 

Recommendation:
 

EIL should be allowed to immediately expand it's Program Specialist
staff to 
reach an average case load of 85 participants per specialist.
There appears to be no reason to delay and/or phase in this expansion.
This will mean adding six new staff members. At least one, will need to
be a Senior Program Specialist to maintain a realistic span of control.
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Findings: AED/I) Pre-departure Orientation
 

Participants are invited to the orientation by letter. The figures
in section D, Table 8 above show approximately 38% of the interviewed
returnees attended a pre-departure orientation. 
AED/I staff estimate
that only 10% of all participants actually attend. 
 While USAID/HRD has
stated that it considers pre-departure orientation important, 
 they do
not provide any support for the participant to attend, i.e. pay for per

diem or transportation.
 

Recommendation:
 

Expecting the participants to pay their own way to a pre-departure
orientation and their expenses, may be unrealistic. If orientation is
considered to be a crucial or important part of a participant's training
program then USAID should provide in-country transportation and per diem
for the participant to attend the orientation.
 

In addition, the pre-departure orientation should be expanded to
two-to-three full days to allow for a more complete program. 
The expanded
program should include role plays, small group discussion, films/videos

and cross-cultural discussions.
 

Finding: Arrival Orientation (EIL/W)
 

EIL provides for the arrival orientation in Washington, D.C. Except
for late arrivals, all participants are 
scheduled through Washington.
According to section D, Table 8, approximately 87% of the participants
surveyed attended the EIL orientation. However, the team was 
informed
that the participant arrives in Washington and either goes directly to
orientation or to a hotel, with orientation starting the next morning.
Some participants receive only a fraction of the planned program when they
arrive late on the day of orientation. Two factors affect the arrival
orientation. 
One, USAID is trying to keep costs to a minimum. This
limits the number of nights the participant can spend in Washington, DC, a
city with a high per diem cost. Second, participants often alter their
flight schedule for their own convenience and arrive late or on a 
day when
 no orientation is scheduled.
 

Recommendation:
 

The Washington, D.C. arrival orientation should be expanded to 
a
minimum of three days. 
 Not only should the program be expanded to develop
more cross cultural skills and awareness, it should also focus on 
U.S.
survival living skills, e.g. housing (finding and sharing accommodations),
banking/checking, transportation and what to expect from EIL/AED. 
The
orientation should be scheduled to allow for participant jet lag and
initial cultural shock, i.e. do not schedule late afternoon events and
include time for seeing some of the main attractions in Washington, DC.
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Finding: Participant Debriefing (EIL/W)
 

Of the 42 returned academic participant surveyed, only six of the
eight invited to Washington, D.C. for a 
debriefing, attended.
debriefings are The
important from two perspectives. First, itgives the
participant and EIL an opportunity to review their relationship and for
EIL to 
identify the strengths and weaknesses of its support system.
Second, several participants reported outstanding insurance claims and
other minor but irritating complaints, e.g. unsettled reimbursement issues
or why they did not receive approval 
for certain items they requested.
 

Recommendation:
 

EIL should redraft the letter it sends to participants inviting them
to Washington for debriefing.

encouraging. 

The letter should be more forceful and
 
visit. 

It should be followed up by telephone calls encouraging the
Finally, if the participant refuses the visit, then a short
debriefing should be carried out 
on the telephone.
 

A structured interview schedule should be developed for the
debriefing. 
 Perhaps the support section of the questionnaire used in this
evaluation could assist in the design. 
An annual 
review of the debriefing
findings should be held by the project officer.
 

J. Data Bases
 

Until last year, neither HRD nor AED/I had a fully operational
automated data base. 
 During 1987, AED established a pre-departure data
base program, which isoperational. 
 In late 1987 HRD hired a case officer
with knowledge and skills in the use of personal computers. 
 He was first
assigned to work with the Participant Training Management System (PTMS
Version 
II)issued by OIT and the Office of Internal Management Resources
(SER/IRM). 
 After reviewing and attempting to use the PTMS system for
several months, HRD decided to develop a pre-PTMS mission specific system
called the Pakistan Training Program (PTP). 
 PTP is designed primarily to
meet the pre-PIO/P information needs of HRD and will feed the latest
version of the PTMS data base once the nomination clears, e.g., 
TOEFL,
medical exam, etc.
 

AED/W has maintained automated record systems since the beginning of
the project. 
 In December 1985 a computerized system was initiated and has
been maintained since then. 
 In September, 1988 the HRD case officer
visited AED/W and, working with their Director of Finance and Systems, was
able to convert the AED data base into a format compatible with HRD's PTP
system. This conversion resulted inHRD having a data base with all
participants processed during the life of the DSTP.
December 1988, there has been 
Between September and
 an 
effort to insure data integrity by
eliminating duplicate records and completing fields which were not
utilized by AED.
 

The evaluation team reviewed the data bases and determined common and
exclusive fields.
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Common Elements to Both Systems 
- PIO/P number; participant name;
gender; province: city; duration of the training and 
if long or short
term; major field of study; status of processing by paperwork complete
and events (AED uses a code system, HRD uses dates); sector (public,
private, university); departure date; TOEFL score; GRE and GMAT scores;
dates different documentation is received; 
name of the training
institution; country of training; and a space for remarks.
 

Unique Elements to AED/I System 
- Date PIO/P and nomination received
at AED and date forwarded to EIL/W; estimated completion date; degree
level 
being pursued; non-academic participant claim data (date, claim
amount and amount paid); and evaluation dates and forms.
 

Unique Elements to PTMS - Project number; HRT case officer; fiscal
 year record started; date of birth; employer name; visa number; date
nominations received; medical form, clearance, cable date and waiver
status; PIO/P date and amendments; and family information dates and names
 
ifjoining participant.
 

Recommendations:
 

HRT and AED should build a common system and build on the strengths
of the current system. 
A common system would reduce the number of items
to 
 enter, allow easier participant record monitoring by supervisors in
both organizations, and is much easier today, given the move of both
organizations in November, 1988 to the same building. 
Any new system
should be fully capable of handling expected future growth and retain
important information on 
past efforts. Specific recommendations are
 
listed below:
 

1. Over the next two years, HRT and AED (including CIELS) should develop
and utilize a common network or multi-user system in which both
organizations would share the same data base (of which PTMS may be one
part) for participant records. 
An outside computer programmer should be
retained to assist in writing the new programs to merge the two systems
and establish a new common system. 
Someone from outside is needed, since
current staff have more than enough work, to accomplish the tasks in a

reasonable period of time.
 

Initially the new system should be a 
minimal one, i.e. 
use the common
fields and eliminate duplication. A division of data entry, between HRT
and AED should be determined, e.g. as AED should be able to enter (read
only) any data only after a PIO/P number is entered.
 

2. Use the PTMS system design 
as a 
model on how to reduce some of the
data errors currently in the system, i.e. codes should be used instead of
allowing each typist to spell 
in a unique manner. For example, using more
codes (major fields of study, country codes, institution name/location
codes for U.S. and third countries, and the phase of training, i.e. pre­departure, in-training and returned) would eliminate the problem of
different case officer's spelling differently or calling something by a
different name. 
 These differences do not significantly matter on the
individual record, but when attempting to use the data base for evaluative
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or management purposes, the differences in spelling or naming presents a
major problem.
 

3. 
A system needs to be developed to routinely report participant status
to Project Officers. 
 Given the state of telephone connections and most
people's aversion to computer generated reports, HRO should consider
providing each project with a 
bi-weekly or monthly diskette of
participant data.
 

For example, a new diskette could be sent to each project officer
every other week. The Project Officer could look up an 
individual
participant record or select a report to be printed out.
Officer noted missing or If the Project
incorrect data, a form would be completed to
notify HRD of the corrections. 
The forms and the return diskette would be
sent to :RRD several days later. 
 Report programs could be developed for
the project officer to print off hard copies of: 
individual participant
data; reports on numbers trained vs. 
number in-training;
participants returning within six months. 
or a list of
 

The specific reports should be
developed based on interviews/needs assessment with project officers.
 
4. 
Building upon recommendation number 3, the possibility should be
explored with AED/W of providing diskettes of systems having compatible
financial data on participant costs. 
 In the new AED contract,
AED/Washington will provide financial reports based on the Training Cost
Analysis system. Consideration should be given, as they establish thK new
system, as 
to how it can be made compatible with Mission equipment.
 

IfAED/W could send the data to AED/I on a diskette, it would be
possible to enter it 
on the common data base where it could then be
referred to by all appropriate users, 
i.e. project officers. Two
financial reports could be developed for the project officers. 
 One would
show the amount committed to 
date via issued PIO/Ps compared to the total
amount available in the PIO/T (the document used by USAID for reimbursing
AED for its training costs). 
 The second would show the actual expenses
compared to the PIO/P and PIO/T levels. 
 (Note: AED financial data is
usually two-to-three months behind actual closing for very understandable
reasons, i.e. there is
an approximate two month time lag between the
closing of accounts by AED and receipt of the report by Islamabad.)
Project officers should be educated about the length of and reasons for
the delays.
 

5. 
Training for both HRT and AED/I staff should be undertaken in how to
maintain the data base system and the reasons 
for doing so. Staff should
learn how to enter data and print routine reports. This is not DBase
training, it is training inmodern office skills and utilization of
automated systems.
 

6. HRD's management should receive weekly computer generated management
reports. 
 These reports should include: the pending status for nominations
inprocess (AED and HRD); counts by case officer of active cases being
managed (inprocess and in-training); case officer specific reports on
actions to be taken this week, i.e. 
case officer x will 
send 15 follow-up
letters on missing marksheets and five letters for participants returning
in six months; and trend(s) lines for case officers of time being taken
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between nomination and issuance of PIO/P (this week compared to one 
month
 
ago).
 

7. If a more centrally controlled system in HRT isdesired, two
recommendations are offered. 
 First, if the new assistant to the HRD
Deputy ishired, (see recommendations Section F), 
 then all incoming
responses should be addressed to the assistant and channeled, as
appropriate, through data entry to the case officer. 
This would assist
in keeping the data base current and provide the needed managerial
control. The assistant would receive the weekly status report on
outstanding files and provide direction on the required actions.
 

Second, if the data entry management system is 
to be centralized,
(see recommendation 8), then additional staff would be needed to maintain
the data base. It is recommended that two data entry clerks be planned
for. One should be employed as soon as possible to work on the existing
data base and to initiate the maintenance activities. As soon as the
return flow of documents is channeled through the data base office then,
if needed, the second data entry clerk would be hired.
 

8. Over the next two years, a more comprehensive multi-user system
should be designed. 
 The system should be reviewed from two points of
view. One option is a highly centralized system, where all data is
entered at 
one or a few central points. The other is a decentralized,

multi-user and multi-entry system.
 

The centralized system provides immediate quality control
consistency of data entry. and

Case officers, program specialists and project
officers would have read only and report generation capability. The
decentralized system would create an 
access point for each case officer or
program specialist. 
 Itwould be more like the operations of a U.S.
insurance company or U.S. airline office, with established limitations for
each user level based on need to know and need to use 
principle.
 

Which ever system is chosen, the new system should do the following:
eliminate manually filling forms, e.g. there would be a PIO/P generator
which enters data into the form from the data base; allow for the
generation of automated reports e.g. the visa log and preparation of
Congressional Presentation Data; and provide a more extensive follow-up

career tracking system.
 

9. Consideration should also be given to working with the GOP to develop
a computerized training processing and manpower planning system within the
GOP (related to recommendations in Section E, Needs Assessment and
Training Plans). Eventually, the GOP would send nominations and documents
with a supporting diskette. 
This would simplify data entry as well 
as
transfer the technology and build a 
data base within the GOP.
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K. Participant Training for Private Sector Women
 

Overview
 

Participation by women in DSTP was minimal during the first two years
of the project. 
 According to DSTP's interim evaluation, only 26 women
were sent to the U.S. for training of whom only one was 
in a degree
program. On the other hand, the evaluation noted that much groundwork had
been laid for a major expansion of womens' participation in DSTP and USAID
was encouraged to move ahead vigorously.
 

The subsequent three years (1986 to 1988) have indeed witnessed a
major expansion of inclusion of women in the participant program. 
This
has been due to several 
factors including (a)the interest and commitment
taken by USAID leadership together with strong and imaginative staff
support and advice, (b)a policy dialogue with the GOP, (especially EAD),
leading to an agreement to raise the priority of overseas training for
women and its allocation in DSTP funding, (c)emphasis on the private
sector with its larger number of women having the background and potential
for overseas training and a greater freedom to travel and study abroad.
By contrast, with the possible exceptions of health and population,
efforts to identify women for training in other USAID 
 projects have had
disappointing results due to their more limited rolc and numbers in the
public sector and the disinclination of supervisors to push for their
nominations.
 

A new approach was 
initiated in 1985 on an experimental basis.
Notices were run in newspapers inviting women, meeting specified age,
educational, professional, experience, career and language criteria to
submit applications for short or long term training. 
 The notices
stimulated over 300 applications from which 20 academic and 20 non­academic candidates were selected by USAID 
 and approved by the GOP. 
 This
exercise has been repeated annually on an expanding basis (modified and
improved through experience) with the following results:
 

Private Sector Women Processed in DSTP
 

1987 18
 
40 67 
 82 94
 

Thus, the program has expanded rapidly since 1985. 
 Moreover, it
accounts for an overwhelming proportion of the total number of women
participants sent abroad by USAID for training. 
 For example, in 1986 DSTP
funding accounted for 81% 
of all women participants; in 1988 it accounted
for 90%. Conversely, these figures reflect the continuing low numbers of
women being trained abroad by the rest of the USAID program.
 

Women still represent only a 
tiny percentage of total USAID
participants, averaging 7.8% over the five year period. 
A recent study
shows that while the absolute numbers of women participants increased
between 1983 and 1988, they did 
so mainly in proportion to the general
expansion of the program. 
Thus, women constituted only 6.7% of the total
participant in 1985 but still only 6.8% of the total in 1988.
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Findings:
 

The participation of women 
in overseas training has expanded
dramatically since 1985, thanks mostly to the opportunities created by
the OSTP private sector program. 
However, despite this increase, the
proportion of womens' participation in total 
overseas training has
remained mostly constant and has never reached 10%.
 

Non-academic training can be more 
readily accessed by Pakistani
women, is often more relevant to the needs of business women and reduces
such problems as 
academic accreditation or unwillingness to 
return. Not
surprisingly, mrst of the women trained to date by DSTP are 
from main
urban areas. 
A recent study notes that the limited urban population
producing female candidates for overseas training indicates that in­country opportunities targeting less educated women are needed.
 

Recommendations:
 

a. The Administrator's December 1988 memorandum entitled Women In the
1990 Participant Training Plan should provide the impetus and policy
guidance to substantially improve USAID's performance.
 

b. To achieve the 1990 plan that target 25% of participation be by
women, will 
require a further dramatic increase in DSTP-financed women
participants to approximately four times its present level. 
 This must be
accompanied by even greater proportional increases by the other sectors.
Major contributions by the agricultural program, particularly by the
Agricultural Sector Support Project, will be needed. 
As a means of
focusing attention and raising the priority of private sector training for
women, HRD should establish a special sub-project within DSTP (Womens'
Private Sector Training) with its own sub-budget and training targets.
 

c. Agreement and cooperation by the GOP will obviously be essential
to the success of the effort. 
 It will require vigorous policy dialogue
by USAID management combined with follow up discussions during the
implementation of the new OSTP Training Plan system (see Section E).
Additional discussions and negotiations will also be required for each
non-DSTP project and the contractor staff.
 

d. The WID Officer positions in USAID should be strengthened by
cutting back on other responsibilities 
so that they can focus more
specifically on 
WID matters. The Assistant WID Officer in HRT should
devote full time to WID responsibilities, and her other tasks be
 
reassigned.
 

L. Participant Training Costs
 

Participant training costs were obtained from AED/W's records. 
 AED
assigns a control number to each participant when his/her record is
opened. 
This number was used to cross reference participant data
(project number, dates of training and type of program) with the costs
incurred in relation to their training program. These costs do not
include AED's administrative or overhead costs.
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This section will 
focus on participant costs as 
of September 30,
1988, for U.S. completed programs, both the academic and non-academic.
The data was not made available to the team until late in the study, which
did not allow much time for analysis. The following tables and
discussion are 
based on a sample of 122 records. 
 Table 20 presents a
breakdown by type of program and the source of funding.
 

TABLE 20
 

SAMPLE SIZE OF PARTICIPANT EXPENSE DATA
 

Program

Funding Doctoral Masters 
 Academic 
 Total
 

DSTP Core 
 5 
 16 
 24
Buy-ins 3 17 
45
 

57 
 77
 
Total 
 8 33 
 81 
 122
 

The related costs will be presented by the type of program the
participant attended, i.e. doctoral, masters or non-academic, as well 
as
being broken out by the funding source, i.e. DSTP Core and Buy Ins. 
 The
first type of program for which participant cost will 
be presented, is the
doctoral 
or Ph.D. 
 This will be followed by data on masters degree and 
non
academic participants.
 

Finding: Doctoral Degree Programs
 

Eight doctoral participants is 
not a very large sample and therefore
may not be representative of the programs of participants still
training. in
Table 21 presents the data for the doctoral degrees.
 

TABLE 21
 

DOCTORAL PARTICIPANT COSTS, TIME AND AVERAGES
 

Costs 

DSTP Core Buy-ins 

Time
 
DSTP Core Buy-ins


($) -------- (months) ------


Average 
 29,610 
 21,552 
 32.0 
 39.8
 
Range
Cost per month'"• 16,737-66,401 
 9,537-32,706 
 12.1-44.8 
 34.7-43.1.
 
in training 
 926 
 541
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The average cost of the five DSTP funded participants is $29,610,

which is over 
$8,058 higher than the average for non DSTP participants.

It should be noted that one DSTP participant cost $66,401 for
approximately 45 months of training. 
 If this high cost participant is
eliminated, the average for DSTP would come down to $13,010.
 

Comparing the Per Month of Training Cost with other studies reveals
that Pakistan costs are considerably lower. (N.B. The following

calculations also exclude contractors administration and overhead costs)

OIT has produced a table of Average Monthly Costs of Academic Training
Programs for the period December 1, 1982 to November 2, 1988 which is
found in Appendix XXIII. 
 The average for a doctoral program agency-wide
was $1,260 per month of training and for the Asia region $1,481 
and $1,229

for the Near East Region. Compared to a 1987 study of 22 doctoral

participants funded by Jakarta Mission, the Islamabad costs are 
also
considerably lower. 
 The average cost per month of training for Indonesia
 
was $1,460 (without airfare), while the average cost per doctoral
participant of $64,362. 
 The average amount of time in training for an
Indonesian doctoral participant was 44.1 months.
 

The lenqth of time in training for the Islamabad participants

sampled, was rather short. 
 F3r DSTP participants the average was 32
months or 2 years and eight months as compared to 39.8 months or 3 years
and almost four months for non-DSTP. A doctoral degree in the U.S. is
generally obtained within 3 
- 5 years or 36 - 60 months. Of course, thisvaries with the field of study and the entranco credentials of theparticipant. 
 The time in training for A.I.D. funded participants sampled
is considerably lower than expected. 
This is probably due to the fact
 some participants must have had very good standing before being funded by
DSTP or where picked up into AID funding status already pursing their
degree, e.g. participants sample included some with only twelve months of
 
training.
 

Recommendation:
 

In using this table, the reader is reminded that the number of
doctoral participants is rather small, i.e. 8 total, 
DSTP 5 and 3 non
DSTP. 
Basically, there should be little difference in the per month of
training cost between a masters and doctoral degree except for the cost of
the research and time in training. A doctoral program should be higher

due to more costly research and the length is reflected in additional
maintenance and tuition paid. 
 In calculating the PIO/P budget amount for
 a participant, HRD should use the data for the masters degree participants

(see next section) rather than the above data.
 

HRD frequently uses a budget of $64,800 for a 
doctoral program. This
figure is probably very realistic, if the participant is going to
complete the degree in 4-5 years. 
 However, if the degree is going totake between 3-4 years, then a lower budget, such as $55,500 - $58,300,
could be used.
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Finding: Masters Degree Programs
 

Cost data for thirty-three participants who obtained
was sampled. The sample was a masters degree
split between the DSTP project, 16, and the
non OSTP projects, 17. 
 The findings are presented in Table 22, below.
 

TABLE 22
 

MASTERS PARTICIPANT COSTS, TIME AND AVERAGES
 

Costs 
 Time
OSTP Core Buy-ins 
 DSTP Core Buy-ins

- M($) .............
(days) -------


Average 29,108 30,678 32.0 39.8 
Range 16,737-66,401 9,537-32,706 12.1-44.8 34.7-43.1 

Cost per Mth 
intraining 926 541 

The difference between the two sources 
of funding is much closer for
these participants than for those in 
a doctoral program.
participants, on the average co'. 
The DSTP funded
 

$1,570 less than buy-ins funded
participants. DSTP participants are ilso taking only 18 months, while
buy-ins participants are taking 22.5 months to complete their programs.
 
The range of costs for the DSTP participants isconsiderably wider
than the other group, but the range of time is less. 
 The range of costs
results in the DSTP participants costing more on 
a 
per month of training
basis, at $1,619 compared to $1,362. 
 This is very close to the reported
Asia Region costs of training on a per month of training basis, $1,632 or
the Near East Cost at $1,308. The Indonesia cost was reported as being
$1,710 per month of training, with an average time in training of 25.1
months. 
 So Pakistan's 
 expenses is similar to the ANE averages and less
in cost and time than Indonesia.
 

If the per month of training cost figures are annualized they would
be $19,428 for DSTP and 
 $16,344 for non DSTP participants. This data
suggests that the current HRD planning figure of $34,000 for a masters
degree of eighteen months, 
isprobably reasonable.
 

Recommendation:
 

No significant changes should be considered in this area.
Participants in these programs should continue to be monitored to insure
completion 
as quickly as possible. 
 HRD should monitor the trends, both
cost and time to insure that they continue within current ranges.
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Finding: Non-Academic Training
 

The expenses and time 
in training for non academic participants are
calculated on a per day basis (rather than per month 
as for academic
participants) and presented in Table 23 
for the 81 participants sampled.
The data presents the usual 
wide range of costs and time found in previous
cost/time studies of non 
academic (also called technical training or
 
short-term).
 

TABLE 23
 

NON-ACADEMIC PARTICIPANT COSTS, TIME AND AVERAGES
 

Costs 
 Time
 

DSTP Core Buy-ins DSTP Core 
 Buy-ins
 
---------($) -------- (months) 


Average 
 3,941 5,394 
 36 36
 
Range 333-21,316 729-19,634 
 3-273 4-135
 

Cost per Day
 
in training 107 
 145
 

OIT is in the process of having a study completed on the Duration
and Cost of Technical Training Programs. 
The draft report indicates the
overall 
average duration technical training was 
37 days, at an average
cost of $5,491. The following data was 
reported for specific types of

training:
 

Classroom 
 Observational 
 On-the-Job
 
Training 
 Tours Training
 

Average Duration 40 days 30 days 
 24 days
Average Cost $5,716 $5,198 
 $1,786
 

DSTP has 
a lower cost and time average than buy-ins funded
participants and DSTP was 
below the cost average in the OIT study. 
 This
conclusion is influenced by the frequency of short, 14 days, observational
foreign study tours for participants primarily from the NIPAs. 
 The high
cost programs for DSTP, $21,316, were 
incurred by 
 those who studied at
Oregon State University for three months in
a Food Processing program.
The high cost program for other projects, was a 3.4 month study tour in

irrigation machinery.
 

In 1985, Development Associates, Inc 
. conducted a cost study for OIT
based on 1984 participant data. 
 The cost per month of training ranged,
in the DAI study varied, from $636 to $8,469. A similar wide range of
costs is observed in the data above. 
 The DAI Study average was $2920 for
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1984; if this is inflated at 
6% per year, the 1988 average would be
$3,686. 
 This would be very close to the DSTP average calculated from the
sample. The Jakarta cost study had 
a range for short-term training of
$2,608 to $11,507, with a average time range per project, between one

month and 3.7 months.
 

The average length of training for non-academic participants results
in a 
workload for HRT similar to that of an academic participant. It has
been U.S.A.I.D.'s experience that non-academic participants require a
heavier staff time input than an 
academic participant, e.g. many more
individual appointments and arrangements have to be made for observational
tours and on-the-job training. 
 These factors led U.S.A.I.D. to mandate
the use of training cost analysis by all 
projects/users and contractors,
such as AED. In the future they will 
report all expenditures so that
costs can 
be analyzed by type of training, i.e. academic and technical
with a 
breakdown within the technical by observational tour, on-the-job
training and short-term classroom training (as well 
as a separate report
for administrative costs). 
 The evaluation team understands that AED will
adapt its financial system to provide those required reports in the 
new
 
contract.
 

Recommendation:
 

The length of time in training, on 
the average, should be lengthened
by sending more non-academic participants for longer and more meaningful
periods of training. 
 The one month figure of average time in training
for both DSTP and other projects 
seems very limited considering the great
amount of effort required by HRT and the contractor to plan this type of
training. The evaluation team wonders about the value of many programs
which are just one and two weeks in length considering, the 
 interference
of jet lag and cultural adjustment on the participants. 
 The team
understands that EAD recently sent the DSTP project officer a letter
recommending the minimum length of a training program be three weeks. 
 The
team supports this recommendation.
 

Finding: Administrative Costs
 

The scope of the evaluation did not include this 
area. However, the
team noted that under The Phase II contracts AED will be required to
report administrative cost using AID's uniform system entitled Training
Cost Analysis. This is a significant improvement over Phase I.
 

Recommendation:
 

The new Training Cost Analysis system will provide HRD with an
opportunity to monitor at a greater level of detail the administrative
and programmatic costs of providing both long term and short term
training to Pakistan. When approximately one year of data are collected,
HRD should consider undertaking a study to analyze trends and to compare
costs with other comparable programs.
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M. Third Country Training
 

Overview
 

Third country training (TCT) procedures for selection, processing and
 
management 
are very similar to those used for training in the United

States. !his section will focus on the differences and the unique
aspects of such training. The number of participants being trained in
third countries (neither in Pakistan nor in the U.S.) 
is growing for the
 
DSTP project and the projects which use AED/EIL for placement and
monitoring. 
 The greatest growth has been in the non-academic areas of
public administration, management and various fields of agriculture.

Participants have been trained in
over 25 countries with the Philippines

and Thailand being the largest recipients. In the future perhaps as much
 
as 15-20% of all training placements will be in Third countries.
 

Interviews with participants and GOP officials revealed a strong bias
toward training in the U.S. rather than another country. DSTP staff have
encountered participant reluctance and 
some resistance to being sent for

academic training in a third country. These values and beliefs will
probably continue until there are enough people who have had positive

third country experiences. Therefore, DSTP will probably continue to see
 
more non-academic TCT than academic training.
 

Inmost cases, the training country and institution have been
identified by the Project Officer or project contractor. Thus, AED and

EIL do little research work for the placement. EIL will make
recommendations for alternative training programs if the nomination can
 not be placed in the program suggested. If the trends continue (i.e.

more TCT) AED/EIL may be required to take a more proactive role in
researching and identifying quality training programs in third countries.
 

Communications
 

The largest single challenge and barrier to TCT is communication.
Timing and distance play a different role for each country where the

placement is 
to take place. This requires different responses in Pakistan

and the U.S. The GOP, HRT, AED/EIL staffs are all familiar with
programming participants on a U.S. time schedule (e.g. academics for

August or January starts), but few staff members are 
familiar with

institutions in Kenya or 
Indonesia. If the institution has already

received DSTP participants, this eases the task of placement an
 
monitoring.
 

ElU finds it easier to deal with established institutions, which have
defined procedures and schedules, rather than study or observation tours

which require individual ad hoc meetings. Institutions have telexes,
whereas individuals or small businesses may initially only be contacted by

telephone and at certain times of their day. 
 Letters and delivery

services may not always be reliable, which contributes to the uncertainty

and problems of placing participants quickly in third countries.
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Time and distance also, effect the ability of the contractor to
monitor a participant's program. 
 In the U.S. participants know that EIL
and AED, may visit them during their program. But inother countries,
they are on their own. 
 AED generally has identified a contact person at
each institution whose name is provided to participants.
is not But this person
an employee or under contract with AED, so the participant may
receive minimal support or monitoring. In some cases, the person
identified has been transferred and EIL has encountered difficulties
identifying a new contact person.
 

Some participants mentioned that not only were they trying to 
learn
something in their training program, but they were also having to learn
about one or more new cultures, e.g. Chinese and Malaysian. New
cultures, cities and institutions 
 always present cross-cultural
challenges and problems for participants. In the U.S. the EIL
orientation is designed to address American characteristics. However,
there is
no such program (nor would it be very cost effective) for each
of the 25 countries to which participants have been sent.
 

Recommendations:
 

1.USAID's located incountries receiving participants should be sent a
copy of the PIO/P and an arrival cable in compliance with HB-10. 
 This
assists the receiving mission if they need to respond to any crisis or
problems which may arise. 
 This is especially important in countries
receiving a large number of participants (e.g. Philippines and Thailand)
 
2. Per HBIO, a waiver is.
required from AID/W wherever training is
proposed in countries not included in Geographic Code 941. Waiver must
be on a case-by-case basis except for a project specific institution.
The USAID has been reticent to seek such waivers due to its 
concern about
possible delays or missed deadlines. 
 The systems proposed throughout this
report should permit more forward looking planning (and hence the
processing of such waivers) since they are 
an Agency requirement.
 

3. Improved monitoring and support for participants in TCT academic
programs will 
be required if the number of participants continues to
increase. 
As the numbers increase, more problems can be anticipated and
appropriate planning and programming should take place. 
 This may include
contracting with a resident organization to provide support and
monitoring where the numbers are 
significant, i.e. Manila and Bangkok (in
the new AED contract, Winrock staff already in Bangkok will assist in this
function). 
 The most likely problems to be encountered, according to 
some
returned participants, will be participant emotional problems, family
related situations (illness, death of relatives or problems of family

separation).
 

An improved monitoring and support system should include:
 

An in-country organization to contact 24 hours per
day (not an individual, who may be traveling or
 
otherwise unavailable);
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" 
 An established procedure in writing, for participants
 
to follow on who and when it is appropriate to contact
 
the monitoring organization;
 

" 	 A written procedure on how the monitor should assist

the participant and how/when to report participant
 
progress including AETR's;
 

" 	 Establish a routine for at least annual 
oversight

visits by the Mission or its contractor to countries
 
where DSTP is sending a significant number of

participants. Such visits, which could also be made

by Project Officers, would include monitoring

organizations, in order to review problems and
increase the knowledge and information base for future

participants coming to the same country.
 

N. Monitoring Unit
 

Monitoring and evaluation are essential parts of responsible and
effective project management. It is the responsibility of the Project
Officer to monitor the progress of the project he manages. The DSTP is
the largest project of its type in the world. 
 While it is possible for a
well 	supported Project Officer to manage and monitor this project the
Project Officer in this case does not have such support. Further, the
DSTP consists of three separate entities, i.e. participant training, ELT
and ICMT. 
 In this evaluation recommendations 
are made which would
provide full 
time 	assistants to oversee the participant training and the
ELT. 
 Proper monitoring and evaluation is dependent upon the adoption and
implementation of these recommendations. 
 If they are not adopted, it will
be necessary to create a monitoring and evaluation unit. Given that such
a unit would have both staff and budget ramifications, it is the opinion
of the team that the project should be properly staffed rather than adding

a monitoring and evaluation unit.
 

The team assessed the DSTP's capacity to generate the data needed to
monitor and evaluate the performance of it's component parts and it's
ability to do such work. 
Further, the team explored the need for
establishing a monitoring and evaluation unit within DSTP. 
 In making the
above assessments the team considered the main functions of monitoring and

evaluation. They are:
 

1. 	Establish evaluation criteria which would measure:
 

" 
 The impact of training on the careers of the
 
participants and the institutions in which they work.
 

" 
 Improvement in the capacity and performance of the
 
ICMT and ELT institutions.
 

" 
 The impact of specially targeted programs on 
the
 
participants as well the development process.
as 
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2. 
Monitor key criteria of project performance such as:
 
* 
 All aspects of the participant training process.
 
* 
 The relevant cost effectiveness of individual project


components.
 

3. 
Develop information systems necessary for sound management

decisions such as:
 

* 
 Trends in the nature of participant nominations and
placements (e.g. academic vs. 
non-academic, third
country vs. 
US, changing areas of technical emphasis

etc.)
 

* 
 Workloads factors and their implications for future
 
staffing levels.
 

The operation of the DSTP was evaluated in terms of how well these
 
criteria were being met.
 

Findings: 
 Monitoring and Evaluation Unit
 
The findings of this section are based on 
the assumption that the
relevant recommendations made in this evaluation will be adopted and
implemented in
a timely manner.
 

HRT, with the establishment of the unit for follow-up activities
headed by Dr. Jaffar, now has the means and organization to conduct the
surveys needed to evaluate the impact of the DSTP both on participant
careers 
and their institutions. 
 With the initiation of the career
tracking recommendation in section G this monitoring activity will be
completely in place.
 

HRD has, through it's contractors, initiated strategic planning
activities in three of it's ICMT institutions which, inter alia, establish
criteria for evaluating the capacity and performance of these
institutions. 
 The evaluation team is recommending that additional
strategic planning exercises be initiated in the other ICMT institutions.
This activity can easily be monitored by the contractor and through the
contractors regular reports now prepared and submitted to USAID.
 
Performance of the English language program may be monitored by
tracking changes in the output of CIELS, the percentage of trainees who
achieve acceptable TOEFL score, 
 and the proportion of CIELS graduates who
are sent abroad for training. 
Data on these changes are gathered and
reported regularly by the testing and evaluation personnel of the ELT
section and by HRT's English Language Coordinator.
 

Addition of a full 
time assistant to the Deputy Chief, who would be
responsible for managing the DSTP placement office and staff, as
recommended in section G will provide the monitoring capability needed
for the DSTP placement operations and staff. 
The person's job description
should include responsibilities for utilization of automated data bases
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and personnel supervision and evaluation. This addition will provide for
the monitoring and evaluation of the HRT offices performance that appears
to be lacking. Developing and implementing the policies and procedures

recommended in section G will make the HRT office more efficient and more

easily monitored. 
This step combined with the supervision and use of the
electronic data base as a management tool 
provided by the assistant to
the DSTP, will make the office more efficient and at the same time allow
staffing adjustments to be made in response to fluctuations in the
 
projects's operational levels.
 

With the establishment of the unified data base recommended in
section J, HRD/AED should have the capability to effectively monitor
trends in participant nominations and placements. Monitoring these trends
will also allow HRD and it's contractors to plan for adjustments in their
staff level and to maintain quality placements by keeping case loads 
at
optimum levels. Electronically generated reports will be possible on
short notice and on a regular basis when the data base is operational and
being used as a management tool. 
 At present EIL generates many of the
reports that can serve as 
the basis of the monitoring activities.
 

With the implementation of the recommendations listed above,

particularly added staff, the Deputy Chief will then have the time and
the information needed to monitor the overall performance of the project
and its component parts. Therefore, the team does not feel 
that the
establishment of a monitoring and evaluation unit serves 
the purposes of
the OSTP and any further consideration should be dropped at this time.
However, if these recommendations are not adopted then itwould behoove
the DSTP to consider the creation of a separate monitoring unit.
 

0. Other USAID Training Operations
 

1. Agriculture and Rural Development (ARD)
 

ARD has established a training cell to manage its' 
private sector
training activities known as the Agricultural Sector Support Project

(ASSP). This cell 
is similar indesign and function to the cell in HRT
that handles the private sector training. The major difference between
the two is that the ARD cell is a year round operation while the HRT cell
 
operates for six months only.
 

The cell is responsible for:
 

1. Publicizing the program.
 

2. Collecting documentation.
 

3. Verifying and screening applications.
 

4. Interviewing applicants.
 

5. Developing lists of candidates to be forwarded for placement.
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2. Enerav and Environment (E&E)
 

E&E has recently advertised for an Energy Training Manager.
position had existed before and isnow being refilled. Itwill be
This
 

concerned with Coal Exploration, Energy Planning and Training, and
Conservation and Renewable Energy Resources projects, all of which have
training components. 
 Like many sich positions, its responsibilities go
beyond strictly training. Itwill also be responsible for editing, data
base management and project development. Inthe field of training itwill
be involved in planning, developing training opportunities for the private
sector, institutional strengthening, and monitoring training nominations.Itwill also be responsible for pusninq nmoinations through the GOP sideof the process while working with the placement contractor planning andsetting up training programs. 
 Itwill be the final author of the
training plan for the Energy Wing of WAPDA and be the general manager of
the training activities. This person will have some of the
responsibilities of project officers or contractors inother sections and
of the provinciz, representatives to be hired by AED. 
The position is
neither duplicative nor redundant. 
 Indeed as 'nore responsibility for
needs analysis and training planning isshifted to the GOP, people in such
positions will have changing and more important roles, preparing the GOP
to do its own planning and needs analysis.
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III. ENGLISH LANGUAGE TRAINING (ELT)
 

A. Background
 

Since Independence there has been a serious decline in English
language proficiency in Pakistan. 
 The decline is attributed to: (a) a
deterioration in English educational and training standards, (b) quantum
increases in demand for and enrollment in instructional programs at
overtaxed facilities and (c) shifting GOP policies regarding the status of
English in the educational system.
 

Accordingly, the 1983 Project Paper recognized that a strong English
language component would be indispensable to the attainment of the
project's broader manpower and institutional development objectives and
its plans for conducting training in the U.S. and other English speaking
environments. 
 The project also opted--for reasons of suitability and
cost--to conduct such language training in Pakistan rather than in the
United States.
 

The original project design also saw the language training component
as 
an opportunity for institution building. 
 Local English training
organizations--e.g, the Pakistan-American Cultural Centers (PACCs) at
Quetta and Peshawar and a 
centrally designated institution at
Islamabad--would be strengthened to enable them to turn out the number of
trainees, with the requisite language skills, in line with the targets set
forth in the project. 
 Thus, during the project's first two years, as
noted in the interim evaluation, the efforts of the contractor were
divided between: 
 (a)activities to build Pakistani ELT capability while
(b)running an ad hoc series of intensive language courses at three
locations for a growing number of nominees. 
 This approach ran into a
number of practical difficulties. 
 First, the PACCs' facilities and staff
were already overtaxed by their on-going programs and they were
disinclined to allocate space and their best instructors to training DSTP
candidates. 
 Second, the task of setting up and staffing special 
courses
at separate locations was inefficient, time consuming and produced poor
results in terms of enrollment and output of qualified candidates.
 

In 1985 USAID decided to put the needs of the participant training
program first. 
 The project would concentrate the ELT effort at 
Islamabad
with the establishment of a special purpose American staffed facility,
i.e. CIELS (Center for Intensive English Language Studies). 
 Such an
arrangement would help to assure the quality control and technical rigor
aimed at raising trainee proficiency rapidly while increasing the number
of trainees per session who would be put through the system. 
 Institution
building would take a distant second place to the demands of preparing
participants. 
The foregoing strategy is essentially the one that has
continued into the present.
 

USAID's present approach does not, 
nor is intended, to address the
very real 
needs in Pakistan for strengthening English language education.
The problem is a 
massive one and mirrors many of the problems ascribed to
the country's educational system as a 
whole. 
As a 1986 USIA report

summarized:
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"Rapid expansion of the educational system as well 
as

inconsistent educational policies have caused a fall 
in the
standards of English in Pakistan. 
 President Zia-ul-Haq's

policy of gradually phasing out English as a medium of
instruction in secondary schools by 1989 may damage English

teaching as much as 
Bhutto's nationalization of the
educational system did. 
 English teachers in general

an adequate command of the language and an effective 

lack
 

methodology to teach it. Because of their poor background

in English, teaching candidates avoid the subject, forcing
colleges of education to admit unqualified candidates to
fill slots. 
 Inadequate texts and examinations contribute
 
to the problem ......
 

This theme was reiterated on many occasions in the course of the
team's visit. 
 For example, the Vice Chancellor of the University of
Peshawar bemoaned the decline in language standards and the obstacles
created thereby for Pakistanis seeking to advance and compete in
scientific, technical and business subjects. 
 In another instance, the
team was 
informed that a special program of tutoring and instruction in
English has been introduced for entry level 
trainees at the Civil Service
Academy due to deficiencies in their earlier education.
 

Conceptually, there are several approaches that are being taken to
address the English language problem. 
One is to upgrade the proficiency
of English training in the secondary school system through improved
colleges of education, provincial extension centers, curriculum bureaus
and textbook and examination boards of the provincial governments. This
is
a staggering task considering the post-independence expansion of the
secondary student population to approximately 2.5 million pupils attending
thousands of schools. Recognizing the problem, the federal Ministry of
Education has only recently established the National English Language
Institute (NELl) to initiate a long term program of upgrading ESL teacher
training, curricula, textbooks and test instruments. A second GOP action
is upgrading English language training for selected diploma or M.A. level
teachers and to utilize their talents 
as teachers at University based
English language Centers. This approach is being followed by the British
Council 
(which offers an intensive course for college teachers) and the
Asia Foundation which has established four centers (supported to an extent
under DSTP), concentrating on science and technology students 
- who expectto go abroad for further training at the MS/PhD levels. 
 A third approach
to be considered would be to reorient the curricula of the English
departments at selected universities away from traditional 
preoccupation
with literature and the classics and toward the study of language
training and linguistics. 
Another approach, which would complement one or
more of the foregoing, would be for USAID to assist the work of SPELT
(Society of Pakistan English Language Teachers), a private, voluntary
association of English teachers based in Karachi, which aims at
strengthening linkages and standards at all 
levels within the profession.
Finally, another option is working directly with private adult education
and bodies like the Pakistan-American Cultural 
Centers and various
commercial language schools. 
 Clearly, each of the foregoing approaches
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has its advantages and drawbacks in terms of thinking about ways to
 

strengthen Pakistani capacity in English in Phase II of DSTP.
 

B. The English Language Training (ELT) Program
 

The ELT program is a discrete component of the DST project. 
 It
includes three major activities: (1)CIELS, which only trains public
sector employees, (2)testing and evaluation (mainly administering and
grading the TOEFL examination for DSTP applicants) and (3) outreach and
institutional strengthening. 
 The program operates under the supervision
of an 
English Language Specialist (EL Specialist), an employee of EIL, who
also serves as EIL's field representative in Pakistan. 
 In addition to
coordinating and supervising the three activities, the EL Specialist
effects liaison with AED on new trainee enrollment and trainee performance
at CIELS, with USAID (HRD) on special ELT requirements (see below) and
with assisting, as time permits, activities designed to support other
English language training programs in Pakistan. The resident,staff is
supplemented from time to time by short term EIL personnel to supplement
teaching staff in conducting workshops, preparing teaching materials or to
"pinch hit" for unexpected vacancies in the CIELS course.
 

1. CLELS
 

CIELS, which has recently relocated to more spacious quarters,
represents the heart of the DSTP/ELT program. 
 Initiated in early 1986, it
operates under the guidance of the EL Specialist and the immediate
supervision of a Coordinator with a staff of 8-10 American or
American-educated trainers. The latter, mostly native speakers, are
usually non-professionals in ELT who are trained locally, at CIELS. 
 Using
locally adapted instructional and audio-visual materials in 
an American
classroom setting, CIELS provides a disciplined, pragmatic and intensive
exposure to American English. 
The staff also introduces discussions and
materials on American culture, customs and life styles. 
 The Center
includes classrooms, offices, a teachers 
room for workshops and materials

preparation, and a resource library.
 

The students at CIELS sessions are divided into three to five
sections of some 15 students, with each of four classes taught by an
American (or American-educated) instructor. 
Sessions are 8-9 weeks in
duration and include (with holidays) about 25 hours of classroom training
per week. The curriculum emphasizes reading, structure, writing and
comprehension skills with 
an emphasis on participatory interaction between
teacher and students and among students. The curriculum also aims at
skills needed to function effectively in
a U.S. academic setting, e.g.
taking notes, writing exams, doing and writing up research, study habits,
etc. Instruction and practical exercises in research and writing have
recently been added to the curriculum. The Center's output has expanded
since it's inception, mostly in response to 
the growth of the participant
training program itself (an average of 54 students per session over the
past four sessions as compared to 41 
for the first four). Much credit for
this growth is due to the appointment by USAID/HRD in 1987 of an English
Language Coordinator to interface with the GOP agencies and to facilitate
the administration of TOEFL exams 
and the recruitment of USAID project
funded candidates needing language training. 
A further increase is
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planned at the new facilities which could increase capacity to 75 students
per session. 
 These figures compare favorably with the 13 students per
session average enrollment in the pre-CIELS program. In all, 
528 trainees
attended one or more of the Center's 14 sessions over the past three years
while attendees during the first two years totaled only 141.
 

2. Testing and Evaluation
 

The testing and evaluation function is intrinsically related to CIELS
since its main purpose is to evaluate the English language capability of
persons recommended for long term (over three months) participant training
and to Oetermine whether they are 
(a)already qualified (over 530 on the
TOEFL),' (b)need upgrading at CIELS (above 440) 
or 
(c)are not proficient
enough to participate. The number of applicants for testing (candidates
from all 
"buy ins", all DSTP candidates, including private sector,
Ministry of Science and Technology and Ministry of Education candidates,
and special needs classes) has risen dramatically through the years.
will total It
some 8,500 by the end of 1988. 
 This year alone over 2,500
Pakistanis have already been tested on 55 occasions.
 

Management of a 
volume of testing and test scoring of this magnitude
has led to the formation of a TOEFL team headed by a Coordinator and three
or four monitors/scorers, all expatriates (to avoid the possibility of
favoritism). 
 These are part time jobs involving periodic travel
sites on demand. All monitor/scorers to test
 
are also trained-to serve
substitute C!ELS teachers when needed. 

as
 
batches of up to 

The test is administered in
100 or more applicants at various locations around the
country. Arrangements for assembling the applicants and for organizing
the local 
facilities are made by HRD's English Language Coordinator in
coordination with the relevant GOP and private sector agencies.
Candidates are given orientation and take the exam in the presence of the
Coordinator and 
one or more monitors. Completed tests are 
hand scored by
the monitors and results normally made available to interested parties
within two weeks. 
 However, when necessary, HRD can act 
on the results
within two working days.
 

In addition to testing potential AID and GOP applicants, the TOEFL
team responds to requests arising from special needs. 
 For example, in
1988 special 
tests were selected and/or developed for testing candidates
for the Baluchistan Scholarship Program.
 

3. Outreach and Institution Building
 

On occasion the ELT staff also provides services in support of other
USAID programs in Pakistan. 
For example, it developed curricula and
trained teachers for the TIPAN (Transformation and Integratior of a
Provincial Agricultural Network) project which runs 
its own ELT program
and provided technical assistance to the English language program for AZRI
(Arid Zones Research Institute).
 

I Candidates for non-degree must score 500; Ph.D. candidates 550.
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Given the priority assigned by USAID to servicing the participant
program, only modest attention is being devoted to 
institution building.
Much of the latter consists of participating occasionally in other ELT
 programs such as 
the teacher training course given by the University

Grants Commission. Some support is also being given 
to the PACCs in
Peshawar and Quetta including instructional and office equipment and
publications. Most importantly, DSTP has funded M.A.level 
training for
the two PACC Directors at EIL's School 
for International Training in
 
Vermont.
 

C. Findings
 

1. 
The output of qualified CIELS graduates has expanded to accommodate

increases in the participant training program itself and 
as a result of

improved monitoring by USAID/HRD.
 

2. The effectiveness of the program has increased and it is believed to
be reaching a broader spectrum of applicants. While only about 35% of the
students attained test scores adequate for eventual academic study in the
U.S., 
in the pre-CIELS program, the corresponding figure for CIELS' first
12 sessions is 46% and it averages 51% 
for the three most recent sessions.
This growth has been achieved despite declining entry scores of new
candidates (a function of the number of high scorers who have already been
sent abroad). CIELS can 
accept more nominees with lower entry scores
because learning rates have increased and it thereby provides training
opportunities to a 
broader range of public sector employees. CIELS

trainees are now averaging gains of four points a 
week - better than
 
comparable programs in the U.S.
 

3. The failure rate at CIELS is still quite high but is in part a
reflection of extenuating circumstances. As indicated in the previous
paragraph, 49% of the last three sessions did not reach acceptable (TOEFL
530) scores. 
 Although this compares favorably with the 64% figure of the
pre-CIELS period, the figure is still high. 
 It isdue in part to a
deliberate policy of admitting high potential candidates (those related toan ongoing GOP/USAID project) who tested relatively low (450 - 474) on theTOEFL. 
 Many of these achieve proficiency gains of six points a week or
more. 
A majority of trainees in the most recent session attained 530 or
better. 
A higher proportion of successful graduates has been achieved by
lengthening recent sessions by two weeks.
 

4. 
Costs of CIELS training appear to be reasonable. A comparative
study of English language training for AID participants world wide, was
carried out by the Academy for Educational Development in late 1986 under
a separate contract. 
 The study found the CIELS program at $7.46 per
teaching hour to be the third most expensive of five comparable in-country
programs (Pakistan, Mali, Somalia, Tunisia, Yemen) and much cheaper than
comparable U.S. training (Georgetown University's American Language

Institute at $13.10).
 

5. Turnover of teachers is 
a chronic problem at CIELS, given the
dependent spouse status of all of the staff except for the EL Specialist.
Half of the teachers for the summer (1989) session will be new.
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6. There is a mismatch between those who qualify for study abroad and
those who are actually nominated by the GOP and sent. 
 CIELS enrolls a lot
of candidates for language training who are not subsequently nominated as
participants. 
 In fact, 
over the first eleven sessions (January 1986 
-March 1988) only 83 of the 179 qualified CIELS graduates (46%) actually
went into training in the U.S. 
 Some of these departed many months after
completing CIELS. 
There is need for a stronger linkage between
participant nomination procedures and language training procedures so 
that
(a)candidates presented to CIELS have already been cleared for study
abroad 
 and (b)those passing the TOEFL actually get sent. Major recent
improvements in this situation are noted in the following section.
 
7. CIELS graduates who go on to U.S. training give it h gh marks for
language, scholastic and cultural preparation but suggest areas 
for
further improvement. EIL conducted a "needs survey" in 1988 sending
questionnaires to 350 academic participants in the U.S. (both CIELS
graduates nnd those who had passed the TOEFL on 
their own). The first 114
responses have subsequently been tabulated and evaluated (32 from CIELS
graduates and 82 others, many of whom are private sector).
 

The following percentages of CIELS graduates judged that their
training had been "very helpful" 
or "somewhat helpful" 
in the following

nine performance categories:
 

Percentage of responses
Category 
 very or somewhat helpful
 

Pass the TOEFL 
 100
Get along on a social level with Americans 90
Understand cultural 
differences 
 97
Participate in academic discussions 
 90

Take notes 
 80
Write exams 

Write research papers 

75
 
71
Do library research 
 75


Organize your studying effectively 83
 
However, most respondees also indicated they had problems
understanding spoken English (66%) and speaking English (81%) when they
began training in the U.S. 
 These results correlate in part with the
replies of the six CIELS graduates included in the evaluation team's
participant training survey. 
 All six indicated the quality of the CIELS
program was "good" or "excellent" but three of the six felt that more
emphasis should be placed on listening comprehension.
 

8. 
The TOEFL testing mechanism is an efficient and flexible mechanism
for examining the English capabilities of candidates for participant
training. 
 It also serves as a 
means oF providing back-up staff to 
plug
temporary vacancies at CIELS.
 

9. The institutional development aspect of ELT, while useful, 
takes a
very distant second place to testing and training USAID participants.
CIELS and the TOEFL exams are special purpose U.S. creations. Their aim
is to help USAID and the GOP select and train Pakistanis to get an
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education and function effectively in the U.S. 
 The incompatibility of ELT
institution building and meeting the immediate language skill
building and cultural orientation needs of the training program was
recognized in 1986 with the creation of CIELS.
TOEFL/CIELS activities and more emphasis 
The continuation of the
 on ELT institution building are
separate Phase 11 
issues.
 

D. Conclusions and Recommendations for Phase II
 

1. Strenqthening Existinq Proqrams
 
The CIELS and the TOEFL team have proven themselves as 
cost-effective
and efficient mechanisms for screening and training potential Pakistani
participants and performing other language and testing tasks for USAID.
The recent evaluation of CiELS training by graduates currently in the U.S.
is particularly striking and positive.
continue as CIELS and TOEFL testing should
important components of DSTP Phase II. The following steps
should be taken to increase CIELS effectiveness:
 

0 The position of CIELS Coordinator should be added to AED's long­term expatriate staff and filled by an American native speaker
ESL Specialist as 
soon as circumstances permit. 
 The continuity
of the CIELS Coordinator position is extremely critical
functioning of CIELS (and to a 
to the


well designed participant
training program) during Phase II. A long term professional
CIELS Coordinator would appreciably strengthen the stability and
depth of CIELS staffing and permit the EL Specialist and CIELS
Coordinator to cover each other's work during the frequent
periods of staff turnover or 
special requirements.
CIELS operations are at Otherwise
risk should the director (a spouse) leave
unexpectedly. Recruitment should begin now so that the person in
place before the current Coordinator departs post.
 
* 
 CIELS should be authorized to lengthen, on 
an experimental
basis, its sessions to 11-12 weeks on the understanding that the
change will be evaluated after the first two sessions to
determine the pros and cons of the revised schedule.
 
* 
 EIL should conduct additional 
"needs surveys" of new CIELS
graduates studying in the U.S. 
as a 
means of continuing to
evaluate and improve the Center's curriculum and methodology.
The first might be done in the spring of 1989 and be repeated
annually thereafter. In the meantime, survey results suggest
that more emphasis be given to speaking and comprehension skills
especially during the closing weeks of the sessions.
 

a Steps should be taken to further reduce the mismatch between
successful CIELS graduates and candidates selected for
participant training. 
 Fortunately, a number of steps
already being taken by HRD. are

As indicated in 
a recent memo (see
Appendix XXIV), HRT's English language and follow-up coordinator
is pressing GOP agencies to only propose nominated candidates for
admission to CIELS and fellowships as well 
as 
also to nominate
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for 	training the backlog of GOP officers who have ruccessfully
completed their work at CIELS.
 
a 	As a means of accomplishing the foregoing and in order to
compile more meaningful project records, the CIELS data base and
that of AED/HRD should be integrated.
 
a 
 OSTP should continue to support participant training fellowships
for 	M.A. level 
training in ESL studies and linguistics to
develop the personnel needed to implement the Team's
institutional development recommendations, as discussed below.
 

2. 	Institution Building for Phase II
 
In parallel with continued support to the CIELS and TOEFL activities,
Phase II of the project should devote special 
attention to strengthening
or creating Pakistani capacity in English language training over the long
haul. Based on 
its travels, observations and discussions, the evaluation
team has idertified for USAID consideration several attractive
opportunities. 
The 	main criterion used by the team for selecting its
recommendations was whether, in its judgment, the proposed activity was
likely to improve the basic ELT system in Pakistan -- that is,to raise
its 	standards of instruction, modernize its methodology and improve the
materials it
uses. 
The 	team believes that action on the first three
recommendations could make an appreciable difference in these respects.
The next two recommendations, while they do not address problems within
the system, are nevertheless of value because they would continue DSTP
support to dynamic, well led ELT centers in Baluchistan and NWFP and
would experiment with a 
new 	dimension for the facility at CIELS to serve
Islamabad/Rawalpindi. 
 The 	remaining two recommendations concern
coordination and management.


Institutional However the second, the appointment of an
Development Coordinator, is critical 
to the execution of all
the 	others.
 

The recommendations below should be viewed as
further investigation, analysis and-costing. 
points of departure for


More detailed work is needed
on each of them to prepare them for USAID review and decision. 
This work
should go forward promptly after Phase II of the project has been put in
place.
 

To this end, an 
in depth assessment of the team's recommendations
should be carried out by a person knowledgeable in ESL subjects and having
a strong background in the behavioral sciences, project design and
institutional development.

recommendations on: 

The review would include analysis and
(a)purpose and value of the proposed activities and
their relationship to ELT institution building objectives in Phase II of
OSTP. (b)nature and background of proposed activities including their
leadership, management, constraints on performance and growth potential,
(c)analysis of the actual 

activity or 

or potential markets or audiences the proposed
nstitution would serve, (d) interrelationships between
proposed activities and the current or potential role of other donor
assistance, (e)assistance needs and requirements of the institution, how
such assistance would affect their development and their plans for
generating local 
resources to be self-sustaining over a specific time
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frame and, (f)budgets and funding recommendations, if any, to HRD and GOP
 
regarding content and level 
of AID support. It is recommended that the
 
assessment be carried out by an CIL consultant over a three to four month
 
period at an approximate cost of $40,000. The team's Phase II
 
institutional recommendations are given below in order of priority:2
 

A. Continue Support for University English Language Centers
 

This program, now completing its sixth year of operations, was

initiated at the request of the University Grants Commission (the GOP body

charged with guiding and funding university development) with assistance
 
from the Asia Foundation. More recently USAID (through DSTP) has
 
supplemented Asia Fourdation funding with a grant of $256,500 while the
 
British Council is contributing separate but parallel support. USIS has
 
also assisted by providing two teaching fellows.
 

The scheme involves establishing English Language Centers at selected

universities -- University of Baluchistan (Quetta), Bahauddin Zakariya

University (Multan), the University of Peshawar and the University of
 
Engineering and Technology (Lahore). Plans call 
for the establishment of
 
additional Centers at Islamabad (Quaid-e-Azam University) and/or the
 
University of Karachi. 
 The Centers have full departmental status, are

included, in the Universities' budgets and are staffed by teachers who are
 
graduates of the British Council's ELT Diploma Course (many of whom have
 
also gone on to M.A.s in ELT in the U.K. under British Council
 
fellowships). The Centers are headed initially by a U.S. ESL expert

selected and funded by the Asia Foundation. The Foundation also funds two
 
program coordinators (administrative and academic) based in Lahore.
 

The Centers, which are usually separate from the English departments,

provide English instruction for the universities' math and science majors
 
-- subjects in which English proficiency is critical for graduate work.
 
In effect, the program is a remedial one which compensates for
 
deficiencies in the English programs of the secondary system. 
The more
 
advanced Centers are expanding their services to students from additional
 
departments such as business administration. The Center at Multan, the
 
one furthest along, has reached the point at which a Pakistani Director is
 
about to replace the American with the latter staying on in an advisory

capacity during a year of transition.
 

The team recommends that DSTP Phase II explore further support to the
 
English Language Centers in partnership with the Asia Foundation. Over
 
its six years the program has made slow but significant progress in
 
raising language proficiency at the graduate level despite a volatile
 
student situation at many of the campuses and despite the protracted

nature of local academic procedures. Joint AID/Asia Foundation support
 
over Phase IIwould see the completion of staffing of the Centers with
 
Pakistani directors and teachers and their establishment within
 
university structures and budgets. A system of competent and well
 

2 Appointment of an Institutional Development (ID)Coordinator,
 
bille listed last, would be a pre-condition for implementing the other
 

recommendations.
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established English Language Centers could also complement iovestments in
the proposed Institutional Excellence Project by addressing its 
English

language needs.
 

A.I.D. funding could help to finance the costs of two or three center
directors, equipment and the provision of in-country and overseas
training. 
 AID should also consider providing a long term ESL instructor
for the UGC's highly successful Diploma Course if that is not renewed by
the British Council two years hence. 
 It is expected that all of these
activities could be supported within a 
global figure of $500,000 over the
 course of Phase I.
 

B. Provide Support to Society of Pakistan English Language Teachers
 
(SPELT)
 

SPELT is a Pakistan-wide voluntary, professional organization of ESL
teachers at all 
levels who are pooling their own resources to raise
standards and address problems of ELT in Pakistan. 
 Started in 1984, its
membership has grown to over 250 
-- many in Karachi, its headquarters, but
also at other locations, especially Lahore and Peshawar. 
With imaginative
and energetic leadership, SPELT iscarrying out 
a number of valuable
activities despite a shoestring budget financed mostly from membership
dues. These include: 
 (a)the conduct of a series of seminars on key ELT
subjects in Pakistan, (e.g. syllabus design, evaluation of course
materials, ELT testing), (b)an annual in-service course for upgrading
English language school teachers, (c)monthly academic sessions on 
ELT
topics and (d)distribution of a quarterly and annual newsletter. 
 The
organization is thus providing a professional linkage for ELT
practitioners in both public and private sectors for the purpose of
sharing experiences, discussing issues and disseminating new techniques.
 

At this point SPELT, which is presently located in its Chairman's
home, has reached the limits of what it can do with no office, meeting
facilities or permanent staff. 
 Its ability to become accredited to issue
ELT diplomas is also contingent on having permanent quarters. 
 It is
proposed that under Phase II of DSTP, USAID assist SPELT to establish
itself as a national organization, strengthen its services to ELT
teachers, and establish professional linkages with other ELT bodies
especially those of the U.S., U.K. and South Asia. 
A five year grant of
up to $100,000 would finance the rental of facilities, furnishings, a
small secretariat and some funds for publications, workshops and travel
expenses. 
 A detailed budget should be prepared for USAID's consideration
through discussions between SPELT and the proposed EIL consultant.
Planninc, irrangements should examine ways for SPELT to generate additional
revenues through consulting services, language instruction, the sale of
publications and other means, taking into consideration the needs of the
Pakistani ELT community.
 

C. National English Language Institute (NELI)
 

The National English Language Institute (NELl) was established in May
1987 in response to 
the Federal Ministry of Education's concern at the
decline of ELT standards in the secondary school system. 
Operating under
MOE's Curriculum Department, NELl was set up as 
a semi-autonomous expert
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body with a broad mandate to overhaul 
areas of ELT including: and initiate work on practically all
(a)teacher training, (b) textbook and materials
development, (c)curriculum development, (d)measures to 
improve testing
and evaluation and (e)ELT research and development.
perform its Its capacity to
enormous mission is hampered by being greatly
understaffed (two professionals in lieu of the six plus 
an administrative
assistant called for in the original plan) and by the overzealous
oversight exercised by the Curriculum Department.
 
After a period of preparation and planning, NELl selected teacher
training as 
its initial priority. 
 It launched in December 1988 its first
three-month in-service course for some thirty "master trainers" (trainers
of teachers) selected by the provincial ministries of education.
isto achieve a multiplier effect by having each master trainer in 

The aim
 
train thirty local teachers for a total of 900. 

turn
 
twc, such courses a NELl wishes to conduct
year to achieve a theoretical
teachers. annual output of 1,800
Further down the road, NELl hopes to undertake activities 
in
textbook and materials development, the establishment of standards for
teaching certificates, incentive schemes for profe:sional improvement and
applied ELT research.
 

In addition to 
its budget from the MOE, NELl is the beneficiary of
OSTP-funded scholarships to 
the Regional English Language Center (RELC)
Singapore, the services of an ESL Peace Corps Volunteer and a recently
 
in
 

released International Media Guaranty (IMG) grant amounting to the rupee
equivalent of $590,000. 
The grant is managed by USIS and its initial
tranche is.financing the master trainer course.
 
NELl represents an imaginative and promising approach toward dealing
with deeply embedded deficiencies and weaknesses in the ELT system at the
secondary level. 
 USAID, in consultation with USIS, should press the MOE
to provide NELl with the professional staff and the budget necessary for
it to tackle its mandate in a responsible manner. 
USAID, through the
proposed ID Coordinator, should monitor NELl's activities and progress and
provide, 
as necessary, further short and long term ESL fellowships for
master teachers trained at NELl. 
 Over the longer term, assistance in
other fields (e.g. materials development, curriculum revision, applied
research) may be needed to complement the support being provided by USIS.
 

D. Continue to Assist Pakistan-American Cultural Centers
in Baluchistan and NWFP
 
The Centers are branches of the private Pakistan-American Cultural
Center which is headquartered inKarachi.
and evening) operations. Both are part time (afternoon
Enrollment (400-450 per term) has soared since
they opened in 1978-9 with applications running at 150%
capacity. or more of
Their record has been outstanding for providing relatively high
quality instruction to large numbers of younger, middle class Pakistanis
and Afghan refugees.


directors whose MA-level training in ESL has been financed by DSTP. 
 The
 

Both are headed by dynamic and enthusiastic
 
teaching staff of part-timers, often graduates of the Centers, is highly
motivated and of good quality. 
The Peshawar Center has been asked to open
satellite centers in other NWFP communities. 
 A few items of audio visual
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and teaching equipments and materials have been provided to the Centers by

CIELS with DSTP funding.
 

Continued support for the Centers would mesh well with other USAID
priorities which include: 
 (a)giving special attention to broadening
opportunities for residents of Baluchistan and NWFP (including Afghan
refugees), (b)supporting the private sector, (c)providing English
language opportunities for applicants for DSTP and Baluchistan private
sector scholarship competitions, (4) increasing the proficiency of
pre-CIELS public sector candidates, and (e) building on 
the
accomplishments of earlier DSTP assistance.
 

The priorities of the Centers are to: 
 (a) expand programs to more
fully meet demand and (b)upgrade program quality. Verifiable measures of
success in the first category would be: (a) funding to build or rent
larger facilities at a suitable location (in the case of Quetta the
addition of another story to the existing building is suggested) and
(b)increase the number of qualified teachers and retain existing ones 
by
offering more competitive salaries. 
 Quality improvement would be obtained
by access to modern teaching materials, a library, establishment of a
resource center/language lab and increased opportunities for ESL training
for the teaching staff. 
 The latter could be accomplished through the
provision of an ESL-trained Peace Corps Volunteer, through arrangements
with the English Language Centers at the Universities of Peshawar and
Baluchistan or the provision of DSTP fellowships. Subject to a needs
analysis, another potentially beneficial chanqe would be to put the
programs and staff of the Centers on a full time basis. 
 The team
recommends that Phase IIof DSTP fund the costs of upgrading and the
expanding the Centers 
-- an expenditure of perhaps $100,000 for each over
the five year period. 
 Income from tuition and other service should assure
 
future sustainability.
 

The team recognizes that funding for furnishings and facilities
(rental or construction) is presently outside the scope of OSTP as
currently constituted. 
However, present limitations or the lack of such
facilities is a major constraint for the growth of the PACCs (and, as
indicated above, SPELT). 
 The team suggests that Phase II of DSTP take 
a
more flexible position on this matter where it is part of an 
overall

scheme for institutional development.
 

A procedural obstacle to such support is PACC/Karachi's
administrative control 
over their branches' receipts, expenditures and
academic schedules and its proprietary insistence on centralized
decision-making (itrecently turned down a $10,000 USIS grant to the
Quetta branch for Afghan refugees). Thus the acceptability of USAID
support to the two Centers is very much in question under the current set­up, although the prospective appointment of a new executive director at
PACC/Karachi may make a difference. 
 If not, the reorganization of the
branches as independent entities in the context of a program of DSTP
assistance is 
a question that should be discussed and evaluated by the EIL
 
consultant.
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E. Initiate An Evening ELT Program Using the Facilities at CIELS
 
As discussed earlier, CIELS is wholly devoted to serving OSTP.
such, its facilities are vacant after 4:30 pm each day when 

As
 
closes. its last class
Judging by the response of other localities and subject 
to the
findings of a needs analysis, 
it is likely that a high quality ELT
facility operating in the evening hours for the Islamabad/Rawalpindi 
area
would be in high demand and could generate revenues adequate to meet its
costs. 
 DSTP linkage could be established by including TOEFL and pre-TOEFL
courses 
for potential participants whose proficiency does not yet meet
CIELS entry standards. Availability of qualified teachers would have to be
explored, although it is believed that there are
UGC's Diploma Course in the area. 

a number of graduates of
These and other questions would be
considered by the EIL consultant.
 

Depending on consultations with headquarters in Karachi,
might be constituted as the Islamabad/Rawalpindi branch of the 
the facility
 

Pakistan-American Cultural Center or it might function independently. 
 The
organization of the proposed facility, fitting it into the physical layout
at CIELS, recruitment of teaching and administrative staff, preparing
organizational documents, rules and regulations would be among the initial
tasks of the proposed Institutional 

below). Development (ID)Coordinator (see
The talent of AED's management training staff could be utilized
to assist on management questions while the advice and experience of the
EL Specialist and CIELS staff would be available on technical
Possibilities for utilizing the ESL Peace Corps volunteers as 

ones.
 
master instructors should be explored. advisors or


A modest amount of DSTP funding
would be necessary to finance start-up costs.
 

If the facility is successful, it should be well 
positioned to
continue after the completion oF Phase II,either in Islamabad or
Rawalpindi. Subject to GOP views, it could offer special 
in
 

preparing Pakistani publi;c courses for
sector candidates for study in English speaking
countries.
 

F. Resume ELT Coordinating Meetings
 

The practice of holding fairly regular meetings on ELT activities by
appropriate donor agencies should be resumed. 
Attendees should include
USAID, AED/EIL, USIS, Peace Corps, Asia Foundation, the British Council
and perhaps others. 
 In addition to facilitating coordination, such
meetings would improve the sharing of information and strengthen
inter-agency cooperation.
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G. Establish Post of I.D. 
Coordinator
 

Implementation of the Phase II recommendations would require the
services of a full 
time person to plan, negotiate and monitor the
activities. 
 The team suggests the position be designated as 
Institutional
Development (ID)Coordinator. The incumbent would work in tandem with the
CIELS Coordinator under the supervision of the EL Specialist. 
 He/she,
preferably a Pakistani, should have background and training in
institutional development in the third world as well 
as ELT skills.
Pending the identification of a suitable candidate, the AED contract
should be tapped to start provide technical assistance by a short term

expatriate.
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IV. IN-COUNTRY MANAGENENT TRAINING (ICNT)
 

A. General Background and Overview
 

1. 
Historical Considerations
 

Pakistan's shortage of experienced and well-trained administrators
and managers has been a problem since Independence. The network of
management training institutions established in the late 1950s and early
1960s with the help of USAID faced several major tasks. They were to:
(a)train a critical 
mass of modern public administrators and managers
who were development--as well 
as law and order--oriented and (b)prepare
their trainees to cope with the substantial growth in managerial
responsibilities resulting from the nationalization of many segments of
the private sector in the early 1970s.
 

However, after initial 
successes in the 1960s, the management
training institutions generally declined in 
status (and performance) in
the 1970s. The institutions found it difficult to retain many of their
best staff, partly because of greater financial and other rewards that
could be found elsewhere both within and without the country. 
At the same
time, in the case of the National 
Institutes of Public Administration
(NIPAs) and the Administrative Staff College, government officials would
try to avoid being sent for training, and there was even the popular
saying that "NIPA" stood for "No Important Posting Available."
 
However, in the 1980s three events led to 
a very positive turn around
in the status, importance and impact of the management training


institutions.
 

First, reflecting his military experience, President Zia, recognized
the value of training throughout a person's career. 
Therefore, in 1983
the GOP began to link promotion for middle level
to training. That is, as a 
and senior level officers
condition for an official 
at Grade 19 level
(Deputy Secretary, Federal Government) to be promoted to Grade 20 (Joint
Secretary, Federal 
level 
or Secretary, Provincial level) he/she must first
satisfactorily pass the 16-18 week Advanced Management Course at
the NIPAs. Similarly, as a one of
condition for an official
level at the Grade 20
to be promoted to Grade 21 
(Additional Secretary, Federal 
level),
he/she must satisfactorily pass the five month Advanced Course of the
Pakistan Administrative Staff College or National Defense College.
result of this policy, as As a
 one might expect, the management trAining
institutions have since had no trouble at all 
in attracting very high
calibre officials into their training programs. 
 Getting higher calibre
faculty is, however, still a constraint because salary levels 
are still
not high enough but the situation is improving.
 

Second, since 1983 USAID has funded the Development Support Training
Project. 
 One of the most important components of this project focused on
helping to strengthen the established government training institutions,
especially through contributions to improvement and expansion of their
programs and enhancement of faculty capabilities.
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The OSTP added considerable support to the GOP's goal of producing a
very substantial number of civil 
servants
systems and practices. The 
trained in modern management
overseas participant training part of the
project also became a major source of upgrading for public and private
managers as well 
as 
for the faculty of the management training


institutions.
 

Third, USAID has, 
since 1986, funded the foreign exchange per diem
costs of NIPA participants who are 
sent on
duration as two week foreign study tours
 
Course. 

a regular part of the program of each Advanced Management
The opportunity to go on a foreign tour and study government and
administration in such places as China, Japan, Australia, Europe and
Africa has added considerably to the charm and drawing power of the NIPA
training programs.
 

In short, the cumulative effect of the these developments has been to
move the management training institutions back on to center stage where
they can once again play a significant role in upgrading managerial 
skills
in Pakistan.
 

2. Ma or Areas Of ICMT Activity
 

In-country Management Training (ICMT) was originally planned to be
the major component of the DSTP. 
 Public sector training through the
government's management training institutions was the primary ICMT focus.
In its 
first five years of operation, 1983-1988, ICMT has continued to
expanded though not nearly as dramatically as 
the overseas participant
training component which has become the project's dominant area of
activity. 
 ICMT has also moved extensively into the special target areas
of private enterprise training and programs for women but only to a
limited extent 
as regards assistance to 
training institutions in the
disadvantaged provinces.
 

The many initiatives undertaken in ICMT are generally divided into
several categories: (a)Public Sector, (b)Private Sector, (c)Women's
Programs and (c)Training of Trainers. 
 These four obviously overlap but
are conveniently organized into these categories for discussion purposes.
The contractor's Director of Management Training coordinates the work of a
very enthusiastic and highly motivated team of four well-trained and
highly-qualified Pakistani Management Training Specialists each of whom
has leadership responsibility in
one of the areas mentioned above.
 
The main thrust in the public sector, for example, is in training'and
development activities for the government management training
institutions, notably the four NIPAs (especially those at
Karachi), Lahore and
the Pakistan Institute of Management and the Training Wing of
the Pakistan Audit Department. Assistance is focused, and rightly so, on:
(1)modernizing existing programmes (such as 
NIPA/Lahore's Advanced
Management Course) or installing new programmes (e.g. MIS programs at
NIPA/Karachi and NIPA/Lahore) and (2)faculty development activity through
such means as training of trainers, interning with visiting consultants
and overseas training placements both academic and short term. 
-

Also,
three institutions (PIM, PAD and NIPA/Karachi) have been helped
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towards re-vitalizing themselves with strategic planning, a very useful
activity that should be pursued further. 
 In addition the project provides
commodity assistance such 
as computers, books and journals for the
libraries of these institutions and training equipment such 
as projectors
and video equipment.
 

Recommendation
 

Another possible area of activity for ICMT could be that of providing
project management training support to priority projects 	in Pakistan
(e.g. 	in agriculture, irrigation, energy, health, etc). 
 These could be
other donor or locally funded projects as well 
as the USAID funded
projects which are already receiving assistance from the 	OSTP through
buy-ins. 
 ICMT could do much 
to enhance the impact of all 
of these
projects through its training programmes.
 
Therefore, USAID and, AED should give consideration to 
and (ifdeemed
feasible) actively support project management training for the managers
and other key personnel of these priority projects. 
 The training could be
carried out by OSTP-assisted training institutions (such 	as
else directly by AED, 	 the NIPAs) or
perhaps in collaboration or partnership with local
management consultants or firms. 
 The concept here is that the training of
these project personnel would very much 
serve 
the overall DSTP objective
of upgrading the management skills of those Pakistani's who are planning
and managing priority development projects.
 
NIPA/Karachi, for example, has already had experience in conducting
project planning and management courses and it and the other training
institutions Could well become very interested. 
 As an alternative or
complementary option more DSTP-assisted functions such as
project management training could be contracted out to 

the proposed

consulting firms. 	 local management
This would be 
one means of finding institutional homes
for some of the ICMT initiatives. 
 This strategy would also provide for
support, institution building and a monitoring/quality control base
through AED for the period of institutionalization.
 

3. General Level of ICMT Activity
 
Finding: 
 The ICMT program has provided training to some 2,072
full-time participants (managers and trainers) in the 109 programs it has
conducted from May of 1984 through December of 1988. 
 This output
contrasts very favorably with the original target of 1,622 participants
set in the Project Paper of March 1983. 
 A more detailed breakdown is
available in Table 3 of Chapter I, Introduction.
 

There was an 
initial major jump in programs and trainees in the
second year (1985) from three to 14 programs and from 60 	to 271
participants (Table 3). 
 Then program activities plateaued for the next
year (1986). 
 At that point there was a change of leadership and the
appointment of a new Director of ICMT which was coincident with a
subsequent great increase in activity. 
To illustrate, the number of
programs offered more than doubled to 29 programs in 1987 and then again
rose by more than a third to 49 in 1988. 
 The number of participants
trained almost tripled to 657 in 1987 and increased again by almost a
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third in 1988. 
 Further growth will be-much slower, though,
and financial resources available are 
as the human
fully utilized under present plans.
 

Findina: 
 All stated objectives 
as 
regards number of participants
trained and numbers of training programmes conducted have been exceeded
substantially 
over the five year period of Phase I. The ICMT has
achieved far more than the original Logical
outputs. Framework forecast for
In fact, 
the variety of programs and interventions and numbers
of participants and institutions reached since the Interim Evaluation of
1985 has been very impressive.
 

The combination of formal 
training carried out along with informal
consulting and coaching/counseling that AED personnel
provide to client organizations and consultants
is most important. 
 The organizations
interviewed indicated that these inputs were significant contributions to
their organizations and, 
in fact, had also led
in new programs and to more formal association
initiatives. 
 Instances of such activity in the
private as 
well as 
the public sector were encountered.
 

Conclusion: 
 The 
increase in training activity by the contractor has
actually strengthened the quality of the programs offered.
from the comments of interviewees that one reason 
It is evident
 

for this was the
excellent team of Pakistanis put together to coordinate and develop each
of the major areas of focus of ICMT.
 
Concltusion: 
 In-Country trAining, of course, by its very nature opens
up the opportunity to 


with programs that 
reach a much wider spectrum of the target community
are relevant and locally developed. 
Lower program
costs permit the handling of larger groups while institution building,
geographic, promotional and other developmental
more attainable. concerns are potentially
This is especially the case
special in trying to to reach
target groups such of private entrepreneurs,


from disadvantaged provinces. 
women and managers
 

Furthermore, the purpose of enhancing positive attitudes regarding
the United State is well 
served.
through actual This purpose is not achieved solely
experience in the United State, but also by participation
in USAID-funded in-country programs 
as well.
 

Conclio: 
The genrrfl
overwhelmingly positive. 
overall response to the ICMT has been
This was determined in interviews with present
and former trainees, personnel of government and private agencies who have
sent participants for training and personnel of government management
training institutions who have been both 
a channel and source for this
training and other cooperative interventions.
 

4. Level of Suort to 
ICMT
 
F n: 
The OSTP management training and institutional development
activities conducted in Pakistan are widely considered the most
consistently successful 


example, at 
aspects of the very successful DSTP program. 
For
the time of the Interim Evaluation Report of 1985, the
success 
and importance of the ICMT component, which was considered
underfunded, was well 
recognized. 
 In fact, a strong recommendation 
was
 

100
 

1353-F.012 

.9 



made for increasing its funding 
level significantly relative to the
funding provided for participant training.
 
However, when the first expansion of funding for DSTP was
April 1986, approved in
 

training, not 
the 

to 
vast majority of that funding increase went to participant
ICMT. This has continued to be the case and it appears
itwill continue to 
be so in the forseable future. 
 In fact, an
examination of the projects funding levels through the March 28, 
1988
Project Amendment show that participant training grew almost ten fold
over the life of the project as compared with a roughly four fold increase
for the technical 
assistance required for in-country management training
and ESL training.
 

Conclusions and Recommendations: 

referred to above, ICMT, in fact, 

Despite the funding limits
 
seems to be getting exceptional mileage
out of the human and financial resources 
available to it and its
activities appear to have become both more extensive and more 
successful.
Ithas generated even more demand for its services than was foreseen at
the time of the Interim Evaluation. 
Also, many key Pakistani officials
who were interviewed have said that too much emphasis has been placed on
overseas 
training and that Pakistan will benefit more from a shift of
resources 
to in-country management training. 
 This can be tailored and
made more relevant to local circumstances and Pakistani 
institutions and
faculty will 
also be further developed in this process and 
an indigenous
and sustainable training capability ensured.
 

Up to the present time the ICMT has been able to handle almost all of
the requests for assistance that have been forthcoming.
appears to be But it now
near the maximum level of program activity which it
can
reasonably be expected to provide without jeopardizing the quality of its
products. If 
some of the very important training institutions such as
Civil the
Service Academy, Administrative Staff College, PARD and others were
to request additional technical 
assistance and training services, the
contractor would find it very difficult, if 
not impossible, to deliver the
services required. 
This estimate takes into consideration that the
program has been successful in transferring some of its professional work
to the full 
direction of Pakistani institutions and has good prospects for
several other such transfers in the 
near future.
a bit more It also takes note that
time of the ICMT professional staff will be freed up when the
anticipated AED provincial representatives, called for in the 1989 budget,
take up some of ICMT staff responsibilities for the logistical support of
training activities throughout Pakistan. 
However, the conclusion must
still be that additional staff is required for the ICMT.
 

It is therefore recommended that the staffing strength of the AED
ICMT team be increased by an additional 
four local hire management
training specialists in order to handle its heavy work load. 
A full time
staff member is needed to spearhead and coordinate the burgeoning
programs of women's management and entrepreneurship programs. 
An
additional management training specialist (with consulting skills) is
needed to work In the area of helping the training institutions in
strategic planning and organizational development work and in doing the
training/consulting work involved in building Government centers of
excellence in such bodies as 
the Pakistan Audit Department and other
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interested and key organizations to be targeted. A second private sector
training specialist should be added to the staff because of the many
promising new initiatives and heavy demands for service in that very
exciting area. 
 And a new training materials development specialist should
be hired to support all AED/ICMP programs.
 

A second recommendation, underpinning the first, 
is that since the
ICMT component continues to be underfunded, in both absolute and relative
terms, USAID should review the allocation of DSTP resources and make a
small 
shift in funding from the participant training component to the ICMT
component. 
 This would fund the additional local 
staff and expatriate
consultants required 
as well as the costs of the additional training
programmes and related commodities that will 
be needed.
 

It is beyond the scope of this evaluation to determine the exact
places or items in the participant training budget from which transfers
could be made to the ICMT component. We would anticipate that a brief
study and review by USAID should be able to pinpoint rather quickly the
areas where relatively small reductions could be made. 
 However, it is
apparent that it would not take very many Ph.D or Masters degree training
slots, valued at $68,000 and $47,000 each respectively, to reach a total
of say, $500,000 or $1,000,000 (or even more as required) that could be
usefully put to work in further building up the ICMT.
 

Third, we also recommend that the contractor again briefly review the
ICMT programme and give his best estimates as 
to what additional resources
in the way of staffing; facilities, commodities, etc. would be required to
strengthen the ICMT component. 
 This would permit: (a)an expansion of its
program to meet the present demand and (b) initiation of new initiatives
that appear to be in the offing. The timeframe for these estimates
should be at least the next two years if not longer.
 

B. Public Sector Institutions
 

1. Overview
 

Over the years, strong central policy direction and coordination of
the public sector management institutes has not been forthcoming from the
GOP Establishment Division. Also, AED's attempt to create a special board
of relevant officials to carry out this function met with no success.
 

As a consequence, and in recognition of the considerable autonomy of
the management institutes and their boards, it became apparent to AED that
an individualized assistance program would have to be prepared for each
 
institute.
 

AED/ICMT has therefore had relative independence to explore and
develop its program separately with each of the institutes. This is
probably an important reason for the extent of its success 
in the short
period involved. Coordination with the central government above the level
of the institutes is carried out by USAID/HRD primarily through the Annual
Training Plan review process discussed earlier. No other formal
clearances 
are needed by AED to carry out its work with the institutes,
except for the sanction of USAID for its program of activities as the
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contractor. 
Overall this 
seems 
to have worked out quite well
provided itwith for AED and
a considerable amount of flexibility in generating and
responding to 
targets of opportunity.
 

Initially the intention was
role with a number of major civil 
for AED to play a technical assistance
service training institutions. 
 It soon
become evident that the character and content of interest in DSTP among
the institutions differed substantially and after some effort 
to relate to
a number of them, itwas decided to focus 
on those that were most
interested and ready for innovation and change.
 

The degree of succe:e of this approach in the public sector activity
of this project isdemonstrated best by indicators in 
two areas. One
indicator is in the numbers and variety and quality of the training
programs provided through the cooperating Pakistani management training
institutions.
 

Second, and more important from a long-term perspective, are
indicators of institutional strengthening of these institutions and
enhancement of their capabilities to sustain the training programs and
methods introduced. 
 The nature of institution strengthening activity has
varied by institution and opportunity but has included program
development, faculty development, strategic needs assessment and planning,
enhancement of research and consultant capabilities and commodity support
(e.g. training equipment, books, computers and other materials).
 
Conclusion: 
 The public sector initiative
regards both of the indicators mentioned above. 

has been very successful as

Consequently the areas
still 
needing improvement, in the opinion of the evaluation team, are
relatively minor compared to what has been accomplished.
 

The following is
a 
discussion of each of the major ICMT organizations
and the team's view of their contribution.
 

2. National 
Institutes of Public Administration
 
at Karachi and Lahore
 

AED's initial intention was to give emphasis 
to establishment of
complementary but not duplicated capabilities in the NIPAs so that they
might benefit from one another's expertise and the training capability
that each developed inmore 
specialized areas. 
 It became evident,
however, that there was considerable competition and a certain lack of
cooperative contact among the NIPAs. 
 There was 
a1ho a substantial
difference as regards their interest and capability in working with AED.
These points have represented substantial constraints to the USAID's and
AED's original operational concept for working with the NIPAs.
 
Findn: Initially, USAID and AED decided to focus efforts at the
NIPAs in Lahore and Karachi. 
 Some of the programs introduced developed
specialization ineach of the organizations. 
 Others allowed for some
duplication while encouraging cooperation and a sharing of experience in
their implementation. 
 This seems to have been an effective strategy as
the evaluation team encountered indications that there are increasing
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exchanges of NIPA instructors (e.g. from Karachi 
to Quetta and from Lahore
to Peshawar) as well 
as training of one another's faculty.
 
One of AED's major efforts in NIPA/Karachi was 
that of creating a
center of expertise and training in the utilization of computers as
management tool and as an a
instruction and training tool. 
 A Management
Information Systems program was also introduced which later became a major
module in the long-term programs at both Karachi and Lahore, where it is
now completely transferred to the responsibility of the local 
faculty.
 

NIPA/Karachi was 
also helped to develop a long range strategic plan
for institutional 
improvement and was additionally assisted in giving
training in project planning and management. Arthur 0. Little (AOL) has
had the major role inestablishing these areas of competence and
apparently has done an exceptional job in this. The evaluation team also
encountered widespread knowledge of, and interest in,this work among
other institutions.
 

AED focus inNIPA/Lahore includes development of a clearinghouse for
instructional materials. 
Although each of the other organizations felt
they should be built up similarly, this concentration of effort appears to
be the most efficient utilization of resources at this time. 
A great deal
of assistance has been provided, including materials development
workshops, 
case writing workshops, and equipment support. 
 The Director of
NIPA was sent on a tour of clearinghouse operations in the United States
and this 
seems to have been of considerable value.
appears to have been a sound one. 
The approach taken
Other institutions have been sending
their personnel 
to these specialized sessions. 
 From comments made, it
seems probable that there will 
be an increasing exchange of such
critically short material 
as 
locally focused professionally developed case
studies.
 

NIPA/Lahore has also been assisted to restructure its 
four month
Advanced Management Course through action research methodology and has
been helped to develop competence in running Training of Training

Professionals workshops.
 

Both of these NIPAs have also been helped, in terms of training
techniques, to move from reliance on 
the lecture method to using more
experiential and participatory methods.
 

Finally, in terms of additional responsibilities, it
likely that beginning in 1989 the NIPAs will 
now appears


not only train Grade 19
officers about to be promoted to Grade 20 but will also initiate a new
long course for middle management Grade 18 officers (Section Officer
level) who are being prepared for promotion to Grade 19 
(Deputy Secretary
Federal leveL). AED will 
no doubt have the opportunity to assist the
NIPAs indesign of this new course.
 

Recommendations: 
As was done ith NIPA Karachi, its sister
institution at NIPA/Lu-hore should 
 iso be assisted by AED/ADL with a
strategic planning exercise for institutional development. 
 Follow up
assistance should also be provided to NIPA/Karachi to help it to implement
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further the action plans that emerged from its 1985 strategic planning
 
exercise.
 

3. NIPA/OUFTTA
 

The NIPA in Quetta, founded in February 1987 by a very dynamic
Director, is the newest of the NIPAs and is using rented facilities until
its 
own building complex is completed in 1990-1991. The Director,
Ahmanullah Khan, has been serving as a one-man faculty, drawing on guest
 
to 

speakers and visiting faculty from the other training institutes 
in order
staff the four Advanced Management Courses and three short courses he
has mounted in the first two years of the institution's life.
 

AED has not been involved with the institution programmatically,
because of the lack of permanent staff, but it has provided assistance in
a number of other ways. 
 This has included helping the Director to secure
Pakistani short-term faculty for courses, informal visits and
contributions by visiting AED consultants to training programs, and
commodity support in the form of training equipment 	and books.
Director has also been sent on The
a study tour of institutions in the United
States under the DSTP overseas training program.
 
The informal support provided to this institution, not necessarily
related to systematic program development, is worthy of further comment.
In several of the institutions visited in the course of this study, itwas
mentioned that such assistance had, in
one way or another, been extended
by the AED Director of Management Training or one of his senior staff or
visiting consultants and that this was considered of importance by the
institution in creating a 
basis for further relationships and cooperation.
Although the NIPA/Quetta Director indicates he has been unable to recruit
permanent professional staff, as yet, because of the remoteness and lack
of amenities in Quetta, he has actually done very well 
in developing a
program based around very competent adjunct and visiting faculty.
However, in terms of institution building and continuity, he does need to
acquire at least a few permanent professional staff on site and AED,
because of its contacts, can possibly assist him in this regard.
 
Conclusion and Reco 
e ndatton:
supported as NIPA/Quetta should be strongly
it is making a definite contribution to training and building
managerial capability in
a disadvantaged province.
national Institution, drawing participants from all 	

Although it is a
 
over Pakistan, 100 of
the 150 managers it has trained in its first two years have been
individuals who are either Baluchi or else posted and working in
Baluchistan.
 

It is therefore recommended that AED continue and further extend its
program of assistance to NIPA/Quetta in 
some or all of the following

areas:
 

" 
 a strategic planning exercise for institutional development;
 
" 
 recruitment of core professional staff;
 
" 
 provision of visiting AED consultants/trainers, when possible;
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-- 

a provision of training equipment, computers, books journals and
 

other materials.
 

4. PAR /NIPA/PESHAWAR
 
NIPA/Peshawar, (NIPA/P) which is also a relative newcomer, having
started operations in 1985, is rather unique in several
Although housed at respects.
the Pakistan Academy for Rural Development (PARD), 
it
isa separate wing of that institution, with whom it shares 
a Director.
 
PARD itself, which came 
into operation in 1959 and has the largest
training complex in Pakistan complete with 
a
two other wings 40,000 volume library, has
the original wing devoted to rural development
administration and community development, and the Provincial Services
Academy (PSA), 
created in 1969, devoted to 
training the provincial civil
servants from all 
four provinces of Pakistan.
 
NIPA/P, as well 
as 
offering the long Advanced Management courses 
for
mid-career officers, has the distinction of being the'first NIPA to offer
management training ina number of specialized %reas
administration and environmental management. 

-- e.g., hospital
 
interested in securing help in launching 

It is also now very

a course
administration, which will 

inurban management and
then become a regular program offering.
 
Because of perceived lack of interest in the past, AED's assistance
to NIPA/P over the years has been slight. 
 Some of the professional staff
(now six in number) have participated in AED's Training of Trainers
Workshops, one person isreceiving DSTP-sponsored academic training in the
U.S., 
and some commodity assistance has been given in terms of books,
journals, a press and a 
photocopy machine. 
Additionally, the Director,
Mr. Abdullah, was provided, under DSTP auspices, with a custom designed
four week study tour of U.S. training institutions and governmental
jurisdictions, a tour which he later praised very highly in 
terms of the
AED/EIL programming of it. The evaluation team understands that such
programming is difficult and time consuming but it is without a doubt the
most effective service that can be provided very senior people with
special needs and a short time in which they can get away. 
 This sort of
programming demonstrates very well how participant training can make a
major contribution to institutional strengthening of In-country management
institutes.
 

Conclusionsand Recmmendation: NIPA/Peshawar not only ismaking a
contribution to training managers in a very important but disadvantaged
province, the NWFP, it isalso 
an innovative wing of the PARD, which is
the oldest and largest public sector training institution in Pakistan.
 
It is therefore recommended that the AED take advantage of the
PARD/NIPA Director's newly expressed enthusiasm and interest in receiving
technical 
assistance following his recent successful overseas
in the U.S. study tour
AED should initiate further contacts with the institution and
expand its program of assistance in some or all 
of the following areas as
targets of opportunity emerge:
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-- 

* 
 assist the Director with technical assistance in planning and
conducting a 
new course in Urban Administration at
 
NIPA/Peshawar;
 

assist with 
a strategic planning exercise for institutional
 
development of the entire PARD/NIPA complex;
 

* provide technical 
assistance in program development/revision for

the NIPA, the Provincial Services Academy and the rural

development administration wing of PARD;
 

continue with faculty development for PARD/NIPA through training

of trainer programs and through help in planning for necessary
overseas participant training 
 short term and academic; and
 

* 
 continue with required commodity assistance (books, journals,
 
training equipment, computers).
 

5. Civil Service Academy
 

There have been few contacts and little in the way of requests for
help to the OSTP project from the Civil Service Academy (CSA) over the
years. Possibly this has been 
so because most of the instruction at CSA
is by visiting or adjunct faculty who are not permanent staff with whom to

relate.
 

However, recent contacts at CSA by the evaluation team have revealed
that CSA is making 
some new and serious efforts to professionalize its
curriculum and the quality of its instruction. 
Three chief instructors
have been appointed recently in the areas of public administration,
economics and Pakistan studies and these professional staff members, as
well as 
the Principal himself, seem interested in improving the CSA
program and 
in securing training for the instructional staff.
 

Finding and Conclusion: Working through the NIPAs and PIM, the
project's ICMT program is limiting itself largely to influencing the
training of mid-career civil servants. 
 However, the CSA is focused upon
the civil service entry level and in training the new high status
probationers who will be the key people in leadership positions in
Government over the next five to 
fifteen years. As important as this
group is to future development, and the length of time most will be in
service, it would appear very worthwhile to try to develop some working

relationships and training activity with the CSA.
 

Recomendtion: 
It is recommended that the contractor, AED, make a
special effort to initiate relationships with the CSA Principal and
professional 
staff that might lead to one or more of the following
institutional strengthening activities:
 

6 
 Review and assist in revising the main 7-1/2 months probationers
course, using an action research methodology similar to what was

used at NIPA/Lahore;
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0 
 Assist the CSA in
a strategic planning and institutional
 
improvement exercise; and
 

8 
 Provide faculty development assistance for CSA staff through
training of training professicials courses and/or short term
overseas participant training.
 

6. Pakistan Administrative Staff Colleqe (PASC)
 
The Pakistan Administrative College in Lahore is the premier
government management training institution. S.nior civil 
servants must
attend the major five month course here before promotion to the highest
ranks of the service.
 

This was one of the institutions approached under the early AED
policy of trying to work with all of the major management training
institutions. 
However, since the PASC does not tend to ask for help,
there has been infrequent contact and AED has tended to focus on those
institutions which were more enthusiastic about utilizing DSTP resources.
Further, PASC had been receiving special 
course assistance over the years
from other donors such as 
the Work Bank Economic Development Institute,
the U.N. and the British Govrnment (through the Royal 
Institute of Public
Administration).
 

Findings: 
 The needs at PASC are less well defined. However,
evaluation team interviews there indicated not only need but potential
cooperation. The institution has, in fact, tried to avail 
for
 

itself of DSTP
services, and 4 staff members have been on short term overseas training.
PASC, as with the CSA, reports having made several participant training
requests to the GOP Establishment Division but without any results.
more positive note, a few ASC personnel On a

have attended AED's Training of
Training Professionals programs at other institutions.
 

Conclusion and Recommendations: 
 The use and attempted use of DSTP
resources and the relatively cordial discussions held by the evaluation
team with the principal suggest that conditions may have changed
sufficiently enouth for AED to once more attempt to establish a
relationship. 
For example, the new Vice Principal/Director of Research,
indicated that he would like to see a revision done of PASC's major five
months program. Because of what may be 
a 
possible change in the situation
at PASC, it is therefore recommended that AED attempt again to establish a
better level of contact with this very important institution to ascertain
if itcould help with program revision, special 
course interests, training
of trainers or some other important area. Otherwise, AED's work is not
really complete; it is 
now working with institutions that cater to the
middle level civil 
servants but not with the entry level bureaucrats (CSA)
nor those at the apex (PASC).
 

7. PakistanAudit Department (PAD)
 

As noted previously, there is evidence that the assistance given the
NIPAs has had an 
impact both in terms of enhancement of programs in place
and the introduction of new programs that have contributed to
 

1353-F.012 
 108 ­



strengthening those institutions. 
 However, the Pakistan Audit Department
and its Training Wing, among the government management institutions
assisted, has proven to be the star example of what 
can be accomplished
given imaginative interventions by ICMT, and need, interest,
outstanding leadership at the institution assisted. 
resources and
 

PAD has followed up
with remarkable single-mindedness and perseverance on all
OSTP-assisted initiatives: its strategic plan, training for all
its management, and start up of various structural and syster, 
levels of
 

improvements.
 

of its
 

in-service training for its 
own agency and its country-wide auditing and
 

The PAD is unique within the ICMT group since it focuses on
 
accounting functions, whereas the NIPAs are more generally concerned with
services 
to a wide spectrum of functional agencies and departments.
unique quality may also be an This
important factor influencing the degree of
impact it has been possible to achieve or, at 
least, concentrated the
impact so 
that it is much more evident.
 

Further, this is the agency which has gone the furthest beyond
training in utilization of ICMT resources
strengthening. in support of institutional
That is,there have been structural and operational
changes in the agency directly traceable to ICMT consultion activity.
Most strikingly this has been carried beyond the training institutes into
the Pakistan audit system ingeneral.
 

Among other indications of impact and institutional strengthening is
the rapid movement towards institutionalization and complete transfer to
in-house trainers of activities such as the Executive Development for Top
Managers Program. An impressive innovation by PAD. has been its making the
greatest possible use of officials sent out under DSTP participant
training by requiring a stint of at 
least a year as 
instructor in
the training institutes before return to 
one of


their operational divisions.
 
Conclusions and Reo.-a..ndtJlons:


whether or not The question now arises 
as to
the best utilization of USAID resources is served by
cutting back or ceasing assistance to this institution and applying
assistance elsewhere. 
 In the opinion of the evaluation team, dropping PAD
would be a disservice to DSTP program objectives. Continuing a
relationship, at least for the immediate future, will be useful 
not so
much in terms of what further ICMT can offer to PAD, though that is still
significant, but in 
terms of how PAD can now serve as 
a vehicle and
demonstration model for achieving similar impact elsewhere. 
a
 

We are therefore recommending that a modicum of additional training
and consulting assistance of an organizational development nature be
provided so that PAD can truly become a 'governmental center of
excellence'. 
 In addition to the example PAD will set, it might well also
be the sponsor or co-sponsor with AED of conferences on topics related to
achieving effective organizational change. 
Another possibility is that
AED provide expatriate consulting assistance to work with PAD so that its
experience could become the topic of a
series of local major publication or at least a
 
in Pakistan. 

case studies that would assist with materials development
In any event, AED should formally set aside time and
resources to analyze what it has accomplished here and what if any of
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these or other directions might be followed to maximize the future impact

of this success story.
 

8. 	Consulting/Organizational Change Dimensions of
 
Institutional Strengthening
 

Finding; AED/ICMT impact on 
Pakistani organizations has been
 
greatest where it has had the opportunity to combine both training and
 
consulting/organizational change initiatives. 
 The 	strategic planning

exercises carried out with PAD, PIM and NIPA/Karachi which combined both
 
training and consulting/organizational change approaches have had a
 
dramatic affect on those organizations. For example, of PAD has gone

beyond its training institutes to influence the structure and systems and
 
climate of the organization itself.
 

PAD 	could well become a center of government excellence to serve as a
model to other government organizations. It also serves as a model of
 
what can be done when ICMT can take a multi-facted approach to
 
institutional strengthening.
 

AED experiences a constraint in its organizational strengthening

capability because it is limited largely to carrying out training

activities only. The evaluation team agrees with the interim evaluation
 
report that training alone is an inadequate intervention if the goal 
is
 
significant organizational change. 
Failure to recognize the limitations
 
of training in institutional strengthening works against attaining

training's maximum potential 
effect. Similarly, there is a related
 
sentiment within AED that it must get closer to 
the 	working innards of

organizations assisted in order to have the greatest impact. 
 Given the
 
successful 
record of ICMT initiatives so directed this would seem an
 
accurate appraisal. AED by its mandate can do a certain amount of such
 
consulting/organizational change interventions within the six designated

government management training institutions who are its main clients.
 

However, some of these 
institutes are not at present interested in
 
such interventions while other government agencies outside this group and
 
some private organizations offer opportunities 
for such consulting inputs
 
to complement and enhance training inputs.
 

Conclusion and Rec-ommendatlons; AED should be permitted and
 
encouraged by USAID to expand its mandate to go beyond training in order
 
to provide to carefully selected organizations the consulting and

organizational change work, using strategic planning, OD and other change

methodologies, that will enable the organization to engage in self
 
diagnosis and arrive at action plans for improving its structure, systems,

human resources and overall performance.
 

The strategy would be to keep this thrust relatively small in scope,

developing only a few centres of organizational excellence whose effects,

nevertheless, could be widespread as these bodies could serve as models
 
for 	other public sector entities to emulate. The PAD could be such a body

and, 
in fact, already seems to be moving in that direction. By following

this approach which recognizes that training can only go so far, USAID
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would have the chance to get more in the way of organizational results 
anc
better management of key development programs and projects.
 

Of course the adoption of this activity would require the resource
commitment of at 
least one Pakistani staff professional and possibly some
of the time of other staff members. These commitments should be written
into Phase II of the program.
 

C. Private Sector Initiatives
 

1. Introduction
 

From the initiation of the DSTP, private sector activities were
anticipated to be a component of the progran. 
 Initial efforts, however,
were predominately directed towards, assistance to the public sector.
particular focus was placed on A
providing training through, and enhancing
the capabilities of, the governmental management training institutes. 
 As
that element of the program became more established, it was possible to
shift more focus upon the other priority areas such as private sector

training.
 

Initiatives related to this sector had already been taken at the
Pakistan Institute of Management (PIM) as that organization provided
services to both private enterprise and public enterprise organizations.
The three other major thrusts that evolved to address the private sector
were the Training of Training Professional program (which serves both
public and private sector clientele) programs designed for women managers
and entrepreneurs, and the series of programs developed more recently
under the Private Enterprise Training Initiative (PETI).
 

There has been an 
increase in management training in general in the
private sector in 
recent years but it still 
is only a beginning. Most
respondents with whom the need was discussed gave responses that do not
differ greatly from thc conclusions of the 1982 survey by PIM of
management training activity in Pakistan. 
 That is,the need is
overwhelming and the availability of training is very limited.
In the PIM study only 19% of the executives in the year studied had
attended any type of management training. Further, more than half of
these were executives of multinational corporations or state enterprises.
The indication of the dearth of such training among smaller organizations
is 
even more dramatic when you consider that this survey was only of
larger corporations which are more likely to have access to and use
management training.
 

Recommendatlon:
 

USAID and AED should increase their activity in support of management
training for the private sector. 
 In addition to working with established
channels, AED should, where these are 
not meeting needs, or serving target
groups, 
institute such activities on its 
own and develop institutional
homes for these initiatives as 
interest emerges. 
 Though the latter is
perhaps the more difficult route, it will contribute to:
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0 Reaching a broader segment of the truly indigenous private 

sector; 

0 Helping women managers and entrepreneurs; and 

0 By choice of location, reaching the disadvantaged provinces. 

2. Pakistan Institute of Management (PIM)
 
The Pakistan Institute of Management, (PIM) based in Karachi but with
a branch in Lahore, is a semi-autonomous body now attached to the Federal
Ministry of Production that falls somewhere between the private and public
enterprise sectors and 
serves both audiences. Participants attend its
programs from private sector firms and state enterprises and, very
occasionally, from government agencies as well.
 

PIM was established in 1954 and for almost twenty years received
significant assistance first from UNDP/ILO and then from Ford
Foundation/Harvard Business School. 
 PIM's management training services
became increasingly important, during this period of time while a
significant industrial base was 
beginning to be established in Pakistan
with its attendant needs for managers with advanced management training.
PIM is the leading management institute inKarachi and has trained more
than 50,00 executives through several thousand iterations of short
courses of one to three weeks induration. 
 In this manner it has been one
of the major catalysts for the transfer of management technology from more
developed countries.
 

Its programs are now generally aimed at middle to higher level
executives but it has, over time, added more courses for somewhat more
junior levels. 
 The current pyramid of courses, present and planned, is
comprehensive and well designed. 
It has had a significant strategic
planning exercise for institutional improvement, with assistance from
AED/Arthur D. Little consultants, and the results have been good although
not as successfully implemented 
as at PAD.
 

PIM has had cooperative arrangements with AED/ADL since the earliest
days of DSTP. These DSTP-funded consultants have introduced or enhanced
major programs such 
as PIM's senior short courses in Strategic Human
Resources Management and Strategic Marketing, its Advanced Management
Programme and its highly successful

Officers course. 

and visible annual Chief Executive
Faculty development has also been a product of these
interventions by the consultants. 
PIM does acknowledge that it must do
more to build up its rather weak consulting and research and publication
functions and also strengthen its alumni relations.
 

Findinq: There is
a problem as 
regards the Chief Executives
Conference. 
 InUSAID and AED's estimation it has not been successful from
the standpoint of institutionalization since the client organization, PIM,
has not taken over full responsibility for the program, which has been
running for five years with AOL assistance. USAID and AED are 
therefore
considering terminating assistance to this portion of their assistance to
PIM. 
However, in the opinion of PIM this successful program may well 
fold
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without continuing input 
in the short run 
from the expatriate consultant
provided by AOL as 
lead trainer.
 

PIM further contends that it has only recently had personnel who were
suitable for taking over this responsibility and suggests that AED/ADL
should continue the assistance for at last two more years to
effective transfer. assure
During that period of time, the PIM staff members
involved would, under the tutelage of the AOL consultant, not only
co-train in the course but also serve as 
consultant interns and in
a
related activity develop credibility as consultants through helping
Pakistani firms develop strategic plans and profiles. 
 The relevant PIM
staff have had less than one year of practice, so far, in this regard,
although a very successful 
start at this was made recently, under the
guidance of the AOL consultants, with trips to Karachi 
firms and firms in
the USA.
 

Conclusion and Recommendations: 
 The Director of PIM makes it clear
that he believes the prestige of the Arthur D. Little, Inc.
associated with this program is a major draw to his audience of chief
executives. 

name
 

He would undoubtedly be happy to
indefinitely. accept this situation
The evaluation team believes, however, that he
convinced of the need to prepare to take over this program. 
is now
 

The evaluation team has been somewhat ambivalent on what to recommend
in this perplexing case considering that the over-dependency of PIM on
external consultants is a situation which must be ended.
 
However, also to be taken into account is the fact that major inputs
have been made on this very important course with a 
well established and
recognized institution which also has a significant (although
under-utilized) alumni group. 
 Rather than jeopardize the considerable
investment already made, it is consequently recommended that it isworth
the effort to carry on 
this effort with PIM a bit further. Upon
commitment by PIM of specific individuals to work with the AOL consultant
as co-trainers and consultant interns over the next two years, USAID and
AED should commit to continuing support for that period but set
condition that there be as a
a 
review of compliance and progress at the end of
the first year. 
 It should be made clear that under no circumstances would
support continue for the Chief Executives Conference beyond the two year
period prescribed. (Inthe unlikely event that PIM would not comply with
the conditions described above, then USAID/AED/ADL should review other
possible institutional homes for this very critical Chief Executives
conference.)
 

Further, AOL consultants, should work directly and closely with the
designated PIM co-instructors in preparing them in all 
the topic areas of
the Course since they will be gradually assuming total 
lead responsibility
for running the course. 
The PIM Management Counselors should also be
given further guided consulting experience over the two year period in
helping Pakistani firms develop strategic plans and profiles. 
This must
be done or otherwise they will have no credibility when they face the
Chief Executives in the annual Chief Executives Conference and discuss the
strategic planning process and how it should be carried out in local
firms.
 

1353-F.012 
 - 113 ­ / 



If the above recommendations are 
accepted then there is
a related
special need that requires immediate and substantial attention,
mentioned just above. as
This is a commitment to 
the development of a
consulting skills capability within the entire PIM faculty group, not just
for those conducting the Chief Executives Conference. It is recommended
that AED/AOL consultants devote some time to
considered crucial to 
this thrust as it is
providing the experience and credibility that will
be necessary for PIM to successfully continue all
courses on of its senior management
its own, regardless of the training and facilitating skills the
PIM co-instructors may acquire while carrying out training.
 

Finding: For reasons similar to those noted above for the Chief
Executive Officers Conference, USAID and AED are considering reducing or
eliminating participation in the senior Strategic Management Courses at
PIM.
 

Recommendation: 
 AED/AOL should complete their assistance with the
human resource management and marketing modules and also help with the
introduction of the remaining 
two modules in this series, i,e. 
strategic
financial management and production management. 
 PIM has now secured a
staff member to participate on 
the financial management side, which is the
best indication of a new commitment to taking over these programs, and is
actively searching for a qualified staff member to be the lead person on
the production management side.
 

Additional Recommendations:
 

" 
 AED should explore with PIM the possibility of its becoming an
institutional home in Karachi 
for some of the Training of
Training Professionals (TOTP) programs that have been mounted so
successfully by AED throughout Pakistan. 
NIPA/Lahore iswell 
on
its way to becoming the institutional base for many TOTP efforts
co-sponsored with AED in the Lahore area and PIM, if itdisplays
sufficient interest, could well play a similar role in the

Karachi area.
 

" 
 In connection with the foregoing, opportunities should also be
extended to PIM staff, particularly junior staff, to build their
training skills through participation in AED's TOTP workshops.
 
" 
At the same time, opportunities should continue to be made
available to PIM staff, as 
in the past, to be certified as
instructors through relevant short-term overseas 
training
programmes in the U.S.
 

" 
 AED/ADL should also encourage PIM and provide the necessary
guidance to making greater use of its very large and influential
alumni 
in the marketing of its courses and in securing ideas for
new directions and programmes to make PIM's offerings more
relevant to the needs of its clients.
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a Finally, AED/ADL, as 
requested, should assist PIM to 
update its
strategic plan and to follow up on previous action plans for
institutional improvement.
 

3. Lahore University of Manaqement Sciences (LUMS)
 
LUMS, only the second private university in Pakistan to be granted
such a 
charter, promises to become a leading institution in private sector
management training. 
 It is a new institution created in 1986 at the
initiative of Pakistani businessmen and with their funding support and
hence has 
an orientation to being "a businessman's business school".
emphasizes use It
of the case method in teaching and has prepared over a
hundred local 
Pakistani 
cases.
 

Programs at LUMS' Graduate School of Business Administration, its
first school to be established, popularly known as
School, include a 
the Lahorg Business
master's degree in business administration (with 45-50
persons per year admitted) and shorter programs of two to 
three weeks in
its Executive Development Program. 
 The latter program is designed to
serve and bring together active businessmen to enhance skills and share
experience.
 

DSTP is already very much involved in LUMS, what with ten million
dollars provided for construction of a new campbs and for current
operating expenses, including faculty support, equipment and library.
 

Conclusions:
 

The evaluation team was highly impressed by the LUMS management, its
faculty and students and its program of offerings and believes that
minimal additional involvement by DSTP can play an 
important role in
support of this very worthwhile institution. 
Other than the funding of
building construction and some operational support already being provided
by USAID, LUMS greatest need is in the area of faculty development.
 
Although LUMS is very proud of the quality of its present faculty,
its overall faculty picture is described by its current Dean, Canadian
James Erskine, as its potential "Achilles heel". 
 The LUMS leadership
anticipates that, because of the opportunities, challenge, variety and
prestige offered by the institution, in the long-run it will be able to
attract the quality of persons it needs.
in staffing right now. 

But there are still major holes
They are very strong in finance and accounting and
relatively strong in MIS, economics, business communication and business

law.
 

Weaknesses and shortages of faculty are to be found in the 
areas of
marketing, production/operations management and business policy and
strategy. 
This situation results from the fact that in the past year
there has been a loss of seven major faculty persons and the replacement
of only two. LUMS is still awaiting the return of two faculty members who
were sent to the US for Ph.Ds under the DSTP program, which has made a
valuable contribution to strengthening the institution in this regard.
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Recomrendat ions:
 

USAID, in collaboration with AED, 
should contribute to 
faculty

development at LUMS by:
 

a 
 Continuing to provide PhD scholarships under DSTP for LUMS
 
faculty;
 

6 Encouraging the participation of LUMS junior faculty in AED's
 
TOTP programs to enhance teaching skills;
 

6 
 Exploring with LUMS the possibility of USAID funding 
a faculty
exchange program with American business administration schools to
provide short term (up to 
a year) faculty for LUMS until 
it has
developed a sufficient number of its
variant of this option would be to 
own local faculty. A
 

fund the return of outstanding
Pakistanis who are teaching or working in the USA to teach for
short periods of time. 
 Some of these individuals may then be
encouraged to remain 
in Pakistan, meaning that this would be 
a
good investment in institution building; and
 
Providing LUMS with the names and addresses of DSTP participant
training alumni who have acquired business degrees in the USA and
might be candidates for teaching at 
LUMS.
 

4. 
Institute of Business Administration HIBA)

Universityof Karachi
 

The IBA is 
a rather autonomous unit of the University of Karachi.
That is, it operates under its 
own board and the major involvement of the
university is in the issuance of diplomas. 
This has some
advantages as important
the Director with considerable effort and a dedicated staff
has been able to keep his doors open even as 
the university shuts down for
long periods because of strikes 
or student unrest.
 

IBA is 
one of the major sources of trained managers for the private
sector 
in Pakistan through its MBA, Diploma, certificate and Executive
Development Programs. 
 Over 1000 persons

students) are 

a year (400 day and 600 evening
studying in its programs. The evaluation team encountered
several well trained persons around the country who graduated from IBA,
including one of AED's senior professionals and the Director of PIM.
 
The institution has 
a long history of USAID support. It founded
in 1955 as was
a business school affiliated with the Wharton School 
and then
received assistance in the 1960s from University of Southern California
Business School. 
 It received financing of more than
the 1950s and 1960s. 

10 million dollars in
It has continued to 
thrive and to receive sizable
support from the Government of Pakistan.
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Finding and Conclusion:
 

Last year IBA was nominated to become one of the 'Centers of
Excellence' to be assisted by USAID. 
 IBA 	faculty were quite proud of this
but 	apparently will be disappointed as 
it appears that this project will
focus 
on university centers in the areas of science and technology.
 

An important area where DSTP can make a 
useful contribution to IBA
with minimal involvement required, is in the 
area of faculty
strengthening. 
 USAID would thus be protecting the large investment it has
made in IBA over the years.
 

IBA 	is 
now 	down from a high of 15 PhDs on 
its 	staff to one full-time
and 	one retired person teaching part-time. The IBA leadership has
submitted candidates for a number of DSTP announced training opportunities
in 1985, 1986 and 1987 without receiving one scholarship. 
 It did receive
one 	Ph.D. scholarship for 1988. 
 Apparently these nominations do not get
through the University Grants Commission, which is a matter which IBA
should take up in the appropriate quarters. Perhaps USAID can help by
making informal inquiries when it meets with the UGC on other matters.
 

Recommendations:
 

USAID and AED should re-establish more frequent communication with
IBA and do the following:
 

" Assist with a plan for multi-year IBA faculty development and
provide IBA with scholarship opportunities through DSTP;
 

" 	 Encourage participation of IBA junior faculty in AED's TOTP
program (incl!,ding case writing) in order to develop training
skills and a more experiential approach to teaching; and
 
" Explore the possibility of working with IBA in the strengthening
 

of PETI courses, as has been done successfully with LUMS faculty.
 

5. 	Private Enterprise Training Initiative (PET)
 

a. 	Introduction
 

The Private Enterprise Training initiative, started in early 1987, is
one of DSTP's fastest growing and most exciting areas and has great
potential for future expansion. 
Although recently initiated, it can
already begin to lay claim, in the opinion of the evaluation team, to
early impact and success.
 

There are four basic approaches that PETI has taken. 
 One 	is through
direct training conducted by AED in
courses itdesigns and offers.
Another is through training of trainers. A third is working through
intermediary organizations, enhancing or developing courses and training
staff. 
The fourth is through formal and informal consultation and
coaching in all of these activities. 
AED 	has mounted successful efforts
with apparent good impact using all 
of these approaches. 
 It also seems to
have selected well when deciding which particular approach to use.
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Nevertheless, there probably should also be more consulting activity
taking place in order to have a greater impact on private sector
institution strengthening. Although AED has a mandate to do so 
in its
public sector activities with the governmental management training
institutions, 
it is not clear if it has the same mandate to become engaged
in organizational strengthening activities of this type in the private
sector. 
 It has done some of this however to a limited extent, e.g.,
helping to develop the Karachi Enterprise Forum and in 
in
 

consulting with Punjab Small 
Industries Corporation. Still much more
consulting could be done which would strengthen capabilities of private
institutions to utilize and institutionalize the various PETI programs.
 

b. Assistance to Resource Organizations
 
One of PETI's first initiatives was 
that of providing assistance to the
intermediary resource organizations who provide support to small 
scale
enterprises and entrepreneurs. 
 The seminars, workshops and consultancies
that have made up this 
 effort have been highly rated by those taking part
in them. More importantly there is already evidence that the
organizations which have sent participants are benefiting from this
support. 
 Further, some transfer and institutionalization have already

taken place.
 

Administrators from client organizations such as 
the Punjab Small
Industries Corporation, Sind Small 
Industries Corporation, Regional
Development Finance Corporation and Small Business Corporation have all
been very pleased with the training their personnel have received. They
seem convinced that this activity has helped their officers to work more
effectively with small entrepreneurs and to train others to do so.
 
These organizations are enthusiastic and supportive of efforts of
their employees to move forward through internal programs PETI has helped
to design, which spreads this experience more widely through their
organizations and to the small entrepreneurs they serve through
pre-investment counselling and post-investment support services. 
 This
indicator is further supported by the growing demand for both more
iterations of the present courses and for PETI advisory assistance in
mounting such training through their offices in the field.
 

An example of this demand occurred recently when all five of the
intermediary organizations that had sent trainees to 
the PETI
Trainer-Motivator Course for Managers of Resource Organizations requested
assistance in establishing or enhancing their capacity to train their
personnel and borrowers. To assure commitment, a detailed plan was
requested by AED to be submitted by the end of January. 
Within two weeks
the first plan was received for a 
well thought out "Educated Youth
Entrepreneur Development Program" aimed at bringing familiarity with basic
principles of opening and running a small business to this priority
underemployed segment of the population. 
 This new program is to be
conducted by officials of the Youth Investment Promotion Society (YIPS)
with AED consultation on implementation. 
 The YIPS objective is for this
to lead to establishment of their own in-house training institute to

continue this work.
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The decision by AED to focus on 
intermediary organizations has been
substantial success. a
Early testing with direct delivery of training to
small scale enterprises and entrepreneurs did not work out well 
initially
according to managers interviewed from involved Pakistani institutions.
These managers, such as 
the head of the Punjab Small Industries
Corporation, have since become strong supporters of the present approach.
There is the additional advantage to this approach in that from the start
a home for institutionalization of this training is built into the
 
intervention.
 

The beneficiaries of investment credit have traditionally been the
larger organizations who could provide extensive collateral for any loans.
Part of the objective of the present program was 
to help financial
officers to 
nee themselves as development workers. 
The intermediary
organizations servicing the small-scale borrowers are thus seen as 
the
target area of greatest need.
 

Activities are now aimed 
at two levels in the intermediary
organizations. The first is at the field level 
providing training to field
officers of such agencies as 
the Punjab Small Industries Corporation.
These are the persons who then work with and counsel and train the
 
entrepreneurs.
 

The second level 
is that of central office personnel and the
supervisors of the field officers. 
Their training through PETI as
'trainer-motivators' will eventually institutionalize a source of such
training permanently in the organization. Important to this has been the
simultaneous development and revision of training and consulting guides
for the District Development Officers.
 

Another indicator of the impact of these early efforts is that those
intermediary organizations first involved are 
sending more persons from
various levels for training. 
Also, additional organizations with
intermediary financial support and advisory functions for small 
scale
 
enterprises are participating in the most recent iterations of the PETI
training.
 

c. StrategicPlanning for Small Business
 

Direct delivery of training to entrepreneurs has been more successful
and had more impact with somewhat larger small business than those just
mentioned above which might better be considered 'micro-businesses'. The
Strategic Planning for Small Business Seminar for instance, two to three
days in length, which is being delivered to the leadership of these
somewhat larger organizations, has been very well received. 
ADL has been
providing technical support for this new PETI venture which started in
December 1988, with one of the instructors involved being a faculty member
from LUMS. It is anticipated that this pilot seminar will be only the
first of many such to be delivered in the Punjab area.
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d. Family Business Program
 

The Family Business Program is another PETI program which is
presented directly to 
the target audience of businessmen. It has had an
impresively positive reception from its start. 
 The strong tradition in
Pakistan of family ownership and management of companies presents 
some
special problems that are dealt with in the seminars in such 
areas as
professionalization of management, short-term versus 
long-term outlook,
flexibility of decision-making, receptivity to 
innovation, and succession
 
planning.
 

One indicator of success in PETI isthe rapidity with which various
initiatives find a home and 
are effectively transferred and
institutionalized. 
 It appears that the Family-owned Business Program may
set a record in this regard with versions of it being offered by two
different groups in two cities in late 1988 and early 1989. 
 The
development phase of this program was assisted by participant training
through a trip to the USA for local 
interns/consultants to get expert
advice and to participate in a family business course there.
 

The identification of the family business characteristic as 
an
extremely important component in any comprehensive entrepreneurship
assistance program for Pakistan is also a prime example of another
important factor in the success of these programs. 
 That is, it is
critical 
to have local professionals who are working with AED deeply
engaged in the identification, development and implementation of programs
in general and especially where differences in local traditions and
culture play an important role. This is probably a good place to also
make note of how impressed the evaluation team has been in general with
the collegial relationships that exist between the American and Pakistani
 
staff within DSTP/AED.
 

e. Enterprise Forum
 

The Enterprise Forum, another body assisted through PETI, is 
an
association of businessmen formed inKarachi 
to overcome one of the
principal constraints to business development in the country. 
That is the
tradition of entrepreneurs to work in relative secrecy and isolation from
one another. There are few channels by which they can share their
experience and knowledge with one another. 
 Institutions such as 
the
Chamber of Commerce are principally the vehicle of large business.
Forum is designed to provide a 
The
 

group of successful persons in the private
sector to whom new or troubled entrepreneurs can 
turn for advice on

problems they are having.
 

The creation of the Forum is to a large degree the joint product of
local business and AED and AOL personnel. The program is just about to
start and is based on a 
great deal of planning, preparation of a
constitution and panel of experts and formal registration under the
Societies Act. 
 The members of the executive committee interviewed seemed
dedicated -- and included a member who has been one of the first to help
institutionalize the Family Business Seminar which he attended and 
now

will help to fund privately.
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The Forum has extensive plans for the future including training
programs and publications. 
 The potential is there but substantive
assistance to other entrepreneurs is still 
to be given and so the concept,
although apparently sound, 
isyet to be tested in Karachi.
 

f. Entrepreneurial Development and Advisory Service
 

Another group of entrepreneurs in Lahore have formed the
 
Entrepreneurial Development and Advisory Service (EDAS). 
 This body is
focused on small to medium size entrepreneurs but shares many of the
objectives of the Karachi 
Enterprise Forum. 
 It is the product of purely
Pakistani initiative though 
some of its directing members have since

attended PETI training programs and are very interested in joint
sponsorship and becoming a future home of some PETI training initiatives.
 

EDAS has begun actively assisting its target community much more
quickly. 
 It has not found that business community to be nearly so
reticent as the-previously mentioned expectation of the Karachi 
community.

EDAS is averaging several 
calls per day from entrepreneurs with problems
and the demand for its services isgrowing quickly. These inquiries are
brought to the attention of members with expertise in the problem area and*
the advise is handled on a very personal basis.
 

In fact, it may be that the Karachi Enterprise Forum would find it
useful 
to look at EDAS's experience for ideas in becoming established and
building a trusting clientele. Both organizations nevertheless seem
potential homes for institutionalization of PETI 
initiatives over time.
EDAS, in particular, could become the institutional home for the series of
strategic planning seminars for small 
business.
 

g. Modular Trining for Improved Productivity Program
 

Based on 
a 1987 needs survey, PETI has also established a Modular
Training for Improved Productivity Program. The purpose of this effort is
to prepare and 
introduce training modules, manuals and materials in such
 areas as 
financial analysis and management, marketing strategies, and
production planning and control for use by a variety of entities, such as
PETI itself as well as 
the resource organizations catering to small
 
business described earlier.
 

The approach appears very well thought out and executed. It provides a
maximum of flexibility and adaptability and allows for the short time
periods and need for training close to the workplace which greatly affect

participation by members of the target groups.
 

h. Other Programs
 

There are other programs which focus on specific sectors that are
under development by PETI. 
 The results of the first Agri-business

Development Program suggest this approach will be highly successful.
There are expectations of even more refined targeting, e.g. to dairying,
poultry, fisheries and horticulture, in the future. 
 LUMS is one of the
institutions participating but the program seems likely to have a much
broader audience through a 
variety of public and private sector
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organizations and financial institution's providing credit to small scale 

enterprises. 

Conclusions: 

A major factor in AED's ability to offer programs which areconsistently successful from their early stages seems to be the amount of
effort it puts into researching needs (e.g. in the 
case of small scale
enterprises) and carefully developing programs and materials before
launching an intervention. Another factor seems to be 
its close
monitoring of participant response and continual redevelopment and
 
refining of courses.
 

Further, AED's willingness to begin these efforts on 
its own when
immediately suitable co-sponsors are not identifiable has added to 
its
flexibility and effectiveness. 
 There is,however, ample indication that
AED is constantly looking for good institutional homes, or ones that can
be developed, for those programs that are designed to be carried on 
into
 
the future.
 

Another area of significant present and potential impact has been
AED's successful networking of large numbers of resource persons both in
Pakistan and abroad. 
 The AED team seems to have made very good use in the
PETI programs of its experience and contacts in working with public sector
organizations and the Pakistani and expatriate trainers associated with
 
those efforts.
 

The multitude of interactions among these programs is in fact 
a bit
bewildering to someone coming in from the outside, as 
in the case of this
evaluation team. 
However, it is evident that PETI, training of trainers,
the women's program and the overseas participant training program are
being effectively utilized in support of one another. 
In the private
sector as well as 
the public, the impact of these on one another and the
audiences served isevident from interviews and observation.
 

PETI programs are successful 
at a pilot level. They are already in
demand for expansion. The early favorable response has made itpossible
to 
begin charging fees for some activities, which suggests that they could
become self-supporting and more easily institutionalized over time. Many
programs appear to be just at a take-off stage but shortage
of human and financial 
resources many slow down the implementation of
present plans. The evaluation team believes, however, that some, and
preferably substantial, expansion of PETI programs beyond the pilot stage
should be undertaken to provide a better assurance that these activities
can be institutionalized. 
USAID should make a considerable effort to find
the support needed to build on 
this very promising beginning.
 

The PETI programs, and especially the extent of their success, is not
well enough known even within USAID. 
These programs should be publicized
and given a great deal 
more attention and a more aggressive attitude taken
by the AED team in seeking support for these and other of its in-country

management training efforts.
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Recommendations:
 

I. USAID should provide additional f:inding and staff support (e.g. a
second management training specialist) 
to AED's Private Enterprise
Training Initiative so that it 
can 	expand its assistance substantially to
its 	various target groups and programs listed below:
 

" 	 Trainer-motivator and other programs for managers and fieldofficers of the various resource organizations (PSIC, SSIC, etc. 
etc.); 

" 	 Strategic Planning Workshops for Small Business Enterprises;
 

" 	 Family Business Program;
 

" 	 Agri-Business Programme;
 

" 	 Karachi Enterprise Forum; and
 

" 	 Entrepreneurial Development and Advisory Service (EDAS), Lahore
 
2. 
AED should continue with its efforts to locate institutional homes
for its private enterprise training initiatives, following up on potential

homes in PSIC, EDAS and other bodies.
 

3. 
 USAID and AED should continue to support and provide overseas
participant training through DSTP for Pakistani trainers, consultants and
interns who are contributing to the PETI effort.
 

D. 	Women's Management and Entrepreneurship Programs
 

1. 	Overview
 

In-country activities for women managers and entrepreneurs were
initiated under AED auspices in late 1986 with a two week workshop for 21
mid-level women managers. 
The 	meeting was preceded by a preliminary
"needs analysis" which helped to guide the program. 
 In 1987 a more
extensive analysis was carried out by AED. 
 It indicated how broadly women
are 
involved in small business enterprise in Pakistan. 
 It also noted that
the 	Pakistani religious and cultural environment was less restrictive in
regard to women in business than in the public sector because the former
pursuits are considered t provide more privacy and autonomy.
 

In 1987-88, guided by the foregoing, AED sponsored five additional
workshops involving 91 participants (two more are planned for late 1988).
In addition, three training sessions have been held for 52 present or
potential entrepreneurs. 
 Other outputs have been introductory training of
six 	Pakistani interns as 
potential future trainers and the accumulation
of experience and data on potential Pakistani 
sponsors of the activity.
 

The 	management course 
started out with two week sessions. The needs
analysis indicated that a general introductory program was appropriate,
modified to meet Pakistani circumstances. 
The 	course thus presented an
overview of standard management topics with special modules on assertive
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communication, woman as 
managers and career development. The style and
approach is highly participatory and varied and includes 
a number of
learning techniques (lecturettes, group discussions, learning games,
films, etc.). Trainees were offered opportunities to suggest
modifications in the program and provided written evaluations on 
the last
day. 
 Due to comments suggesting the sessions be shortened, it
was decided
to experiment with compartmentalizing the program into three four-day

modules in 1988.
 

The entrepreneurship workshops of two-three weeks in length are very
similar in approach and include 
a number of management topics relevant for
small business owners. 
 In addition, emphasis is placed on achievement
motivation as well 
as a number of technical topics such as project
planning, costing and pricing, financial management and marketing. 
The
third and final 
course of the present series was aimed at potential
entrepreneurs rather than persons who have already gotten started.
 

The workshops have largely been attended by residents of Karachi and
Lahore, where all have been held to date, although a few have come from
other localities. Organizational arrangements for most of the sessions
have been shared with a Pakistani women's organization, the Association of
Business, Professional and Agricultural Women (ABPAW). 
 The training staff
has consisted of expatriate consultants supplemented by Pakistani trainers
employed by AED. 
 In the case of the entrepreneurial series, the
consultant was an 
Indian women's entrepreneurship specialist. 
 As noted,
six Pakistani 
interns have received some exposure to training content and
methodology. 
They represent a first step toward developing a cadre of
Pakistani trainers. The identification and strengthening of a Pakistani
organization to run 
the activity continues to be an elusive problem.
ABPAW has limited capability and motivation to serve as a Pakistani
sponsor and other women's groups appear to be inappropriate or ephemeral.
 

2. Sample Survey of Trainees
 

As a 
means of assessing the design and impact of the workshops, and
for obtaining suggestions for the future, the Evaluation Team arranged a
random sample survey of 30 management and entrepreneurship women trainees.
The survey was conducted by a Pakistani interviewer October 31 
-November 13, using a questionnaire prepared by the team (see Appendix XXV
for details). 
 The survey group included trainees from Islamabad (3),
Lahore (10) and Karachi (17); 15 of the foregoing had attended one or more
of the management workshops and an equal 
number one of those on
entrepreneurship. Virtually all 
participants came from the higher strata
of Pakistani 
urban society and had higher education degrees (B.A.or

better).
 

The general reaction of respondents to the workshop experience was
overwhelmingly positive. 
All 30 indicated that the workshop had met or
exceeded their expectations and that they would recommend future workshops
to other women in similar positions. Most of the trainees (17) 
saw the
workshops as a 
means of helping them "to do their current job better" and
as a means of compensating for lack of previous training or experience.
The managers mentioned goal setting, decision making, time management and
leadership as particular skills enhanced by the workshops
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while the entrepreneurs referred to marketing, finance, feasibility study
skills and "how to get started". 
 Two thirds of the respondees cited
self-analysis and better self-awareness as a major output.
 
The trainees rated the benefits of the workshops as follows: All
except two indicated their job skills had improved, especially
organization, management, delegating tasks and personnel. 
 A number of the
managers (8)noted improvements in their ability to allocate time while
the entrepreneurs (7) laid more stress on 
improved accounting and
financial management skills. Members of both groups (14) 
felt the
workshops had helped in their personal development, self-realization and
motivation. 
Twenty seven of the respondents indicated they had utilized
their training "very much" or 
"somewhat". Similarly, twenty-four
responded that the training had helped them to advance their careers 
"a
lot" or "somewhat". 
 Six thought their chances for promotion or personal
advancement had improved and 16 thought the workshops had strengthened
their professional capabilities and/or self realization.
 

Suggestions for improvements in future courses included spending more
time on 
personnel and human relations aspects of management (e.g.
marketing, employee relations, strengthening self-assertion) and on
finance, accounting and legal subjects including the preparation and
presentation of loan applications. 
Members of both groups pointed to the
need for continuing liaison and assistance as they sought to apply what
they had learned (follow-up sessions, formation of a network of
graduates). 
 There were a number of suggestions for improvement in seminar
organization and procedures including more efficient advance preparations
and publicity (see Appendix XXV). 
 A few trainees referred to the need for
increased participation by Pakistan instructors, more use of
Pakistani-specific materials and case studies and for expatriate
instructors to relate their expertise to the Pakistani environment. It
was also felt that involvement of expatriates would be needed for a
further period until 
a Pakistani cadre had been trained. 
 Interestingly,
several participants from both groups expressed the hope that similar
courses be offered in local 
languages for less advantaged women managers
and entrepreneurs in smaller communities.
 

3. Findings
 

1. 
After a very slow start, a series of workshops by women for women
managers and/or entrepreneurs has gotten underway. 
Some 215 trainees have
been introduced to a range of new subjects, techniques and concepts,
through involvement in 
a total of 13 workshops.
 

2. The contractor should be commended for successes achieved to date
with respect to the design and organization of the program, the selection
of first rate expatriate instructors and, above all, assembling a well
qualified and motivated Pakistani staff. 
The latter are
proficient in the skills workshop delivery. 
fast becoming


A shortcoming so far has been
the lack of Pakistani-adapted instructional materials including case
 
studies.
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3. 
The increased number of programs presented in 1988 has taxed the
contractor's staff resources and could, if continued, affect the
organization and quality of future workshops.
 
4. 
Reaction to the workshops by the participants has been exceptionally
favorable and enthusiastic, 
a tribute to 
the quality of their content and
presentation and reflecting the dearth of such training opportunities in
Pakistan.
 

5. 
Workshop benefits are perceived by participants as
levels, technical and personal. occurring at two
Technically, attendees thought their
professional capabilities had been strengthened in such skills as planning
and decision making (managers) or such areas
(entrepreneurs). as marketing and finance
Personally, both group attested to gains in personal
growth such as self-confidence and ability to communicate and deal with
others.
 

6. An 
important output of the wovkshops
potential -- partly current, partly
has been the initiation of training and practical experience
for six Pakistani 
internes now serving on a volunteer basis. 
 Well
educated and highly motivated but still
constitute an quite inexperienced, they
incipient staff resource for the program's future.
 
7. 
The two series of workshops, while beneficial in and of themselves,
have yet to grow roots in Pakistani soil. 
 After over two years of
experience with ABPAW and contact with other women's groups, an
institutional 
"home* for the project is still 
not in sight.
 
8. 
As a consequence, there has been little follow up or continuity to
the workshops to reinforce the initial experience. 
Nor has much attention
been given to building a network of workshop alumni for mutual support or
of identifying contacts which entrepreneur trainees could call 
upon for
advice and problem solving.
 

4. Conclusions and Recommendations
 
1. Subject to progress on institutionalization (see recommendation
seven below), 
the management/entrepreneurship 


workshop for women should be
continued over the span of Phase II at about the current level. 
 This
would maintain the continuity and visibility of the program and would
increase its pool of graduates and supporters. 
 Continued utilization of
the earlier expatriate instructors would be highly desirable.
 
2. 
 If the foregoing recommendation is accepted, AED should add
time professional a full
Pakistani woman executive to
staff to spearhead the program, drawing fully on the talents of its able
Pakistani consultants.
 

its management training
 

3. 
The Phase II program should give high priority to workshops at
capitals of the lagging areas the
-
Quetta and Peshawar. Subsequently,
workshops should be held for Rawalpindi and Islamabad.
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4. 
The number of volunteer internes should be 
increased to at 
least
double the present six drawing on 
talented graduates of future workshops.
Short term overseas training opportunities under OSTP should be made
available to 
current internes 

should promote the most 

to assist in their professional growth. AED
able of the internes to consultant status
as as soon
they are qualified, thereby encouraging them to 
stay with the program.
 
5. 
The next two-three years of the program should give special
attention to preparing local 
instructional materials
studies, including case
to enrich and increase the relevancy of both series of workshops.
As the program expands and diversifies, translation of such materials into
Urdu should be initiated.
 

6. 
At the earliest opportunity courses should be designed for less
advantaged women, possibly including courses 
in smaller communities.
is noteworthy that many of the women who have taken these courses, 
It
 

themselves coming from the middle and upper classes of society, did
express the opinion that less advantaged women, who were struggling to
make a living, should have the opportunity to benefit from these
managerial and entrepreneurial workshops which should probably then be run
in local languages.
 

7. Lack of an institutional base for the program is perhaps its key
weakness. 
 In the further absence of identifying women's groups with
sufficient interest and competence in the subject, the creation of a new
organization should be explored. 
 AED should commission a "feasibility
study" by a small group of women social 
leaders, managers and
entrepreneurs to look into the conditions that would need to be met for
successful initiative and the steps that would have to be taken. Members
a
 

of AED's Pakistani management/entrepreneurship staff could serve as
study group's secretariat and report drafters. the
 
If the study is positive,
AED should be prepared to make available some of its Pakistani staff and
internes 
to the new organization and AID should help to cover the new
body's start-up costs.
 

E. Training of Training Professionals
 

1. Introduction 

The Development Support Training Project since its inception has
contributed to the training of management trainers both through its
overseas participant training activity and in its in-country programs.
This has included service to both public and private sector trainers
representing a 
wide variety of organizations.
 

Training of trainer elements are 
found in most ICMT programs whether
by that name or not. Most institutionalization efforts as well
formal involve
or informal training of trainer activities. Training trainers to
train others is not, however, a widespread activity in Pakistan.
professional organizations of professional Even

trainers provide little in the
way of such activity to enhance the capabilities of their members.
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Though formal 
training of trainers programs began 
in the first year
of the OSTP project, demand for these programs and their growth 
in the
past few years has been dramatic (see Table 3 in Chapter 1, Introduction).
One TOTP program was held in 1984 and three in 1985. 
 Seven were held in
1986, eleven in 1987 and this number increased dramatically to
for a grand total of 41 programs over the life of Phase 
19 in 1988
 

participants (725 total) I. The number of
increased similarly, with the number trained in
1988 (325) almost tripling the number trained in 1986.
for TOTP programs is itself one 
This great demand


indicator of the 
impact of this type of
training.
 

Part of the stimulation for this growth is the natural result of the
need for specialization 
as the demand grew. 
The 1987 srhedule included
programs in training evaluation and needs assessment, training design,
materials development, presentation and consulting skills, and
audio-visual production 
in addition to a general program. 
The 1988
schedule added sessions focussed on the needs of experienced senior
trainers from both private and public sectors, and evening seminars to
encourage networking and sharing among alumni 
and leaders in the training

community.
 

Another interesting shift is seen 
in the composition of trainees for
all ICMT programs. The initial 
split in 1984 between numbers of managers
trained and numbers of trainers trained was two-thirds 
to one-third. 
 In
1988 that split was roughly three-fifths to two-fifths, the beginning of
shift to more preparation of tfe persons who will be engaged in training 
a
 

of managers rather than the managers themselves.
 

Through TOTP, the OSTP program started to build the status and
recognition of professional trainers and to contribute to the goals of
strengthening institutions and enhancing and speeding the transfer of
training activity to those organizations.
 

2. Impactof TOTP Program
 

Aside from the demand there are other indications of impact from this
ICMT activity, although this is 
more difficult to 
measure than projects in
which output can be counted in irrigation systems,
constructed, food production increased, or 
or miles of road
 

immunizations given.
such as Outputs
training programs developed and delivered, trainers trained,
materials produced, and training programs institutionalized are more
indirect in nature but can have 
an important present and future impact on
the community and organizations served.
 

The basic trainer of trainers course, while it will still 
be offered
by AED, is also now offered completely independently in NIPA/Lahore by
former participants in the TOTP program.
first Based on the response to its
iteration this year, that institution plans to offer it four times
in 1989.
 

The various TOTP seminars are

another. 

also beginning to strengthen one
Two persons who last year attended ICMT's Master Trainer
Workshop for Materials Adaptation led this year's materials development
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course which focused on adaptation of tools and resources 
to the Pakistani
 
context.
 

Interviews with a sample of former participants from various TOTP
programs reported overwhelmingly positive response to 
the training. The
one person who said the training had not helped him as 
a trainer then
indicated that was not his job and he had attended for 'self-improvement'.
A common comment related to these courses was 
the statement in one 
form or
another that they had provided new ideas and "opened avenues 
to improving
the present system". All indicated they would recommend the programs they
attended. 
 Several, though, indicated they rated a program 'very good'
instead of 'excellent' because it
was too short in duration.
 

Many of the interviewees said they found training of trainers to 
be a
unique experience for them and commented on the lack of such programs and
the need for them in Pakistan. Several indicated they thought AED should
make a greater effort at making the training more widely known and
regionally available. 
Others suggested more local 
examples and materials
be used along with more Pakistani co-trainers.
 

3. Improving the TOTP Program
 

The comment just above also coincides with the complaint of some of
the expatriate consultants, including some of those most frequently used,
that the interns or co-trainers they expected were often not provided.
They felt they could have much more impact than at present if more of
these persons were available and there was more opportunity to work with
them. 
Suggestions included that the co-trainers be involved and given
more preparation before arrival of the consultant and that there be more
pre-program preparation together by bringing the consultant in earlier.
 

AED seems to be giving increasing attention to the use 
of its
programs for the development and utilization of junior trainers. 
Some go
through a progression from intern to assistant trainer, to co-trainer to
lead trainer. 
One problem is having enough iterations of a program to do
this, which is another advantage if there is 
a substantial increase in the
present schedule.
 

Several respondents thought there should be more homogeneity in the
backgrounds and experience of each training group. 
 This issue would seem
on 
its way to solution with the wider range of programs TOTP is 
now
offering for new trainers, experienced trainers and senior trainers.
There were also suggestions for receiving more 
information in advance of
the courses for familiarization and preparation.
 

Another direction AED is taking which should help both with focusing
training activity and increasing impact is the movement to more 
'project
based' training. 
That is, trainer trainees develop specific action plans,
their bosses will be invited in for critiques of these, commitment is
sought and followup meetings are held in various cities or at the
 
workplace.
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Another followup activity, one-day sessions with alumni 
in various
parts of the country, has been well 
and enthusiastically attended. 
 It
demonstrated how important developing and maintaining alumni 
contact is
for reinforcement, course promotion, trainer recruitment and case 
material

development.
 

4. Materials Development
 

The great majority of the trainees interviewed thought the level 
of
the materials used in the programs they attended were of the right level
for them. 
 Only two thought they were too advanced and one that they were
too simple. 
This does not seem much of a problem but, again, the
diversification of programs into several levels should help ameliorate it.
 

The importance of making the program and materials relevant to
Pakistan has already been referred to 
as a concern of participants. ICMT
programs focusing on 
this have been noted. Given the present plans, ICMT
will become a major source of development of training materials with these

characteristics.
 

5. Institutionalization
 

Finding homes for and institutionalizing the capacity to 
train and
develop managers will be major final
a indicator of the value of the DSTP
effort in Pakistan. Of course,.not all activities need or are intended to
be institutionalized. This is especially true for some of the consulting
and organizational development efforts. 
Neither will this apply to
programs AED/ICMT.finds are of lesser value or less acceptable and which
may be dropped in the interest of providing more energy and resources to
the institutionalization of more promising activities.
 

Institutionalization will 
be the major challenge for Phase II of the
OSTP project. Some organizations such 
as the Pakistan Society for the
Advancement of Training would seem, at 
first glance, very appropriate as
an institutional home for the TOTP programs but a second look indicates
that itdoes not appear to have the staff and other resources to take this
on. 
 Some of the other training institutes, such as NIPA/Lahore and
NIPA/Karachi 
and possibly PIM may also be good candidates to become
institutional 
homes in the future for all 
or part of the TOTP programs.
Among the numerous other possibilities, ICMT alumni may form themselves
into operational groups to institutionalize and offer some of the training
they have acquired. 
 In any event Phase II will allow time to 
explore
possibilities and take the appropriate steps for institutionalizing TOTP.
Institutionalization of the materials development activity may go in
several directions since DSTP is involved with several 
institutions
developing capacity in this area 
including a clearinghouse for training
materials at NIPA/Lahore and research and case-writing activity at the
Lahore University of Management Sciences. 
 EDAS and the Enterprise Forum
 are other possibilities for some of this activity.
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6. Cor.Iusions 
AED/TOTP has now created a variety of training of trainer programs
that address very well the needs of a
levels of professional 

number of training institutions and
trainers. 
 It is a valid question, however, as 
to
whether this strong and successful 
beginning can be sustained sufficiently
long to achieve the maximum impact and institutionalization possible.
There is 
no doubt, however, that the expansion anticipated in such areas
as 
the Master Trainer Series and alumni networking will
particularly important and helpful 
surely play


roles in institutionalization.
 
The investigations of the evaluation team also turned up the need for
professional help in the 
area of materials development. 
 These functions
are now carried out by the professionals ineach area, support staff
activity being largely focused on arranging for air tickets, supplies and
program finances. More of professional st&Ff time could be directed to
their respective content areas 
if such a specialist was available.
 

At the present time, there is a good deal of formal
training of trainers activity going on 
and informal
 

outside of TOTP, such as 
in other ICMT programs falling
in PETI and the women's programs. Some of this
is probably necessary because of its special character or efficiencies in
handling it with the staff already engaged. 
There appears, however, to be
some opportunity to utili 3 generic elements of TOTP developed programs
and materials to enhance training of trainers in
a wider spectrum of the
ICMT portfolio.
 

Again, as with other training programs discussed, consulting skills
development should be 
seen as 
an 
integral part of making training efforts
more effective in achieving organizational change. 
 This area should
become an even more prevalent part of the preparation of training
professionals. 
A start has been made at 
institutionalizing this,
PIM, but AED will as at
want to leave behind even more sources of such
preparation.
 

7. Recommendations
 

1. 
The TOTP program during 1987-1988 has been very active and very
effective and we recommend that assistance to this activity be continued
at about its curr'ent level 
of operation;
 

2. With appropriate support funding from USAID, AED should add the
professional position of materials development specialist to the staff.
The responsibilities of this person would cut across all 
ICMT fun:tional
groups and he/she would provide technical 
support to AED professionals in
developing, editing and producing a variety of instructional and teaching
materials, training guides, case studies and other aids in all
AED/ICMT operations. This position is badly needed as 
areas of
 

professionals right now the
inall 
areus must carry out these functions themselves
(which takes time from other professional work) and they could well 
use
expert help in this area. Once such a person is hired, he/she could
receive additional training from AED's expatriate materials development
consultants and possibly also receive short term training overseas 
through

DSTP.
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3. 
As discussed above, AED/ICMT should encourage appropriate linkages
among its components so 
that the valuable lessons learned in its TOTP
program are 
transferred to and utilized in other parts of the ICMT such as
the women's programs and PETI, where training of trainers programs have
been mounted or will be mounted in the future.
 
4. 
AED/ICMT should continue with and strengthen its thrust on
consulting skills development. This should be a major part of its TOTP
program because of its relevance in assisting the process of
organizational change.
 

5. 
AED should acquire and review the software package that has been
developed at USAID/Dacca for the special requirements of record keeping on
in-country training projects. 
 This package, if found relevant, may be
able to assist AED in improving its system for keeping track of its
various programs, statistics and alumni.
 

F. Priorities for Phase II
 
In this section of the report we summarize earlier conclusions and
make recommendations regarding the level of effort and appropriate
priorities for the portfolio of programs falling under the project's
in-country management training effort.
 

Recommendations to USAID and AED/ADI
 

1. Continue with the present level of effort as 
regards the fairly
mature and well established public and private sector management
institutes such as NIPA/Lahore, NIPA/Karachi, Pakistan Audit Department
Training Wing and Pakistan Institute of Management.
 

Assistance to the highly successful Training of Training
Professionals program should also be continued at about the current level.
 
Also continue with the present level of assistance, which is very
small, 
to the more recent NIPAs at Quetta and Peshawar, keeping in mind
that some additional assistance should be provided to these newer
institutions 
as they mature.
 

2. 
When targets of opportunity open up, as new circumstances indicate
they most probably will, 
initiate modest programs of assistance to 
the
Civil Service Atademy and the Pakistan Administrative Staff College.
These two institutions train the very important bottom and top levels of
the civil 
service, which DSTP is not yet influencing bLt should be in
terms of maximizing the return from its training efforts.
respectively, train the elite civil CSA and PASC,
service probationers, 
on the one hand,
and, on the other, the senior officials at the top whose attitudes and
managerial skills influence whether or not modern ideas and management
practices 
are accepted in important public sector programs and projects.
If it turns out that either of these institutions is receptive to more
than modest assistance, it should be offered even if its means
to reducing,
some degree, the level of effort in some of the other public sector
institutes mentioned in I. above.
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3. Once again, as targets of opportunity develop, initiate a new
program of modest assistance to the Pakistan Academy for Rural
Development (which also houses NIPA/Peshawar). Any opportunity that
arises to give significant assistance to this large scale and prestigious
institution should be seized upon, considering the importance of its rural
development administration effort (and the project personnel 
it trains)
and the fact that it also trains generalist provincial civil servants.
 
As regards Recommendations (1),


all 
(2)and (3)above, it is feasible for
of the above mentioned public and private sector institutions and
programs to continue to be assisted at about the same level 
of effort
through the work of the AED/ICMT team of local professionals and through
approximately the same number of person months of expatriate consulting


services as was provided during Phase I.
 

The additional person months of expatriate consulting services
required for CSA, PASC and PARD (possibly three to four months each, or
nine to twelve months for two years) could be taken from the 66 months of
additional person months for expatriate consulting services that has been
provided for Phase II. While Phase I provided for 225 person months of
expatriate consulting services for ICMT, Phase ii is providing for 291
 
person months.
 

4. 
Give high priority to and expand assistance to the following
programs, which represent newe 
 and exciting efforts of the project with
high potential for good payoff:
 

(a) the Private Enterprise Training Initiative;
 

(b) Women's Management and Entrepreneurial Program;
 

(c) Consulting/organization development services to establish
 
governmental 
centers of excellence, such as 
PAD;
 

(d) Project Management Training Services (to be provided through the
NIPAs or directly by AED and private sector partner

organizations).
 

These high priority efforts, it is suggested, can be supported in the

following manner:
 

a 
 Through an increase of 4 persons in the level of AED,'ICMT
staffing: adding one additional profQssional in the area of
PETI; hiring one new full-time professional for the Women's
Programs and one for the Consulting for Organizational

Development and Project Management Training Programs; hiring a
ntw training materials development specialist (a professional
post to support all AED/ICMT programs).
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Through the 66 additional person months of expatriate
consulting services that will be available in Phase I. 
 If 9 to
12 months are used for new 
initiatives with public sector
institutions (CSA, PASC, PARD) this will still 
allow from some
54-57 most of consulting services that 
can be used to support
the four high priority initiatives described above. 
 However, if
more consulting service is required than is anticipated, it
should be provided even 
if this means reducing the level of
assistance to 
some of the more established public sector
institutes (as mentioned in (2) above).
 

5. Special Notes: 
 The current status and needs of IBA, University of
Karachi and Lahore University of Management Sciences were discussed in
this report. However, it isnot believed that any special program of
assistance needs to be provided to 
these institutions other than minor
assistance in helping to upgrade faculty through overseas participant
training and participation inAED's programs for training professionals.
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V. ASSISTANCE TO DISADVANTAGED PROVINCES
 

A. Background
 

The DSTP allowed for some preference to disadvantaged provinces such
as Baluchistan, and the NWFP. 
 In particular the project's in-country
management training should "...focus on provincial and local level 
project
management especially in the relatively less developed provinces of NWFP
and Baluchistan." 
 The Pakistan Academy for Rural Development (PARD) was
to be the primary training institution for the NWFP, while the University
of Baluchistan, the proposed NIPA at Quetta and the Railwz~y Academy were
to provide training Bor
Faluchistan.
 

The interim evaluation of November, 1985 indicated that little
progress had occurred in these directions during the first two years of
the project. Obstacles were: 
 (a) the lack of GOP resources to develop
the NIPA at Quetta (or another at Pes'.awar), (b)resistance by PARD to
participation in project activities, and (c) lack of qualified nominees
for training. It urged that "provincial level management training should
be a major priority area in the next phase of DSTP'.
 
Since then, as indicated in the Chapter V above, the project has made
appreciable progress in building up the capabilities of the management
training institutions in Baluchistan and NWFP and they in turn have begun
making a contribution to meeting management development needs of those
provinces. 
 In addition, DSTP has funded a specially designed and
innovative participant private sector training arzivity aimed at providing
education and skill-building opportunities for young Baluchi residents,
beginning with the remote and impoverished Division of Makran.
 

B. The Makran Project
 

The Makran scholarship program, initiated in late 1986, reflected
USAID's desire to undertake a high visibility, private sector training
activity in Baluchistan intended to, among other things, engender good
will toward the U.S. 
 The impetus for the project was, in part, due to the
difficulties being encountered with the Baluchistan Area Development
Project (BALAD)--an extensive activity aimed at developing roads and
agriculture in the southwestern Divisions of the province, including
Makran. Consultations with GOP and local authorities showed that there
was strong support for an effort that would provide preferential training
opportunities for the historically deprived Makran Division.
 

The program was designed to enable 50-60 young Makrani residents to
upgrade their skills and capacities through overseas training so that they
could participate more effectively in the development of Baluchistan. 
To
this end, AID agreed to provide special scholarships permitting nominees
up to a year to bring their English and basic academic skills up to 
an
acceptable level followed by up to two years more for training at U.S.
vocational schools or at junior or community colleges for associate
degrees. 
 Criteria for selection included age, minimal English capability
and educational background and private sector career goals relevant to the
province's development needs.
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Planning for the project began inMay 1986 with a "needs assessment"
that involved consultations with local officials, 
school teachers, parents
and students 
in the Makran Division. 
 Later, in response to radio and
newspaper publicity, some 250 applications were 
received and winnowed down
by USAID to about 100 candidates who were then invited to Quetta for tests
and interviews in October. 
Fifty five of these were selected with GOP
concurrence and 51 entered a specially developed two month English
language, math/science and cross cultural orientation program organized by
USAID and AED/I. The trainees departed Pakistan inApril 1987, most of
them for up to a year of further English studies although a few were
sufficiently qualified to start their academic/vocational training
immediately. At present, of the original group of 49 who departed
Pakistan, four have dropped out for various academic or personal 
reasons
and about one half of the remainder are experiencing serious difficulties
which may prevent them from qualifying for degrees. 
 In spite of these
complications, it is still 
too early to fully judge the success of this
subproject.
 

C. Baluchistan II
 

The Makran program stimulated strong local pressure by the Province's
other five Divisions and the provincial government to have the next
competition not limited to Makran but conducted on a province-wide basis.
Agreement with USAID and the GOP on this point led to the annou-icement in
February 1988 of a Baluchistan-wide Private Sector Scholarship Program.
Fifty-five scholarships similar to the previous year's were offered for
vocational or undergraduate study to be allocated to the Divisions of the
province in proportion to their population with ten of the awards reserved
for women. 
 Residents meeting basic education, health and age requirements
and with appropriate career objectives were invited to submit appli-ations
to their Division headquarters. 
 Some 1,100 applications were received and
initial selections were made at the Division level, reducing the list of
applicants to 285. 
 The latter were subsequently given TOEFL and
math/science tests in Quetta and 104 high scorers selected for
interviews out of which the most promising 55 were chosen. 
2iI
 

DiviL. d into
two groups according to English proficiency, the candidates were given
2 to 3 weeks of administrative/medical processi:ig and cultural orientation
before departing for the U.S. in July/August 1988, the first group of ten
to begin their academic/vocational studies, the second to ente, language
training for up to a 
year.
 

A problem with the foregoing method of selection was that the
initial screening took place at the Division level
of favoritism and student protests. 
.,Id led to accusations
 

The team's impressions differed as 
to
the extent of this problem, but it tended to offset the potentially
positive political image which was 
expected. 
On the other hand, the
Baluchistan II nominees were a relatively better educated and more
sophisticated group than the Makrani, 
a reflection of the much larger pool
from which the contestants were drawn.
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D. Future Area-Specific Programs
 

USAID has indicated itwould consider two additional cycles of
private sector training similar to Baluchistan II. In addition, the GOP
has pushed for similar training exercises for NWFP and the interior of the
Sind (Cholestran Desert). 
 At one point, USAID had agreed to the former
but not the latter while the GOP insisted on both. 
 For the present the
FY89 training plan includes only fifty overseas fellowships for
Baluchistan trainees.
 

E. Findings
 

1. Apparently, the program has been an initial 
success--as evidenced by
the enthusiasm of GOP and local officialdom and residents of Baluchistan.
Anticipation of the next competition is high with the USAID Liaison Office
inQuetta reporting receipt of a 
dozen or so written inquiries a day. 
But
some observers also caution that the developmental and political 
success
of the program can only be judged on the basis of how well the trainees do
after they return.
 

2. An assessment as 
to the effect of the program on the lives of the
trainees and the development of Baluchistan must necessarily await the
return of a 
majority of the trainees.
 

3. 
The Makran program was an extraordinarily labor intensive effort for
both USAID and AED. 
 It involved a 
new and extensive selection procedure,
a 
special in-country language/orientation program, unusual placement
requirements and special counseling and monitoring services.
estimated that its staff devoted 24 person months to the Makran 
AED 

activity
alone over its first 17 months. 
By contrast, the Baluchistan II exercise
has posed fewer difficulties owing to lessons learned from Makran and the
more educated less insulated backgrounds of the trainees.
 
4. 
Despite the special efforts noted above, four of the original Makran
group have dropped out and many are unlikely to reach their originally
planned academic objectives, which needless to say, were overly ambitious.
Clearly, USAID underestimatO 
 the 
ultural, linguistic and academic gap
the Makrani were expected P 
urmount to function adequately in the U.S.
The Makran experience has iimolications for future area-specific training
efforts.
 

F. Conclusions and Recommendations
 

I. 
The Makran and Baluchistan II programs have dual objectives
-- -- goodwill and understanding of the American way of life, and provincial
development. 
 Both have merit but USAID should decide their relative
priority and plan future programs accordingly.
 

2. If
an understanding of the U.S. is a major consideration, U.S.
training isessential 
but better preparations for it
are needed. HRO in
conjunction with AED should conduct an in-house analysis to serve as 
a
basis for the design of the next exerc'se. The analysis should include
attention to the following factors:
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(a) Adequate lead time in forwarding nominations to AED/W so that
placement can be done following a 
more thorough assessment of
the trainees. Placement tends to be complex and time consuming
and includes such factors 
as matching the education, background
and objectives of Baluch nominees with the entry, credit
transfer and degree requirements of U.S. institutions.
 

(b) Preparation of a rigorous in-country ESL, 
cross cultural and
academic orientation program with 
an appropriate TOEFL (say
450-500) requirement for final 
selection. 
 The CIELS program
could be the means of addressing the language needs of the
trainees and be supplemented by evening or weekend cross
cultural and academic skills preparation. A special pre-TOEFL
course might have to be devised for the lower proficiency
students. The in-country program should 
serve as a screening
as well as a training function so 
as to identify those with
inadequate academic background, personal adaptability or
language skills. 
 Thus the number of entrants should be
substantially larger than those accepted. 
 CIELS could allocate
one of its sessions to the Baluchistan nominees as 
a group or
they could be fed into the CIELS program in increments.
 

(c) USAID needs to think through the standards, procedures and
achievement objectives for the next exercise and 
see that they
are adhered to. 
 The program has raised unrealistic expectations
of receiving degrees on the part of the trainees. 
 The ground
rules of the program were not sufficiently precise or uniform.
 
(d) Given the time needed to complete such preparations, it would be
best to skip the 1988/89 cycle 
so that a well designed and
organized exercise can be executed in 1989/90 (see 3.b. below).
 

3. Ifdevelopment is the main priority, the program should be
restructured to provide for training in Pakistan rather than in the U.S.,
thus by-passing the language and cultural hurdles and discrepancies in
educational systems and more likely providing a 
more relevant training

experience.
 

(a) A Pakistan program would involve identification of appropriate
(probably private) facilities to handle the trainees, the
concurrence of federal and provincial authorities and the
establishment of appropriate selection criteria and objectives
for participation. 
Other issues to be examined would be the
most appropriate level 
of training (academic vs. vocational) and

its length.
 

(b) The time needed for negotiating and planning a Pakistan program
would necessarily postpone implementation to the 1989/90
academic calendar. 
Planning should be based on a feasibility
study which would examine training priorities and the issues
 
raised above.
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4. 
Preparation for the next Baluchistan programs should include measures
to increase the likelihood that trainees will 
return to the province after
training and that they will obtain appropriate jobs. This implies having
the Government of Baluchistan set up bonding procedures on the part of the
trainees or his/her relatives and, to the extent feasible, the
identification of a post training position by his/her employer.
 
5. 
On the basis of need and development impact, NWFP appears to merit 
a
similar private sector program. 
USAID should again seek to initiate such
a program once the kinks in the Baluchistan exercise have been ironed out.
 
6. The set aside of openings for women 
(roughly 20%) is a commendable
feature of the program and should be maintained if not increased to

one-third.
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SCOPE OF SERVICES
 

I. 
Purpose of the Evaluation
 

This evaluation will be 
conducted near 
the end of Phase I of
the Development Support Training Project (DSTP) and will assist
the mission to prepare for Phase II. 
The evaluation will
review and 
look at all phases of the Phase I training process
(pre-training, in-training and post-training). This will
include assessing the degree to which the project has 
achieved
its objectives, collecting data and information on 
how the
project can be modified for 
a more effective Phase II and
providing guidance to 
the mission on how the selection and in­country processing of particpants can be improved.
 

II. Background
 

The primary goal and purpose of 
DSTP has been to upgrade and
strengthen management and technical expertise of Pakistanis in
the federal and provincial governments as well 
as in the
private sector who are involved in priority social and economic
development programs. 
 The DSTP provides funding for both
snort- and long-term training in 
a variety of management,
administration, entrepreneurial and technical areas.
 

A previous evaluation described the project as 
successful and
stressed four major approaches: (1) the assessment, evaluation,
design and implemention of 
new and/or redesigned courses in
management, finance and administration to meet the needs of
specific public and private sector institutions in-country; (2)
short-term (ST) and long-term (LT) priority management training
in the US and Third Countries for federal and provincial
officials; (3) the selection, based upon merit, of male and
female private sector entrepreneurs from throughout Pakistan
for both in-country and 
overseas 
training opportunities; and
(4) an emphasis on the relatively less developed areas 
of

Pakistan.
 

The DSTP has been primarily implemented by the Academy for
Educational Development (AED) and its sub-contractors since
1983. 
 The project has grown from two to four complementary and
interrelated components. 
 They are: (1) in-country training and
institutional strengtehing of local public and private sector
management training institutions; (2) participant
placement/training for all USAID projects (through "Buy-Ins" to
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the DS:2) in which participants are sent for lorg (academic)

and shDrt-ter (technical) training in the US and in Third

Countries; (3) management and technical training for specially

targeted population groups includi.ng private sector management,

management training for women, and vocational/technical

training and training for institutional development in

Baluchistan; and (4) training in English as a second language

(ESL) to increase candidates' English language proficiency for

US institutional placement and 
increase the effectiveness of
 
National Institutions to Teach ESL.
 

An interim evaluation was conducted in October-November 1985.
 
The evaluation identified several potential constraints to

project success such as: inadequate staffing for the existing

level of effort; policy, jurisdictional and procedural problems

within the GOP; lack of a comprehensive Human Resources
 
Development planning process 
or training needs assessment(s);

vagueness of private sector objectives; and the need to focus

training on AID's priority sections and involve AID's technical
 
divisions more in training planning. 
 The GOP, mission and
 
contractor have worked extensively on many of these

constraints. The proposd evaluation, in part, would assist the

mission to document the degree to which these constraints
 
remain a critical factor to achievement of project success. It
would also serve to develop new recommendations and guidance

which will be tested and implemented, during Phase II, by the
 
GOP, mission and project.
 

III. Statement of Work
 

A. Objectives
 

This second evaluation of DSTP will include but not be liw.1ited
 
to the following:
 

1. Review project progress to date including current

constraints and opportunities; update the 1985 interim
 
evaluation; and identify and document the lessons learned.
 

2. Provide guidance for Phase II of the project. 
 This shall

include recommendations on how to institutionalize the
 
assessment of training needs within the GOP, assess options for
developing practical training plans and present alternatives on

how to insure that the needs assesssment and plans are used at
the district and provincial level for timely selection and

presentation of candidates.
 

3. Evaluate the need and options for setting up a unit within

the project responsible for monitoring and evaluation during
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Phase II. This shall include recommendations on determining

the role and responsibilities for this unit.
 

4. Determine how, in Phase II, the project 
can be modified to
make in-country and participant training more effective for
 women, the private sector and other project target groups.
 

B. Issues
 

Specifically, the evaluation analysis shall address the
 
following issues:
 

1. What Evidence exists to date that the 
in-country programs
developed and provided for management and English language
training have been effective, relevant and appropriate to the
needs of 
the GOP and training program participants?
 

2. To what extent have overseas training programs in the US
and Third Countries been successfully tailored to the needs and
requirements of the GOP and 
training program participants?
 

3. What are the key indicators in assessing the impact of
participant training and 
institutional strengthening on
providing a resource to 
the GOP's cability to formulate, plan
and implement a National Management Development Policy and
strategy? 
 To what extent can this impact be strengthened

and/or sustained?
 

4. What are the key performance indicators in assessing the
degree to which project performance of USAID, the GOP and the
contractor has contributed to the achievement of project goals

and objectives?
 

5. What evidence to date that the GOP and USAID have adopted
appropriate nomination and selection policies and procedures
and how can future project activities be made more effective in

providing a broad, national, equitable coverage of project
target participants, including the private sector, females and

"lagging" provinces?
 

6. 
Identify and analyze real or perceived constraints impeding
achievement of project goals and objectives. 
Are the kinds of
project inputs appropriate and sufficient to ensure project
effectiveness? 
 How can these constraints be successfully
 
overcome in Phase II?
 

7. To what extent does the GOP policy of transferring

personnel from one administraLive agency to another affect the
achievement of project goals and objectives? 
How do other
 

'7
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ministries, e.g. health, agricultural, S&T, energy, etc. 
view
 
the impact of management training programs?
 

8. 
What evidence exists to date that long-term training

programs have 
been more effective and relevant than short-term

trainiiy ograms? To what extent have 
training programs, as a
whole, been iseful to the participants in their positions with 
the CDP? [1 ,1can training programs be made more relevant and
 
apprc,,ri in this regard?
 

9. To what extent have annual training targets been met? What
 
percentages come from the project's target participant groups,

e.g., private sector, 
female and from "lagging" provinces? How
 can Phase II design more realistic training targets 
to ensure

the desired participation rates from these groups?
 

10. To what extent have the training participants and programs

been monitored and evaluated to 
ensure the achievement of
 
project goals and objectives? How can these functions be
 
improved and institutionalized under Phase II?
 

C. Study Organizations
 

At a urinimum, the following tasks will be conducted in 
the
 
course of this evaluation:
 

1. Review of project documents and other related materials.
 

2. Sample survey of 
current and returned participants and

their supervisors. Team might wish 
to build upon impact survey

begun by USAID/HRD.
 

3. Interviews with current and pet GOP officials involved

with the project, especially at the provincial and district
 
levels; AID personnel; contractor and subcontractor personnel

in Pakistan, Washington, D.C. and home offices; 
a
 
representative sample of 
at least 107 of the returned and
 current, in US, training participants ind their supervisors;


.and in-country ESL training staff and experts.
 

4. Meetings and documentation of project impact on private
 
sector and women.
 

5. Discussion and development of alternatives and optionL for
Phase II of the project in the areas of institutionalization of
training needs assessment(s); development of training plans

which will be used at the federal, provincial and district
 
level 
to select and nominate candidates; establishment of a

project monitoring and evaluation unit; review language in
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Phase IT Proag that makes the first two areas 
a CP tied to

future disbursements or acceptance by USAID of nominations for,
 
e.g., 1990 and onwards.
 

D. Evaluation approach and methodology
 

The accomplishment of the above tasks will require 
a core team
 
of four IQC contractors, supplemented by four Pakistani
 
counterparts and an AID/W representative. The team is expected

to review all pertinent background materials; design and
 
utilize sLructured interview instruments, data collection forms
 
and survey questionnaires; conduct in-depth interviews; gather

statistics and data; and meet with key GOP officials to
 
identify options and practical alternatives. The evaluation is
 
to be conducted in both the US and Pakistan and will be
 
coordinated and suppo- d by 
the HRD office of the mission.
 
Prior to completion of the evaluation, the team will conduct an
 
interim briefing of mission staff and 
a final in-country

briefing for project personnel, mission staff and GOP.
 

The Period of Performance will be approximately September to
 
December 1988.
 

E. Team Composition
 

1. Positions to be filled by the IQC contractor (4).
 

(A.) Team Leader (1) - Responsible for overall coordination
 
and direction of the team. Experience in developing countries
 
in the area of training and development required, along with
 
knowledge and previous experience working with USAID evaluation
 
and documentation requirements. Responsible for compiling and
 
editing the final draft evaluation.
 

(B.) Training/Evaluation Specialists (2) - Responsible for
 
evaluating the effectiveness of the US and Third Country

training and institutional strengthening component of the
 
project; the effectiveness of participant placement/training

for all USAID projects using the buy-in feature of DSTP. At
 
least one of these people shall have experience and expertise

with private sector training in a developing country.
 

(C.) Public Administration Specialist (1) - Responsible for
 
assessing the public administration components of the project,
 
as well as developing options for institutionalization of the
 
training needs assessment(s), and training plan component of
 
Phase II. Prior experience in public administration in a
 
developing country (preferable Asia) is required.
 

2. Personnel from GOP or 
relevant institutions.
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A. Training/Evaluation Specialists (3) - Responsible for
assessing the US, Third Country and In-Country training and
institutional strengthening component of 
the 	project and impact

and 	effectiveness of DSTP at 
the provincial and district

levels, this will include institutionalization alternatives for
training needs assessment and 
training plans at the provincial

and 	district levels, impact on 
women in management and the
 
private sector.
 

B. 	 English Language Training Expert (1) - Responsible for

assessing the 
training process and effectiveness of the ESL
component of 
the project; will develop alternatives and options

for expanding the program if justified.
 

3. AID/Washington representative (1) - Responsible for guiding
the team 
in the USAID evaluation and documentation
 
requirements; provides expertise 
on current policies and

procedures which affect the project, i.e., recent changes in
handbooks; and assists 
the team in developing a realistic and

reasonable approach to interviews, data collection and
 surveys. Will 
not be involved in the complete study, but will

assist in early implementation and planning, and will visit

Pakistan during the final phases of the evaluation (total

estimated time 5 weeks).
 

4. Secretarial Support - Provisions are made in the budget for
the team to hire their own secretarial support in-country.

O/HRD can assist in this process and will provide work space,

word processors, etc., in Islamabad.
 

IV. Report Requirements
 

The 	final report will include the following sections.
 

1. 	Table of Contents
 
2. 	Acronyms

3. 	AID Evaluation Summary (Part II)

4. 	Basic Project Identification Data Sheet
 
5. 	Executive summary, including a summary of findings,


conclusions and recommendations and "Lessons Learned."
6. 	Body of the report, including main findings, conclusions,

"lessons learned" and recommendations.
 

7. 	Appendices which should include, at a minimum, the

following: Evaluation scope of work; evaluation

methodology; interview instruments; possible training needs
assessment materials; bibliography of documents used;

supporting tables; 
and 	list of persons contacted.
 

An interim briefing involving at least the evaluation team will
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be conducted for mission staff no later than 
two weeks into the
 
evaluation and subsequently thereafter in at least 2 week
 
intervals. If requested, the survey instrument shall also be
 
discussed with evaluation or project committee members prior 
to
 
being used in the field. A draft report for USAID review and
 
comments will be submitted during o/a the 12th week and at
 
least two full working days before the debriefing. The team
 
;ill discuss its findings, conclusions, recommendations and
 
lessons learned in the debriefing, which will be scheduled near
 
the end of the 13th week. Based on the discussions at the
 
debriefing, a final report draft (50 copies) will be prepared

and submitted to USAID/Pakistan. This final report shall
 
include revisions incorporated from prior reviews of an initial
 
draft by USAID.
 

V. Work Schedule
 

Work in the US will be conducted during a 5-day week, in
 
Pakistan, a 6-day work week is authorized. The evaluation will
 
take place between September and December 1988. An initial 3
 
weeks in the US are scheduled £clr review of documents,

development of questionnaire and survey instruments,

distribution to US Participants, interview of a sample of US
 
participants and development of an overall strategy and plan

for the evaluation with the AID/W representative. The public

administration expert will 
join the team for the third week.
 
The evaluation shall be completed not later than December 15.
 

Individual members of the team will make every effort 
to
 
coordinate simultaneous arrival times, to ensure that all
 
members are involved in conducting the evaluation, in
 
preparation of the final draft report and presentation of the
 
evaluation findings to the mission and the GOP.
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MAJOR ISSUES
 

The following are a few of the issues determined from a review of
background materials and initial 
interviews. They will be modified and

added to 
through further consultations.
 

I. IMPACT ISSUES
 
A. What has been the performance of USAID, the contractors and the
 

government of Pakistan in carrying out the DSTP project?
 

B. Have the skill levels of the participants trained been
 
enhanced?
 

C. What has been the impact of the training and institutional
 
strengthening activities of the DSTP project on 
Pakistani
 
organizations, institutions and enterprises?
 

D. How can 
the improved performance of the Pakistani institutions
 
resulting from DSTP activities be sustained after completion of
 
the project?
 

E. What has been the impact of DSTP on targeted groups and areas,

i.e., 
women, private sector and lagging provinces?
 

F. What are the relative advantages and disadvantages of long­
term and short-term and in-country and overseas 
training.

What should be the extent of emphasis on each?
 

II. PROJECT MANAGEMENT ISSUES
 
A. How have the changes in focus, priorities and activity levels


of the DSTP project affected the character and impact of the
 
program?
 

B. Are the staffing patterns and levels of personnel associated
 
with DSTP appropriate for project objectives?
 

C. Do USAID's technical divisions need to be more 
invoived in
 
development of training plans?
 

D. How beneficial would be the creation of an evaluation and

monitoring unit within the DSTP framework?
 

E. How can USAID and DSTP contribute to resolving jurisdictional

and procedural problems of the GOP relating to this project?
 

III. PAKISTAN SITED PROCESS ISSUES
 
A. What policy decisions and changes are necessary in order to
institutionalize manpower planning and needs assessment as 
the


basis for federal and provincial level training plans and
 
procedures?.
 

B. What can USAID and the project do to encourage such changes?
 



Page 2 

C. How can participant selection and nomination procec-,ures ce mace 
more efficient and timely, e.g., by reducing the number of
 
clearances?
 

D. In what ways, if any, can the role USAID and DSTP play in the
 
selection/nomination process be improved?
 

E. How important and effective is pre-departure orientation
 
provided by DSTP?
 

IV. UNITED STATES SITED PROCESS ISSUES
 
A. How well are the pre-training activities of reception and
 

orientation meeting participant needs?
 

B. Have placement activities been successful and consistent with
 
the objectives of the project?
 

C. Has the monitoring of, and reporting on, the participants been
 
adequate?
 

D. Have DSTP counseling and support activities met the needs of
 
the participants?
 

E. Should pre-departure debriefing and preparation for reentry be
 
provided?
 

V. REENTRY/PROFESSIONAL REINTEGRATION ISSUES
 
A. What can USAID and the DSTP do to stimulate better planning
 

among Pakistani agencies with respect to return placement and
 
utilization?
 

B. What services, if any, should DSTP be providing to reintegrate

the returnee with his or her home institution?
 

VI. PARTICIPANT TRAINING UTILIZATION ISSUES
 
A. Has DSTP training:
 

-been appropriate?
 
-been well utilized?
 
-enhanced capabilities of Pakistani organizations?
 
-contributed to career development?
 

B. Has non-return of participants, inability of institutions to
 
utilize training, or GOP transfer policies had an important

impact on utilization?
 

C. What is the extent of current follow-up activities with
 
participants and are they adequate?
 

VII. MANAGEMENT TRAINING AND INSTITUTION STRENGTHENING COMPONENT ISSUES
 
A. What has been the impact of the in-country management training


and institutional development activities?
 

B. What are the pros and cons of expanding these activities?
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C. How can 
in-country management training be strengthened and made
 
better known and more accessible, especially to the private
 
sector and women?
 

VIII. PRIVATE SECTOR COMPONENT ISSUES
 
A. Are private sector objectives of DSTP clearly defined?
 

B. To what extent are Pakistani organizations and individuals in
 
the private sector involved with needs determination and design

input in this part of the DSTP program?
 

C. How well does the DSTP effort fit with GOP plans for greater

support to private sector initiatives?
 

IX. ENGLISH LANGUAGE TRAINING COMPONENT ISSUES
 
A. Are the English language training opportunities provided by


DSTP adequately meeting the training program needs of
 
participants?
 

B. How has the DSTP program contributed to the English language

teaching capacity of national institutions?
 

X. FOCUS ON WOMEN
 
A. How can the concern for training opportunities for women be
 

given more attention in needs analysis and the selection
 
process?
 

B. How can more women be recruited for, and involved in,the
 

existing DSTP program?
 

C. How can DSTP programs specifically for women be expanded?
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MATERIALS REVIEWED
 

PROJECT DOCUMENTATION
 

Eighth Six-Month Report (July I - December 31, 1987): Development Support
Training Project, Academy for Educational Development, submitted to 
USAID/Pakistan. 

Ninth Sixth-Month Report, ibid.
 

Gunning, Shirley S. Private Sector Business/Management Scholarship Program

for Male Candidates. July 15, 1987-February 28, 1988. Final Report.
 
Islamabad.
 

Interim Evaluation of the Development Support Training Project, conducted
 
by the National Association of Schools of Public Affairs and
 
Administration through A.I.D./S&T/RD (November 21, 1985). (PD-AAT-124)
 
(391-0474).
 

Participant Training Plans. Government of Pakistan/United States Agency

for International Development. 1987, 1988 and 1989.
 

Project Grant Agreement Between the President of the Islamic Republic of
 
Pakistan and the United States of America for Development Support

Training. (April 7, 1983). (PD-AM-708)
 

Project Paper: Pakistan-Development Support Training (391-0474),
 
(March 1983). (PD-AAM-675)
 

ProJect Implementation Reports. 9/30/88, 3/31/88, 9/30/87, Development
 
Support Training. USAID, Islamabad.
 

Project Paper: Pakistan-Development Support Training (391-0474), March
 
1983. (PD-AAM-675) USAID, Islamabad.
 

ProJect PaDer Amendment - Development Support Training (391-0474),
 
(March 28, 1988). (PD-AAX-533)
 

Reauest for Proposal No. 391-0474-139. Develogment Support Training

Project - Technical Assistance. July 13, 1988. A.I.D.
 

Semi-Annual Progress Report: Sept. 1988. Development Support Training

Project. USAID/HRD. October, 1988.
 

Task Orders - Consultants, 1984-1988. AED/Islamabad.
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Work Plan 1987: Development Support Traininq Project, Academy for
 
Educational Development, submitted to USAID/Pakistan.
 

Work Plan 1988: Development Support Training Project, Academy for
 
Educational Development, submitted to USAID/Pakistan.
 

REFERENCE MATERIALS ON PARTICIPANT TRAINING EVALUATION
 

An Analysis of A.I.D. Participant Traininq Projects, A.I.D. Evaluation
 
Occasional Paper No. 12, Tom Moser and Laurel 
Elmer (June 1986).
 
(PN-AAV-430).
 

Audit of Long-Term Participant Training Program inAfrica, Audit Report

No. 87-05 (December 9, 1986). (PD-AAV-644)
 

Evaluation of Participant Training Component Proiect (391-09296)

"Strengthening Agricultural Research in Pakistan", Susan Gant
 
(March 1986). (PD-AAU-841)
 

Final Report Evaluation of the Cyprus-American Scholarship Program

(CASP), Development Associates, Inc., submitted to AID/ANE/TR (January 27,
 
1988).
 

Final Report: Evaluation of Training Support Services of A.I.D.'s
 
Academic Participant Training Program, Develog,,,,t Associates, Inc.
 
(May 25, 1981). (PN-AAS-998)
 

Review of Participant Training Evaluation Studies, A.I.D. Evaluation
 
Occasional Paper No. 11, Tom Moser and Laurel Elmer. 
May 1986.
 
(PN-AAV-288)
 

MATERIALS RELATED TO PAKISTANI INSTITUTIONS
 

Code of Ethics. Pakistan Society for the Advancement of Training.
 

September, 198.
 

Constitution and By-laws of the Enterprise Forum, April 13, 1988.
 

Khan, Irshad and Shahiruddine Alvi, Management Training in Pakistan,
 
Pakistan Institute of Management, 1982.
 

Abdullah, Arshad. Correspondence with John Tabor outlining five-year
 
support proposal for Pakistan Institute of Management, August, 1988.
 

Five-year Growth Strategy for the Pakistan Institute of Management.
 
Arthur D. Little. 1981.
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Management Training and Development Programme, July-December, 1988.
 

Pakistan Institute of Management.
 

Pakistan Society for the Advancement of Training, brochure, 1986.
 

Paracha, Saifullah Khan and Sardar Mohd. Sharif Khan. 
 Pakistan
 
Participants Trainin_ Programme: A Report on a Study Tour of the U.S.A.
 
October, 1987.
 

Saeed, Syed Mumtaz. Managerial Challenge in the Third World. Praeger

Special Studies. Pakistan edition. 
 Academy of Ideas. Karachi, 1986.
 

Strategic Plan for 1986-1991. National Institute of Public
 
Administration, Karachi. 1985.
 

OTHER MATERIALS
 

AED/EIL Participant training management files on 
individual participants
 

(Review of a random selection)
 

Seventh Five-Year Plan (1988-1993). Government of Pakistan, Islamabad.
 

Khan, I. H., Ali Shahiruddin and Mozina Stane. Management Training and

Development in Public Enterprises. International Center for Public
 
Enterprises in Developing Countries. 1982.
 

Kha1 , Irshad H. and Ali Shahiruddin. Management Training in Pakistan:
 
PIM Survey. Pakistan Institute of Management, 1982.
 

Government and Administration in Pakistan. 
 Editor: Jameelur Rehman Khan.
 
Published by Pakistan Public Administration Research Centre 0 & M
 
Division, Cabinet Secretariat, Government of Pakistan, Islamabad, 1987.
 

Evolution of Pakistan's Administrative Systems: The Collected Papers of
 
Ralph Braulanti. Editor: Jameelur Rehman Khan. Published by Pakistan
 
Public Administration Research Centre, 0 & M Division, Islamabad, 1987.
 

Bureaucracy in Pakistan by Charles H. Kennedy. 
Oxford University Press,
 
Karachi, 1987.
 

Management Training in Pakistan by Keith Gardiner, Peter Heyler and Carson
 
Tucker. National Academy Press, 1983.
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Respondent #
 

PAKISTAN DSTP EVALUATION
 

PARTICIPANT CALL RECORD SHEET
 

Last Name: 
 First Name:
 
Ministry/Company:
 

Section/Division:
 

Office Address:
 

Province: 	 Respondent Type:
 

(1)Baluchistan (1) Academic training participant - in Pakistan

(2)NWFP (2) Acddemic training participant - inU.S.

(3)Punjab (3) Academic training participant - inthird country

(4)Sind (4) In-country short-term training participant

(5)Federal Area (5) Overseas short-term training participant
 

Current Position/Title:
 

Age:
 

Sex: 	 (1) Male (2) Female
 
Management Systems International has been selected by the U.S. Agency
for International DeVelopment to evaluate the performance of the Academy


for Education Development's Development Support Training Program (DSTP).

A part of this evaluation involves examining their performance inplacing
and supporting trainees sent out of Pakistan for both short term and long
term training. In addition, we have been asked to examine the nomination
 
process within the government of Pakistan and how you have utilized your
training since returning home. To accomplish this, the following set of

questions have been developed to allow you to tell 
us of your experiences

in being selected for training, how you were supported while abroad, and

how you have utilized your training since returning to Pakistan. Your

help with this evaluation will allow us to improve the training program

for future Pakistan participants.
 

DATE 
 TIME 	 RESULT CONTACT
 

Interviewer:
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SEX: (OBSERVATIOlN)
 
(1) Male
 
(2) Female 
 Respondent #
 

PAKISTAN DSTP EVALUATION
 

ACADEMIC TRAINING PARTICIPANT QUESTIONNAIRE
 

BACKGROUND
 

1. Position/title prior to training:
 

2. Highest degree prior to training:
 

(1) B.A. or B.S.
 

(2) M.A. or M.S.
 

(3) Ph.D.
 

(8) Other... SPECIFY
 

Discipline:
 

3. Degrees received in training:
 

(1) B.A. or B.S.
 

(2) M.A. or M.S.
 

(3) Ph.D.
 

(8) Other... SPECIFY
 

Discipline:
 

4. University where training took place:
 

5. Date training began:
 
Month Year
 

1353.700
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6. 	Date training finished: ______ Year
 

Month Year
 

7. Age when degree was awarded:
 

SELECTION
 

8. How did you first hear about this training opportunity?
 

(1) 	Newspaper
 

(2) 	Through department/organization where he works
 

(3) 	A.I.D. circular
 

(4) Friend, relative, acquaintance outside of
 
department/organization which he works
 

(8) 	Other... (SPECIFY)
 

9. Were you given adequate information about the requirements for
 
participation in the OSTP program includi-ng application forms, the
 
TOEFL, the GRE, etc.?
 

(1) 	Yes (GO TO Q.1O)
 

(2) 	No (ASK Q.9A)
 

9A. 	 (IFNO) Why do you feel this way? PROBE: What happened?
 
CIRCLE AS MANY AS APPROPRIATE.
 

(1) Not given all the Pakistan application forms at the same
 
time
 

(2) 	Not told to take the GRE
 

(3) 	Not told to take the TOEFL
 

(8) 	Other... (SPECIFY)
 

1353.700
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10. 	 We are interested in how you came to be a participant in this
 
training program. Did you initiate action to receive training, did
 
someone nominate you to his program with your knowledge, or or did
 
someone nominate you to this program without your prior knowledge?
 

(1) 	Initiated action
 

(2) 	Someone appointed you to this program with your knowledge
 

(3) Someone appointed you to this program without your prior
 
knowledge
 

(4) 	Other... (Specify)
 

11. 	 How long before the training began were you informed that your
 

application had been approved?
 

days
 

12. 	 How long before the training began were you given a departure date?
 

days
 

13. 	 Was this amount of time adequate for you to do the things you needed
 

to do prior to departure?
 

(1) 	Yes (ASK Q. 14)
 

(2) 	No (GO TO Q.13A)
 

13A. (IFNO) Why not?
 

(1) 	Not adequate to prepare family
 

(2) 	Not adequate to arrange personal affairs
 

(3) Not adequate to make travel arrangements, get ticket,
 
visa, NOC, documents
 

(4) Not adequate to obtain things I needed to take with me
 
or books for work, clothes, money, etc.
 

(5) 	Not adequate to wrap up job responsibilities
 

(8) 	Other... (SPECIFY)
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13B. 	How many days do you feel you should have had to prepare for
 
departure?
 

(days)
 

14. 	 Were there any delays in processing your application for the
 

training or sending you abroad?
 

(1) 	Yes (ASK Q. 14A)
 

(2) No (GO TO Q. 15)
 

14A. (IFYES) 
 What delays did you encounter?
 

15. 
 In your opinion, how could the process for selecting or sending

trainees abroad be improved?
 

(1) Process too lengthy, time consuming/repetitive
 
clearance/streamline process
 

(2) 	Not kept informed of status/poor communication
 

(3) 	Better explanation of process/requirements
 

(4) 	Travel forms and visas - better process 

(8) 	Other... 
 (SPECIFY)
 

ENGLISH LANGUAGE TRAINING
 

16. 
 Did you pass the TOEFL examination the first time you took it?
 

(1) 	Yes (ASK Q. 21)
 

(2) 	No
 

17. 	 See attached page.
 

1353.700
 



17. Ue would like to know what English language training you 

took specifically in preparation for this training 

program. Did you take.., 

17A. (IF YES) How many weeks did this 

training last? 

17B. Was the quality of this 

training excettent, good, 

or poor? 

this 

YES NO 

Excellent Good Fair P,,i 

a. CEllS in Islamabad? (1) (2) weeks (1) (2) (3) (4) 

b. PACC (Pakistan-American Cultural Center)? (1) (2) weeks (1) (2) (3) (4) 

c. Other?... (SPECIFY) . ..... (1) (2) weeks (1) (2) (3) (4) 

3%3.031
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18. 	 What was your TOEFL 
score before the English language training?
 

19. 	 What was your TOEFL score 
after the English language training?
 

20. 	 How, if at all, could the process of obtaining English language
 
training be improved?
 

21. 
 When you arrived in the United States, did you feel your English
 

language skills were adequate?
 

(1) 	Yes (ASK Q. 22)
 

(2) No (GO TO Q.21A)
 

21A. (IFNO) Why not?
 

(1) 	American accent difficult
 

(2) 	Skills not as good as desired
 

(8) 	Other... (SPECIFY)
 

1353.700
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ORIENTATION
 

22. 	 Did you attend an orientation in Pakistan?
 

(1) 	Yes (GO TO Q.23)
 

(2) 	No (ASK Q.22A THEN SKIP TO Q.27)
 

22A. (IFNO) Why not?
 

(1) 	Wasn't informed of one
 

(2) 	Didn't have time (SKIP TO Q.27)
 

(3) 	Other... SPECIFY
 

23. 	 What organization gave the orientation?
 

(1) 	AED
 

(2) 	EIL
 

(3) 	USAID
 

(4) 	USIS
 

(8) 	Other... (SPECIFY)
 

24. 	 Would you say the orientation prepared you for your trip very well,
 

somewhat or not at all?
 

(1)very well
 

(2) somewhat
 

(3) not at all
 

25. 	 Briefly describe the orientation that you received.
 

1353.700
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26. 	 How do you think that the Pakistan orientation could be made more
 

useful to you?
 

(1) 	No suggestions for improvements/it was good
 

(2) 	Increase time
 

(3) 	Stress U.S. culture more
 

(4) 	Schedule/arrange orientation early
 

(8) 	Other... (SPECIFY)
 

27. 	 Did you receive orientation in the country where you 
were 	trained?
 

(1) 	Yes (GO TO Q.28)
 

(2) 	No (ASK Q.27A AND SKIP TO Q.34)
 

27A. (IFNO) Why not?
 

(1) 	Orientation not offered
 

(2) 	Arrived too late
 

(8) Other... SPECIFY
 
(SKIP TO Q. 34)
 

28. 	Where was the in-country orientation you received given?
 

(1) 	Washington, D.C.
 

(2) 	Other... 
 (SPECIFY)
 

29. 	 What organization gave the orientation?
 

(1) 	AED/EIL
 

(2) 	Other... 
 (SPECIFY)
 

1353.700
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30. 	 Would you say the in-country orientation was very useful, somewhat
 

useful, or not at all useful?
 

(1) 	Very useful
 

(2) 	Somewhat useful
 

(3) 	Not at all useful
 

31. 	 How many days did the in-country orientation last?
 

(1) 	Less than one day
 

(2) 	One day
 

(3) 	2-4 days
 

(4) 	5 days or more
 

32. 	 Do you feel that the in-country orientation was too long, just the
 

right amount of time, or not long enough?
 

(1) 	Too long
 

(2) 	Just right
 

(3) 	Not long enough
 

33. 	 What problems did you have while abroad that orientation could have
 
better prepared you for?
 

1353.100
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34. 	 How do you think that the in-country orientation could be made more
 
useful to you?
 

(1) 	No suggestions for improvement/it was good
 

(2) 	Increase time
 

(3) 	Stress U.S. culture more
 

(4) Talk about U.S. educational teaching style/grading
 
system/study skills
 

(5) More emphasis on basic living -- food, housing,

transporttaion, finances
 

(7) 	Orientation should be less negative, alarmist
 

(8) 	Other... (SPECIFY)
 

TRAINING
 

37. 	 Do you think you were placed in the right university or do you think
 

you should have been sent to a different university?
 

(1) In right institution (GO TO Q. 37A) 

(2) Should have been sent to a 
different institution (ASK Q. 38) 

37A. (IFDIFFERENT INSTITUTION) Which university? 

37B. Why? DO NOT READ RESPONSES
 

(1) Would have preferred to be in a university with a more
 
vigorous/better program
 

(2) Would have preferred a discipline not offered by the
 
university I went to
 

(3) Would have preferred to be in a university with a less
 
rigorous program
 

(8) 	Other... (SPECIFY)
 

1353.700
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36. 	 How was the discipline that you studied chosen?
 

(1) 	I selected it.
 

(2) 	1 selected it in collaboration with my supervisor/agency. 

(3) 	It was selected by my supervisor/agency alone.
 

(8) 	Other... SPECIFY
 

37. 	 Would you have preferred another discipline than the one you studied?
 

(1) 	Yes (ASK Q. 37A)
 

(2) No (GO TO Q.38)
 

37A. (IFYES) What discipline would you have preferred?
 

38. 	 Was your training intended to help you do the job you had before the
 
training better, to prepare for a different job, or for some other
 
reason?
 

(1) 	Help you do the job you had be'ure the training better
 

(2) 	Prepare you for a different job
 

(8) 	Other... SPECIFY
 

39. 	 Did you receive any supplemental training during your academic
 

program such as mid-winter seminars, conferences, etc.?
 

(1) 	Yes (ASK Q. 39A)
 

(2) No (GO TO Q.40)
 

39A. (IFYES) What supplemental training did you receive?
 

1353.700
 



Page 3
 

40. 
 Would 	you say that your overall training program was closely related,

somewhat related, or that it
was not related at all to the job you

were suppposed to be trained for?
 

(1) 	Closely related
 

(2) 	Somewhat related
 

(3) 	Not at all related
 

41. 	 Was there a management or planning component included in your
 

training?
 

(1) 	Yes (ASK Q.41A)
 

(2) 	No (GO TO Q.42)
 

41A. 	 (IF YES) Please describe the management or planning
 
component inyour training.
 

SUPPORT SERVICES
 

43. 	 Overall, would you rate the support services that you received from
 

your support agency - AED or EIL ­ as very good, good, or poor?
 

(1) 	Very good
 

(2) 	Good
 

(3) 	Poor
 

1353.700 
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SUPPORT SERVICES 

44. During your training thus far, have you experienced 

serious problems, minor problems or no problems at all 

in the following: 

41A. (IF SERIOUS OR MINOR) Did you 

inform your support agency - AED or 

EIL - of this problem? 

418. (IF YES) 

help was 

poor? 

Would you say their 

very good, good, or 

a. Finances 

Serious 

Problems 

(1) 

Minor 

Problems 

(2) 

No 

Problems 

(3) 

Yes 

fl) 

No 

(2) 

Very 

Good 

(1) 

Good 

(2) 

PF.u, 

(3) 

b. Transportation Cl) (2) (3) (1) (2) (1) (2) (3) 

c. Housing 

d. Academic 

(1) 

(1) 

(2) 

(2) 

(3) 

(3) 

(1) 

(1) 

(2) 

(2) 

(1) 

(1) 

(2) 

(2) 

(3) 

(3) 

e. Legal 

f. Health 

(1) 

(1) 

(2) 

(2) 

(3) 

(3) 

(1) 

(1) 

(2) 

(2) 

(1) 

(1) 

(2) 

(2) 

(3) 

(3) 

g. Personal (1) (2) (3) (1) (2) (1) (2) (3) 

h. Family () (2) (3) (1) (2) (1) (2) (3) 

i. Any other problems? 

SPECIFY: 

(I) (2) (3) (1) (2) (1) (2) (3) 

INTERVIEWER COMMENTS: 

1353.701 
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45. 	 In what .,ays, if any, could your support agency - AED or EIL - have 
served you better? 

(1) 	No suggestions for improvements/it was good
 

(2) 	Should have been put in better/more appropriate school
 

(3) 	Better/more communications/difficulty reaching staff
 

(4) 	Better orientation -- general
 

(5) Give better help on specific problems/provide specific
 
information
 

(6) 	Issues outside of AED's control
 

(8) 	Other... (SPECIFY)
 

46. 	 During your training did you have any contact with the organizations
 

you work with in Pakistan?
 

(1) 	Yes (ASK Q. 45A)
 

(2) No (GO TO Q. 46)
 

45A. (IF YES) What contact? PROBE: From whom?
 

46. Do you feel this contact was sufficient?
 

(1) 	Yes
 

(2) 	No
 

1353.700
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POST-TRAINING
 

47. When itwas time for you to return to the United States, were you

invited to stop in Washington for debriefing with your program
 
officer?
 

(1) Yes (ASK Q. 47A)
 

(2) No (GO TO Q.48)
 

47A. (IF YES) Did you go to Washington for the consultation? 

(1) Yes (ASK Q. 47C) 

(2) No (GO TO Q.47B) 

47B. 	 (IFNO) Why not? DO NOT READ RESPONSES.
 

(1)Didn't have time
 
(SKIP TO Q.48)
 

(8)Other... (SPECIFY)
 

47C. 	 (IFYES) Would you say that that consultation was very
 

useful, somewhat useful, or not useful at all?
 

(1) Very useful
 

(2) Somewhat useful
 

(3) Not useful at all
 

47D. Why do you feel that way?
 

1353.700
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48. 	 What specific services do you think would be useful 
to provide to
 
participants when they are ready to return to 
Pakistan?
 

49. 	 Since your traini. has there been any follow-up contact from anyone
 

connected with the training progam?
 

(1) 	Yes (ASK Q. 49A)
 

(2) No (GO TO Q.50)
 

49A. (IFYES) What kind of follow-up contact has there been?
 

(1) 	Newsletters
 

(2) 	Follow-up questionnaires by USAID or AED/EIL
 

(3) 	Alumni/professional organizations
 

(4) 	Visits by USAID or AED/EIL staff
 

(8) 	Other... (SPECIFY)
 

50. 	 We are interested in what happened to you when you returned to
 
Pakistan after your training. Did you return to your old job, did
 
you keep your old job but in 
a new 	location, were you transferrred to
 
a different job at the same level inyour organization, were you

promoted to another job within your organization, did you change

employers and take a job at the same level, or did you change

employers and take a job at a higher level?
 

(1) 	Returned to old job (GO TO Q. 51)
 

(2) 	Old job - new location
 

(3) Different job in same
 
organization - same level (ASK Q. 50A)
 

(4) 	Promoted in same organization
 

(5) 	Changed employers - same level
 

(6) 	Changed employers - promoted
 

1353.700
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50A. 	 (IFCHANGED JOBS OR LOCATION) How long after your return did
 
this change occur?
 

(1) 	Immediately upon return
 

(2) 	Within 6 months
 

(3) 	7 months - 1 year
 

(4) 	more than I year
 

51. 	 Is the job you are currently in the job you were supposed to be
 

trained for?
 

(1) 	Yes (GO TO Q.52)
 

(2) 	No (ASK Q.51A)
 

51A. (IFNO Why not? PROBE: Whit happened?
 

52. 
 Would you say you have used your training in your current job very
 

much, somewhat, very little, or not at all?
 

(1) 	Very much (Go to Q. 53)
 

(2) 	Somewhat
 

(3) 	Very little (ASK Q.52A)
 

(4) 	Not at all
 

1353.700
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52A. 	 (IFSOMEWHAT, VERY LITTLE, OR NOT AT ALL) Why haven't you

used your training in your current job (more)? 
DO NOT READ
 
CODE CATEGORIES. CIRCLE APPROPRIATE CATEGORY AND RECORD
 
RESPONSE VERBATIM BELOW.
 

(1) Lack of authorization from supervisor
 

(2) Policies and procedures won't permit me to
 

(3) I don't have the necessary tools and equiment
 

(4) My current job does not require the skills I learned in
 
the training
 

(8) Other... SPECIFY (RECORD RESPONSE VERBATIM)
 

53. 
 Would you say that the training you have received has advanced your
 
career a lot, somewhat, or not at all?
 

(1) a lot
 
(ASK Q.53A)


(2) somewhat
 

(3) not at all (GO TO Q.54)
 

53A. 	 (IFA LOT OR SOMEWHAT) How has the training advanced your
 
career?
 

(1) Been promoted
 

(2) Have increased responsibilities in old job
 

(8) Other... SPECIFY
 

1353.700
 



APPENJD' XY --
Page 20 

54. Would you say that your training has been very helpful, helpful, or
 
of no help at all in carrying out your current management
 
responsibil ities?
 

(1) Very helpful
 

(2) Somewhat helpful
 

(3) No help at all
 

54A. 	 Why do you feel that way?
 

55. In your current job, do you feel you need more management training?
 

(1) Yes (ASK Q. 55A)
 

(2) No (GO TO Q. 56) 

55A. 	 (IF YES) What additional management training would be
 
useful to you?
 

1353.700
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56. Would you say that your training has been very helpful, somewhat
 
helpful, or of no help at all 
in carrying out your current technical
 
responsibilities?
 

(1) Very helpful
 

(2) Somewhat helpful
 

(3) No help at all
 

56A. Why do you feel that way?
 

57. In your current job, do you feel you need more technical training?
 

(1) Yes (ASK Q. 57A)
 

(2) No (GO TO Q. 58)
 

57A. 	 (IFYES) What additional technical training would be useful
 
to you?
 

58. Are there any other comments you would like to make about any aspect

of your training program that we haven't already covered?
 

1353.700
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SEX (OBSERVATION)
 
(1) Male
 
(2) Female 
 Respondent #
 

PAKISTAN DSTP EVALUATION
 

ACADEMIC TRAINING PARTICIPANT QUESTIONNAIRE 

CURRENTLY TRAINING IN US. 

-


BACKGROUND
 

1. Position/title prior to 	training:
 

2. Highest degree prior to 	training:
 

(1)B.A. or B.S.
 

(2)M.A. or M.S.
 

(3) Ph.D.
 

(8)Other... SPECIFY
 

Discipline:
 

3. Degrees in training for:
 

(1)B.A. or B.S.
 

(2)M.A. or M.S.
 

(3) Ph.D.
 

(8)Other... SPECIFY
 

Discipline:
 

4. University where training:
 

5. 	 Date training began:
 
Month Year
 

6. 	 Date training expected to finish:
 
Month Year
 

7. Age:
 

353.020 
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SELECTION
 

8. 	 How did you first hear about this training opportunity?
 

(1) Newspaper
 

(2)Thruugh department/organization where he works
 

(3)A.I.D. circular
 

(4) Friend, relative, acquaintance outside of
 
department/organization which he works
 

(5)Other... (SPECIFY)
 

9. 	 Were you given adequate information about the requirements for
 
participation in the DSTP program including application forms, the
 
TOEFL, the GRE, etc.?
 

(1) Yes (GO TO Q.1O)
 

(2) ;1o (ASK Q.9A)
 

9A. (IFNO) Why do you feel this way? PROBE: What happened? CIRCLE AS
 
MANY AS APPROPRIATE.
 

(1)Not given all the Pakistan application forms at the same time
 

(2)Not told to take the GRE
 

(3)Not told to take the TOEFL
 

(8)Other... (SPECIFY)
 

10. 	 We are interested in how you came to be a participant in this training
 
program. Did you apply for this program yourself, did someone appoint
 
you to his program with your knowledge, or did someone appoint you to
 
this program without your prior knowledge?
 

(1)Applied for program yourself
 

(2)Someone appointed you to this program with your knowledge
 

(3)Someone appointed you to this program without your prior
 
knowledge
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11. 
 How long before the training began were you given a departure date?
 

days
 

12. 
 How long before the training began were you informed that your

application had been approved?
 

days
 

13. 
 Was this amount of time adequate for you to do the things you needed to
 

do prior to departure?
 

(1)Yes (ASK Q. 14)
 

(2) No (GO TO Q.13A)
 

13A. (IFNO) Why not?
 

13B. 
 How many days do you feel you should have had to prepare for
 
departure?
 

14. 
 Were there any delays in the process of applying for the training or
 

sending you abroad?
 

(1)Yes (ASK Q. 14A)
 

(2)No (GO TO Q. 15)
 

14A. (IF YES) 
What delays did you encounter?
 

353.020
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15. In your opinion, how could the process for selecting or 
abroad be improved? 

sending trainees 

ENGLISH LANGUAGE TRAINING
 

16. Did you pass the TOEFL examination the first time you took it?
 

(1)Yes (ASK Q. 21)
 

(2) No
 

353.020
 



17. We would like to know what English language training you 
took specifically in preparation for this training 
program. Did you take... 

17A. (IF YES) How many weeks did this 

training last? 

178. Was the quality of this 

training excellent, good, fait 

or poor? 

YES NO 
Excellent Good Fair Poor 

a. 

b. 

c. 

CEILS in Islamabad? 

PACC (Pakistan-American Cultural Center)? 

Other?... (SPECIFY) 

(1) 

(1) 

(1) 

(2) 

(2) 

(2) 

weeks 

weeks 

weeks 

(1) 

(1) 

(1) 

(2) 

(2) 

(2) 

(3) 

(3) 

(3) 

(4) 

(4) 

(4) 

353.031 
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18. 
 What was your TOEFL score before the English language training?
 

19. 
 What was your TOEFL score after the English language training?
 

20. 	 How, if at all, could the process of obtaining English language training

be improved?
 

21. 
 When you arrived in the United States, did you feel your English
 

language skills were adequate?
 

(1) Yes (ASK Q. 22)
 

(2) No (GO TO Q.21A)
 

21A. (IFNO) Why not?
 

ORIENTATION
 

22. 	 Did you attend an orientation in Pakistan?
 

(1) Yes (GO TO Q.23)
 

(2) No (ASK Q.22A THEN SKIP TO Q.27)
 

353.020
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22A. (IFNO) Why not?
 

(1)Wasn't informed of one
 

(2)Didn't have time
 

(3)Other... SPECIFY
 

(SKIP TO Q,27)
 

23. What organization gave the orientation?
 

(1)AED
 

(2)EIL
 

(3)USAID
 

(4)USIS 

(5)Other... 
 (SPECIFY)
 

24. 
 Would you say the orientation prepared you for your trip very well,
 

somewhat or not at all?
 

(1)very well
 

(2)somewhat
 

(3)not at all
 

25. Briefly describe the orientation that you received.
 

26. How do you think that the Pakistan orientation could be made more
 
useful to you?
 

353.020
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27. Did you receive orientation in the country where you were trained?
 

(1) Yes (GO TO Q.28)
 

(2) No (ASK Q.27A AND SKIP TO Q.34)
 

27A. (IFNO) Why not?
 

(1)Orientation not offered
 

(2)Arrived too late
 

(8)Other... SPECIFY
 
(SKIP TO Q. 34)
 

28. 	 Where was the in-country orientation you received given?
 

(1)Washington, D.C.
 

(8)Other... (SPECIFY)
 

29. 	 What organization gave the orientation?
 

(1)AED/EIL
 

(8)Other... (SPECIFY)
 

30. 	 Would you say the in-country orientation was very useful, somewhat
 

useful, or not at all useful?
 

(1)Very useful
 

(2) Somewhat useful
 

(3)Not at all useful
 

31. 	 How many days did the in-country orientation last?
 

(1) Less than one day
 

(2) One day
 

(3)2-4 days
 

(4) 5 days or more
 

353.020
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32. Do you feel 
that the in-country orientation was too long, just the right
 

amount of time, or not long enough?
 

(1)Too long
 

(2)Just right
 

(3)Not long enough
 

33. 
 How do you think that the in-country orientation could be made more
 
useful to you?
 

34. 
 What problems did you have while abroad that orientation could have
 
better prepared you for?
 

TRAINING
 

35. How was the discipline that you studied chosen?
 

(1) I selected it.
 

(2) 1 selected it in collaboration with my supervisor/agency.
 

(3)It was 
selected by my supervisor/agency alone.
 

(8) Other... 
 (SPECIFY)
 

353.020 
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36. 
 Would you have preferrcd another discipline than the one you studied?
 

(1) Yes (ASK Q. 36A)
 

(2) No (GO TO Q.37)
 

36A. (IFYES) What discipline would you have preferred?
 

37. 
 Do you think you were placed in the right university or do you think you
 

should have been sent to a 
different university?
 

(1)Inright institution (GO TO Q. 38) 

(2)Should have been sent to 
different institution 

a 
(ASK Q. 37A) 

37A. (IFDIFFERENT INSTITUTION) Which university? 

37B. Why? DO NOT READ RESPONSES
 

(1)Would have preferred to be in a university with a more
 
vigorous/better program
 

(2)Would have preferred a discipline not offered by the university I
 
went to
 

(3)Would have preferred to be in a university with a less rigorous
 
program
 

(8)Other... 
 SPECIFY
 

38. Isyour training intended to help you do the job you had before the

training better, prepare you for a different job, cr for some other
 
reason?
 

(1)Help you do the job you had before the training better
 

(2)Prepare you for a different job
 

(3)Other... (SPECIFY)
 

353.020
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39. 
 Have you received any supplemental training during your academic program
 

such as mid-winter seminars, conferences, etc.?
 

(1) Yes (ASK Q.39A)
 

(2) No (GO TO Q.40)
 

39A. (IFYES) What supplemental training have you received?
 

40. 
 Would you say that your overall training program is closely related to

the job you're supposed to be trained for, that it is somewhat related to
the job you're supposed to be trained for, or that it is not related at

all to the job you're supposed to be trained for?
 

(1)Closely related
 

(2)Somewhat related
 

(3)Not at all related
 

353.020
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SUPPORT SERVICES 

41. During your training thus far, have you experienced 
serious problems, minor problems or no problems at all 
in the following: 

41A. (IF SERIOUS OR NINOR) Did you 

inform your support agency - AED or 

EIL - of this problem? 

418. (IF YES) 

help was 

poor? 

Would you say their 

veiy good, good. or 

Serious Ninor No Very 
Problems Problems Problems Yes No Good Good PoU, 

a. Finances (1) (2) (3) (1) (2) (1) (2) (3) 

b. Transportation (1) (2) (3) (1) (2) (1) (2) (3) 

c. Housing (1) (2) (3) (1) (2) (1) (2) (3) 

d. Academic (1) (2) (3) (1) (2) (1) (2) (3) 

e. Legal (1) (2) (3) (1) (2) (1) (2) (3) 

f. Health (1) (2) (3) (1) (2) (1) (2) (3) 

g. Personal (1) (2) (3) (1) (2) (1) (2) (3) 

h. Family (1) (2) (3) (1) (2) (1) (2) (3) 

j. Any other problems? 

SPECIFY: 

(1) (2) (3) (1) (2) (1) (2) (3) 

INTERVIEWER CONENTS: 

1353.711 
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42. 	 Overall, thus far would you rate the support services that you received 

from your support agency - AED or EIL - as very good, good, or poor? 

(1)Very good
 

(2) Good
 

(3) Poor
 

43. 	 In what ways, if any, could your support agency - AED or EIL have
 
served you better?
 

44. 	 Thus far, during your training, have you had any contact with the
 

organizations you work with in Pakistan?
 

(1)Yes (ASK Q. 44A)
 

(2) No (GO TO Q. 45)
 

44A. (IF YES) What kind of contact? PROBE: From whom?
 

45. 	 Do you feel this contact was sufficient?
 

(1)Yes
 

(2)No
 

353.020
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Respondent 4 _____ 

PAKISTAN DSTP EVALUATION 

CALL RECORD SHEET 

Last Name: First Name: 
Ministry/Company: 

Section/Division: 

Office Address: 

Province: Respondent Type:
 

(1) Baluchistan (1) Academic training participant - in Pakistan 
(2)NWFP (2) Academic training participant - in U.S. 
(3)Punjab (3) Academic training participant - in third country
(4)Sind (4) In-country short-term training participant

(5)Federal Area (5) Overseas short-term training participant
 

Current Position/Title:
 

Age:
 

Sex: (1) Male (2) Female
 

Management Systems International has been selected by the U.S. Agency

for International Development to evaluate the performance of the Academy

for Education Development's Development Support Training Program (DSTP).

A part of this evaluation involves examining their performance in placing

and supporting trainees sent out of Pakistan for both short term and long

term training. In addition, we have been asked to examine the nomination
 
process within the government of Pakistan and how you have utilized your

training since returning home. To accomplish this, the following set of
 
questions have been developed to allow you to tell 
us of your experiences

in being selected for training, how you were supported while abroad, and
 
how you have utilized your training since returning to Pakistan. Your
 
help with this evaluation will allow us to improve the training program

for future Pakistan participants.
 

DATE 
 TIME RESULT CONTACT
 

Interviewer:
 

1353.702 
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SEX (OBSERVATION)
 
(1) Male
 
(2) Female 
 Respondent #
 

PAKISTAN DSTP EVALUATION
 

OVERSEAS SHORT-TERM PARTICIPANT QUESTIONNAIRE
 
(RETURNEES)
 

BACKGROUND
 

1. Position/title prior to training:
 

2. Highest degree:
 

(1) B.A. or B.S.
 

(2) M.A. or M.S.
 

(3) Ph.D.
 

(8) Other... SPECIFY
 

Discipline:
 

3. 	Date training began:
 
Month Year
 

4. 	Date training finished:
 
Month Year
 

5.Age:
 

1353.702
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SELECTION
 

6. How did you first hear about this training opportunity?
 

(1) 	Newspaper
 

(2) 	Through department or organization where he works
 

(3) 	A.I.D. circular
 

(4) Friend, relative, acquaintance outside of department in which
 

he works
 

(8) 	Other... SPECIFY
 

Were you given adequate information about the requirements for
7. 

participation in the DSTP program including application forms, the
 

TOEFL, etc.?
 

(1) 	Yes (GO TO Q.8)
 

(2) No (ASK Q.7A)
 

Why do you feel this way? PROBE: What happened?
7A. 	 (IFNO) 

CIRCLE AS MANY AS APPROPRIATE.
 

(1) Not given all the Pakistan application forms at the same
 

time
 

(2) 	Not told to take the GRE
 

(8) 	Other... (SPECIFY)
 

a participant in this
8. We are interested in how you came to be 

Did you apply for this program yourself, did
training program. 


someone appoint you to this program with your knowledge, or did
 

someone appoint you to this program without your prior knowledge?
 

(1) 	Applied for program yourself
 

(2) 	Someone appointed you to this program with your knowledge
 

(3) Someone appointed you to this program without your prior
 

knowledge
 

(8) 	Other... (SPECIFY)
 

1353.702
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9. 	How long before the training began were you informed that your
 
application had been approved?
 

days
 

10. 	 How long before the training began were you given a departure date?
 

days
 

11. 	 Was this amount of time adequate for you to do the things you needed
 

to do prior to departure?
 

(1) 	Yes (ASK Q. 12)
 

(2) No (GO TO Q.11A)
 

11A. (IFNO) Why not?
 

(1) 	Not adequate to prepare family
 

(2) 	Not adequate to arrange personal affairs
 

(3) Not adequate to make travel arrangements, ticket, visa,
 
etc.
 

(4) 	Not adequate to obtain things I needed to take
 

(5) 	Not adequate to wrap up job responsibilities
 

(8) 	Other... (SPECIFY)
 

1IB. 	 How many days do you feel you should have had to prepae for
 
departure?
 

12. 	 Were there any delays in the process of applying for the training or
 

sending you abroad?
 

(1) 	Yes (ASK Q. 12A)
 

(2) 	No (GO TO Q. 13)
 

1353.702
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12A. (IF YES) 
 What delays did you encounter?
 

13. 
 Inyour opinion, how could the process for selecting or sending

trainees abroad be improved?
 

(1) Process too lengthy, time consuming/repetitive
 
clearance/streamline process
 

(2) Not kept informed of status/poor communication
 

(3) Better explanation of process/requirements
 

(4) Travel forms and visas 
- better process
 

(8) Other... 
 (SPECIFY)
 

ENGLISH LANGUAGE TRAINING
 

14. Did your training require that you take the TOEFL examination?
 

(1) Yes (ASK Q. 14A)
 

(2) No (Skip to Q. 21)
 

14A. 
 Did you pass the TOEFL examination the first time you took it?
 

(1) Yes (ASK Q. 21)
 

(2) No
 

1353.702
 



15. We would like to know what English language training you 
took specifically in preparation for this training 
program. Did you take... 

17A. (IF YES) How many weeks did this 
training last? 

178. Was the quality of this 

training exc tlent, good, tuai 
or poor? 

YES NO 
Excellent Good Fair Poor 

a. 

b. 

c. 

CELLS in Islamabad? 

PACC (Pakistan-American Cultural Center)? 

Other?... (SPECIFY) 

(1) (2) 

(1) (2) 

(1) (2) 

weeks 

weeks 

weeks 

(1) 

(1) 

(1) 

(2) 

(2) 

(2) 

(3) 

(3) 

(3) 

(4) 

(4) 

(4) 

1353.703 
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16. What was your first TOEFL score?
 

17. What was your final TOEFL sccre?
 

18. How, if at all, 
could the English language training be improved?
 

19. 
 When you arrived in the United States, did you feel your English
 

language skills were adequate?
 

(1) Yes (ASK Q. 20)
 

(2) No (GO TO Q.19A)
 

(9) Not applicable - didn't go to U.S. (GO TO Q.20)
 

19A. (IFNO) Why not?
 

(1) American accent too difficult
 

(2) Skills not 
as good as desired
 

(8) Other... 
 (SPECIFY)
 

ORIENTATION
 

20. Did you attend an orientation in Pakistan?
 

(1) Yes (GO TO Q.21)
 

(2) No (ASK Q.20A THEN SKIP TO Q.25)
 

1353.702
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20A. 	(IFNO) Why not?
 

(1) 	Wasn't informed of one
 

(2) 	Didn't have time (SKIP TO Q.25)
 

(3) 	Other... (SPECIFY)
 

21. 	 What organization gave the orientation?
 

(1) 	AED
 

(2) 	EIL
 

(3) 	USAID
 

(4) 	USIS
 

(8) 	Other... (SPECIFY)
 

22. 	 Would you say the orientation prepared you for your trip very well,
 

somewhat or not at all?
 

(1)very well
 

(2)somewhat
 

(3)not at all
 

23. 	 Briefly describe the orientation that you received.
 

1353.702
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24. 	 How do you think that the Pakistan orientation could be made more
 
useful to you?
 

(1) 	No suggestions for improvements/it was good
 

(2) 	Increase time
 

(3) 	Stress U.S. culture more
 

(4) 	Schedule/arrange orientation early
 

(8) 	Other... (SPECIFY)
 

25. 	 Did you receive orientation in the country where you were trained?
 

(1) 	Yes (GO TO Q.26)
 

(2) No (ASK Q.25A AND SKIP TO Q.31)
 

25A. (IFNO) Why not?
 

(1) 	Orientation not offered
 

(2) 	Arrived too late (SKIP TO Q.31)
 

(3) 	Other... SPECIFY
 

26. 	 Where was the in-country orientation you received given?
 

(1) 	Washington, D.C.
 

(2) 	Other... (SPECIFY)
 

27. 	 What organization gave the orientation?
 

(1) 	AED/EIL
 

(2) 	Other... (SPECIFY)
 

1353.702
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28. 	 Would you say the in-country orientation was very useful, somewhat
 

useful, or not at all useful?
 

(1) 	Very useful
 

(2) 	Somewhat useful
 

(3) 	Not at all useful
 

29. 	 Do you feel that the in-country orientation was too long, just the
 

right amount of time, or not long enough?
 

(1) 	Too long
 

(2) 	Just right
 

(3) 	Not long enough
 

30. 	 How do you think that the in-country orientation could be made more
 

useful to you?
 

(1) 	No suggestions for improvement/it was good
 

(2) 	Make longer
 

(3) 	Stress U.S. culture more
 

(4) 	Arrange orientation earlier
 

(5) More emphasis on basic living -- food, housing,
 
transportation, finances
 

(8) 	Other... (SPECIFY)
 

31. 	 What problems did you have while abroad that orientation could have
 
better prepared you for?
 

1353.702
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TRAINING
 

32. What type of training did you attend?
 

(1) Study tour
 

(2) Short course
 

(3) Conference/Workshop
 

(4) Other... 
 SPECIFY
 

33. What was 
the subject of the training?
 

34. 	 Where did the training take place?
 

Institution:
 

City:
 

State:
 

Country:
 

35. Briefly describe your training activity.
 

36. How was the subject that you studied chosen?
 

(1) I selected it.
 

(2) I 	selected it in collaboration with my supervisor/agency.
 

(3) It
was selected by my supervisor/agency alone.
 

(8) Other... 
 (SPECIFY)
 

1353.702
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37. 	 Would you have preferred another subject than the one you studied?
 

(1) 	Yes (ASK Q. 37A)
 

(2) No (GO TO Q.38)
 

37A. (IF YES) What subject would you have preferred?
 

38. 	 Was your training intended to help you do your current job better,
 

prepare you for a promotion, or for some other reason?
 

(1) 	Help you do your current job better
 

(2) 	Prepare you for a promotion
 

(8) 	Other... SPECIFY
 

39. 	 Would you say that your overall training program was closely related
 
to the job you had prior to the training, that it was somewhat
 
related to the job you had prior to the training, or that it was not
 
related at all 
to the job you had prior to the training?
 

(1) 	Closely related
 

(2) 	Somewhat related
 

(3) 	Not at all related
 

POST-TRAINING
 

40. 
 Since your training has there been any follow-up contact from anyone

connected with the training progam?
 

(1) 	Yes (ASK Q. 40A)
 

(2) No (GO TO Q.41)
 

40A. (IFYES) What kind of follow-up contact has there been?
 

(1) 	Newsletters
 

(2) 	Alumni/professional organizations
 

(3) 	Visits by USAID or AED/EIL staff
 

(4) 	Follow-up questionnaires by USAID or AED/EIL
 

1353.702
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41. 	 How do you feel the training you have received has helped you?
 

(1) 	Gave me additional skills
 

(2) Gave me a broader understanding of how my unit functions and
 
the potential for improving it.
 

(8) 	Other... SPECIFY
 

42. 	 Would you say you have used your training inyour current job very
 

much, somewhat, very little, or not at all?
 

(1) 	Very much
 

(2) 	Somewhat
 

(3) 	Very little
 

(4) 	Not at all
 

42A. 	 (IFSOMEWHAT, VERY LITTLE, OR NOT AT ALL) Why haven't you

used your training inyour current job (more)? DO NOT READ
 
CODE CATEGORIES. CIRCLE APPROPRIATE CATEGORY AND RECORD
 
RESPONSE VERBATIM BELOW.
 

(1) 	Lack of authorization from supervisor
 

(2) 	Policies and procedures won't permit me to
 

(3) 	I don't have the necessary tools and equiment
 

(4) My current job does not require the skills I learned in
 
the training
 

(8) 	Other... (SPECIFY)
 

1353.702
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43. 
 Would you say that the training you have received has advanced your
 
career a lot, somewhat, or not at all?
 

(1) a lot
 
(ASK Q.43A)
 

(2) 	somewhat
 

(3) not at all (GO TO Q.44)
 

43A. 	 (IFA LOT OR SOMEWHAT) How has the training advanced your
 

career?
 

(1) Been promoted
 

(2) Have increased responsibilities in old job
 

(8) Other... SPECIFY
 

44. 
 Would 	you say that your training has been very helpful, helpful, or
 
of no 	help at all 
in carrying out your current management
 
responsibilities?
 

(1) Very helpful
 

(2) Somewhat helpful
 

(3) No help at all
 

(9) Not applicable - have no management responsibilities
 

44A. Why do you feel that way?
 

45. 
 Inyour current job, do you feel you need more management training?
 

(1) Yes (ASK Q. 45A)
 

(2) No (GO TO Q. 46)
 

1353.702
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45A. (IF YES) 

to you? 
What additional management training would be useful 

46. 
 Would you say that your training has been very helpful, 
somewhat
helpful, or of no help at all 
in carrying out your current technical
 
responsibilities?
 

(1) Very helpful
 

(2) Somewhat helpful
 

(3) No help at all
 

46A. 	 Why do you feel that way?
 

47. 
 Inyour current job, do you feel you need more technical training?
 

(1) Yes (ASK Q.47A)
 

(2) No (GO TO Q. 48)
 

47A. 	 (IFYES) What additional technical training would be useful
 
to you?
 

1353.702
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48. 	 Are there any other comments you would like to make about any aspect
 
of your training program that we haven't already covered?
 

1353.702
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Respondent
 

PAKISTAN DSTP EVALUATION
 

SUPERVISOR QUESTIONNAIRE
 

1. How many employees that you supervised have been sent for training through the
Development Support Training Program?
 

2. What were their jobs? 2A. What training programs were they sent to?
 

JOB 
 TRAINING PROGRAM SENT TO
 

3. Ingeneral, were you very involved, somewhat involved, or not at all 
involved in
 
the selection of participants for DSTP?
 

(1)Very involved
 

(2)Somewhat involved
 

(3)Not at all involved
 

4. What was the process that was used for selecting employees for training under
 
DSTP?
 

1353.709
 



APPENDIX :D--
Page 2 

5. Were participants usually sent for training for the purpose of helping them do
their current job better, or to prepare them for a promotion, or for some 
other
 
reason?
 

(1)Help them do their current job better
 

(2) Prepare them for a promotion
 

(8)Other... 
 SPECIFY
 

6. Did you hale a role in choosing whether your employees received non-degree or
 

academic training?
 

(1)Yes (ASK Q. 6A)
 

(2) No (GO TO Q.7)
 

6A. What was your role?
 

7. Did you have a role in choosing the discipline inwhich your employees were
 

trained?
 

(1)Yes (ASK Q. 7A)
 

(2) No (GO TO Q.8)
 

7A. (IFYES) What was your role?
 

1353.709
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8. We are interested inwhat happens to trainees when they return from training.
Typically, do they return to their old job, return to their old job in a 
new
location, return to a different job at the same level 
inyour organization, are
they promoted to 
another job within your organization, do they change employers
and take a 
job at the same level, or do they change employers and take a job at a
higher level?
 

(1)Returned to old job
 

(2)Old job - new location
 

(3)Different job in same organization - same level 

(4)Promoted insame organization
 

(5)Change employers - same level 

(6)Change employers - higher level
 
9.Upon their return to Pakistan, are participants usually placed injobs for which
 

they have been specifically trained?
 

(1)Yes (ASK Q. 10) 

(2) No (GO TO Q.9A)
 

9A. (IFNO) Why?
 

10. Would you say that participants' performance on the job after training is usually
 

improved a great deal, improved somewhat, or not improved at all?
 

(1)Improved a great deal
 

(2) Improved somewhat
 

(3)Not improved at all
 

IOA. Please explain.
 

1353.709
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11. 	We are interested in your suggestions about how various aspects of this

participant training program might be improved. 
 First of all, what changes, j

any, do you feel 
should be made in the selection process - including how
potential 
trainees find out about the program, how they are selected, etc.?
 

12. Similarly, what other changes, if any, do you feel 
should be made in any other
 
aspect of the participant training process?
 

13. 
Has a training needs analysis and training plan been developed for your Ministry?
 

(1)Yes (ASK Q. 13A) 

(2) No (GO TO Q.14) 

(3)Don't know (GO TO Q. 14) 

13A. (IFYES) Were you involved in this process?
 

(1)Yes (ASK Q. 13B)
 

(2) No (GO TO Q.14)
 

13B. (IFYES) How were you involved?
 

13 (C) Who did the training needs analysis and training plan?
 

Name 
 Designation
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14. 
Ingeneral, would you say that the job performance of returned trainees is a 
lo"
better, somewhat better, about the same, or worse than the performance of people
who 	have not received USAID training?
 

(1)Much better
 

(2)Somewhat better
 

(3)About the same
 

(4)Worse
 

14A. Why do you feel that way?
 

15. 	People have different opinions about the value of academic training versus non­degree training. 
For 	your particular section of your organization, what would be
most useful to you ­ to have more people receive non-degree training or a 
smaller
number of people receive academic training?
 

(1)More receive non-degree training
 

(2)Fewer receive academic training
 

15A. Why do you feel that way?
 

16. 
Likewise, people feel differently about the value of in-country 
 training
versus overseas training including third country 
 training. For your
organization, what would be most useful to 
 you - to send more people for
in-country training or to send 
 more people to be trained overseas?
 

(1)In-country training
 

(2)Overseas training
 

1353.709
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16A. Why do you feel this way?
 

17. 	To your knowledge, do people trained in the USAID program share the information 
they gained or skills they learned with others inyour organization - their boss,
colleagues, or people that work under them 
- frequently, occasionally or not at
 
all?
 

(1)Frequently
 
(ASK Q. 17A)
 

(2)Occasionally
 

(3)Not at all
 
(GO 	TO Q. 18)
 

(4)Don't know
 

17A. (IF FREQUENTLY OR OCCASIONALLY) Please give me some examples.
 

18. 	To your knowledge, have any people trained in the USAID program conducted any
 

training activities since they returned for other people in your organization?
 

(1)YES (ASK Q. 18A)
 

(2) No (GO TO Q. 19)
 

18A. (IFYES) What training activities have they conducted? 
 BE SPECIFIC.
 

1353.709
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19. 	Are there any other comments you would like to make about any aspect of the US"D
 
training program that we haven't already covered?
 

1353.709
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INTERVIEWER: COMPLETE THE EMPLOYEE-SPECIFIC QUESTIONS (Q. 20-26) FOR EACH OF THE
 
SUPERVISOR'S EMPLOYEES INTERVIEWED. (SEE SUPERVISOR CALL RECORD SHEET.)
 

EMPLOYEE-SPECIFIC QUESTIONS ABOUT: 	 Resp.
 
(name)
 

-20. 	Now I need to ask you a few questions specifically about one of your employees, 

, one of the DSTP trainees. Were you very involved, somewhat
 

involved, or not at all involved in the selection of
 
,for participant training?
 

(1)Very involved
 

(2)Somewhat involved
 

(3)Not at all involved
 

21. 	Was sent for training for the purpose of helping him do
 

his current job better, to prepare him for a promotion, or for some other reason?
 

(1) Help them do their current job better
 

(2)Prepare them for a promotion
 

(3)Other... SPECIFY
 

22. 	When returned from training, did he return to his
 
old job, return to his old job in a new location, return to a different job at the
 
same level in your organization, was he promoted to another job within your
 
organization, did he change employers and take a job at the same level, or did he
 
change employers and take a job at a higher level.
 

(1) Returned to old job
 

(2)Old job - new location
 

(3)Different job in same organization - same level
 

(4)Promoted in same organization
 

(5)Changed employers - same level
 

(6)Changed employers - promoted
 

1353.709
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23. Was 
 placed in
a job for which he had been specifically tr'al n; 

when he returned from training? 

(1)Yes (GO TO Q.24)
 

(2)No (ASK Q.23A)
 

23A. (IFNO) Why not? PROBE: What happened?
 

24. Would you say that 
_ 's performance on the job after the training
 

has improved a great deal, 
improved somewhat, or not improved at all?
 

(1) Improved a great deal
 

(2) Improved somewhat
 

(3) Not improved at all
 

(4)Don't know - was not his supervisor before the training
 

24A. Why do you feel this way?
 

25. To your knowledge, has 
 shared the information he gained or skills
that he learned with others inyour organization - his boss, colleagues, or peoplethat work under him - frequently, occasionally or not at all?
 

(1)Frequently
 
(ASK Q. 25A)
 

(2)Occasionally
 

(3)Not at all
 
(GO TO Q. 26)
 

(4)Don't know
 

1353.709
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25A. (IF FREQUENTLY OR OCCASIONALLY) Please give me some examples.
 

26. Has 
 conducted any training activities since he has
 

returned for other people inyour organization?
 

(1) Yes (ASK Q. 26A)
 

(2) No (TERMINATE INTERVIEW)
 

26A. (IFYES) What training activities has he conducted? 
 BE SPECIFIC.
 

Thank you very much for your time. 

1353.709
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SEX: (OBSERVATION)
 
(1) Male 
(2) Female 
 Respondent #
 

PAKISTAN DSTP EVALUATION
 

IN-COUNTRY SHORT-TERM PARTICIPANT QUESTIONNAIRE
 

BACKGROUND
 

1. Position/title prior to training:
 

2. Highest degree prior to training:
 

(1) B.A. or B.S.
 

(2) M.A. or M.S.
 

(3) Ph.D.
 

(8) Other... SPECIFY
 

Discipline:
 

3. Date training began: __ _ Year
Month Year
 

4. 	Date training finished: ______ Year

Month Year
 

5. Age:
 

SELECTION
 

6. How did you first hear about this training opportunity?
 

(1) Newspaper
 

(2) Through department/organization where he works
 

(3) A.I.D. circular
 

(4) Friend, relative, acquaintance outside of
 
department/organization which he works
 

(8) Other... (SPECIFY)
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7. Were you given adequate information about the requirements for
 

participation in the DSTP program?
 

(1) 	Yes (GO TO Q.8)
 

(2) 	No (ASK Q.7A)
 

7A. 	 (IFNO) Why do you feel this way? PROBE: What happened?
 
CIRCLE AS MANY AS APPROPRIATE.
 

8. 	We are interested in how you came to be a participant in this
 
training program. Did you initiate action to receive training, did
 
someone nominate you to his program with your knowledge, or or did
 
someone nominate you to this program without your prior knowledge?
 

(1) 	Applied for program yourself
 

(2) 	Someone appointed you to this program with your knowledge
 

(3) Someone appointed you to this program without your prlor
 
knowledge
 

9. 	Were there any delays in processing your application for the
 
training or sending you to it?
 

(1) 	Yes (ASK Q. 9A)
 

(2) No (GO TO q. 10)
 

9A. (IF YES) What delays did you encounter?
 

1353.704
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10. 	 Inyour opinion, how could the process for selecting or sending
 
trainees be improved?
 

TRAINING
 

11. 	 What type of training did you attend?
 

(1) 	Study tour
 

(2) 	Short course
 

(3) 	Conference/Workshop
 

(8) 	Other.. (SPECIFY)
 

12. 	 What was the subject of the training?
 

13. 	 Where did the training take place?
 

Institution:
 

City:
 

14. 	 Briefly describe your training activity.
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15. 	 How was the subject that you studied chosen?
 

(1) 	I selected it.
 

(2) 	1 selected it in collaboration with my supervisor/aagency
 

(3) 	It was selected by my supervisor/agency alone
 

(8) 	Other... (SPECIFY)
 

16. 	 Would you have preferred another subject than the one you studied?
 

(1) 	Yes (ASK Q. 16A)
 

(2) No (GO TO Q.17)
 

16A. (IFYES) 
 What 	subject would you have preferred?
 

17. 	 Was your training intended to help you do your current job better,
 

prepare you for a promotion, or for sr~me other reason?
 

(1) 	Help you do your current job better
 

(2) 	Prepare you for a promotion
 

(8) 	Other... SPECIFY
 

18. 	 Would you say that your overall training program was closely related
 
to the job you had prior to the training, that it was somewhat
 
related to the job you had prior to the training, or that it was not
 
related at all to the job you had prior to the training?
 

(1) 	Closely related 

(2) 	Somewhat related
 

(3) 	Not at all related 
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POST-TRAINING
 

19. 
 Since your training has there been any follow-up contact from anyone

connected with the training progam?
 

(1) Yes (ASK Q. 19A)
 

(2) No (GO TO Q.20)
 

19A. (IFYES) 
 What kind of follow-up contact has there been?
 

20. 
 How would you rate the overall quality of the training you received?
 

(5)Excellent (4)Very good 
 (3)Good (2) Fair (1)Poor
 

20A. Why?
 

20B. How do you feel the training you have received has helped
 

you?
 

(1) Gave me additional skills
 

(2) Gave me a broader understanding of how my unit functions
 
and the potential for improving it.
 

(8) Other... 
 SPECIFY
 

20C. How would you grade the level of the material presented?
 

(1)Too advanced (2)About right 
 (3)Too simple
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20D. How would you grade the SUBJECT MATTER COMPETENCE of the
 

instructor provided by USAID/AED for this training?
 

(1)Outstanding (2)Very good (3) Fair (4) Poor
 

(5)Very bad
 

Why?
 

20E. 	How would you grade the PRESENTATION COMPETENCE of the
 

instructor provided by USAID/AED for this training?
 

(1)Outstanding (2)Very good (3) Fair (4) Poor
 

(5)Very bad
 

Why?
 

20F. 	Would you recommend this program for other persons?
 

(1)Strongly recommend (2)Recommend (3) Not recommend
 

Why?
 

1353.704
 



Page 7 
21. 
 Would you say you have used your training inyour current job very
 

much, somewhat, very little, or not at all?
 

(1) Very much
 

(2) Somewhat
 

(3) Very little
 

(4) Not at all
 

21A. (IFSOMEWHAT, VERY LITTLE, OR NOT AT ALL) 
 Why haven't you
used your training in your current job (more)? 
DO NOT READ
CODE CATEGORIES. CIRCLE APPROPRIATE CATEGORY AND RECORD
 
RESPONSE VERBATIM BELOW.
 

(1) Lack of authorization from supervisor
 

(2) Policies and procedures won't permit me to
 

(3) I don't have the necessary tools and equiment
 

(4) My current job does not require the skills I learned in
 
the training
 

(8) Other... 
 (SPECIFY)
 

22. 
 Would you say that the training you have received has advanced your
 

career a lot, somewhat, or not at all?
 

(1) a lot
 
(ASK Q.22A)
 

(2) somewhat
 

(3) not at all (GO TO Q.23)
 

23A. 
 How has the training advanced or hindered your career?
 

(1) Been promoted
 

(2) Received other responsibilities
 

(8) Other... 
 (SPECIFY)
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23. 	 Would you say that your training has been very helpful, helpful, or
 
of no help at all in carrying out your current management
 
responsibilities?
 

(1) 	Very helpful
 

(2) 	Somewhat helpful
 

(3) 	No help at all
 

23A. Why do you feel that way?
 

24. 	 Inyour current job, do you feel you need more management training?
 

(1) 	Yes (ASK Q. 24A)
 

(2) No (GO TO Q.25)
 

24A. (IFYES-) What additional management training would 'Je useful
 
to you?
 

25. 	 Would you say that your training has been very helpful, somewhat
 
helpful, or of no help at all in carrying out your current technical
 
responsibilities?
 

(1) 	Very helpful
 

(2) 	Somewhat helpful
 

(3) 	No help at all
 

1353.704
 



Page 9 

25A. Why do you feel that way?
 

26. 
 Inyour current job, do you feel you need more technical training?
 

(1) Yes (ASK Q. 26A)
 

(2.)No (GO TO Q. 27)
 

26A. What additional technical training would be useful 
to you?
 

27. 
 Are there any other comments you would like to make about any aspect
of your training program that we haven't already covered?
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SEX: (OBSERVATION)
 
(1) Male

(2) Female 


Respondent #
 

PAKISTAN DSTP EVALUATION
 

IN-COUNTRY SHORT-TERM PARTICIPANT QUESTIONNAIRE

(Women Management and Entrepreneurial Trainees)
 

BACKGROUND
 

IA. Name and Age 
 Province:
 
IB. Position/title prior to training:
 

1C. 
 How long have you been working at your current job?
 

2. Highest degree:
 

(1) B.A. or B.S.
 

(2) M.A. or M.S.
 

(3) Ph.D.
 

Other... 
 SPECIFY
 

Discipline:
 

3. Title of Training course or courses taken
 

4. Date training began: 
 _ _ Year 
Month Year
 

5. Date training finished: Yea
 
Month Year
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SELECTION
 

6. 	How did you first hear about this training opportunity?
 

(1) Newspaper
 

(2) Through department/organization where he works
 

(3) A.I.D. circular
 

(4) Friend, relative, acquaintance outside of department/
 
organization which he works
 

(8) Other... (SPECIFY)
 

7. 	Did you have any difficulties applying for this training?
 

(1) Yes (Go to Q. 7A) 

(2) No (Go to Q. 9) 

7A. Please explain:
 

8. 	Were you given adequate information abnut the forms you needed to
 
complete to apply for this training, how to complete them, by when
 
they needed to be completed, etc.?
 

(1) Yes (GO TO Q.9)
 

(2) No (ASK Q.8A)
 

8A. (IFNO) Why do you feel this way?
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9. 	Where did the training take place?
 

Institution:
 

City:
 

10. 	 Briefly describe your training activity?
 

11. 
 Was your training intended to help you do your current job better,
 

prepare you for a promotion, or for some other reason?
 

(1) 	Help you do your current job better
 

(2) 	Prepare you for a promotion
 

(8) 	Other... 
 SPECIFY
 

12. 	 Have you improved your business on your job skills as a result of
 

*this training?
 

(1) 	Yes (Go to Q. 12A)
 

(2) 	No (Go to Q. 14)
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12A. The areas of my business or my office functions that have
 

improved are:
 

(1) 	Sales (6) Production
 

(2) 	Organization/Administration (7) Planning
 

(3) 	Marketing (8) Decision making
 

(4) 	Profits (9) Management
 

(5) 	Personnel
 

(10) 	 Other SPECIFY
 

(11) 	 Describe the improvements
 

13. 	 Would you say you have used your training inyour current job very
 

much, somewhat, very little, or not at all?
 

(1) 	Very much
 

(2) 	Somewhat
 

(3) 	Very little
 

(4) 	Not at all
 

13A. 	 (IFSOMEWHAT, VERY LITTLE, OR NOT AT ALL) Why haven't you

used your training in your current job (more)? DO NOT READ
 
CODE CATEGORIES. CIRCLE APPROPRIATE CATEGORY AND RECORD
 
RESPONSE VERBATIM BELOW.
 

(1) Course did not deal with the problems with which I need
 
help
 

(2) 	I had difficulty understanding the trainer
 

(3) 	The course was irrelevant to my needs
 

(8) 	Other... (SPECIFY)
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14. 
 Would you say that the training you have received has advanced your
 
career a lot, somewhat, or not at all?
 

(1) a lot
 
(ASK Q.17A)
 

(2) 	somewhat
 

(3) 	not at all (GO TO Q.18)
 

15. 	 (IFA LOT OR SOMEWHAT) How has the training advanced your career?
 

(1) 	Been promoted
 

(2) 	Have increased responsibilities in old job
 

(8) 	Other... (SPECIFY)
 

16. 	 Inyour current job, do you feel you need more management or business
 

training?
 

(1) 	Yes (ASK Q. 19A)
 

(2) 	No (GO TO Q. 20) 

16A. 	 (IFYES) What additional management training would be useful
 
to you?
 

17. Did this training meet your expectations?
 

(1) 	Yes
 

(2) 	No. Please explain
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18. 	 What are the major challenges or problems in the work you do now?
 

19. 	 How could training be made more useful to meet current and future
 
challenges?
 

20. 	 Would you recommend this program for other women managers or
 

entrepreneurs?
 

(1) 	Yes
 

(2) 	No
 

21. 	 Were the physical and logistics arrangements for the training
 

satisfactory?
 

(1) 	Yes
 

(2) 	Somewhat
 

(3) No
 

If not, why?
 

22. 	 Were you satisfied with the way the program instructors and
 

facilitator handled the program?
 

(1) 	Yes
 

(2) 	Somewhat
 

(3) No
 

If not, why?
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QUESTIONNAIRE FOR AED
 

Name:
 

Office Address:
 

Position/Title:
 

This interview guide is designed to give you an opportunity to
 
express your opinions on the progress of AEDs' DSTP contract in a
 
structured manner. We feel that your input is crucial to the evaluation.
 
While we want your input, we are not asking for volumes in your response.
 
Indeed, we are asking you to impose very stringent limits on the length of
 
your own responses. Please frame your answers as if they were to be
 
included in an executive summary. We realize that your work may not
 
pertain to some of the questions, however, please respond to as many as
 
possible. Thank you very much for your cooperation. We would like an
 
appointment on September 29 to discuss your responses.
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I. There are four general areas or parts to the DSTP contract. They are
 
participant training, ESL, management, training and institutional
 
strengthening. Which of these, in whole or in part, has AED
 
delegated to a subcontractor and what parts has it retained direct
 
responsibility for? In those areas where it has retained
 
responsibility, please outline AED's activities and identify the
 
people involved by activity and location.
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2. Are there quantitative goals in any of these four areas? 
 What are
 
they and what are the accomplishments to date? (inparticipant

training please treat "buy-in" placements separately)
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3. How well do you feel 
impl emented? 

that the four thrusts of the OSTP are being 
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4. 	How do you feel that your two major subcontractors have performed?
 
What are their respective strengths and weaknesses?
 

1353.706
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5. 	 What are the major coordination problems among the AED, it's
 

subcontractors, USAID/Pakistan, USIS, GOP, and USAID/DC?
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6. 
 Inyour opinion, what have been the major constraints that you have
had to overcome with (a)A.I.D., (b)GOP, and 
(c) internally and how
 
was this accomplished?
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7. What major constraints to the success of the program remain?
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8. How can the GOP be given, 
the DTSP? 

or encouraged to take, a greater role in 
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9. 	 Inyour opinion, is the current mix of training and institution
 
strengthening (e.g., short term/long term, in-country/third
 
country/U.S.) activities at an optimum to meet the project goals or
 
should the mix be changed? If so how?
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10. 
 If you had it to do over, knowing then what you know now, what would
you do differently: (assuming USAID would support such changes)?
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PAkISTAN DSTP EVALUATION
 

PRIVATE CONTRACTORS AND UNIVERSITIES QUESTIONNAIRE
 

Name 	of organization:
 

Contact person: 	 Phone:
 

Address:
 

Please answer all questions fully. Attach extra response sheets if
 
needed.
 

1. 	 Inwhat program area do you have a contract in Pakistan? (e.g.,

irrigation management, family planning, etc.)
 

2. 	When did your contract commence?
 
month year
 

3. 	How many participants have you sent through the AED/DSTP system?
 

4. 	 Briefly describe the training portion of your contract that utilizes
 
services provided by AED/DSTP (include number and type of training

slots: short-term, long-term, academic, and technical).
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5. 	Have you been involved inthe placement of your participant trainees
 

(e.g., selection of institution, academic major, etc.)?
 

(1) 	Yes
 

(2) 	Not desired
 

(3) Desired but did not have the opportunity
 

Please comment.
 

6. 	Have the placements made by AED/DSTP been:
 

a. 	In appropriate institutions? Please comment.
 

b. 	Made ina timely manner? Please comment.
 

c. 
1lade in the academic disciplines or short term programs that you
 
desired? Please comment.
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7. 	What, 
if any, feedback do you require from your participant trainees?
 
Please comment.
 

8. 	Are you satisfied with the services received from AED/DTSP?

Please comment.
 

9. 	What changes would you like to see 
in the trainee placement system
mandated by USAID/Pakistan and why? (Assume that USAID would permit

what you recommend.)
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LIST OF PERSONS INTERVIEWED
 

I. Governmert of Pakistan
 

A. ESTABLISHMENT DIVISION, CABINET SECRETARIAT
 

All Mohammed Sheikh, Joint Secretary (Training)
 

Shahid Nazeer, Deputy Secretary (Foreign Training)
 

B. ECONOMIC AFFAIRS DIVISION, MINISTRY OF FINANCE
 

Ghafoor Mirza, Joint Secretary
 

Fida Husain, Deputy Secretary
 

Nargis Sethi, Section Officer
 

C. FEDERAL MINISTRY OF PRODUCTION
 

Mahbub Ahmad, Additional Secretary
 

D. PROVINCIAL GOVERNMENT OF BALUCHISTAN
 

R. S. Poonegar, Chief Secretary
 

Ata M. Jafar, Additional Chief Secretary, Planning and Development

Department
 

Sohail Humayun, Section Officer (Foreign Training), Planning and
 
Development Department
 

Mohamed Anwar Kethran, Chief Secretary, Education Department
 

Jamsheed Ahmed, Assistant Professor, Subject Specialist

(English), Bureau of Curriculum and Extension Center
 

Shams-ul-Islam. Assistant Director of Education, Bureau of

Curriculum and Extension Center
 

Dr. Muhammad Inamul Haq Kauser, Director of Education, Bureau of
Curriculum and Extension Center, Baluchistan.
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E. PROVINCIAL GOVERNMENT OF NORTH WEST FRONTIER PROVINCE
 

Mohammed Amin, Secretary, Services & General Administration
 
Dept.
 

Suleman Ghani, Secretary, Planning and Development Dept.
 

Mumtaz Gul, Section Officer (Foreign Training), Planning and
 
Development Department
 

Iftikharudin Khattak, Secretary, Education Dept.
 

Nisar Ahmad Sethi, Chief Planning Officer, Education Department
 

Shah Alam, Section Officer, Education Department
 

F. PROVINCIAL GOVERNMENT OF THE PUNJAB
 

Khalid Javed, Additional Chief Secretary, Planning &
 
Development Department
 

Mohammed Azhar, Member, Punjab Planning Commission
 

Tariq Sultan, Managing Director, Punjab Small Industries Corp.
 

G. PROVINCIAL GOVERNMENT OF 'THE SIND
 

S. Anwar Haider, Managing Director, Sind Small Industries Corp.
 

Masood Ahmed Siddiqui, Joint Director, Sind Small Industries
 
Corp.
 

Mohammed Sharif, Deputy Director, Sind Small Industries Corp.
 

Farhat Ali, Assistant Director, Sind Small Industries Corp.
 

H. OTHER GOP OFFICIALS
 

Mrs. Sabha Syed, former Director, Women's Division, Cabinet
 
Secretariat
 

Rab Shiell, Director of Studies, Diploma Course in the Teaching

of English, National Academy of Higher Education, University

Grants Commission, GOP
 

Talat Khurshed, Deputy Director, National Academy of Higher
 
Education, University Grants Commission
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Dr. Hassan Aghar Kazmi, Acting Director General, University

Grants Commission and Director General, National Academy of
 
Higher Education
 

Yasmin Audil, Director, National English Language Institute,
 
Ministry of Education
 

Nadira Pervenn, Assistant Director, National English Language
 
Institute, Ministry of Education
 

II. Pakistan Government TraininQ Institutions
 

A. NATIONAL INSTITUTE OF PUBLIC ADMINISTRATION/KARACHI
 

Dawer Hussain, Chief Instructor
 

Dr. Abdul Latif, Senior Instructor
 

Mr. Mohammed Khurshid Khan, Senior Instructor
 

S. Amjad Ali Soquib, Senior Instructor
 

Dr. Azhar Rizvi, Chief Consultant
 

Ms. Zarrin Qureshi, Research Associate
 

B. NATIONAL INSTITUTE OF PUBLIC ADMINISTRATION/LAHORE
 

Aslam Iqbal, Director
 

Dr. Karamat Azim, Deputy Director
 

Iftikhar Ahmad, Senior Instructor
 

Shahid Majeed, Instructir
 

Ms. Rukhsana Rashid, Instructor
 

M. Asghar, Senior Librarian
 

Shamser Khan, Instructor
 

Mrs. S. Malik, Instructor
 

M. Nazir, Audio-Visual Specialist
 

C. NATIONAL INSTITUTE OF PUBLIC ADMINISTRATION/QUETTA
 

Aman Ullah Khan, Director.
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D. PAKISTAN ACADEMY FOR RURAL DEVELOPMENT/NATIONAL INSTITUTE OF
 

PUBLIC ADMINISTRATION/PESHAWAR
 

Abdullah, Director, PARD/NIPA
 

Harold Jonathan, Research Librarian
 

Mazhar Sajjad, Deputy Director, Provincial Services Academy
 

E. AUDIT AND ACCOUNTS TRAINING INSTITUTES (AATI), PAKISlAN AUDIT
 
DEPARTMENT
 

Khalid Rafique, Director General (Training), Pakistan Audit
 
Department (PAD)
 

Sheikh Naseer-ul-Haq, Additional Accountant General/Director
 

Shakel Ahmad, Director, Short Courses and Publications
 

Benjamin Randle, Director, Computer Studies and Audio-Visual
 
Aids.
 

Salahuddin, Director
 

Abdul Salam, Director, Training Support Center
 

Jalaluddin Qureshi, Director, Railway Accounts Academy
 

F. CIVIL SERVICE ACADEMY, LAHORE
 

A. Z. Faruqui, Director General
 

M. Z. H. Rathore, Director of Programs
 

Shafqat E. Shah, Director of Finance and Administration
 

Dr. Muneer Ahmad, Chief Instructor/Public Administration
 

G. ADMINISTRATIVE STAFF COLLEGE, LAHORE
 

Mukhtar Masood, Principal
 

Jameleer Rehman Khan, Vice-Principal & Director of Research
 

Viqar Ahmad, Director, of Studies
 

Inayat I. Malik, Director, Administration
 

Sarfraz Chishti, Research Librarian.
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H. PAKISTAN INSTITUTE OF MANAGEMENT, KARACHI
 

Arshad Abdullah, Director
 

Zarrar Zubair, Chief Management Counsellor
 

I. INSTITUTE OF BUSINESS ADMINISTRATION (IBA), UNIVERSITY OF
 
KARACHI
 

Dr. Abdul Wahab, Dean and Director, IBA
 

Syed Fazle Hasan, Professor of Accounting and Finance
 

Ms. Suraiya Nazar, Professor of Business Communication
 

Feisal J. Rahimitoola, Professor of Marketing
 

Najmal Hassan, Professor of Accounting
 

J. OTHER GOP EDUCATIONAL INSTITUTIONS
 

Dr. Abdul Matin, Vice Chancellor, University of Peshawar, NWFP
 

Dr. Jamal Khan, Vice Chancellor, University of Engineering and
 

Technology, NWFP
 

III. Pakistan Private Sector Contacts
 

A. LAHORE UNIVERSITY OF MANAGEMENT SCIENCES (LUMS)
 

Mohammed Ashraf, Treasurer
 

Javed Rahim, Project Manager
 

Dr. James A. Erskine Dean (Canadian expatriate)
 

Dr. Salman Shah, Associate Professor
 

B. ENTERPRISE FORUM (KARACHI)
 

Maher H. Alavi, President (also Managing Director, Alavi Sons
 
Ltd.)
 

Shahid Anwar Bajwa, Board member (also President, S.A. Bajwa

and Co. Management Consultants)
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Nazim F. Haji, Board member (also, Managing Director,
 
Collapsible Tube Co. and Chairman, Sind Industrial Trading
 
Estate)
 

S. H. Zafar, Board Member (also Training Manager, Sheraton
 
Hotel, Karachi).
 

C. ENTREPRENEURIAL DEVELOPMENT & ADVISORY SERVICE (EDAS) LAHORE
 

Imtiaz Khalid, Chairman
 

Manzar Shamim, Board Member (also Managing Director, Design
 
Development Fabrication Co.)
 

Almas Hyder, Board Member (also Managing Director, Synthetic
 
Products Enterprise Ltd.)
 

Tahir Azam, Board Member (also Marketing Director, PacPro
 
Industries)
 

D. PAKISTAN SOCIETY FOR THE ADVANCEMENT OF TRAINING
 

Mian Ghani, President (also Director of Training, Pakistan
 
Burma Shell Corporation)
 

E. OTHER
 

Syed Mumtaz Saeed, Vice President For Human Resources Planning
 
and Development, National Bank of Pakistan, Karachi
 

IV. U.S. Government Officials in Pakistan
 

A. AGENCY FOR INTERNATIONAL DEVELOPMENT
 

1.OFFICE OF HUMAN RESOURCES DEVELOPMENT
 

David Sprague, Chief
 

Andra J. Herriott, Deputy Chief
 

Zahid Zaheer, Supervisor of Participant Training
 

S. M. Jafar, CIELS Liaison Officer and DSTP Follow-up Coordinator
 

Liaquat Butt, Case Officer
 

Iftikhar Ahmad, Case Officer
 

Asma Sufi, Case Officer, Assistant Women in Development Officer
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2. OFFICE OF HEALTH, POPULATION AND NUTRITION
 

Ray Martin, Chief
 

Dr. Rifaq, Malaria Specialist
 

Abdul Wasey, Program Specialist
 

3. OFFICE OF ENERGY AND ENVIRONMENT
 

.Gary Adams, Deputy Chief
 

Tahir Ali, Deputy Program Manager
 

S. Haza Hussain, Program Manager
 

4.OFFICE OF AGRICULTURE AND RURAL DEVELOPMENT
 

Richard Goldman, Deputy Chief
 

Harold Dickherber, Agricultural Development Officer
 

Curt Nissly, Agricultural Development Officer
 

Alvin Neuman, Agricultural Development Officer
 

Albert Merkel, Forestry Advisor
 

Thomas Olsen, Agricultural Economist
 

Susan Hays, Private Sector Training Specialist
 

Zakhir Hussain, Project Specialist
 

Jalil Ahmad, Project Specialist
 

Alia Hussain, Project Specialist
 

5. OFFICE OF THE A.I.D. REPRESENTATIVE
 

Carol Carpenter, Data Collection and Monitoring Specialist
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6. A.I.D. LIAISON OFFICES
 

Quetta
 

Robert Traister
 

Fazal Ahmed
 

Lahore
 

Shaukat Chghtai
 

Abdul Haye
 

Peshawar
 

Kenneth Davis
 

B. UNITED STATES INFORMATION SERVICE
 

Janet W. Miller, English Teaching Officer, The American Center,
 
Islamabad
 

Susan Belmont, Assistant Cultural Officer, Islamabad
 

Gene R. Preston, Branch Public Affairs Officer, Karachi
 

Mohammed A. Aziz, Program Manager, Karachi
 

C. UNITED STATES PEACE CORPS
 

Edward J. Comstock, Director for Pakistan
 

V. U.S. Contractors in Pakistan
 

A. ACADEMY FOR EDUCATIONAL DEVELOPMENT
 

James Frits, Chief of Party
 

John Tabor, Director of Management Training
 

Laurie Emel, English Language Specialist
 

Janet Paz Castillo, Participant Training Operations Manager and
 

Coordinator,
 

Lynne Elliott, Coordinator, CIELS
 

Diana Walls, former Coordinator, CIELS
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Rahat Saghir, General Manager, Private Enterprise Training

Initiative
 

Shahnaz Kapadia Rahat, Consultant, Womens Entrepreneurship and
 
Management Programs
 

Meyen Quigley, Instructor, CIELS
 

Hina Shah, Consultant, International Centre for Entrepreneurship

and Career Development, Ahmedabad, India
 

Ashok Shah, Consultant, International Center for Entrepreneurship

and Career Development, Ahmedabad, India
 

Patricia Herriott, former Director, Makran Training Center,
 
Islamabad
 

Pamela Rodrigues, Entrepreneurship Workshop Interne, Womens
 
Entrepreneurship Workshops
 

Mumtaz Alavi, Entrepreneurship Workshop Interne, Womens
 
Entrepreneurship Workshops
 

Ayesha Menai, Management Workshop Interne, Womens Management

Workshops
 

Ambareen Farooki, Management Workshop Interne, Womens Management

Workshops
 

Sahra Pathar, Management Workshop Interne, Womens Management

Workshops
 

Tehmina Ahmed, Management Workshop Interne, Womens Management
 

Workshops
 

B. USAID TECHNICAL PROJECT CONTRACTORS
 

Jamshed Khan, PRC/Checchi
 

Gilbert Corey, University of Idaho
 

Lawrence Morgan, Chemonics
 

Stephen Buzdugan, Associates in Rural Development
 

William Wright, Winrock International
 

Raymond Cragle, University of Illinois
 

Richard C. Maxon, Kansas State University
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VI. Other Agencies in Pakistan
 

A. THE ASIA FOUNDATION
 

0. Roen Repp, Representative
 

Gwendolyn G. Bevis, Program Officer
 

Robert J. Baumgardncr, English Language Teaching Consultant
 

Audrey Kennedy, Program Director, English Language Teaching
 

Program
 

B. THE BRITISH COUNCIL
 

Geoffrey Kaye, Assistant Representative
 

C. SOCIETY OF PAKISTAN-ENGLISH LANGUAGE TEACHERS (KARACHI)
 

Zakia Sarwa, President and Program Coordinator
 

D. PAKISTAN AMERICAN CULTURAL CENTERS
 

Humphrey Peters, Director, Peshawar
 
Merven Angelo, Director, Quetta
 
Durl'e Shameem Rafi, Director, English Language Program, Karachi
 

Azeen Shah, Director, English Language Program, Karachi
 

Marjorie Junejo, Director, English Language Program, Karachi
 

E. ASSOCIATION OF BUSINESS, PROFESSIONAL AND AGRICULTURAL WOMEN
 

Shameim Kazmi, President
 

F. ST. JOSEPH'S CONVENT/GIRLS HIGH SCHOOL, QUETTA
 

Patricia McCormick, English Advisor
 

Sister Virginia Quinn, Principal
 

G. OTHER
 

Imran Gichki, Participant, Makran Private Sector Scholarship
 
Program
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VII. U.S. Government Officials and Contractors in the USA
 

A. UNITED STATES AGENCY FOR INTERNATIONAL DEVELOPMENT
 

Harold Freeman, Chief, Human Resource Development, A/NE Bureau,

Agency for International Development (DSTP Interim Evaluation
 
Team member)
 

Robert Dakan, Pakistan Desk Officer
 

B. ACADEMY FOR EDUCATIONAL DEVELOPMENT (AED)
 

Steven Mosely, President, AED
 

Peter Boynton, Director, AED Pakistan Project
 

C. EXPERIMENT IN INTERNATIONAL LIVING (EIL)
 

Bonnie Barhyte, Manager, Pakistan Participant Training Program
 
(PPTP)
 

Larry Bartlett, Deputy Manager, PPTP
 

Wendy Redlinger, Coordinator for DSTP/English as a Second
 
Language
 

Mark Ketchum, Senior Program Specialist
 

Lori Trelavin, Senior Program Specialist
 

Michael Weider, Senior Program Specialist
 

D. ARTHUR D. LITTLE
 

Robert Terry, DSTP Coordinator, Arthur D. Little Management

Education Institute
 

VIII. Other Contacts in the USA
 

Richard A. Fehnel, University of Oregon (DSTP Interim Evaluation
 
Team Leader)
 

1353.710
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A BRIEF RESUME ON THE
 
PROBLE1I AND PERSPECTIVES ON O/ARD TRAINING 
 -

Bedh P. Upreti
 

I. 
 NEED "TO CHANGE "TIE PERCEPTION
 

Any serious attempt to look at 
the entire process of training from

the time of training plans formulation 
 to the time when participants

actually 
depart Pakistan for training overseas, is apt to give a feeling

of exhaustion. It takes a long 
 time to actually translate a trainingplan into reality. The nomination process is lengthy. Everyone knows 
it. The obvious remedy would be to shorten the nomination process.
There is hardly anyone who would not be taken by this idea. But how do 
we do it ? The provincial authorities make a convincing case of the
 processes they need to follow - a lengthy process justified in the name
of accountability and good management. At the federal level one cannot

really point out to a dannel and say that the nominations process should 
not go' thrajgh iK. Last year we-wire informed that a committee ude.- the
chairmanship of Mr. Sartaj Aziz. was constituted 
 to look into this
problem. It 
is not known what this committee 
 recommended 
 to the 
government. 
 The problem, however, still 
remains as 
fresh as ever.
 

A positive perspective of 
viewing the lengthy nomination process mayrequire us not to perceive it as a problem rather to accept it as 'given'
 
-
like a nmomtain to be crossed. 
Just to draw an anology, our need and
 purpose 
 is to go across the mountain to the other side. - a mountain 
without a road but with 
a goat-trail. 
 We can fly 
 over the wnntain 
provide!I there are airfields at both eUwds. We do not have this luxury.We can ren: a helicopter -- too expensive anl not feasible on a regllar
basis (though a few cases of hand carried nominations have passed through
the lengthy hurdle in a record time of ten days - rare example of a
 

6/
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helicopter hop across the mountain). Surest way to cross the mountain, 

of coiirse, is to fotlow the goat-trail with the i(lea that the slow 

'turtle' eventually reaches its destination. We can always hope that the 

goat-trail will be replaced by a jeepable road someday. For the time 

being, however, no one is willing to 'bell the cat'. Thie mountain cannot 

be wilted away. It has been and will be there., Regulations governing 

the nomination process - despite over preference for a smooth road over 

the motintain - have been and will be there. Under the circumstances thle 

idi n 'if you cannot beat them, join themI seems to offer the best 

respite. So, for us to pursue our objective successfully the best 

alternative is to follow the goat-trail across the mountain. In this 

context we need to dange otr perception so that the mountain itself 

would not be defined as the 'problem'. A dange in the perception could 

make the 'lag' amicable to our expectations as to the nature and 

Ctinctioning of the nomination process of candidates for overseas training. 

'rhe government bureaucracies in South Asia in general and Pakistan in 

particular have adapted well to the secular norms and values demanded of 

them in the performance of activities like nominating a person for 

overseas training. In the South Asian cultural milieu the functioning of 

the bureaucratic decision-making .process does not really have a 

stibstantive relationship with the societal structure. The bureaucratic ­

decision-making process in Pakistan finctions independently of inl~it from ­

societal values and norms. The decision-maki-lg (regarding nomination of 

individuals for overseas training) on the whole works on a secular and 

fair basis. May be once in a while a relative, a member of the same 

caste or tribe, is given priority over a non-relative or a non-member. 

But these are not everyday cases. Loyking at the demands on decisions 

especially For foreign training from the perspective of norms valued by 

social groups the role of both provincial and federal governments in 

Pakistan rmist be appreciated for their normative approach to programmatic 

decision-making.
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Assuming that we have changed over perception and we do not consider the
 
lengthy nomination process itself as a 'problem', how do we, then, fo1low 
a goat-trail in the mountain complicated by a hill-bureaucracy?
 

The following contain
pages an effort to analyse the problem associated
 
with the planning and implementation of /ARD training. The basic focus
 
of the analysis is on coordination. concerning two areas of training,
 

namely, formulation of a training plan and the monitoring activities at
 

the stage of plan implementation.
 

II. FORMULATION OF THE ANNUAL TRAINING PLAN 

Ideally speaking the Project Paper and the GOP PC-l provide the
 
basis of a project-specific annual training plan. A training plan
 
developed commensurate to the project objectives and within the framework
 
of the overall project implementation plan should take two issues into
 
consideration, namely, the training need of the GOP institution, 
 and the
 

specificity of the proposed training.
 

The first issue requires that project-specific training be demand or need 

oriented and take the training need of the implementing agency into 
consideration. Obviously the training need of a given institution would 
be many and could even be outside the scope of the concerned project. In 
this context train _riorities need to be established, This would 
require each 0/AR) project to work closely and in consultation with the 
implementing agency officials in the development of an annual training 
plan. Incipient in this argument is the idea that the training mentioned 
in a plan is not training required by 0/AR) or USAID. The training is 

planned to meet the need of the host government institutions and USAID 
has generously offered to fund those facilities and assist the host 
government in expediting the process of implementation. Hence, it is
 
incumbent upon each project that maximum input be sought from concerned 
GOP institution in the development of an annual training plan. A
 
training plan that sincerely reflects the need and aspirations of the
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Would cart7 a stronger cmMitment :r
 
intended bene::caries obvioUSIV 

chance of success than a training pli-nimpiementati..n and hence better 

developed in isolation or on an ad-hoc basis. 

specifity tie proposed training, is related The second issue, i.e. the of 

to the efficienc. in the implementation of a training plan. In general a 

identifies a specific institutions and subjects and
training plan that 


shelved some:,ere i. the
 
nature of training avoids the pitfall of being 


pile of files in a Section Officers's office. For example, a tmaining
 

plan that offers facilities that cover a ver, broad area of training, 

e.g., '-----------and related subjects' and is slated for '--------­

on ca:- offor further decision-ial&'ng t-e

Dept.iPmjab', calls 


:i'ns .;izin
 
government bureaucratv on the speecific subjects and insti:-

--------.- of and training. Ze:ision-making process,'Punjab for in 

a consuming a-::ar. A good
a bureauicrat:., as we all know, is time 

such a gaffe by b'eing specific regarding

training plan would avoid 

With input from the 
subjects, institutions, nature of training, etc. 


at the time o.
 
host government institutions this issue could be decided 


formulating a project-specific training plan.
 

III. ISSUES ON COORDINATION
 

For the first time a coordinated approach in formulating the FY 

1989 Training Plan w_%= tried at O/ARD. The experience gained frolr, this
 

that could be remedied with resources
gaps
exercise points t-.7 .- e 

presently available --, .,'ARD. These gaps in coordination exist: o.. 

At rime ofat the level of overall /.ARD. ,it-

and between projc.: :nd 


the ne=u of
 
planning and deter-:-ing the annual training plans 

all the more important. A thematic 
coordination withir. o/ARD becomes 

of a training
module indicating c..-r.inative linkage in the development 

plan is presented ot&ow for review. 

The arrows in Le module indicate the coordinative linkages between 

it does notAt the functional level, however,components within /ARD. 
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O/ARD TRAINING COORDINATION
 

MODULE 

LEVELS OF 
 CONCERNED /ARD TRAINING ACTIVITIES
 
COORDINATION OFFICIALS 
 TO BE COORDINATED WITH
 

CD) CE) (F)
 

WIHNPROJECT 	 O0 IMPLE14ENTIN
 
A. 	 4PROJECTS -+ AGENCIES & PROJECT
-0 OFFICERS 


_ __ 	 CONTRACTING AGENCIES 

BETIVEEN 	 DIVISION WITHIN W/ARD DIVNS
 
B. PROJECTS + CHIEFS 
 6 PROJECT MONITOR-


ING AGENCIES
.4, 
OVERALL 	 O/ARD CHIEF WITHIN OFFICES 

C. 	 COORDINATION DEPUTY CHIEF -go USAID ESP. HRD & 
,WITHIN/ARD I 14INFAC 

necessarily restrict that interaction between various 	 components at 
various level follow the linkage indicated by the arrows. For example, 
there is no reason as to why training issues pertaining to a specific 
project at level A cannot be discussed~and sorted out with organizations 
and agencies under category F at level C. The arrows simply imply that 
at each coordinative level appropriate components are aware of the 
outcome of such interactions. This method ensures that at every level 
coordinative components are updated with information on training and 
input is sought. 
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Specific gaps regariing coordination in the formulationt ne of . 
trainIng plan, a .0int mentioned but not elaborated eari.er, refer to 
activities that cbvicusly have been overlooked during annual plarning
 
phase. For exmple, some of the GOP implementing agenc/ did not know 
much about their on training plan or had a training plan that was very 
different from tie one outlined by the project officials at O/.kRD. Thi 
is iadicative of lack of interaction between categories E and F at
 
coordination level A. Similarly, a host government institution, let 
us
 
say institution X, ';as provided with training facilities various
by 

projects 
with'ia O/.AD, and each of the these unit (i.e. the projects) did 
not know what the other unit was doing. Information regarding -he 
vari-,s requiremen:--- (TOEFL, GRE, ":edica for :,etc.) long-ter1 t:ain' 
provided to insti!.ation X by these units was also at variance. ­

institution X this accorded an opportunity to play one project ;i:'. 
another. This problem would not have existed if the training plans as 
well as on going t:aining activities would have been coordinated at lev.el 

B.
 

As indicated in -ie module coordination at level C affords t:ie overal 
coordination of training plans and training activities for the Office , 

Agriculture and Rural Development. It is the level of final arbitration
 
within O/ARD. 1;en a specific training -r. comes to this leve. oz 
coordination, it is highly desirable that the su..--mary of the plan also 
contain additional information on issues the proposed traininz's 
relationship with the training plan as outli:.: i'._. Project . Paper, te 
update on the training completed (e.g. - many Ph.D., M.S. -r
 

short-term), and information regarding ;as in-training. The 
objective of 
all of this information is to a.s.*sAt in the formulation of a
 
realistic training plan that is in conformity .:ith the project-specific
 

objectives.
 

Based on the exerience the /ARD FY1989 Training Plan formulation 
exercise it may also be pertinent to mention here that training plans of 



.i.JX'G Page 7
 

some project have been so outlandish that can practically be e:--e4 as 
rreevant in Le context of implementation. This foints t a nee._-ofE a 

ser cus evalua-icn of 0/ARD project's on going training. Su-h an 
evaluadion wculd basically look, into tie question of -W'hat was supposed 

to bel and "what has happened". 

IV. 1,1NTORING SYSTE_ M 

Ideall .'all projects shoula have an information system that would
 
provide the 
 status of each training facility if an iihen needed. Some VRD 
projects do aave such a system, however, others do not. AED ar.d -RD 
regularly provide the technical departments with an update on eaclh
 
non.nee. Ho.ever, this information comes on a piecemeal basis, a._.d due 
to the Lick of a centralized monitoring system, is easl; lst or
 

discared.
 

In a centrali:ed monitoring system that isbeing proposed in tis brief, 
there are two distinct parts._The first part (Part A) keeps t k. of 
iinformation on the ..nomination of candidates fron the time of the 

finalization of anmual training plan to 
 the time when c D nominates a
 
narti--lar Ca ndidate and formally sends tie name to [ED. 
 The second part
 
(Part B) deals with the processing of a nomimated c'-.i.&e The
 
information on the first part is 
 the primary concerns of the technical 
department, %hereas the nominations processing is FRD's resnnsibi t.,
 

:- is recommended this part monitoring system,
that two though 
incerlink.,, be compuceri:ed and mado operational by ARD a-d F-L-n 
respectively. Formats for each of the above mentioned monitoring sy.tems 
are attacned for review under Annex 1. 

The proposed monitoring system calls for a constant updating of 
information on each and every individual nomination. If the nomination 
is delayed it should be easy to pinpoint the exact routing or channel 
%where such delay has occurred and identify the problem. However, the 
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r7n, o ng s's:e-.s not designed as a substiJite for a ccrz:an­

oifn-up - cei.ica! departments. On &.e contrary/, t~e entire 

rationale of zi,.s system and its success keren-s on a very szronq and 

constant follow-up. Frequent interaction between 0,'ARD projects and fHD, 

AED and the i-eP' enting and contracting agencies regarding training 

recommended for a successful application oLinformation wculd be hinghly 

this system.
 

V. NOMINATICN PRONDURJ AND T, E-FRXME 

Under t:.e exiscing nomination procedures czne estimate J im 

tae real -ati): 3 long-term training slots is approximately 120 days, 

-
from t:'.e = D slots GOP through _AD to thei.e. *:.- offers trinin to 

fo ;-chartdate the cand:i:---e actually depart3 Pakistan. The enclosed 

routing and rerou:in of(Anenx-2) s>.:-.:s z'Ae various charneIs 

nominations, acnlons and documentations required and approximate time 

taken at each stage of the process. However, it is a very simplified 

sub-channels tiat a
flow-chart. Simplified because it does not show the 

has to go through at each channel. For ex.,.,le, atnomination pr~cess 

sub-chalne&. (for
channel D a ncnnation has to pass through at least 30 


A-3 of tie report on the Public Sector Training lan fr
detail see Anex 

before it is finaLi:ed. iirily,ASSP, USAfD/!-Lamabad, Mardh 1988) 


has to go through a shrouded bureaucracy of
tie overseas placement also 


the U.S. educa,:ional institutions (Annex 3). 

of plan a

6.atio,
Following the completion and the Lina trainn 


0/.RD and FO and once RD makes the training of.er to EkD,(hel A)
 

far as time
the nomination process goes through three distinct pi,.ss as 

involves GOP ins titutions and takesis concerned. Phase one basically 


Phase two involves the ncminated candidate and
approximately 180 days. 


the ful fillment of training requirements. Second phase takes
 

phase is the placement part
approximately 90 days to complete. Third 


involving the activities of AED in Islamabad and Washington, D.C.
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As the flow-char: indicates most of the time in the nomiraticn process, 
-contrary the to popular belie f-, is not .... by C.,,agencies (CPhan"nel 

through F). Rather, it is the EAID and associated agencies' formalities 

that seem to taK. a longer time for the nominating process to be 

finali:ed (Channel G through N). With better planning and a more 

effective monitoring and a follow-up system it is entirely possible to 

reduce the present, time-lag in the nominating process by"-a0. In this 

context the following activities should be seriously widctaen during 

planning and implementation of the 0/3RD training: 

0 	 At timc assessing institution-specific traini:.7 .-s a...tie .. 

project should also broadly identify prospective candidates for 

i.ng-erm training. Arrangements for TOEFL and CG t-.ests should 
be made for thiese candidates accordingly. Present> the actual 

candidates appear in TOEFL and GRE tests only a7 the stage of
 

channel H. Since an acceptable TOEFL score is tie prima.y
 

requisite for long-term overseas training, lack of it also acts as 

an impediment to he nomination process. Thus, the more people we 

have in the pool with an acceptable TOEFL score, the faster and

4: ... better the selection of candidates. Similarly, GRE tests, not as 

.	 .f:equently given as TOEFL test, could be arranged f:r prospective 

candidates ahead of tiae, i.e. before the actual ,tomination is 

made.
 

o 	 The sec-. bottleneck in the implementation of a :raining plan is 

the a ll3aiility of seats at CIEL3 sessiens. shoul!1-1 

seriousL., zonsider expanding CIELS sessions to ori.er cities in
 

Pakis tm . 

o 	 Each pr,'w;-ct should provide timely inforrmation to prospective 

instit_:.. for long-term training at the stage of dcwuiel B and C 

of the nomination procedure. A constant follow-up and monitoring 

of the nOMination process at this stage is a must. 
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o 	 Once pros;ec:ive candidates are ilentified each project shculd 

provide tiem with the USAID Application for Training forms and if 

needed assist them in completing the forms. It should be 

mentioned that the information provided in part C of the 

Application of Training will have input in the preparation of a 

PIO/P (second page, item # 5) for the nominated candidate. Hence 

the care taken in assisting the candidate in completing the form 

will save time at the time of PIO/P preparation at Channel I. 

. 2 At Channel G of the nomination procedures RD sends a confirmation 

S," letter to the candiddte and asks for a set of documents. HRD also 

' should send a cc of this letter to concerned project so tCaut the 

project officials could assist in trac<ing tie cand'ate and 

,. ,expeditjng ",he response to HRD. Preseatly 601 oF the nominees 
"" . 5'sent t AD for placement do not possess c-mclete !ocuments. 

7\ 'Involvement of individual project personnel at this stage f the 
nomination procedures would certainly expedite t:he process. 

Rather than each project keeping its o.,i'monitoring system, it is 
recommended tiat the new Training Cell function as the O/ARD training 

coordination unit. This would require the Training Cell to work. closely 
and in collaboration all projects, an Thewith 0/AADN.D h. ._D. 

maintenance of an effective monitoring system, then, would be the 
responsibility of the Training Cell. 
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 0 49 1 ..... 49 1 0 5 0 ...... 0 0 0 
 0 so .... 50 
60 ..... 0488 - Transformation and Integration of Provincial 

Agricultural Network (TIPAN) ...................... 
061 ..... 0471 - Tibal Areas Development Project ('ADP) ........... 0 0 
0 19 37 ..... 19 37 0 56 0 ...... 0 0 0 56 0 0 ..... 5b24 6 ..... 24 6 0 
 30 0 ......
m~~~~~~u ~~~~~~.. 0 0 0 30== 
 ==
= = == = == = ==. . .. .=ct*. 0 0..... 30
 . .. . use..- ....
 

PUBLIC SECTOR SUBTOTALS ...... 107 
.
 

16 820 41.. 927 427 123 1231 0 .... 280 190 146 206 124 408 ... 354 

A'I)I I .)
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INFORM,'TION SHEET
 

INSTITUTIONS (Note that these requirements may be higher for some institutions)

I. MINIMAL TEST REQUIREMENTS OF U.S. UNIVERSITIES & EDUCATIONAL 


Short-Tern Training (3 months to 1 year)
 

TOEFL minimum score: SO0
 

Lonq-Term Training (ever I year; tlon-Degree, M.S./M.A.. Ph.D.)
 

N.A./M.S.
 
TOEFL minimum score: 525-530
 
GRE minimum score: 1000
 
Note: prior M.A./M.S. degree from Pak~stan required
 

M.S. Business Administration & Finance
 
TOEFL minimum score: 525-530
 
GNAT minimum score: 550
 

Ph.D.
 
TOEFL miniEL : score: 550
 
GRE minimum sLore: 1000
 

Test Information 

TOEFL. GRE and GMAT tests are offered several times each year in Karachi. Lahore, Islamabad. and Peshawar. For information on tests and test dates. 

please contact the U.S. Education Foundation. House No. 2. Street No. 74. Attaturk Ave., G-614. Islamabad, or the Pakistan American Cultural Center 

in Lahore. Karachi, Peshawar, or Quetta. 

If. DATE NOMINATIONS REQUIRED AT USAID
 

Short-Term Training (less than 12 mos.) 

Iominations for short-term training take USAID 2 to 3 months to process. If a training counencement date is listed in the training plan. noinnations
 

should thus arrive at USAID 3 months before that date to be sure of timely processing.
 

Most short courses offered In the U.S.A. are scheduled between I June and 30 September. When a training commencement date is not listed in the 

training plan. nominations for such short courses should be forwarded to USAID no later than the first week of March. 

For other training commencement dates, follow the guidelines below:
 

If training commencement Nominations are required
 

date falls between: at USAID by:
 

1 March and I June 1 January
 
I June and I September I March
 

1 September and 1 December I June
 
1 December and 1 March 1 September 

Long-Term Degree Training (H.S.IM.A., Ph.D.)
 

Nominations for long-term training take approximately 6 to 9 months to process. The academic year in most universities in the U.S.A. begins early in
 

September. Nominations for long-term training should thus be forwarded to USAID no later than 15 April 1989. 
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PRIVATE SECTOR
 

........ ==..=
Paqe ..... = ........ 
 ss.. .. ...........
Project Title ....................-
TC US =..........
SUBTOTALS NOT 
 GRAND
.N. 
 ST LT 
......==S
...... ST LT S7 LT TC US SPEC.U~~su.. 
 =S..=a~~. ~t 1*X0)ALs.a

2-3 ........................ 
Agriculture Sector Support Program (ASSP) 0492 .............. 0 0 76 21 ...... 76 21 0 97 
 0 .............. 9/

3-8 ........................ Development Support Training Project (DSTP) 0474 
............
 4 0 228 90 ..... 232 90 4 318 0 .............
 

4-6 ................ 
General ................................................ 
(4) (0)(115) (50)
.............. Women's Component ... (119) (50) (4)(165) (0) ........... (19)
................................... (0) (0) (71)
8............. 130) .... (71) (30) 10)1101)
Baluchistan Component ................................ (0) ........... (1t)
(0) (0) (42) (10) (0)(52) (0).............(52)

9 .......................... 
Ministry of Science and Technology Component (MOST) ......... 
0 0 0 100 ...... 0 100 0 100 0 ............ 103
 

PRIVATE SECTOR SUBTOTALS ....................4 0 304 211.. 38 
2 51 0 .............51
.. ..................... 
 ...... 



APPENDIX XI-A -XI-D
 

USAID LETTERS TO PARTICIPANT CANDIDATES
 
AD VISING OF GOP NOMINA TIONS A ND
 
REQUESTING REQUIRED DOCUMENTS
 

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



Subjec-:
 

'ear 

We are po2eased to advise you that the Government of Pakistan h-ancminited vuu for the subject lcng-ter-. (over one year) Non De:-eM.S. Ph.D deree/academic proram under scnsorshiP 'o :--
/
 

United Stzaes 
Agency for Internaticnal £evelo=ment (USAID). 

U.S. Educational inst .tions 
 re-ire 3 photostat ¢coies of -er:ificates,
degrees, Marksheets and reference letters to consider aoolioa-ins of
.cst-c radua:e candidaces. These insti:uzicns also need the fo"-wing

test resui-:s from you. 

-- An acceptable Test of English as a Foreign Language (TOEF:) score;(a 525-530 M.S minimum for MS/MA ad-mission and a 550 minimum for Ph.D
 
are usually required)
 

- Graduate Record Examination ( -E)
score. 

-- CR, C~Gnera anagement Aptitude Test (CM.T) score for dec:ee/acade.,ic
stu_.dencs seeking admission in the disciplines of BusinessAdminis::aticn, Manacement, and/or Financial Management. 
TOEFL, G.Z .11D GMLAT tests are offered several times each year in Karachi,Lahore, Islamabad, and Peshawar. For secific information inPxistan,please ccncact the U.S. Education Foundation, House No. 2, St:ree No. 84,Attaturk Ave., G-6/4, Islamabad, cr the Pakistan AT.erican Cultu-_:l CenterinLahore, Karachi, Peshawar, and Quet-ta for test and test date 
information. 



:n crier to cor.pte=e "yCur applica:ion and adaissicn dcc-en:s and a:=:e t 
:0 se"zre a confi..r.ed :lac een:, please also coqlete the ac:ached 
?xclicacion for Training Form ar return it with 7(2"x2*) -hotograchs
alcg with the informaticn requested in para 2 (above) to the Hman 
Resoures Development Division, (H-D) USAID, P.O. Box-1029, :slamacad.
When ycu have ccm.leted and sunmitted all the documents recuired for 
adissicn to U.S. and or third country Universities/Educaticnal
Irsziutes, -R.D/USA:D will process and forward your docu=ments to the
C-CP/LSAD Contractor, the Academy for Educational Development (AED), in
Islamazad for ycur placement in an appropriate training %:tsitution. 
AZD/islamabad will ccntacz you when you have been accepted by a 
U.S.

Educational Institu-e/Universi"y and will establish a 
firm call forward 
date for arrival at the training site.
 

Please note that if and when ycur t:raining course has been confi.r.ed and 
a date set for your decar:ure :3 attend the course, you fee_ there are 
co.=-e!ing reasono why you canr.c: attend the course, i= .s your 
rescr. zility to have the agency which ncminated you wri:e UAD/_-D
o -.'y requesting a
pos-.cneint of your scholarship. 2 such an 
official request is not received, and you do not go to the 
course/-rogram, your scholarship may be cancelled.
 

The above is necessary because (1)at times there is a cancellation fee

that may be 100% of tuition, and (2)others may not be aole to use your 
space if you do not release it in time. 

If you have any questions please contact MD/Islamabad on Telephone
No. 824071 Ext. 224/332/208/328. Do not contact AMD until they first 
contact you as they may not have received your dccuments from USAD and 
do not have you listed for participant placement. 

Sincerely,
 

Att=achent: a/s Zahid Zaheer
 
Tra:ning Officer
 
Human Resources Development
 

cc: 1.Economic Affairs Divisicn
 
2.USAID Regional Affairs Officer
 
3 Academy for Educational Develo.ment/Islamabad
 
4. Establishment Division
 

http:confi.r.ed


Subject:
 

Dear
 

We are pleased to 
advise you that the Gcvernment of Pakistan has
nominated you for the subject short-term training program under
s.onsorship by the United States Agency for Internaticnal Develccment 
(USA ,rD). 

in order to c=z.sider your r.cmination for t:aining, please fo.ar :oSADi/. your lazest TOEFL score as sccn as possible. For shcr:--er.
training of cver 3 months to 1 year (ncr.-egree) in the U.S. a :es: cfEnglish as a Foreign Language (TMEFL) ex-a-inaticn score of 500 is 
required.
 

The TOEFL is cffered apProximately six tires a year in Pakistan.A=licaticns and information concerning the TOEFL can be secured frcm theU.S. Educaticna! Foundation in Pakistan (Fulbright Ccmmissicn) in:slamabad, the 'S-S sinerican Center in Lahore. Peshawar, or the Pakistan
Cul:,.al Center (PACC) in Karachi. 

Meanwhile please complete the attached .--- icaticn for Trainirc Form andret-urn it with 7(2"x2") photographs as sccn as ;ossible to t-"e E-zza.aResources ,evelccment Division, (,-D) USA.-D, P.O. Box # 1023, Isl.-ad. 

Please note thac if and when your training course has been cor.fi..ed anda date set for your departure to attend the course, you feel t.ere azecompelling reasons why you cannot attend the course, it is yourreszcnsibility to have the agency which nrminated ycu write USAID/rDofficially requesting a postponement of your scholarship, if such anofficial reues: is not received, and you do not co to the assicned course, your scholarship may be carcelled. 

http:Cul:,.al


I 

t ­"U, .-:,,:: .' w ..... :' . "4"' -:": . '" .....- .-":', . .,ti ; , .4Ut4t47 ':I,".c!§ ,t; ;.>,... ....... .....- '' . -- ­
_t han..
. acs b O % o LI 'a __ r '.av ,uitic...a.d..2): ,,all,,..
ce a ... ,rt hersos~ ,noc be.... 
 rere -.esa ab e.= u ec cet cr c s~c ~Ycu~ do rncc reaeasB i,_ in ti.re. 

'use 

if ycu.. .vefurt er-- esi 4s--- .... £Dl-slamaad on T=l 
, '824071 .224/33/208/32 .
 

1. Sincerely, 

....
. .........
Attac. ,ent:a/s ...................... 
.... ........
..
 

Training "Of~1 
 111t' 1~Humancc: 1.Economic Affairs Division Resources Development 

2. USAID Regional Afairs Officer
3 Acade.nwv for Educational Development/slamabad
4. stablishment Division
 

ri, 

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

''
 

If I 



Dear:
 

The United States Agency for International Development is pleased
to 
inform you that you have been nominated to 
a M.S. _ Ph.D.
scholarship program.
 

We wish to process your nomination as quickly as possible. For
your nomination to go forward we need to receive the documents
 
checked below:
 

A Test of English as a Foreign Language (TOEFL) score. 
The
minimum acceptable score for a Ph.D. scholarship is 550 and
the minimum acceptable score for a M.S. scholarship is 525.
 

A Graduate Records Examination (GRE) score.
 

A Graduate Management Apptitude Test 
(GMAT) score.
 

Three photostat copies of your university marksheets.
 

Three photostat copies of your certificates and degrees.
 

Three letters of reference for graduate study.
 

A completed Aplication for Training (enclosed)
 

Seven 2 x 2 inch photographs
 

Please submit your documents within 30 days of the date of
this letter. 
If you must take a test in order to provide one or
more of the documents listed above, you should schedule an
examination date as 
soon as posible. 
 For the time and place of
the nearest TOEFL, GRE, or GMAT examination site call one of the
 
following:
 

U.S. Educational Foundation, House 2, Street 84 G 6/4 or
Pakistan American Cultural Center: 
 Karachi 513836, 524732
Pakistan American Cultural Center: 
 Quetta 72404 (Dir. res.)
Pakistan American Cultural Center: 
 Peshawar 79734
Human Resource Development/USAID: Islamabad 824071
 

NOTE: 
 WE CANNOT PROCESS YOUR NOMINATION UNTIL WE RECEIVE ALL OF

YOUR DOCUMENTATION!
 

As soon as we have all your documents we will forward them
to the Academy for Educational Development for placing you in an

appropriate graduate program.
 

If, after you have been placed in a university program, it
is not possible for you to depart on schedule please have your
office notify USAID/HRD immediately. This will allow us to
reschedule your departure and avoid the cost of cancellation
 
fees.
 

'4 



Should you have any questions please call us at
 

Sincerely
 



__ 

__ 

__ 

__ 

Dear:
 

The United States Agency for International Development is pleased
to 
inform you that you have been appointed to 
a non-academic
scholarship program of 
_ 
 months in duration.
 

We wish to process your nomination as quickly as 
possible. For
your nomination to go forward we need to receive the documents
 
checked below:
 

A Test of English as 
a Foreign Language (TOEFL) score. 
 The
minimum acceptable score for a non-academic scholarship
lasting more than three months is 500. 
 ( A TOEFL score is not
required for a scholarship of less than three months.)
 

A completed Aplication for Training (enclosed)
 

Seven 2 x 2 inch photographs
 

No additional documentation is required.
 

For the time and place of the TOEFL examination nearest you
call one of the following:
 

U.S. Educational Foundation, House 2, Street 84 
G 6/4 or
Pakistan American Cultural Center: 
 Karachi 513836, 524732
Pakistan American Cultural Center: 
 Quetta 72404 (Dir. res.)
Pakistan American Cultural Center: 
 Peshawar 79734
Human Resource Development/USAID: 
 Islamabad 824071
 

Please submit your documents within 30 days of the date of
this letter. 
If you have not taken the test required of you
please submit all other documents within 30 days and schedule an
examination date as 
soon as possible.
 

NOTE: 
 WE CANNOT PROCESS YOUR NOMINATION UNTILL WE RECEIVE ALL OF
YOUR DOCU4ENTATION!
 

As soon as we have all your documents we will forward them
to the Academy for Educational Development for placing you in 
an
appropriate training program.
 

Once your training program has been confirmed, if for any
reason you cannot attend the course, please have your agency
notify USAID/HRD immediately requesting a postponement of your
scholarship. 
This is necessary because cancellation fees are
often incurred if the cancellation is at the last moment and
others may be able to use the training slot that you vacate.
 

Should you have any questions please call us at
 



APPENDIX XII
 

USA ID FOLLOW-UP LETTER REQUESTING
 
TOEFL SCORES
 

* *..*..*.*.**.*.. 



November 7, 1988
 

Mr. Shahabuddin Kamal Shah
 
Senior Scientific Officer
 
K-7-B/285, Street No. 8
 
Fida Hussain Shaikha Road
 
Daryaabad, Karachi - 53
 

Subject: 6 Months Couurse in Coal Utilization Technology Transfer EP&S/ON
 

Dear Mr. Shah:
 

Please refer to our letter dated March 20, 
1988. We have not so far received
 
your TOEFL score. Please expedite submission of the same in order to consider
 
your case further.
 

VSincerely,,/d
 

Z i laheeer
ning ofSrficer
 

Human Resources Development
 

cc: Mr. Raza Sussain - EP&D 
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APPENDIX XIII 

AED LETTER REQUESTING RESTA TEMENT
 
OF TRAINING GOALS
 

... ;. '.F; ..i 



Academy for Educational Development 
[1c~chl'0I~lLt Suppori I ramini I'ruject
 

(( . .\taturk, P3U )Uu, i') 3.

t.-\e 

i~:iiw5_4>). PIin. .Ietex .4_5.J ALD).IK 114 

Subject : 
USAID TRAINING PROGRAM:
 

Dear
 

Please refer to your nomination for the subject training program.
We, the Academy for Educational Development, are advised by the
USAID to arrange your placement. 
For this purpose we attach
herewith an Application for Training Form, to be completed by you
and sent to 

duplicate. 

this office alongwith your academic credentials in
This is important to evaluate your admission appTcation
with the-American Universities/Institutions.
 

To avoid any delay inyour placement, please furnish the requested
documents within 10 days after receipt of this letter.
 

Ifyou have questions, please contact the undersigned.
 

Sincerely,
 

Sheikh Talib Hussain
 
Assistant Administrator
 
Participant Training
 

Encl: Application for Training/Checklist/Statement 

of Objective/
Three Recommendation Letters
 



a LpcmL S'r: 
Ve follc--a i- 3 list of rcuired dcctntZnts ech 0'plict nryst furrtil fcr 

Placc'nt L- a U.S. university cr institution. Failure to prcvide AMDdoX-Metnts with thesewill result in a delay in ycur plac8rnt. 

UX1 (as it appears cn ycur Application for Trainiig): 

1. Chronological listing of all education institutions attended. (Includenames of schools or colleges; dates attended, degrees or certificates 
received.) 

2. Official transcripts or detailed marksheetsuniversities attended. from all colleges andIf marksheets do not includ-e names of paperssubmitted, please attach list of subjects.
3. Copies of diplomas/degrees earned. All must be attested as truecopies if originals are not available. 
4. 3 letters of recommendation including one from your present or mostrecent supervisor. Blank recoTmmendation forms are included to giveto those who will be recommending you.
5. 
Statement of Professional Interests and Educational Objectives(see attached guidelines) suhnitted for academic programs.
6. TOEFL test score (if this has not yet been received, the date you tcckthe test should be indicated)
7. GRE test scores for all Master's & Ph.D. candidates except thoseBusiness, Managenent &Accounting (indicate date of 

in 
test if scores 

yet received) 
not 

OR

GMAT test score for Master's and Ph.D. 
 candidates in the fields ofBusiness, Management &Accounting (indicate date of test if scores not 
yet received) 

- 8. Other certificates or documents which will support your application
(special awards, pLojects, participation in courses or conferences)

For Ministry funded participants (MODE, 1lVST) AED isfees to the amonnt of .$100 
limited to paying applicationtotal. Most universities require$25. fees of betweenFor USAID sponsgred participants, $15 ­asuhmitted. If 

maximum of five applications are usuallythere are universitieslist than below in 
to which you would prefer we apply, pleaseyour order of preference; weadnission appears will attaiipt adnission at these unlessunlikely. weIn that case, will suiit applications elsewhere. 

1. 

2. 

3. 

4. 

5. 



APPENDIX XI V-A AND XI V-B
 

EXAMPLES OF INA DEQ UA TE TRA INING
 
DESCRIPTIONS IN PlO/P
 

0:242! ;;::.: 
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PROJECT IMPL.EMENTATION ORDER/' E 7:,Vlpenc 17*r' 70 S %'..I Z.;%I 
'I PARTICIPANTS (PIO/P) ' 

' 

721 -1)-)72S 7- 9 
I- 7 =CO-R1IIJA L f 

. ZL .i LLC I-hS .SS .C: 
.... 
 . .
 - "..-7," {. . _". ,- _ Ii-_ I° 
 _ -7 ' "': :
 

131, 1990 . 7 

-- I__ _ 

' PA1. P,*!arch 
1 j,

''AM PEND TNUMER 

Th1ird 

U.S Count ?%1un..,- - .......
14. FINANCING "1. 

AGEN'JT TYPE OFEXPENSE A.' 
AID PR EV IUS TOTAL C.0,IN 
 Ca)(. CS"RAS-EASE NEW T07ALCRE:.. 

.
MISSION (bl' Int.-Travel 
I(c) 'Maint. Adivance

AIOW 
(Id)C) 

...............
THIRD 
CCUNTRY. ....
 

..... ATn
.. COUNTRY .... 
 ..... 
 .
COOPFINANCINJG 1 I 

A CCOUN T B A LLOT MEN T SYM:oL 
I I1 

TRU T -.- TLA, 17.S- IALC.-SS. S- SIONTe. 

.C1ROV.I[$4,000o fo -eshawar,..a.i.j ..

.. 
....,,-C.. = ," ,
on
ti.cket with 139 kg 

Doattrave! Wit..in r../P._a'."ec.cr-
' exces 
baggage-$.... c..a.:r.-r~ '
authoriztion. = 
.(AED) The*A.c./demywaOC(E IdnaI: ,e
unde,- Contract ,'to. 391_47 .:. ...;.
OO-3o¢izais. requstdtmak 
 pporit
This. ''unfne I/ nloaePoie$64,800$400PlePehwa/ase ngoe 6,0h spo • servIje reqi !.o.apoiael?Wicth and '$4,000.should ce tha.trae shouldsawa GmnhThe: ' .. " ....chargedi1to prujeh" fU..',th AD1p kq ecsaproage withi8 ato . , ,. .14 :,!onotTexcethsto .aount oe - rticcarp­
17. for h& :o_=:'Oa.1 

P... 

PPE/TPARTIC. :M , r. 4ohamad aeen 

_:,S

3107--71. 

' 

-PesDam not thaen o-- conomcs shul 
p riot ,ece 'isttlfrinEc h L''-Pesh-a*qr ..... !at>*-n

U ,tniversit.y of Peshawar :r. qo. 
.' , ,, 

19. 
AURE:": 
 a­-" T2 \I\STC\NT. . . . .. SIGNAIG .. .... DAT"E " 'V , ,,,. 


HRD REF;No
Department of Ec8nDepuy DeanS9-O74-Ut0
 . HOST K' RO E '1T' 

NQ
" ".-2l431.87,-SCH:;: :!.{ v:: ]:'"""" 
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____ o " "­. .. :1''11 ... 
_- :__.._______F ,n.dra"... .?' 
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V' ->:':.:,4
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1~C0CPSRA7NG C',%,,jTRY PlOiP NL M BE 
- CY =OR INTRNTINAsC'-'rav:T 391-0 .3C 

PROJECT IMPLEMENTATION ORDER/ -
­

-4, OAT'
 
PAfHrICIPANTS Z ORIC.I'NA L
 

TRAINING RECUEST 7oRM ~ 
 ANMENOMENT NO,-I 

5. TRAINING R ECU EST -' '4 

A. DESCR IPTION OF TRA INING R ECUESTED.I Oescrbe clearly Mhe training desired; summarize Me orolec inDur,ourau, nd ournose to 
wnich the trainingwill be aD l.ed) 

Mr. Mohammad Naeem has been nominated for appro,-imacely 36 months Ph.D program
' -in-Economics,;- - -­

(a! 

a . . ..- 1 
" 
 I : ,.
 a,-
.I"
 

4' .44 
II
 

1. ACADEMIC TRAINING ONLY: E ESOJCIEP .
~~~~~M A JO R F *IELO O F ST U D Y Economi c s 
 ' . : ;'.
 

C. RELATED INFORMATION TOEFL 540 - January, 1988 .­

0. PARTICULAR EMPHASIS DESIRED 

., . .. 
 :a, a a;: 

•:
 

E. SUGGESTED TRAINING FACILITIES (If known) Any suiable"universi y in the U.S.A. 

- , 6. PARTICIPANT'S FUTURE EM PLOYM ENT r. *1' 
A. CHECK APPROPRIATE BOX 1847) 

'a a a a aB. CATEGORYOCCUPATIONALCOOE .
 .
- GOVERNMENT, PRIVATE 0) JOINT . "84 S4aiZ C3 

AIO1380 1 112.79 1 e , a . . ­



_____ __________ 

cJs"c.M PLEM ENT ' ~RO'2CrAC7;,vf'y7 'C, .71 N ORD ER/ ..-. .......
7, A ?j' PS........
uia ...-17 
PTI I S(PIOP)4 

R & T. 

• PARTIPA NTS .. 4,­

_____' 
___T______ 

__-_______ 

. ..".. .. O, 3 , 19.8 8- C .,,e:) T--ORGI A I,,ESnI~m .. ......
TAG OA .. ........ ..!aE 3 ,IN S DE . TATALJJ-U L S7AF .EU N.U M 

_-1, 9 0ORIGINAL~ ...-.. 

Ore3.
 
.12. Pi
 

EAS 
 NWSOAL 


AG ENT *'TYPE - ' - - - - OFRCL 
 S.(A C.EXPENSE RPREVIOUS TOL C OUR,INCAS 
RTUSUS 

F I N ~ ~ Y C " ING " 
" 

.. 

N A.EOM ACC UN NU BE!!. .EC.ASEN ,. . 
MlISSION i N1 4. F . .. ... :..(b) Int. Travel NINAC.ING 

(C)c%Nit,Advance, 

9. CUR3~
Ti-iR DCOUNTRY M 

. 
N EA.,W, . 

. ....
15. . .(f)A211",5~ COUNTRY 
'FNANJCING 

. 

16. U.S. TRUST A .T U C NT, A U e D C, AMOU
ACCOUNTIS. ALLOTMENT SYMSOL ~ 

17. SPECIAL PROVISIONS 

Thia un-furnded PlT./p allocate-s t~3,500 for aPProxpiatei~3,o Eo~ I eesO 1S*~~aad/ as hi, to1 0 . ray­
tiktwiz: C ./tra v'ei wt~i i1')k eXcess rJ sOncbacace authoriZatiori . s a-*:CntractN1o. 39;-0i74.-00-3050-'is -- iv"o 7--rejusted or&-pi-acement arrangements and provi.7.the s=u6ort services 

to make ap-oro-..e
-eeocrn 

-cc
s or 7M!.'~q Fel m. to 
. T - .Policy 

ru 4 
,.i-.,;;.;
?roar a-tend Internati'ona Tzcholcay-he amount ot
".-- 55 ad....... T ransfe
0474icipant n.oa ,0,hould LP1 ainW ,,,1-0.--T-- e charged to Proect n o., ..
the Participat without 

Please note that AED should not exceed-this tota:
"or -UJID/Isl-=bad
approval.
 

Mr. Tewfiq Fe im 

Additional Secretary ..
 

Cabinet Djvision"
 
Cw3l.jiindi
 

.... 
 18,IS.MISSION CL,ARANCES,,'. .. 
 . . •
. . . "! 
 .
 ::"

SIGNATRE 


Iftichar Ahmad 
ATE 

SIGNATURE 

- HRD. OATE 

Da Pa Con;roleZah dZaheer - HRDDenPa 

-Cnroir
 

79. H S.N R n ER/GRANT E 20. AGENCY FO R L;SIGNATURE tA. letter IfMrs f 4)~sIgiis e i "* .. ..Andra J 'a r o t 
,
 

Hua
TI'TL E ..... . . "A T E R uChie f v-elopm"entuan
conOfficer 

8/2i/88Deeoen
AID 130. (12-79) 

ETFE .HRDREF NO. 095/89-0474-US-118: 
 ETFE -



[C'CPERA~jhNG CCUN7iRY 2.XCR IN7=_NATIO,%L~Y.~~~' P;O P NjU%1a=..,Pksa ~-!i.JECT IMPLEMENTATION ORDER/ F -a 39 '9095 
PARTICIPANTS 

ORIGINAL
TRAINING REOUEST FORM .-. MENMENT NO. 

. TRAININGqEQUES. 
A. CESCRIPTION OF TRAINING REQUESTED. Cescribeclearlythe training desired: summarize teoroiect inut outpur, andurDose to' A'fwntl training w ill *e djop , '.lC. e lied ) 

' Tehnov Trans 
 nominated 
to attend aP~r6xinatel
. ... 3 weeks International
Technology Transfer Negotiation and Policy Program. 

, 

,S. ACADEM- TRAINING ONLY: DEGREE OBJECTIVE Non-degree
 

MAJOR FIELD OF STUDY 
 International Technology Transfer Negotiation

and Policy Program.
 

C. RELATED INFORMATION 

D. PARTICULAR EMPHASIS DESIRED 

E. SUGGESTED TRAINING FACILITIES (Ifknown) Any suitable institute in the United Sta tes 

6. PARTICIPANTS FUTURE EMPLOYMENT..
A CHECK APPROPRIATE BOX (847) 

.. OCCUPATIONAL 

.. GOVERNMENT
Go . .... 0. PRIVATE . . ... JOINT. . ... .. CATEGORY CODE01 JOINT" .848-49) 

AID 1380-1 12-79) 



APPENDIX XV
 

EXAMPLE OF USAID RESPONSE
 
TO NOMINEE INQUIRY
 



--

M'r. Nadeem Khwaja Septerdber 25, 198868-G, Block-2 
P.T.C.E. Society
 
Karachi-29
 

Dear Mr. Khwaja:
 

This refers to your letter dated August 31, 1988 and your selection for a
short-term course in Marketing Planning under GOP/USAID Private Sector Program. 
Please be advised that USAID/MD has processed and forwarded your case to ourcontractor, AED/Islamrabad, for placement in an appropriate educationalinstitute. We have just been informed by our contractor that your casenot yet been finalized. AED will contact you as soon as 

has 
you are accepted by
an accredited U.S. educational institution.
 

Sincere 

Andra J. Herriott
 
Deputy Chief
 
Human Resources Develeent 

cc: AED/Islamabad - PIO/P 391-0474-1-88648 refers
 

TAhmad: maa 
HRD/Annex 



Mr. Iftikhar Ahmed 

Aug, 31, 1936.


Training Officer,
 
Human Resources Development,
 
I3.XID Mission to Pakistan,
 
Headquarters Office,
 
ISLA1A3AD.
 

Dear Mr. Iftikhar, 
 _ ..
 

Please 	refer my
to 
 selection under GOP/USAID Scholarship program
for PRIVATE SECTOR 
in SHORT TERM, NON-DEGREE Course 
of MARKETING

PLANNING 
(Copy enclosed).
 

You had informed me on telephone that ray 
 papers 	were 
sent to
A.E.D. 
for placement against your reference No. 
88648 dated
July 12, 1988. As 
per your instructions 
I contacted Mr. 
Mushtaq
of A.E.D. to 
know about further proceedings.

was 	 Tu my surprise I
told by Mr. Muahtaq that A.E.D. has 
not yet received my papers

from USAID. It 
has been more than
are still 
s Lc Io . a month & a half, Lut
.my ea.,.. 	 my papers
p p r
 

I therefore, request you 
to please look into the 
matter 	and
out 	 sort
the problem in consultation with A.E.D. 
 Please 	do 
let me 	know
your findings 
as soon as possible.
 

Your helo in this regard will be 
highly 	appreciated.
 

Sincerely,
 

NADEEM XSWAJA
 

68-G, Blo4k2,
 
P.E.C.H. Society,
 
KARACHI-2,9.
 
Phone 	i Office : 295233
 

-Residence: 445978
 

c. c. 	Mr. Jon A. Gant
 



i l-
H.. . . .. 

February 25, 1988
 

Mr. ,'ADFEM KHAWAJA
 
68-G,

BLOCK- 2, 
PcCHS,
 
KARACHI-29
 

Dear Mr. Khawaja:
 

Congratulations: 
 Itgives USAID great pleasure to notify you of ycur
scholarship selection to study for a 
short-term no-dearee in the U.S.A.
under the 19S7-88 GOP/USAID Development Support Training Program (Private
Sector).
 

While you are in training this scholarship winI 
 consist of tuition/fees,
roundtrip transportation to the training institution in the United
States, a maintenance allowance to cover your living expenses, a 
book
allowance and health insurance. 
 Please note that this scholarship does
not cover family exoenses, and decendents are not permitted to accoroan/

you during the period of training.
 

It isabsolutely necessary to corolete the following before
processing/placement can be initiate:
 

You are required to complete a thorough medical examination. 
Please
take the attached medical examination form to one of the approved
doctors listed. 
The ccmpleted examination and findings will be
returned to USAID by the attending physician.
 

After the medical examination and clearance procedures are cor pletedUSAID will forward your scholarship approval to the participant placement­contractor, the Academy for Educational Development (AED), for processingand placement in the U.S.A.
 



c.a ~'.n
j1 ai!! tte~t to0::
:,=A! andAED 

-NE -. tOe-? e~e not~e that U-SA D a-ln- - -I 

?lesent orneeds ana - .j,-; and treref.ce 
t o aut h erer e 

o r t raif~ Only a-ou the c tr-n anda --ur ;J.epis ty owever,-,mntt oInn .. f.. H.a. 
........ and
the sar"VL iP recients have not been placed

p m-n othe s olar s h l- r e l d r r' tr i i g ar e u nta"r, 
rae steed in -Ormat °r in order.0ia 


for training sequentia!assistCpl~.se note: The procedures required are ;kcD, will and
co"ac 0 ffiCer,by your USAD prOg9am 

p r ptse On with requests madeyoz Prmtcooert;-n wt"C )an/Orth 


acEwl
 
cooperat 

(USAID/H.R and/Or the cont 
Mr. Muhanvad Asghar

timely entrance [or your n 
voI in gainingI ym do not fulfill all the requirements of the application and 

AED by April 1,the contractor 
process as requested by tSAID or

adissiOn 
12S9, this scholarship 

will be cancelled.
 

Again, congratulations
 

W.will be following 
your progress very 

closely. 


ar.d good luck'.
 

jon A. iGant. 
Chief* 

Resources DevelopmentHuman 

ForMsEnd: Medical 

http:treref.ce


APPENDIX XVi 

USAID FOLLOW-UP SURVEY OF RETURNED
 
PARTICIPANTS; LETTER AND QUESTIONNAIRE
 



Dear
 

Greetings from the USAID Human Resources Division (HRD). You have
 
recently completed a USAMD financed training program and we :an 
use
 
your help in redesigning and improving future U.S. and/or third
 
country training programs. Your valuable experience as a
 
participant and going through the various phases of nomination,
 
testing, application, placement, orientation, travel arrangements,
 
training program, return to country, etc., and making use of this
 
training in your every day work assignment will provide valuable
 
information to us in carrying out an evaluation for future
 
participants and programs.
 

PLease take a few minutes of your time to study the enclosed
 
questionnaire. Please tell us frankly about your views on the
 
issues highlighted. If you have other concerns and suggestions that
 
are not in the questionnaire please also tell us about them. Even
 
if you feel your program was not successful please do not hesitate
 
to say so. All information will be kept confidential and
 
suggestions can help us rectify mistakes and/or build upon effective
 
and successful training programs.
 

On another related subject, several of your colleagues have
 
suggested the possibility of organizing alumni associations in the
 
major cities of Pakistan. These associations could provide USAID
 
participant alumni an opportunity to discuss their experiences and
 
problems in making use of their U.S. and/or third country training

and newly acquired or improved technical and professional skills.
 
Alumni groups might organize from time-to-time professional
 
information meetings utilizing either Pakistani or 
third country

visitors as speakers and might sponsor on a periodic basis social
 
gatherings of returned participants. What do you think of this
 
idea? What are your ideas about the purpose, scope and program of
 
activities for alumni groups? (See item 22 in the questionnaire).
 

We look forward to your response. A self-addressed envelope is 
enclosed for your use. Please remember that USAID has an interest 
in your professional development and we are always glad to hear from 
you. Please act on the enclosed questionnaire while it is in hand 
and on your mind. 

Sincerely,
 

Syed P Ph.D 

Coordinator
 
Participant Training Follow-Up
 

tchment: Questionnaire
 



PROFORMA FOR USAID PAR._CIP.r' .?? E-S(Pease ise additional sheet ifmore soace :s 
recuired) 

1. ame: 

2. Address:
 

3.PIO/P No:
 

4. Telephone No. Office: 
 Residence:
 

5. Designation:
 

6. Department/Organization:
 

7.Educational Qualifications:
 
Degree/Diploma 
 Year 
 Institution
 

8. Description of Training Received under USAID Program.

Type of Training:

(Academic or Practical)
 

Field:
 

Title of course (ifapplicable)
 
Dates of Training: Date of Departure: 
 Date of Return:
 

Date Program Commenced: 

Institution & Place of Training:
 

Degree/Certificate received (if any): 
9. What is your assessment of the training program in each of the following 

areas (ifrelevant):
 

Excellent Good 
 Fair Poor

a) Improve your professional knowledge: /___/ / ./ /­
b)Improve job related skills: 
 /-'---"
 
c) Establish professional contacts: Q /---­
d) Better understanding of U.S.A : / / / / 



w0."your!_ra nina reievant to the requireerents o4: ".ur cc.
was 

/ /Yes / /No / "Partial"/ relevant 

11. 	To what extent have you been able to use asoects of your tra:.-- : 
your job: 

/ 7 not at all /--7 limited amount 

/ 	 7 moderately / /-substantially 

12. 	Please give specific examples of uses you have made of your training:
 

13. What are the main factors that have prevented you from using more of your
 
training:
 

14. 	What suggestions do you have for better utilization of your training:
 

15. 	 If you have moved to another job since your training, is the new job
 

relenvant to the field inwhich you were trained:
 

/--7Yes /7 No / 7 Partially relevant 

16. 	 Have you been promoted since your training:
 

/--7Yes /--7No /7 Yee, but not due to the training 
(because of training) 



17. State brief!'/ ,tat new iieas and/or technicues or sK!s u :ea-e 
rom training program: 

18. 	 What ideas (Technical/Social/Cultural) impressed you most while in 
training. 

19. 	What inyour opinion were the major shortcomings inyour training

program?
 

20. 	What overall suggestions do you have for improvement of training

program?
 



a) :f you attended pre-departure orientation inPastan, give vcur
21. 


assessment and suggestions for improvement:
 

xce I e -t Good Fair Poor 

/__ / / __ 1 / / /___ 

Comments:
 

b) If you attended post-arrival orientation in Washington D.C., give 

your assessment and suggestions for improvement: 

Excellent Good Fair Poor
 

/__/ /- -- /_ /
 

Comments: 

Do you consider the formation of an alumni Association of USAID Returned
22. 
If so, what suggestions do you have
Participants feasible and desirable. 


for its program and activities.
 

Signature
 
Date 

Please return the completed questionnaire to USAID Mission inPakistan, 
Office
 

of Human Resources Develoipment P.O. Box No. 1028, Islamabad.
 



APPENDIX XVIl
 

TABULATION OF REPLIES TO USAID SURVEY
 



Octzcter 23, 1938
 

S' :-!. Jafar - Corinator, E.r. & F. . 

Folow-uo and Evaluaticn of Participant, eturnees
 

a J. -

Thru: Mr. Zahid Zaheer - HRD 

Mr. XndA ,,3rriott RD 

Nbout 390 questionnaires have been received back frin ex-participants so far
(FY 84-87). Tabulation of the responses fran DSIP? ex-participants (155)
received before August 1988 has been ccapleted. Analysis of results issummarized in the attached annexure. This may be of interest to the M.S.I. 
evaluation team.
 

Tabulation and analysis of the renaining questionnaires is inprogress.
 

Atcn: a/s
 



Q. 9 OVEpAL: ASSESSMEINT OF .:T2.ANG PROGRAM: 

a. 
Iprovement of Professional Knowledge of Trainee:
 

Excellent 30.3 %
 
Good 53.9 %
 
Fair 12.1 %
 
Poor 1.8 % 
No response 1.8%
 

b. Imrovement of Job Related Skills:
 

Excellent 

Good 

Fair 

Poor 

No response 


17.6 %
 
59.4 %
 
20.0 %
 
1.2 %
 
1.8 %
 

c. Establishment of Professional Contacts:
 

Excellent 

Good 

Fair 

Poor 

No response 


18.2 %
 
36.7 %
 
32.1 %
 
8.5 % 
4.2 %
 

d. Better understanding of U.S.A.:
 

Excellent 

Good 

Fair 

Poor 

No response 

. 10 WAS TRAINING RELEVANT 

Relevant 

Partially Relevant 


Not Relevant 


30.9 %
 
44.8 %
 
12.1 %
 
4.2 %
 
7.9 %
 

TO REQUIREMENTS OF JOB:
 

64.8 %
 
33.3 %
 
1.8 % 



Suts:an::a. 29.7 % 
:,!der :e

Limi~ed21.8 44.2 % 

Not at all 2.4 % 

Q. 12 SPECIFIC E£XX'LZS OF USE OF TRA.ING: 

Cited good examples 81.2 % 
Cited marginal examples 6.1. % 
Cited Irrevelant examples 4.8 % 

No response 3.6 % 

Q. 13 MAIN FACTORS THAT PREVET ED MORE USE OF TRAINING: 

I) Service structure and organizational set up in Pakistan.
 
II) Lack of resources.
 

III) Transfer to other department after training.
IV) Training was not relevant to requirement of job. 
V) There are no constrains. Training fully utilized.
 

Q. 14 SUGESTIONS FOR BETTER UrILIZATION OF TRAINING: 

I) Skills acquired should be allowed to be used on 
experimental basis at first and then on large scale. 

I1) After return from training participants should be posted
to a Section/Department relevant to his field of training.
 

III) Less red tape and more freedom of action. 
IV) Computers and other new equipment should be provided.
 
V) Training in the U.S. should have more practical bias.
 

Q. 15 IF MOVED TO ANOTHER JOB IS IT REL-EVANTr? 

No change in job 64.2 %
 
New job is relevant 10.3 %
 

New job is partially relevant 13.9 %
 
New job is not relevant 7.9 %
 

Out of job 3.0 %
 
No response 1.2 %
 

<2'
 



?r"mc"e (no: :e,,se :r-.) 20.5 % 
No: or:;;noted 66.7 % 
Out of juc 3.0 % 
No response 1.2 % 

Q. 17 NEWq IDEAS/,=C-iS/SK!LLS EARN 

Learnit new ideas/techs 39.7 % 
Did not learn new ideas 6.i % 

No response 4.2 % 

. 1s WHAT IDE.AS 71 .RSSED YOU MOS? 

I) Educational system in U.S.
Ii) COMmitment to the work/job assigned. Professionalism. 

III) ,dividual freedom.
 
IV) Dignity of labor.

V) Use of computers & audio-visual aids in teaching.

IV) Friendliness of American people.
 

2. 19 MAJOR STOPRCOMINGS IN TRAINING PE3GRAM: 

I) Duration of training too short.
 
II) Stipend inadequate.


II1) Living accomodation not suitable.
IV) information regarding program nct given in advance.
V) Not enough emphasis on practical training.

VI) Not enough field trips.


VII) Course was too elementary.

VIII) Course was too general. 
Shodld have been more specific


and relevant to needs of developing countries.
IX) AED (w) was not cooperative. 



:.ces 
ur.... r. of ":.inin~c.
 
-f 
 "ncrease subsistence aiowance. 
i.) Arrange acccmcda:-on on ca:cus. Arrange 	in advance.
) ro-e poac:ical training. More Sfie:d visi-s and project

assrgments.

"7) COure content should be ra.levan: to needs of de, o gcountries.
 

)nvite more subject expects to give lectures and seminars.
Vi:) 	 Par-icioants should be consulted before deciding course
 
content.
 
;nclude sight seeing tour cE Washington D.C. in
Post-arrival orientation progr.am.
 

Ix) 

X) 

Personal computer (?.C.) be provided
- to Part':oants.There should be better selection of .nsttuti ors." "r.
XI) A-TD (w)should have etter communication witn partici-ants.X::) 	 Arrange visits to ocher U.S. Cities. 

Q. 21 a) PRE-.DEP.CURE OR 7 ATION ASSESSME.T: 

Excellent 
 4.8 %
 
Good 17.5 % 
Fair 
 13.9 %
 
Poor 1.3 %

Did not 	attend 61.9 %
 

b) POST-;_.RVAL ORINT.A.'ICt - kSSESSNT: 

Excellent 
 17.6 %
 
Good 
 29.1 %

Fair 7.3 % 
Poor 
 4.2 %


Did not 	attend 41.8 %
 

Q. 22 FORHATION OF ALUZN! ASSOCIA:G:CN OF EX-PR:T-C:PANTS: 

Supported the proposal 
 87.3 %

Did not support 7.3 %

No response 
 5.5 %
 

http:progr.am


APPENDIX XVll 

AED FOLLOW-UP SURVEY OF RETURNED
 
PARTICIPANTS; ,L ETTER AND QUESTIONNAIRE
 

:4i
 



Academly for Educatioal Developinicut 
Developmen! Support Training Project 

, No. 56, St 88. 6th Ave (Ataturk) G.6/3, P0 Box 1973, lslamabad (Pakistan)
Phones 822906, 824858. Telex 54250 AED.PK 

October 31, 1988
 

Mr. Ruhul Amin
 
Deputy Director
 
Arid Zones Research Sub-Station
 
Ratta Kulachi
 
Dera Ismail Khan
 

SUBJECT: TRAINING EVALUATION FORM
 

Dear Mr. Amin
 

The Academy for Educational Development (AED) congratulates you on the 
successful completion of 
your training program under USAID sponsorship.

We hope it was a useful experience for you, professionally, and that
 

-.you enjoyed it personally.
 

To enable 
us to develop a better program for our future participants,
 
we invite your comments/suggestions on 
the enclosed Training Evaluation
 
Form. 
Please feel free to provide us any other information not covered
 
in the form you feel will be useful in the improvement of the program..

We would appreciate your returning to us the completed form in our
 
attached pre-stamped envelope as soon as possible.
 

7 ~Sincerely, ,, 

"l,' ?/ 7L i o , , .. ( x.! i, ,/~l artcPantCaining
'Operat=ions
' ' Manager
 

Attachment: a/sI
 

.-i/ . .,,. 


.41\ 

a. t . , 



TR.AININGC EVA.2.. F1"', 

(Please use back of the page or separate sheets if you
 
need more space)
 

I. 	Now that several months have passed since your training program,
 
what is your assessment of it? (Please check appropriate box).
 

Excellent 	 Good Fair Poor
 

2. 	Does the training seem relevant and applicable to the work you are
 
now doing? Please explain below.
 

Yes~ 
 No 
F 

3. 	List below in brief any" NEW ideas, skills, techniques you learnedI
V0-
from this progi:am which you have used since your Cryreturn from training.
 

I	 I 

')
 



4. If you are a member of any professi;eal society relating 

field of training, please indicate belo': 

to your 

Society V (... 

Publications, Journals ___l 

Received 

Are they worthwhile? 

I 

____'__ 

Yes 

_ 

No 

Do you recommend them to others? _ 

5. Would you recommend this program for other Participants from Pakistan?
 

Signature: , (7hL.&,. /'I!lI/r 

Name: _____________ __ 

Address:%V'o J I r- /I 

Many thanks for supplying the above information. Good Luck with your
 
current job. Please drop us a line from time to time, especially if
 
your address or job title changes.
 

Janet Paz Castillo
 
Operations Manager
 
Participant Iraining
 



APPENDIX XIX
 

PRE-DEPARTURE ORIENTATION,
 
LETTER AND PROGRAMS
 



Academy for Educational Development 
Development Support Training ProjectNo.56, St. 88. 6th Ave. (Alaturk) G.6i3, P.O. Box 1973. lslrnabad (PikistaniPhones 822906, 824858, Telex 54250 AEDPK 

Subject 
 PRE-DEPARTURE ORIENTATION
 

Dear
 

In our letter of 
 we referred to necessary pre-departure formalities

One of the most important is-Fe-deoarture orientation" which is mandatory for al

participants. 
 To receive importanL informnation, be able to ask questions and

prepare yourself for the challenge ahead, you are required to attend our pre­
departure orientation program to be held on
HRD/USAID, House No.2, Street No.74, (Near Covered Market 
 at
orientation is scheduled on 
 , The
this date for your convenience but does not
mean you are assured of departing for the United States. n cessaril)


Your official medical
clearance must be received from USAID before final departure details (visa, ticket,

checks) can 
be arranged. 
The program will be conducted by our Operations Manager.
 

The program will include:
 

a. Introduction to AED and USAID
 
b. 
Structure and functions of AED, Washington D.C
and how it helps the participants
 
c. Travel Tips
 
d. Weather and Food in USA
 
e. Culture and Life in USA
 
f. Educational System in USA
 
g. 
Allowances admissible to you and paid to your institution
 

Please confirm your participation in the above orientation program as
by writing a letter or on 
telephones 822906, 824858 or 811806. 
soon possible
 

admissible for this program. 
No TA/DA is
 

Thanks.
 

Sincerely,
 

Mushtaq Ahmad
 
Administrator 
Participant Training 



PRE-DEPARTURE ORIENTATION MANUAL
 

April, 1987
 



PURPOSE OF PRE-DEPARTURE ORIENTATION 

While a one-day orientation is given to participants on their arrival in Washington, D.C.,the pre-departure orientation is conducted to prepare participants for their arrival,answer questions they may have, and inform them of preparations they should make in
Pakistan before leaving. 

Trouble Shooting: Many of the problems that occur between the time of a participant'sdeparture and arrival to the Washington Office can be avoided if participants are givencorrect and up-dated information relating to airport meet arrangements, hotel addressesand phone numbers, Washington Office schedules, etc. 

Expectations on the D.C. Office: As offices in the U.S. do not provide services which arecommon in Pakistan, it helps participants and Washington staff if participants know whatto expect. An understanding of the overall project structure provides a background forunderstanding regulations and financial matters; an understanding of office structure andcertain procedures helps in understanding why certain things are handled the way they 
are. 

General Preparatory Suggestions and Specific Site Information: Some participants knowt!, U.S. well, but most do not. Also, most have not traveled internationally. Somesuggestions for travel and information on training sites is critical. Information about
climate is especially important. 

Program Information & Regulations: The Washington orientation will cover, in detail,information regarding USAID regulations and sponsorship. Allowances should bedescribed, and regulations which have proven difficult to enforce should be addressed.Proper channels for requesting program changes should be discussed. 

Culture & Values: Certain American values and behavior will affect Participants fromthe moment they arrive in the U.S. Also, certain fears and hesitations on the part of
participants should be addressed. 

LastQuestions & Instructions: Participants have questions which have not been answeredduring the placement process. Also, many of the participants have not completed all oftheir departure formalities and should be reminded of those. 



PREPARING FOR PRE-DEPARTURE ORIENTATION 

Sites whic): have been used for pre-departure orientation have included: 

AED/Islamabad Conference Room, Islamabad
 
USAID Staff House, Karachi
 
NIPA, Lahore
 
American Center, Lahore
 

Arrangements should be made with sufficient time to send invitations to participants. 

Materials which are used, and :hose with are given to participants: 

A Flip Chart is available in Islamabad; for ether sites it is necessary to take along
large sheets of paper, tape and markers. 

For Long-Term participants: 

USA Travel Information
 
The United States System of Education
 
This is America
 
Map of the U.S.A.
 
Passport Insert Booklet
 
Pre-departure Orientation Handbook 
 (for Ministry participants) 

For Short-Term particij.ants: 

Photocopy of program brochure if available from the resource room in addition 
to information outlined above 

Participants except MOE and MOST are to be given the Orientation Handbook (ourin-house book in the green binder). MOE and MOST participants are to be given Pre­
departure Orientation Handbook as noted above. 

IT IS VERY IMPORTANT THAT SPECIFIC INFORMATION AS REGARDS CONTACTPHONE NUMBERS, HOTELS BEING USED, ORIENTATION SCHEDULES, ETC. BE.ONFIRMED WITH THE D.C.PPTP, OFFICE PRIOR TO ORIENTATIONS SO THAT
3ARTICIPANTS ARE GIVEN THE MOST CURRENT INFORMATION. 

Prior to orientations, and particularly those involving the large numbers ofparticipants to enroll for Fall and Winter semesters, a telex should b- sent to the DCOffice requesting any special instructions which should be given to participants. Ifthis is done far enough in advance, Washington will be able to send a memo outliningany important changes or new information which participants should know. 



FLIP CHARTS 

1. Organizational Structure of DSTP Project: 

Wasigtn GoverD.m.t of Pakistan 

Estabi is ment Division 

USAIDI Ministry of Educati 

HRT Ministry of Science 
&Techxxol 

Experiment in [Acadey for Educational. Arthur D. iInternational Development 

ESL/ Participat Management 
CIEISCenterl riig Training 

Pakistan Participant 

Training Program 

Program ManagerjJ nior Prora Speialist 

Program Specialists 

2. Names, addresses and phone numbers of hotels being used in Washington D.C. 
3. Updated phone numbers to be used in case of problems on arrival 



4. Washington, D.C. map 

>u130 e,. . & 

PPTP -e Groewwc 

Aiport s
Airpot isveryy ceto the tyty
 

The hotels where participants will be staying, and the Pakistan Training Program
 

Office, are located in the Northwest section of the city: these are conveniently 
located near shops and restaurants.
 

The Northwest section is generally safe and participants shouldn't be afraid for 
their safety; they should, however take normal precautions such as not carrying
 

large amounts of cash walking alonle saat night, etc.
 



The office is within walking distance of both hotels. It would take participants
about 30 minutes to walk from the Windsor Park and ten minutes from the
Gramercy. Taxi fare from the hotels to the office will be under $5.00. 

The Mall is where most of the museums are located. The Mall is a large publicpark. At one end is the Capitol Building and at the other are the Washington andLincoln Memorials. Between is the largest complex of museums in the world(called the Smithsonian). The National Air and Space Museum is on the Mall. 

Washington is serviced by a subway and participants will want to learn about thatwhen they arrive. It is safe and clean and inexpensive. Everyone rides the 
subway regardless of status. 



OUTLINE FOR ORIENTATION 

Background of Nomination/Placement Process (with Flip Chart) 

1. 	 How nomination and eventual placement proceeds 

GOP - AID - AED - PPTP 

2. 	 What the office in Washington will do
 
What to expect and what not to expect
 

3. How programs are bound by USAID regulations
 

Travel Tips
 

1. 	 How to avoid Jet Lag 

2. 	 Preparing for travel and delayed flights 

3. Advice against carrying cash
 

Extras to Pack
 

1. 	 Souvenirs, small gifts, photographs 

2. 	 Urdu/English Dictionary 

3. 	 Materials relating to job in Pakistan, to field of research or area of expertise. 

4. 	 Medication/Eyeglasses 

5. 	 Appropriate Clothing for Climate 

Arrival in the U.S. 

I. 	 Importance of following your itinerary and original ticket 

2. 	 Airport meet & Hotel arrangements made in U.S. based on ETA 

3. 	 Hotels PPTP uses for participants (with Flip Chart) 

4. 	 Safety in American cities 

Race not equal to crime 

USAID (or Ministry) Scholarship 

I. 	 Allowances 



Education 

I. 	 Differences between U.S. & Pakistan educational systems 

mandatory course attendance, frequent exams, lengthy reading lists 

2. 	 Lifestyles 

lowered standard of living, shared housing, living independently 

American Culture 

I. Differences between the U.S. and Pakistan 

PPTP Orientation 

1. 	 Final note on participants'.first business appointment 



DETAILED PRE-DEPARTURE ORIENTATION NOTES: 

1. Background of Nomination/Placement Process 

Participants are nominated by the Government of Pakistan, provincial governments,
specific divisions, public institutions and by some non-governmental organizations(though these latter must be approved by the Government of Pakistan). 

The nomination is submitted through channels and receives final approval from theEconomic Affairs Division and the Establishment Division. An EAD document is then 
sent to USAID, HRT office. 

A PlOP is written by HRT. This specifies: money allocated for training, field oftraining, degree objective (Master's, Ph.D., or non-degree), duration of training, and
in some cases the specific training program. 

This document is sent to AED where information is telexed to PPTP in \,ashington,D.C. In Washington, a Program Specialist is assigned to the case and begins pursuingplacement. Requests for documents, training objectives, etc. come from theWashington office where the information is needed for placement. 

Once placement is confirmed, a "Call Forward" is issued and preliminaryarrangements for arrival are made. These can include - but don't a!ways, depending
on what the school can provide - information regarding arrangements for temporary
housing, registration, any special arrangements. 

When ETA information on the participant's flight is received by the D.C. Office,
hotel and airport meet arrangements in Washington are made. When the participantarrives, if arrival is as the ETA stated, the participant will be met, taken to a hotel,
orientation will be conducted on the scheduled date, the participant will receivemoney, program information, etc., and will be instructed on how to reach theirtraining site; transportation arrangements (airline reservations, etc.) fromWashington, D.C. to the training site are made by PPTP staff prior to the
participant's in D.C. 

2. How Offices in the U.S. Differ from those in Pakistan 

In Pakistan, offices, especially those of government officials, offer all kinds ofservices which are not common in the U.S., i.e. drivers, assistance in making personaland local arrangements, sometimes providing escort service for touring, etc.
Clerical and administrative staff in offices which participants visit will not makearrangements, provide secretarial support, etc. for participants. Participants willhave to do these things themselves, and if they expect that there will be staff to helpthem or do provide the services for them, their expectations (except for directly
program related details) will not be met. 



3. USAID Regulations 

It is very important that participants realize regulations affecting their program 
involve USAID regulations and that in most cases, neither PPTP or AED can affect a 
change. Requests for dependent certification, rules governing such things as the 
prohibition of driving in the U.S., program duration, degree objective, etc., are 
matters for USAID decision. Requests for changes in a participant's program (field 
of study, duration of program, degree objective, etc.) which require appeal to USAID 
must be submitted to PPTP which will submit them to USAID/Pakistan. A decision 
from AID on these requests often takes considerable time; PPTP cannot approve any 
request without written approval from USAID/Pakistan. 

Dependent Certification: USAID discourages dependents from travelling to the U.S. 
to join a participant and nas strict requirements which must - in all cases - be met 
before dependents will be provided a dependent visa. These include: 

1. The participant must complete at least one academic term and provide a 
grade report indicating satisfactory performance 

2. The participant must provide proof of sufficient financial resources 
($1500/year for spouse; $1000/year for children) in the form of a bank reference 
and bank statmment. 

3. The participant must purchase comprehensive health insurance for their 
dependents and prove purchase of this to the Washington office. 

4. Dependents must purchase round trip fare and present the ticket(s) to USAID 
when they report to obtain their IAP-66. 

USAID makes all decisions on requests for dependent certification; AED (or the 
Washington office) cannot influence decisions and are usually not informed of a 
decision when one is made. Consideration of requests for dependent certification 
take considerable time. 

4. Travel Tips 

It is suggested to minimize jet lag that one should drink plenty of fluids during 
his/her flight. 

Also, if the person immediately assumes the local schedule of the place where he/she 
has arrived, it will help them adjust more quickly. Instead of sleeping immediately if 
one arrives in the U.S. 'in the morning,.it is better to stay awake until early evening; 
in this way adjustment will be easier. 

OVERNIGHT BAG: Often participants arrive before their luggage, miss a flight and 
are delayed, etc. It is advisable for participants to carry with them a carry-on bag in 
which is a change of clothing, basic toiletries, a small hand towel, etc., so that 
discomfort is minimized and cleanliness can be maintained. 

MONEY: Participants are advised to carry not more than $50 in cash. Traveller's 
checks can be cashed at most airports and once a participant has arr1 ied in the U.S.; 
there is no need to carry much cash. 

http:morning,.it


5. Extras to Pack 

Items participants may consider packing include: Souvenirs, photographs, books 
about Pakistan, small gifts. Americans are very unknowledgeable about most of the
world but will be curious to know about where a person is from. There will be timeswhen hospitality is extended and a small gift to the host would be appropriate. The 
gift need not be expensive or large. Some things which are available in the local 
bazaar for but a few rupees are appropriate. Photographs of your city, village,
family, etc. will be appreciated. (Americans will ask questions like "Is there
electricity in Pakistan?" "Do people drive etc.) It iscars?", important that
participants are aware of how little Americans know about their country but also
that Americans are generally curious to know about other parts of the world. 

Bilingual Dictionary: English usage in Pakistan is more British than American.
Words used in the U.S. in newspapers, magazines, articles, may not be familiar. An 
Urdu/English Dictionary might be useful. 

Materials relating to Organization & Job in Pakistan: Especially in graduate
education and in professional short programs, advisors and faculty will want to know
what a participant does and how the organization is structured, etc. If participants 
are going to attend a degree program, they should take material relevant to their 
area of expertise. If they have professional papers, they should take these; if they
have done research, they should take background information on this. In many cases,
the papers and the thesis they will be required to write will be based on the work
they have done in Pakistan. Scholarship allowances will not pay for shipping books or 
papers from Pakistan to the U.S. 

Medication, eyeglass prescriptions: If medication is prescribed, or if something is
taken routinely, take the prescription (written in English) with you and a small supply
of the medication. Also, laws which affect medications are more strict in the U.S. 
and some medication which is available without prescription in Pakistan may require 
a prescription in the U.S. If one wears eyeglasses, at least an extra pair should be 
taken; also, the eyeglass prescription should be taken. 

Clothing: Climate of the U.S. should be described and participants sho'ild be advised 
as to the kind of clothing they will have to take with them. This is especially critical 
for anyone going to school anywhere in the Middle and Northern parts of the U.S. 

6. Arriving in the U.S. 

Following the Itinerary: The Washington office (PPTP) specifies the date that a
participant should arrive and provides airline ticket routing which should be specified
to the Travel Office. Often, participants will attempt to change dates and/or
routing to suit personal preferences. It is imperative that participants follow that
routing and schedule which has been specified. Failure to do so will probably result
in a participant's not being met at the airport in Washington, and a hotel reservation
will not have been made for them. IfWashington staff is advised of the need for a
change in the dates they have specified, they can advise AED what the best new date 
will be. If changes are made, advance notification is imperative. 



On receipt of participant ETA's, the Washington Office will arrange for airport 
meets, hotel reservations, and other plans as needed to get the participant to his/her 
site. If all goes as planned, there should be no problems when a participant arrives in 
the States. If anything changes (missed flight, delayed flight, change in itinerary, 
etc.) participants need to know how to proceed on their own. They should be given 
very specific instructions to be used if they are not met at the airport. These will be 
provided by Washington before each "busy'"season. Important information includes: 

availability and cost of transportaticn from the two airports in Washington to the 

hotels used; 

names, addresses and phone numbers of the hotels used 

phone numbers to call at JFK and in DC if something should go wrong 

the Washington Office phone number. 

Usually Washington will inform AED of the time when orientations will begin on each 
scheduled day; this should be told to participants. 

Washington, D.C.: A brief description of the city will be helpful. I found it useful to 
draw a diamond, divide that, and then draw in the location of hotels, airports, the 
office, and other points of interest. 

Information on the city will be left for participants at the hotel where a reservation 
has been made. They should be made aware, however, that hallal food is available 
(usually at Indian, Middle Eastern or Kosher restaurants). A brief description of 
some of the sites they may want to see will be appreciated; they can be drawn on the 
map. 

Participants are often afraid for their security in American cities. It is important to 
talk to them about the population and safety of Washington. Where participants will 
be staying and likely to go is very safe, though normal precautions should be taken 
(don't carry a lot of money, don't walk around alone late at night, have valuables 
locked in the hotel safe). 

Participants generally have misconceptions relating to black Americans, and as 
Washington's population is about 85% black, this matter should be discussed. In 
Washington, blacks will often be participants' peers, and when they reach their sites, 
they may be their trainers and fellow classmates. It is important to stress that 
crime is related to economics and is not related to race; in the poorer, inner city 
neighborhoods, crime is likely to be higher regardless of those who live there. 

When talking about race it is also useful to talk about the role of' women in the U.S. 
They will notice, immediately on arrival, marked differences between women in the 
U.S. and in ;-'akistan. Participants should be advised that in America, women often 
hold jobs, and will probably be fellow classmates and instructors. The ideal of 
equality (of the sexes and of persons of all races) is highly valued in the U.S. 

7. USAID (or Ministry) Scholarship 

Some details of allowances should be given, though it is difficult or groups of mixed 
participants (USAID, MOE, MOST, Long-term, Short-term) to understand allowances 
if those relating to more than one program is described. 



All long-term participants will be paid a monthly maintenance allowance,
book/equipment allowances, thesis/disseration allowance and health insurance. The 
amounts for the different sponsored groups varies widely. When the participant
receives their call forward letter, it specifies the amount of monthly maintenance 
allowance they will be receiving. For AID participants, this figure is based on the 
cost of living of the location where they are going; MOST and MOE participants have 
a fixed allowance: MOST participants receive $583.33 and MOE receive $300.00 (this
should be verified as it is subject to change). 

Allowances for all programs are subject to change and allowance information
provided to participants should be verified with the D.C. office by memo well in 
advance of pre-departure orientations. 

Also, as allowances are explained in detail by Washington staff, AED staff should not
feel the need to describe all allowances, etc. in detail (it would often take the whole 
time of the orientation). Monthly allowances, certain regular allowances, etc. should 
be described generally. 

8. Education 

A few matters relating to education in the U.S. should be covered. Evaluation of a
student is different in Pakistan than in the U.S. Students in the U.S. will be expected
to attend lectures, do exercises as assigned, complete papers. Exams are given
frequently and are usually essay exams. The strongest difference between the two 
systems appears to me to be that in the U.S. a student is expected to become 
familiar with a lot of material relating to a subject and then is expected to show 
their understanding of the material in the development of their own ideas. The
education system in the U.S. does not value memorization; it does value a student's 
own well considered solutions to problems. 

For many participants, being a student in the U.S. will involve a change in status, a 
lowered standard of living, and a greater expectation that one does things for 
oneself. As many of our participants have become very used to having services
provided to them because of rank, salary, status, this is a shock. It is important to 
stress that for other international and American students, it is expected that 
graduate study involves a lowered standard of living for the durat.on of the program,
with the knowledge that benefits will be received when one is working again. (Higher
salary, a degree which brings additional respect, etc.) 

9. American Culture 

Certain American habits, and values are very different. These should be discussed,
and especially those which will affect participants the minute they land in the U.S. 

Some of those I found useful to discuss include: 

Self-Reliance: Americans value the idea that they can do things for themselves. As 
a result, America does not provide the services which are common in many
developing countries, and especially in Pakistan. 
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From the moment one arrives in Washington, they will be expected to be able to take 

care of themselves, find their own transportation, carry their own luggage, etc. 

(Though if they are met, their arrival will be made easier.) 

If they [,ave time in Washington to tour, they will be expected to visit sites by 

themselves. While Americans tend to be very helpful when asked locations, how to 

get a taxi, etc. they will rarely offer to do something for a stranger. 

Hospitality: Pakistan has an especially generous sense of hospitality. That will not 

be found in the U.S. Americans will appear cold, rude and uninterested. They will 

rarely invite a stranger to their home after meeting them only a few times. In this 

regard, it is helpful to stress that Americans are also quite cautious and I think 

actually shy when it comes to befriending people from other countries. If a Pakistani 

were to take the initiative and invite someone to have coffee in a cafe or the like, 

the American would probably be very interested and feel honored at the invitation. 

Time: Time in America is often said to have the value of money. Americans, even 

in their leisure time, indicate their need to be kept busy with the expression, "I 

wasted time" when they have not done anything. Whereas in many parts of the world 

simply having tea and sitting is considered a good use of leisure time, it is not true in 
often not accustomed to such a careful consideration ofAmerica. Internationals are 


time. Schedules and appointments made with Americans should be observed.
 

Socially, however, it will also seem that Americans are simply too busy to be
 

engaged or interrupteu.
 

Friends: Americans are unaccustomed to the intense way by which business interests 

are often pursued in social environments as is common in Pakistan. Friends in the 

more often chosen because of shared interests and social compatibility thanU.S. are 

as business connections.
 

Also, Americans maintain friendships with men and women. There is no segregation 

of the sexes except in very limited contexts. That American men ano women 

associate freely with one another does not imply anything beyond friendship. In 

general, Americans find the segregation of the sexes as is seen in Islamic countries 

as strange and backward and participants may find themselves having to defend their 

customs to their American friends. 

Personal Respect: In Pakistan, a person is accorded respect because of personal 

qualities, occupation, status, age, family importance. In the U.S., respect is 

accorded a person for personal qualities of talent, initiative, reliability, and 
Wealth or financial success are not seen as qualities which necessarilyintegrity. 


command respect; in fact, Americans are often suspicious of how a person has
 

become wealthy and find overt and intentional display of wealth distasteful.
 

Entitlements (meaning privileges extended to a person because of high status):
 

Americans do not often give special treatment to persons of high status as is done in
 

Pakistan. In general, an American pays for all services received.
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(conducted in PPTP Office/Washington, D.C.)
 

SAMPLE ORIENTATION OUTLINE 

Pakistan Participant Training Program 

9:00 	 WELCOME
 
" Attendance and sign-in

• Introductions of Specialists and Assistants implementing the session" Completion of Forms 

- Arrival Information Form 
- Passport/Visa Form 

" ID Cards
 
" 
 Collect 	and review participants' domestic airline tickets. 

-	 Make travel arrangements. 

9:30 	 INTRODUCTION TO THE PROGRAM 
• 	 RounC . bin Exercise 

- Participants introduce themselves and their respective programs
* 	 Explanation of PPTP
 

- Organizational 
structure (USAID/AED/EIL) 
- Function and roles of Specialists and Assistants

* 	 Introduction of the session
 
- Discussion of the outline and agenda
 

10:00 	 BANKING 
" Distribute the participants' maintenance checks" Escort the participants to the bank and assist them in obtaining traveler's 

checks
 

10:30 	 BREAK 

10:45 	 ORIENTATION HANDBOOKS 
0 Explain format of the Handbook 

11:00 	 EXPLANATION OF ALLOWANCES AND CONDITIONS OF SCHOLARSHIP 

(The following allowances are covered based on the participants' scholarships.USAID academic and technical participants receive different allowances as dothe MOST and MOE scholars.) 

" 	 Handbook 10 Regulations
* J-1 	Visa 
* Early Termination of the Program

" Book and Equipment Allowance
 
* Exit 	Allowance 
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* 	 Typing allowance 
* 	 Association membership 
• 	 Health insurance (Procedures and Restrictions) 
* 	 Maintenance allowance
 

-- Explanation
 
- Calculations
 

* 	 Professional seminars 
* 	 Research allowances 
* 	 Dependent certification (3-2 Visa) 
* 	 Mid-Winter Seminar 
* 	 Thesis allowance 
* 	 Program changes 
* 	 Computer and other special equipment purchases 
* 	 Travel to Pakistan during the program 

Responsibilities of the participants 
* 	 Academic Enrollment and Term Report Forms 
* 	 Taxes/Social Security Forms 
• 	 Reporting procedures/requirements to PPTP 
• 	 Program Evaluations 
* 	 Other Responsibilities 

12:15 	 LUNCH 

1:15 	 U.S. EDUCATION 
• 	 American Educational System 

--	 Explanation of university system and degrees 
Credit Hours 
Semester/Quarter System 
Enrollment policies and registration 
Grades/Tests 
Classroom environment 
Teacher-Student relationships 
Student-Student relationships 

• 	 Comparisons to Pakistan system 
* 	 College campus
 

- Facilities and services available
 
- Support systems
 

Role of Academic and Foreign Student Advisors 
Health Services 
Self-Reliance 
Student Organizations 
Community Organizations 

-	 Role of PPTP staff 
* 	 VIDEO - What is Expected of a Graduate Student. 

- Discussion 
* 	 Arrival on Campus 

- Discussion of travel arrangements and arrival 
- Instructions for first appointments once on-campus 
-	 Temporary housing arrangements 
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2:1.5 BREAK 

2:30 U.S CULTURE 

Adjustment to living in the United States 
-- Exercise: Participants identify problems, differences, concerns and

assumptions they have of living and attending school in the U. S. 
- Discussion of adjustments problems and strategies 
- Values and behaviors 
- "Culture Shock": Definition and Discussion 
- Problem Solving 
-- Coping with Stress 

Life in the United States
 
-- The American family
 
- American Society
 
- Self-reliance and Self-sufficiency
 
- Male-Female relationships
 
-- Health and hygiene
 
-- Race and social issues
 
- Friendships
 
- Money and banking
 
- Food
 
- Housing
 

How to locate
 
Responsibiliies and procedures
 

- Cost of living in the U.S.
 
Budgeting
 
Comparison of prices
 
Shopping 

4:00 CONCLUSION 
" 	 Question and answer
 

- Program specifics

" 	 Concluding remarks and farewell 
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STUDENT ADIDRESS REPLY FORM
 

PLEASE RETURN THIS FORM WHEN COMPLETED TO:.
 
PakLttan Participant Training Program


1255 23rd Street, N.I.
Washington, D.C. 20037 

NAME: 
MAILING ADDRESS: 

TELEPHONE 
NUMBER:
 

ACADEMIC 

ADVISOR: 

ADDRESS: 

CURRENT PROGRAM
Please list below the courses in which you are enrolled or describe briefly the laboratoryor research work in which you are engaged. 
TITLE AND NUMBER OF COURSE 

CREDITHOUR S RED 
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Pakistan Participant Training Program 
255 23rd Street. N.WV. 2400 1 Washington. D.C. '0037 C I20Z 4o7-8700 

9 November 1988 

Dear Participant: 

We have been requested by USAID (and MOST in the case of MOST students) to
have on file a current program of study for each participant under our administration. In 
most cases, this program of study should be planned and sent to our office during your
first semester of study in the United States. When received by our office, this program
of study will enable your program specialist to better support and monitor your academic 
program. This form will also be forwarded to USAID/Pakistan as well as any Government
of Pakistan ministries that are affiliated with your program. 

Please review the attached three-page program of study form and fill it out with your academic advisor. Since this form will be sent to USAID and other official offices,
please type the requested information. Most of the items are self-explanatory, but if you
have any questions about the information requested, please call your program specialist
before filling in this form. Since this form can be revised and updated whenever changes
are made to your program, try to answer all the questions on page one at this time.
Although you may not have narrowly defined your thesis or <dissertation topic when filling
in this form, please indicate what area you are considering for this project. This
information can be updated when changes refinements occur.or If you need additional 
space to respond to these questions, or want to provide additional information that youwould like our office to have about your program, please attach the information to this 
form. 

We value your advisor's input and guidance in completing this form, and ask that 
you work with him or her when completing this form. Your advisor is requested to sign
the final page of the form. We suggest you keep a copy for your reference. 

Please complete these forms within two weeks of receipt and return them to your
program specialist. If there is some reason this cannot be done within this time frame,
please call or write your program specialist to let them know when you will be able to
complete this requirement. Ifyou have submitted a program of study to our office in the 
past, please cal your program speciali.t to see if we need ar.update. 

We wish you continued success in your program and thank you in advance for your
timely completion and return of this program of study form. 

Sincerely, 

Deputy Program Manager 

enclosure/program of study 

The Expernment in InternatonalLiving 

and tbe 
Academy forEducational Developmen t 

V 



Please type this information.Plp 
• ­ -

Pakistan Participant Training Program 
1255 23rd Street. N.W., 8400 0 Washington D.C. 20037 C" (202) 4o7-8700 

PROGRAM OF STUDY 

The Pakistan Participant Training
Program of Study which ".as been 

Program (PPTP) requires that each participant submit adecided in consultation with the advisor, or graduatecoordinator if prior to advisor assignment.
participant's first 

This Program of Study must be completed during thesemester of study and returned to the PPTP. If any revisions or additions tothis study plan are made during the course of the program, an amended Program of Study mustbe sent to PPTP. This Program of Study will be used by our office to monitor and guide thisprogram and sent to Pakistan for USAID/Pakistan's use..
 
Student Name:
 

first 
 middle last
 
Degree Objective: 


Major Field:
 

Academic Advisor's Name: 
 Telephone f.( )
 
Advisor's Address: (Street #) area code
 

(City, State, Zip Code)
 

University: 

Department:
 

Please answer the following questions:
 

I. 
How many credits are required for completion of this degree? 

How many of these credits are core credits? 

How many of these credits are electives? 

2. Will this program require a special project, thesis, or dissertation? 
If yes, please specify which one(s) and the proposed topic? 

3. Are there any special funding or other considerations that will be necessary for specialproject or thesis or dissertation research? If so, please detail on a separate sheet and
attach. 

4. What is the expected completion date for this degree program$ month _year

month / year 

The Etpernent in intutuionalLaving 
and the
 



Program of Study 
page 2 

Please list the courses and research credits that are proposed for the duration of this 
program: 

IFirst Year: COURSE NAME Credits Lecond Year:- COURSE NAME Credits 
First Term AND NUMBER first Term AND NUMBER 

Second Term Second Term
 

Third Term Third Term 

Fourth Term Fourth Term 

• lli
 



i 

* Progr a of Study 
page 3 

Year: COURSE NAME Credits

Firsr Term AND N'LBER 
 Fi r AND NUMBER 

Second Term 
 Second Term
 

i-

Third Term Third Term 

Fourth Term 
 Fourth Term
 

SIGNATURE OF ACADEMIC ADVISOR
 
(or Graduate Coordinator)
 

NAME AND TITLE OF SIGNER
 

DATE
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A VERA GE MONTHLY COST OF ACADEMIC
 
TRAINING PROGRAMS
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SUBJECT: FOLLOW-UP OF CIELS GRADUATES
 

I. 
Steps taken to improve utilization of CIELS graduates who quality
with a TOEFL score of 525 and above:
 

(i) Priority in CIELS admission is given to candidates who have
already been nominated by GOP for USAID participant training.
this will 
ensure immediate processing by HRD Case Officers as
soon as the candidate achieves the required TOEFL score.
 

(ii) Back-log cases of qualified CIELS graduates, who have not been
nominated by GOP 
as yet, are being taken up with their
department heads. Follow-up action has been started with the
most recent graduating class, i.e. the 14th season, followed by

the 13th, 12th session, etc.
 

(iii) 
 PTP data base is being utilized to trace nomination status of
CIELS graduates. 
 Names of qualified candidates are being cross
checked and follow-up action is being taken wherever necessary.
 

2. Further action proposed:
 

(i) Unofficial TOEFL scores of qualifying candidates will be
conveyed to HRD Case officers for further processing of
nominations in respect of those candidates who nominations have

already been received by GOP.
 

(ii) Mid-term unofficial scores will 
be conveyed to HRD Case
Officers in respect of nominated candidates i\to make it
possible to proceed further with processing while the candidate
 
is continuing studies at CIELS.
 

(iii) 
 AED data base will be used to track CIELS graduates who have
 gone for training or completed training. This will help to
eliminate these names and thereby concentrate on a smaller list
for follow-up action. 
 Laurie has suggested the possibility of
hiring some one from the TOEFL Team for a short period for
using the CIELS data base and checking against AED data base.
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SAMPLE SURVEY OF IN-COUNTRY WORKSHOPS 
FOR WOMEN MANAGERS AND ENTREPRENEURS 

As a means of attempting to assess the design and impact of the
workshops, and for obtaining suggestions for the future, a random sample
survey of 30 women trainees was conducted by a Pakistani 
interviewer
October 31 -
November 13, using a questionnaire prepared by the evaluation
team. The questionnaire is attached to this Annex and the interviewer's
report and completed questionnaires are 
in MSI's files. The survey group
included trainees from Islamabad (3), 
Lahore (10) and Karachi (17); 15 of
the foregoing had attended one or more of the management workshops and an
equal number one of those on entrepreneurship. 
 Virtually all participants
came from the higher strata of Pakistani urban society and had higher

education degrees (B.A. or better).
 

The general reaction of respondents to the workshop experience was
overwhelmingly positive. 
All 30 indicated that the workshop had met or
exceeded their expectations and that they would recommend future workshops
to other women in similar positions. Twenty eight of the 30 were
satisfied with the way the program was handled. 
 In regard to
expectations, most of the trainees (17) 
saw the workshops as a means of
helping them "to do their current job better" (although none saw them as 
a
way toward a promotion). Most respondents also saw the courses as a means
of compensating for lack of previous training or experience and as a way
of helping them to evaluate their current performance.
 

When as;:ed to describe or 
look back on their workshop experience, the
managers mentioned particular skills (goal setting, decision making, time
management, leadership) or concepts (team approach) which they remembered.
Similarly, the entrepreneurs referred to marketing, finance, feasibility
study skills and "how to get started". But 19 of the respondees cited
self-analysis and better self-awareness as 
a major recollection.
 

Several questions sought to shed light on the extent to which the
training had benefitted the trainees, bearing in mind that some of the
workshops were held quite recently. 
All except two respondents indicated
their job skills had improved, especially organization, management,
delegating tasks and personnel. 
 A number of the managers (8) noted
improvements in their ability to allocate time while the entrepreneurs
(7)laid more stress on improved accounting and financial management
skills. Members of both groups (14) 
felt the workshops had helped in
their personal development, self-realization and motivation ("helped me to
discover/realize what was latent within me"). 
 Some respondees said that
the workshops helped them, as women, to cope and function in

male-dominated environment. 

a
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With respect to utilization of the training by the attendees, 12
indicated they had used it "very much", 15 
"somewhat" and 3 very little if
at all, Several (4) in the latter categories indicated they lacked the
authority to effect changes/suggested by training, some indicated not
enough time had elapsed (3)while others said they were too busy. 
Another
 
gauge of utilization was the participants' perception as to whether the
training had helped them to advance their careers. 
 Nine responded "a
lot", (especially in self-development) 15 indicated "somewhat" and 6 "not
 at all". Among those in the first two categories, 6 thought their chances
 
for promotion or personal advancement had improved and 16 thought the
workshops had strengthened their professional capabilities and/or self
 
realization.
 

The sample groups were also asked to identify what they saw as 
their
major job-related "challenges or problems". Interestingly, the major

problem perceived by both group (18 respondees) lay in human relations
including supervising subordinates, dealing with colleagues, handling

clients. Another six complained about discrimination ("trying to 
secure
loans from banks is a degrading, insulting affair especially for wrien
entrepreneurs"). Other challenges were manayement of time, financial
 
management, coping with government policies and becoming more

self-assertive. These responses should be valuable to the project in
 
terms of designing future workshops.
 

A wide variety of responses were elicited as to suggestions for
improvements that might be introduced in such courses 
in the future. A

number of the participants of the entrepreneurship course suggested that
 
more time be spent on personnel and human relations aspects of management

(e.g. marketing, employee relations, strengthening self-assertion) and on
finance, accounting and legal subjects including the preparation and
presentation of loan applications (three suggested 
some kind of linkage

between the course and a lending source). Members of both groups pointed
to the need for continuing liaison and assistance as they sought to apply
what they had learned (follow up sessions, formation of a network of

graduates). 
 There were also a number of comments on seminar organization

and procedures : (a) shorter workdays over a longer period (for the two
week entrepreneurship seminars) and longer training periods (for the four

day management workshops), (b)greater emphasis in trainee selection

toward having more homogeneous audiences, (c)more careful 
selection of
panelists (some were considered unrealistic and redundant), (d)more

efficient advance preparations and publicity, (e)locating the seminars at
sites other than hotels (f) reducing seminar fees and broadening
participation. 
 On the matter of future seminars, a few trainees referred
 to the need for increased participation by Pakistan instructors, more use

of Pakistani-specific materials and case studies and for expatriate
instructors to relate their expertisei to the Pakistani environment. It
 was also felt that involvement of expatriates would be needed for a

further period until a Pakistani cadre had been trained. 
 Interestigly,

several participants from both groups expressed the hope that similar
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courses be offered in local languages for less advantaged women managers
and entrepreneurs in smaller communities "we already have experience,
confidence, some exposure and education. 
 It should be for those lacking

in these areas".
 

Assessment
 

The offering of management and entrepreneurship workshops for women by
women has been a rare if 
not unique experience in Pakistan. 
 The
enthusiasm expressed by participants with their workshop experience
reflects the dearth of such training opportunities in Pakistan as much as
it does the content and presentation of the workshops themselves.
 

The benefits of the workshop were perceived by participants as
occurring at two levels 
-- technical and personal. 
 At the technical level
attendees felt their professional capability had been strengthened with
managers stressing such skills as planning and decision making while
entrepreneurs emphasized subjects like marketin9 and finance. 
 At the
 
personal level, 
both groups thought the workshops had enhanced their
self-confidence, ability to communicate and to deal with other people.
These benefits were valued as 
much as, if
ones. not more than, the technical
 

Participants were highly positive that the programs should continue
with a long range objective of providing courses taught by experienced
Pakistani instructors and using more Pakistani-oriented materials. 
 The
desirability of a transitional period inwhich expatriates and Pakistanis
would share responsibility for program design and content was 
also
mentioned. Participants from both groups suggested that low cost
adaptations of the two courses be designed and organized for less
advantaged women 
using national or local languages. A need was also
expressed by the entrepreneur trainees for support services which they
could draw upon for help on future problems; the idea of a network of
workshop graduates to share experience and offer mutual 
support was also
 
favored.
 

The program would benefit from better publicity. Most persons learned
of the program from friends and word of mouth. 
 Radio and newspaper
notices should be tested in advance of future sessions.
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