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I. TRANSCENTURY POLICY AND METHODS

A. Long Term OPEX Technician

1. Recruitment

. In general, TC uses an active, intensive recruitment approach
designed to find and recrult thosce in the job market as opposed to a passive,
extensive approach based on genceral mass media advertising., When a Delivery
Order arrives, the desivnated recruitment ofticer checks it against resumes
on hand and contacts those who appear prumising. Thev also place the opening
in their own job bulletin (published under a ditlerent AID contract.) The
recruitment officer also checks various state emplovment services, profes-—
sional listings, and various federal burecaus. Finally, the Program Director
and the Senior Recruitment Officer attended six professional society zonfer-
vnces (three in Washington) ducing Y80 to make openings known, get leads,
and meet possible candidates.

Candidates are inrervicwed and ranked by TC recruiters for
relevancy of professional gqualiflications, experience, and interest. They
are alzn tested and interviewed with respect to their ability to work in
an African setting. Recruiters also review, check out, and discuss (i.e.,
vet) statements glven bv referaces. Interviews arce conducted in a group
setting se that interviewers caa cross check their impressions.

In response to a querryv on this point, the TransCentury re-
cruiters -and the Program Director indicated that TransCentury has no par-
ticular preference for third country over American candidates and that
their recruitment systems are set up to recruit the most qualified eligible
source, Nevertheless, for historical reasons TransCentury's role in de-
velopment is widelv known and third country persons with development re-
lated skills leave their resumés with TransCentury, Consequentlv, Trans-
Century is particularly able to pruvide third councry candidates for OPEX
posirtions. if such candidates are desired. To date Swaziland has selected
no third ¢ountry technicians, Botswana one, and Lesotho four.

The ALD review team cencurs in the 1€ recommendation that even
candidates pre-selected by the field go through this process and that alter-
natives to the candidates pre-selected by the [ield also be considered.

In une case, all the pre-selected candidate's refcerences indicated certairs
managerial shortcomings which also come up during interviews with the
recruiters. These shortcomings eventually proved tihe candidate's undoing
the job. The TransCentury interviewees also indicated their feeiing that
many of the other pre-sclected caadidates represent known quantities as
opposcd to the best qualified and cuperienced candidates available,

With regard to placing greater reliance on mass advertising
to recruit, TransCentury recruiters pointed out that professional journals
senerally come out only quarterly, Indications ol interest in resnonse to
advertisements in these iournals are too few and too slow in coming to serve
the project. This opinion corresponds to ALD expericnce with efforts of a
previous contractor where their ef forts penerally were limited to advertise-
ments in professioaal and popular publicat fons,
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On balance, the TransCentury team approach to recruitment seems
to be recruiting hetter qualificd candidates more quickly than with the
previous contract. We have not encountered the long delays in nominating
candidates nor have the host yovernments rejected entire lists of candi-
dates as occured under the predecessor contract,

Orientation of OPEXers and their spouscs varies from one day
to four days according to number of recruits to be oriented, their require-
ments as determined by interest and experience, and by time available., It
commences with a written and oral review ol administration and logistics
(which TransCentury regards as the minimum), [t also includes reviews of
concerns expressed by OPEXers, prescntations by host country embassy re-
presentatives and State geographic officers, and cultural considerations.
Orientation 1s continually adjusted based on written and oral feedback
given immediately afterwards, or later [eedback I'rom the field, and devel-
opment or recelipt o! new informational materials. While there were early
complaints that orientation was incomplete, sometimes inaccurate, and re-
flected TransCentury views over US( policy, these seem to have subsided.
Written comments from recently arrived OPEXers are generally complimentary.

3., Monitoring and Maintenance

Like orientation, munitoring and maintenance has been pro-
gressively refined to meet evolving needs. At present, OPEXers are
actively offered an advance to cover furniture and two months salary,
TransCentury has developed and is refining a scries of form letters de-
signed to inform the OPEXers of receipt of request for reimbursement,
how much is involved, and estimated date of payment. Focms along the
lines but simpler than AID T & A slips have been develcped to notify the
OPEXers of deposits to his bank account in the U.S. On balance, as
varions allowances and procedures are becoming more widely and thoroughly
understood on all sides and the informatfon svster from oricentation through
assignment to the field is becoming more formalized, breakdowns are bhe-
coming less frequent and the volume and the !requency and intensity of
OPEXer complaints !s diminishing.

4. Evaluation

This appears to be the least developed and least institu-
tionalized aspect of the OPEX operation. This is true both in respect
to reports from OPEXers on their work and veports from counterparts on
how OPEXers are doinu, The Proceram Director indicates this is a voint
which TransCentury will commence workine on, The recruiters wish to re-
celve nerformance [eedback in order tov shane tfuture recruitment activities
and selections.,

_B. .Short-Term Consultants

TransCentury has the same network and process as for long termers
except they have more university prospects and also people who would take
leave from business. Short termers are gencralilv casier to recruit than
long termers as university people get of f for o term and business people
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can take short leaves. We think the Mission should trv TransCenturv more
for short termers,

Ii. TRANSCENTURY FINANCIAL MANAGEMENT

A.  Accounting Procedures

TransCentury requires employvees to maintain time cards that
identify daily work hours against various activities (contracts and
grants) in typical consulting firm fashion, This procedure provides
TransCentury some flexibility to allocate workforce to meet fluctuating
activity needs and maximize cemployee productivity,

B. Expenditure Review

Attachment [ draws on these records to outline the level of
effort by position each month. [t also measures total core contract
costs agalnst Delivery Orders to give support costs per technician
month. While support costs per technician were scveral times higher
during the initial start up period, they have averaped $852 per techni-
cian per month from July 1980 through February 198l. Attachrent I cost
data does not include any technician financing provided throush the
Delivery Order Mechianism, although the 2.4% overhead charge included
in Delivery Ordeis could be considered a core support cost. Applying
the 2.47 as core support would add $100 per technician month on a
$50,000 a year Delivery Order. On the other hand, a significant
element of TransCentury field salaries underwrite the participant
training efforts of the Phelps Stokes Fund.

C. Cost Projcctions

- - "The TransCentury "tough cut” estimate tor a two vear contract
extension (Attachment 11) Uurther indicates thal support costs per techni-
cian months should continue to fall as OPEX levels rise. That is, Attach-
ment II 4ndicates a $572 monthly support cost per technician at a peak
technician load of 100. The problem here is that the reverse is also
true. Should OPEX levels fall, per month support costs will rise even
with some reassignment of staff to other duties.

D. Cash Flov

According to backup documentacion in suppori of invoice FYR-
81-05-0051~-18, dated March 2, 1981, the core contract has a halance of
$667,286 as of February 28, 1981. This balance would permit monthly
cependitures of over S111,000 throush end of contract on Auvust 31,
1981. This is from $S10,000 to 315,000 more than average monthly ex-
venditures lor the past several months. An estimated additional $20,000
in participant training was wrongly charged to the core contract rather
than to PIO/P's in late CY 1980. This amount will soon be credited
back to the core contract and, consequently, the contract should have
a substantial surplus balance on August 31, 1981,
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TIT. NUMBER AND QUALITY OF TRANSCENTURY STAVEF WEOUIRED TO RECRUIT, ORIENT,
MONITOR AND MAINTAIN, AND EVALUATE LONG-TERM FTECHNICTANS AND SHORT-
TERM CONSULTANTS

A. Recruitment and Oricentation

The Senior Recruitment Otficer is an LEthlopian refugee who has
a Ph.D in African studies and cconomies from Johns Hopkins. e perfoirmed
a five months manpower study for AlD in Cameroon and served as Chief of
Party for an AID agricultural development project in Chad. TransCentury
pays him at the rate of $48,000 per vear. The second major recruicer,
a South African refugee, has a Ph.D, in non=-formal education from the
University of Massachusetts and has taught there. She is paid at the
rate of $25,000 per vear., Other recruiters are used as aceded. The
review team was impressed with the range and intensity of interest and
perceptiveness of the recruiters demonstrated during our discussions with
them,

While there are strong arguments for maintaining a recruitment
staff with the comparatively high qualifications and relevant background
of the TransCentury recruiting staff, there is comparatively more room
for discussion with regard to workload. The recruiters themselves esti-~
mate that using the current system, cach can recruit for five positions
at once and turn over each recruitment action in a maximum of three months.
The Program Director estimates eleven recruitment acticns at once. Even
the lower estimate given by the recruiters would mean about. twenty re-
placements per vear per recruiter. Actually, during CY 1980 when re-
cruitment activity was at its height, the averaype number of recruitment
acticns per recruiter at any one time over the vear was 5.26, There
were 2 placements during the vear and a total of 67 placements to date,
Of these 67 placements, however, uvnly an estimated  25=35 involved in-
tensive recruitment activicy. The remainder involved extending existing
technicians carried over from earlicer contracts or signing on pre-—
identified candidates. (See Attachment [V).

B. Monitecrinuy and Maintenance

The direct charges to the contract for the positions of Voucher
Assistant and Accounting Assistant have averaped approximately one individ-
ual full time in each position, although this represents the sum of several
individuals' time within the Controller's office. This level of effort
does not seem unreasonable given the flow of cost reimbursement payirents
to OPEXers, financial support ol field operations, staff and OPEX payrolly
travel and transportation pavments, overhead pavments, accounting for
Delivery Order specific and core costs, hilling process to AID, etc. The
level of effort in this area should not increase significantly as tocal
active OPEX technicians increase (and this is reflected in the TransCentury
Phase [l Budget--Attachment [l which forecasts two persons full time at
both the high and low options).

On balance the TrausCenturwv operation is one that is Improving
with experience and becoming mure cost etfective as volumes Increase.
The cost/output ratio may be improved by seoking el ficiencies in Trans-
Century operations as noted above, but the better pay-off would be in
operations or raising the level of TransCentury recruitment support USAID



country programs across the board with appropriate rather than a single
common pruject,

Lookine into the future, it would scem that there are two prime
areas that cause TransCenturv costs projected in Attachment II for the
two year extension appear high. First is the level of etfort required
(low option) for recruitment of 15 lony term and four short term tech-
nicians per vear--a minimum ol 1.8 persons of recruirer scaff time.
This comes out to just over eipht placements per recruiter year, far
less than anyone's estimate ol feasible workload.

The second arca of costs projected in Attachment Il which is of
concern involves initiation of a G & A charyve on subcountract costs. This
would represent an additional cost clement not present in the existing
contract.



IV, PHELPS STOKES POLICY AND METHOUDS

A, Participant Training in United States

Phelps St kes has established a participant training structure
and operation verwv zimilar to that traditionally used by OIT, The main
differance is that cthe partlelpant program stalt alse organizes and
manages the orientation.

1. Placement

Like OI'T, the placement process bewins with assignment of
a placement action to a Program Officer according to existing case load,
subject matter, and geopraphic location ot most likely institutions. The
Program Officer draws un protessional relerence books, personal contacts,
Phelps Stokes expericnce, and stated Mission pretferences to make initial
inquiries. In addition to using these factors Lo select a 1tst of the
schools with the most appropriate programs, Phelps Stukes also, according
to their Program Director, attempts to distribute scidents throughout a
variety of schools., This is to avoid the possibility of a pgroup of
students from any one countrv forming a countrv vroun isolated from
the life of the school as a whole. Phelps Stokes endeavors to provide
three alternatives for placement to the Mission and host government.

One major difficulty in making placements involved arranging
for timely administration of the TOEFEL examination in the field. The
TransCentury Field Coordinator is now administering the examination on
a practice (unofficiul) basis in Botswana. 7The TransCentury Program
Director believes he can becume formally certified and able to administer
the examination regularlv.

The Fleld Coordinator arranges forradvances, travel arrange-
ments are made by the respective Missions, and the Field Coordinator arranges
payment for the tickets. This appears suitable,

.2, Orlentation

Pre~departure vricentation has not vet fully developed although
preparations are underway. The Field Coordinator is taking steps in con-
junction with the Mission EHRO's to improve and formalize these orienta-
tions. In contrast, the Phelps Stokes Orientation in Washington takes up
to 1 week. Organized bv the Projgiam Officers, it appears quite thorough
and appropriate., [ anvching, it could he reduced,

J. Monitoring and Maintenance

Monitoring and maintenance ocvecurs hv mail, phone, and visit.,
Tultion is paid by quarter or semester while altowancees are paid directly
to the students monthlyv, The Program Officer reviews charges for correct-
ness, and the accounting clerk draws up sheets VYor payment, and passes the
sheet on to the Phelps Stokes Controller in New York for payment.
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4, CLEvaluation

Formal evaluation of ongoing participants under Phelps Stokes
hasn't yet occured as the First group entered training in September 1980.
The review team envisions it will resolve around recefpt ol prade reports
and course records and course reports,  We don't chink much formalicy
or extensive elfort will be required.

B. Third Counctry Training

Phelps Stokes' capabilitv for third country training is just now
being developed and reportedly will be in place tor the 1981-1982 school
year. Thelr review of Third Country possibilities hased on catalogs and
visits to Institutions is reported by Phelps Stokes to be enroute to
the Misslons,

Once established, this will likelv be AID's only capability for
regular Third Country placement in Africa.  The preseat OIT contractors
have nut develouped cthis capabfility., Turther, it is verv possible that
there will be a changeover in OIT cuntractors when current contracts
come up for renewal in October=November 1981 as OIT and many Missions
are highly dissatistied with at least one ol them and somewhat disgruntled
with others.
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V. PHELPS STOKES FINANCIAL MANAGEMENT

A Accounting Procedures

l. Core Contract Costs = The svstem employed by Phelps
Stokes to allocate costs to various grants/contracts is to budpet
employees' rime and then charve exvenses based un the hudget. As a
private/non profit organization, Phelps Stokes has far less flexi-
bility to shift staflf amony activities--it tends to staff programs
based on approved positions.

2. PIO/P Costs - Phelps Stokes submits monthly vouchers for
reimbursement by line item by PIO/P, The procedure seems to be working
well penerally, with Phelps Stukes closcely monitoring costs, There have
been two problems to date, both now in the process of reconciliation.
The first is that Phelps Stokes established their own allowance levels
rather than using AID standard allowances as given in Handbook 10. The
second is that initial Phelps Stokes cost estimates merely reflected
sugpested assignments of the amounts made available in PIO/Ps rather
than independent estimates and were prone to cerror. Phelps Stokes
interviewees attributed this to inexperience and promised that budget
estimates would becvme more realistic as thev established a track
record. Nevertheless, while P'helps Stukes now has vne scmester's ex-
perience with dozens of participants in forty one colleges, their
most recent estimates continue to reflect initlal practices and are
not realistic.

B, _Expenditure Review

Attachment [1Mloutlines the level of efforc by the Phelps -
Stokes Fund by organization position, by month. It also shows the
core contract support costs per participant’ month. Use of the Phelps
Stokes accuvunting structure combined with the ‘lission participant
schedules led to two things under SAMDP: (1) Phelps Stokes incurred
six ‘months worth of core contract costs (5116,000) prior to re-
ceiving any Delivery Orders; and (2) the position of Program Direc=-
tor, as agreed during oripinal contract negotiations, has been
financed 100 percent under the contract even though this senior
official does become involved in a wide ranpe of policy and oper-
ational activities of the Phelps Stokes Washineton Purecau - the
majority of which are directly associaved with SAMDP,

However, the cost effvctiveness that Phelps Stokes has been
abie to achicve is impressive. Taking the costs through AID/OIT as a
benchmark, we found that OIT's participant training contractor support
costs varied I'rom contractor to contractor but that S150 per partici-
pant month represented o current averaye cost, However, this cost
level has bheen achieved by high volume placements under misssion pro-
grams around the world. By February 1981 Phelps Stokes had lowered
their support cost per participant month to $246, This level was
achieved using live programmers managing 112 participants. The Pro-
pram Director advised us that the fund could, as the current contract
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outlines, backstop 150 participants, 30 per programmer, with no increase
in level of efforec. Using amounts billed in February 1981, this woud
lower the per participant monthly core support costs to $184.  Further,
the Program Dircctor indicated o willingness to review operations with

a view towards further raisimg the programmer case load. Moreover, we
found that programmers are involved in monitoring payvinents to institu-
tions as well as participants te a very large degree. The Fiscal Officer
and Program Director both felt that some ol this work could be assumed
by accounting stafl which would help case loads to rise. There may be

a trade-off in lessened control but Phelps Stokes is willing to evaluate
their procedures frum this perspective.

While Phelps Stokes activity had o slow start, progress improving
cost effectiveness to current levels has heen significant, As with
TransCentury, the best opportunity for turther improvement in cost
effectiveness lies in increasing volume.

C. Cost Projections

Phelps Stokes was not asked to do o rough cut estimate along
the lines uf theone dune by [ransCenturv and included as Attachment II.
However, Attachment I[I and the discussions in V.B. and V,E. provide
the basis for making such projections.

D. ggﬁh Flow

Per carlier Section UI.D,



VI. QUALLTY AND NUMBER OF PUELPS STORES STAFF REOUIRED TO PLACE,
ORIENT AND MONITOR AWD MAINTAIN PARTICLPANTS

The Phelps Stokes Fund Program Oftficers all have graduate degrees
and related work experience in training, international development, or
both, Salary levels are comnarable to those of OI7T direct hire pro-
grammers at the GS 11-12 level.

As with the TransCentury Programmers, we would support keeping -
Program Officers of the comparatively high qualifications of the Phelps
Stokes staff but increase the work load at least to that originally pro-
jected (30 participants per Urogram Oftficer) and preferrably to a higher
level of at least fortv.

Also, Phelps Stokes avpears to he top-heavv on che management
side with both a Director and Deputy Dircctor heing charged to the pro-
ject full time. The Deputy Director also has, however, a participant
case load. Nevertheless, given that the Dircector has outside duties
and that training ovperations are now well established, Phelps Stokes
should be ahle to sustain operations with a part time Director.
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VII. THE FIELD COORDINATOR POSITION

Throughout the management review, discussions regarding number, type,
and peographic placement of administrative stall necded to perform contrac-
tor functions frequently touched on the role of the lield coordinator posi-
tion and whether the position is ncecessarv.  The position Is new with this
contract and represents a separate identifiable cost that could be greatly
reduced, {f not eliminated, were the position to bhe abolished.

The Fileld Courdinator estimates that he spends lorty percent of his
time working un arrivals, travel, and personnel matters rforc OPEXers, forty
percent of his time working on departures, travel, and transmittling other
information on parcicipancs, and twentv percent of his time on self-support
and management of his own of{ice.

Many of the Field Coordinator's tasks have evolved over time, the
responsibilities or his position are not vet tallv defined, and the nature
of the position should continue to evvolve. Conscquently, it is difficult
to determine with precision which tasks and what level of workload would
justify continuation of the position., During the management review, the
most vecal support for continuation of the position came from the Phelps
Stokes staff and trom the UGSAID/Lesotho HRBO,  The former cited the need
to have a central point of communication and follow-up in the field.

The latter cited the significantly lesser Mission involvement with arrivals
and support of TransCentury OPEXers as compared with those OPEXers still
here under the previous I[EE contract. USAID/Botswana concurred in the
value of having a contractor field representative but also expressed con-
cern at the costs involved. The Field Coordirator fiimself estimates that
ten OPFEXers and twenty participants per country are neceded at any one

time to justify cthe position,

While, say, Lesotho has received less of the Coordinator's time than
Botswana, he has always been available when most needed. His comparative
value ta Lesotho is thus greater than would be indicated bv a straight
breakdown of the comparative amounts of time spent in each country.

To e~hance the benefits ol this position in the future we suggest that
comparatively more ol his time be concerned with: (1) arranging and facili- .
tating participant departures;  (2) administering TOEFEL tests; (3) refining
information necessary to tacfilitate recruitment; and (4) establishing and
maintaining evaluacion for participants and technicians. Consideration should
also be given to his active participation in development of project training
nlans,
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VITI. SUMMARY OBSERVATLONS AND CONCLUSTOMS

The TransCenturv/Phelps Scokes Fund Svstem as it has evolved no
longer represents the old OPEX recruitment mechanism of carlier efforts,
Rather it's now a hvhrid blending characteristics from cach of a number
of other types of development assistance activity,  Recruitment is more
along the lines of an executive placement scrvice than the old hiring
hall approach and is clearly more sophisticated than that of some of the
institutional contractors., Admiunistrative support anpruvaches that of
an institucional contractor or thiat of hackstopping a direct hire. Parti-
cipant training orientation and placement resembles that or OI7T when OIT
programmud its participants internally.

The review team was struck bv the openess, responsiveness, and
receptivity of Tran:sCenturv/Phelps Stokes l'und.  Compared to other ac-
tivicies recently reviewed there was o good sense of joint AlID=Coatractor
effore, There was also an appealling sense ol organizational pride at
bath TransCenturv and Phelps Stokes,

l. Professional Operations in weneral are conducted competently
with persons as hiphly qualificd tor the money as AlD is likely to get.
The two immediate improvements ncecded are to: (1) obtain budget break-
downs ‘against existing technician Deliverv Orders where they haven't
yet been provided, and () provide hudget hreakdowns and assiyn costs
against existing PIO/P's. The latter may be tfacilitated by the Trans-
Century Controller or an AID Controller meectimg with Phelps Stokes
staff.

2. There are examples of less than the maximum optimum workload,
especially with regard to OPEX recruiting and participant placement, but
this 1s largely because the project isn't as larpe as expected. There
appears to be roum tu make stalt cuts among the recruiters and among the
participant Program O!ficers.
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TronsCentury Corporation
1759 Columbla Road, N.W.
Washinaton, D.C. 20009
TF SPHONE: A" .. i T2B-MO0

~ \BLE: TRANSCEN

TELEX: 64408

WA.ihtN \Y. WIGGINS, PRESIC.NT

Mareh 10, 1981

i, kubert Bounafon

Apency fo. Internativnal Development
Lepartment of State

‘vashington, D.C.

Dear Bob:

As you, Jon Gant and Byron Bahl have requested during our various
discussions about rhe Southern Africa Manpower Development Assistance
‘ruject, enclosed are the three itcems.

1. Two preliminary, "rough cut" budgets reflecting the

levels of effort neceded for both the low and high estimates
vf rerrultment per year,

2. 4 chart reflecting the level of recrultment activity
thooughout the life of the project to date.

3. A bwiget indicacing cthe total cost of the Field
Coordinator in Dotswana, including his office and staff
charges as well as his personal allowances.,

We mave alreiwly given wach of you a packet containing various orientation

aterin'ys which we provide to OPEAers prior Lo their departure to post.
f Loy have questions about any of this, please let us know.

wa've all enjoyed the chance to discuss the project in detail wich
ou.  Pest wishas,

Sincercly,

..
7 .
/ . '/‘

. ¢ .

Lo wer 7

Carni,yn . lonyg

Viee resdent
Luclusures
.on Cant.

Lyro:.. Bahl

EQUAL OPPOFTUMITY EMIMOYER



Personnel - Home Uffice 3/

"-nject Director - C. Long

Racruitment Coordinator -
A. Birara

Administrative Officer -
J. Parker

Recruiter -~ N. Seshibe

Rer~~uiter - E. Walcters

,rientation Trainers - R. Bacas

Accounting Assistant -
3. Dopwell

Accounting Assistant -

M, Zeradl

Acdminiscrative A~-istant -
T. Dillon

Secretary ~ R, Wolde Marian

SUBTOTAL

Fiel. Ctuff
.—-———*

Fizld Coordinator ~ D. Smith

Admindstracive Asgistant -
r. Serena

SUBTOTAL
Home Office Fringe 823%
Field Seaff Pringe 6277
Jver,ead ¥690% of 1 & 111
Jverhead 830. of 11 & 1v
Travel & Transportatioa
Allowances
Jthior Direct

Total Direczf CH2E& Bies |,
Ny
Overhead -

SAMDADY

— i e =

JUDGET

. L
Low Estimates 1/

% Time Dollars
75% % 37,500
50% 32,000

100% 25,000
507 10,950
50% 10,403

40 days 8,767

100% 14,235

100% 12,000

1007 15,000

100% 12,000

177,855

1007 37,400

100z ___ 6,625

44,025
40,907
10,126
131,257
16,245
32,100
42,000
. 234000
549,415

High Estimates 2/
% Time D.ilars
90% 45,000
100% 40,000
1007 25,000
100% 21,900
50% 10,403
60 days 13,151
1007 14,235
100% 15,000
1007 15,000
100z ___12,000
-208,689
100% 37,400
1002 ___ 8,625
44,025
47,998
10,126
154,012
16,245
32,000
42,000
65,000
620,095



SaMDAP BUDGEY

(continued)

% T4-e Dollars 2_Time Dollars
1. General & Adminiscracive 5/ 5 58,238 $ 65,730
Expences 310.67% of X =
~iI. CSu:bcontract I =0=
SUBTOTAL 607,633 685,825
<i"1. Fixed Tee (7%) ¥ __ 42,526 ___48,008
SUBTCTAL : 650,189 733,833
S~<ond Year: (add 10%) --121,703 --807,216
t
: 1
GRAND TOTAL- 2re $1,371,898 $1,541,049
Avesact MonTihy Coti - "-_—5'7, /.’.-A 4 o 3;0
PEAK  0@fx :gvée /00 /20
Zoummer Coeis ok TE'M. Aoyt £ 7 g $3€

5 Loig- Term OPEX cecruitments/year
4 Shor+t=-Term OPEX Recruitments/vear

23 nrEi To Maintain In-Country- ¢rr, rrfatr
I .a~Country Training Workshop

[ X%
(W )

Long~Taerm OFEX Recruitments/year
short=Term OPEY Recrultments/year
OVEX. To Maducaln In~Country«q pr. rwd
2 In=Country Training Workshops

8 o

valaries uved are as ui September, (1931,

¥

No Guk staff nave been budgetted as direct ciharge. Prerer 10.6%-of travel and
ori.ntation; 2.41% of salary toppiu,s and alleowances in D.O.'s. .

Yo G&+& % was taken on subcontract in original budget. Should be taken on
renewal budget.

tee will continue @77%, as uvriginally ncrotinred.

- cer duwcvefond it e 2 Jo‘»l‘s.


http:i0.6%.of

TEARLY COSTS 1l

FLELD STAFP PHEISCLNVL

Pay...11 Costs

Field Ccordinator
Fiald Secretary

TOTAL FIELD STAF SALARIES

.ringe Benefics

TOTAL FIELD STAFF SALARIEs AlD
rRINGE 3ENEFITS

Dvernead: 304 of Fotal Flala sraf:
Salaries und Fringe Denel<lis

2outine Annual Field Coordinator
allowances and Reimbursabie Living

Fxpcases

Yost Allowance

Voot Differential

/nnual Rent (Esc. F5580)

eilicies (Bst. §150 mer month)

Guard Sarvice ‘

Storags ..

Education Allowdncs

2 6 R or, Home Leave (52200 ¢ 4 persons)

TOTAL ROUTINZ ANNUAL ALLOWANCES
MY LLIVISG EXPERSES

Field Coerdinator Travel

Zouad Trip Circuft Air Fare
Gabs/Manzini/Maseru/Guavs

bt}

Per Diem: 7 days each cicy
JiZ TRIP TICTAL

EETUAATED COST = 5 Th..s AMNUALLY

AMD B Y U ICE

$137,400
H,62%

7175
3,740
11,400
1,800
()
2,200
) ,000
8,300

600

20v

1,400

54,151

16245

39,615

7,000



SARLT ARG o

T UATE PERYONNRL oo

oot g i)

— e — — - -

Field Xfrice Anoual EXE2nses

Ruere G4, 000

Cemaur (cation Chargs. Y
ifice Sypplies and Zquipwent T
?udt}gﬂ/ﬂeror/::iucing Y,
benor Micellaneous G7f (e Charges 00

[DTAL FLZIiy urTicE MINUAL FLPENSFES

“nd LEf lcur Ceses

h“r-ora Travel o U.5. KAt
Ti350 % % persons
Air Freighe AL

TOT..e END OF TOUR CUSTS
I ftems J=-v7

Nhaoaf IU.GZ of leem VI

TOTAL G085

S 10,650

__10,400

133,061
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ﬂ/rans(urﬁu»): Kocrdndew LU L cuels

PM Person Monthy of TC recruiter time
R = Mumlaee of positions under active
Recrnitment

D = Departure (1-5 days per)
R R+ D
479 M K D M PM
apt. "0 p/m's - -
ot 1.7, g 1 1.69 2.25
O\ 1.58 3 L 1.90 2.53
DO 2.37 3 - 1.27 1.27
=28¢
3.15 19 11 6.03 9.5z
¢b. 2.03 18 2 8.87 9.58
ur. 2.96 18 6 6.08 8.11
pr. 4.54 23 7 5,07 6.61
ay 4,49 . 25 2 5.57 6.01
June 3.37 19 6 5.64 7.42
1y 3.73 20 B © 5,36 6.17
3 2,45 20 8 5.80 8.12
nt, 3,19 12 | 8 3.76 6.27
. 1.21 10 3 3.12 4.05
2,26 N K $.98 4.87
. 2.06 ] 2 3.88 4,85
L
. 7.73 7 1 2.58 2.9"

2.8% 7 1 .41 3.90



