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[ • TRJ\NSCENTURY ['01. (CY Mlll ~lETII()IJS 

A. Long Term ()I'I~:{ Tl!chnicldll 

1. Recrui tmell t 

In gener:ll, TC u:-;~:-; ;J1l ;lI.:tive, illi.'~llSi'll! recruitment approach 
designed to find and recru it tllpsL' in Lhe jllb markl't as 0PIHI:-;CU to a passive, 
extensive approach based on general m;JSS meu i,1 ndvl.!rt ising. \~hen a Delivery 
Order arrive:o, the desi\~n.Jted recruitment orricl!r checks it ,'gainst resumJs 
on hand and contacts those \vllO :Ippear prumisin)..'" They aLso place the openir:6 
in their own job bull~till (publi:-;hL'd ullder a Jil fvrl!llt ACll contract.) The 
recruitment officer alsll chl'ck:-; v(Jriuw; state '!lIlpluVmenl services, IJro[es
sional listings, and various tetler.Jl bllre.,us. Finally, the Program Director 
and the Senior Recruitillent Officer attended SiK professional society ~onfer
vllces (three in WasllillgtCln) during L')HIl tll 11100kl' UPl'llill"~S kllll\vn, get lead:-;, 
:llld meet possihle cOIlluid(Jtes. 

C~ndiciates ;Jre in~ervieweJ and ranked by TC recruiters for 
re!evancy of professlOn.Jl qualific;Jtillns, cxperiencL', :lnJ interest. They 
are aL:') tt;!sted ~"Lnd interviewed with re:-;,)ect til tllL!ir ability to work in 
"n ,\frl~:ln setting. f<ecruiterh alslI rl!'.'iew, check Illlt, ilnd discuss (i.e., 
vet) scatementb given by reier~lIces. lr,terviel"':-; 'Irl! conducted in a group 
setting s(" that interviewers ca,1 cross check their impressions. 

In response' to ;J C'(uerry on this puint, the TransCentury re
cruiters ~nd the Progr:lm Director indicated thatrransCentury has no par
ticular preference fClr third Cllllntrv liver ,\mer iC;11l L:nndiJates <lnd that 
their recruitment systl..'lns art.! set lip to recruit tIll' most C'(ualified eligihl.e 
source. Nevertheless, fllr histl1rical renRons TransCcntury's role in de
velopment is widely known and third country pl!rsll'lls with development re-· 
bted skills leave th~ir rcsumes \,dth rr~nsCcntlirv. CunseCJlIently, Trans
Century is particularly able to prLJvitl~ thirJ cuuntry candidates for aPEX 
positions. if such candidates are desired. TIl d(JtL! Swaziland Itas selected 
no third country teclmici.Jns, [hltsl ... allil lint.!, and Lesotho four. 

The /\ In rl'V iel'" tl!'H'l L:I'ncurs in tlte TC: rccommendat ion tha t even 
canJidat:es pre-selectl.!ti by tlte field gn throllgh tltis process and tltat alter
natives to tlte candidates pre-selected hy tlte fil!lJ also be considered. 
[n une case, all the pre-selectl!d c:lndh . .Jte's rL'fl'rl'nCes indicated certair: 
managl!rial shortcomings wbich alSl) C(lml..' lip dur ill): intcrvil!I.Js wi tit the 
recruiters. These shortcllmings eventually provl.!J Lile c:llldidate's undoing 
the job. TIt~ TransCcntury int,!rvich'l'l's :ll!HI indiL·,1!..ed their fL!cling th.1t 
m.lny of the otllt~r pre-selecteJ ca,ldid;lt"s rvpr<':sl'IlL knlllVO qU:lntities as 
IIpposl.!d tu the best CJualificC: :Ind l':':rl'riL!IlCl,(1 C;lllllidatl's ;.Jvailable. 

l-!ith regard to plnc ing greater reI idllCC nn In.Jss advertising 
til recruit, Tr.Jl1sCentur/ recruiters pllintl!d uut that rroiessional journals 
henerally come out onl\' quarterly. Indic<ltillllS lit" interest in resPonse to 
advertisements in these journals are Lp() rl~W alld LIllI slow· in coming to serve 
tile pruject. This opi.nion corrL!spllnds ttl ALII L'xpl'riL'nce witlt eifurts of a 
prl''.'iolls contrnctllr ·.~hl·rl' their l,ft"llrt:-; ,:L'nl'r:tllv Ivl'rl' lirnitL'd tn ddvertisC'
nJl'lIt~; ill' prufe:-;sill.wI dnd IIlIIll";lr 1'111,( il';lt [1I11!;. 

http:positions.if


On balance, the TransCentur'l team dpproach to recruitment seems 
to be recruiting iletter 'lllalHicd c:lndiuatl'~ l1Iure 'luickl'l than with the 
previous contract. \~e have not encountereu the long delays in nominating 
candidates nor have the host )~'IVl'rnml'llt:-; rl'jvl'tl'd l'IHire I ists of cnnui
dCltcs as occured unu~r llie prl'dl'l'l'SSllr ~(lntr;Il'l. 

2. OrientLlti,ln 

Orient.:ltiLm of OPEXers nnd their spouses vuries from one day 
to four days according to number 1)[ recruits to be oriented, their require
ments as determined by interest anu experience, and by time available. It 
commences with a \yritten "nd oral revIew or administration anci logistics 
(which TransCentury regards as the minimum). [t :llso inc luues reviews of 
concerns expresscu by llPEXers, pn!SL'ntCltions !Iv h(lst country embassy re
presentatives anu St.lte gellgr.lpiliL: ufficers, olllU cultural considerations. 
Orientation is continually adjusted based on written and oral feedback 
given immediately .:lfterwards, or later feedback frum the field, and devel
opment or receipt ni new inform.:ltional materi;als. l':hile there were early 
complaints that orient.:ltiun \.Jas incomplete, slllnctimt.!::i inaccurate, and re
flected TransCentury views over USC: pol i.cy, tilese seem to have subsided. 
Written comments from recently ilrr Ived O!'EXers ilre generally complimentary. 

J. ~lonitoring nnd ~Iaintelwnce 

Like orient.:ltion, monitoring and maintenance has been pro
gressively refined tl' meet evolving needs. At prescnt, OPEXers are 
actively offered an advance to cover furniture nnd two months salary. 
TransCentury has developed and is refining a series of form letters de
signed to inform the OPEXers of receipt of re!,]uest for reimbursement, 
how much is involved. and estimated date of pnymcnl. rocms along the 
lines but simpler :han /',rn T &" slips have b,l'I'1l develc:ped to notify the 
OPEXers uf deposits tu Ilis ".1nk account in till' ll.~. On balance, as 
vario'ls allowances nnJ procedurl!s <Ire becoming more widely and thoroughly 
understood on all sides nnu tlte inrllrm:ltiun sySll'lr, from orientation through 
assignment to tl'e f idd is IlI'l'lIming mllre rllrm:11 i zed, hreakdowns are ne
coming" less freqt:ent and the voluml' .ll1d the i'n'quency and intensity of 
OPEXt!r compbints !s diminishing. 

4. Evaluation 

This appears to be the 11.!.:Ist developed and least institu
tionalized aspect of the OPEX opl!r.:ltion. This is true hoth in respect 
to reports from OPEXers on their work and reports from counterparts on 
how OPEXers are doin\!. The PrtH!ram ilire('tllr illllic;JtC's this is anoint 
\ ... hlclt Tr.1nsCenturv \ ... i1l commL'nCl' \o/llrkinl! (Ill. Till' recruitL'rs wish to re
cl'lve nerform.1nce feedback in ordl'r tllC;i1:1:1l' r'lllllrl! recruitment .1ctivities 
and selections. 

130 ,Short-Term Consultants 

TransCentury ll.1s the same nl.!t\o,'lIrk and prlll'l'sS as for long termers 
except they h.1ve more university prllSpL'ct:; and .llso people who would take 
ll!ave from business. Slwrt tL'rnll'rS are gl'nl'r:lliv l'.1sier to recruit th.,n 
long 'termers as university JlL'llpll! gl't lIff "llr .\ ll'rm .\Od husinL'sS peJplc 
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cnn take shllrt If>LlVt':-;. \~e tllln" tllo :lissil)1I slHlIlld try TransCentur:-, more 
for short termers, 

II. TI{ANSCEt-;TURY 1:1~t\1\C:L\1. ~l,\N,\t:E,'IENT 

,\. Account ing Procl!dllrCS 

TransCentury reCluires employees to maintain time cards that 
identify daily work hours .1gainst various ilctivities (contracts anu 
grants) in typical consulting firm fashion. This procedure provides 
TransCentury some flexihility to allllcLIte 'O/llrkforce to m('et fluctuating 
.:lctivi.ty needs and maximize emrlllyel' prudllctivit\,. 

B. Expenditure Revie~ 

Attachment [draws llll th~se records til Ilutline the level of 
effort by position eLlch month. [t alsu measures total core contract 
co~ts against Delivery Orders to ~ive slIppl'rt costs rer technician 
month. While support costs per technician were sl'vcrill times higher 
during the initial sLart up period, they have Llv~rLlged 5852 per techni
cian per month from .July 1980 through Fehruary 19B1. Attachr.,ent I cost 
data does not include ;lny technician financing prllvided thro\JI;h the 
l1el ivery urder ~lcchanism, a I t1llHlgh the 2.4% llvl'rhead charge included 
in l1elivery Or-del. S COlJld he considered a core support cost. Applying 
the 2.4% as core support wOlild ,Idd SlOO per technician rnonth on a 
550,000 a year Delivery Order. nn the other hand, <I significant 
element ~f TransCentury field sLllaries underwrit~ the participant 
tr<lin~ng effort:; Ilr till! I'lIvlp-; Stokes Fllnd. 

C. Cost Proj<:ctilll1!":> 

'The TransCI.'ntur'.' "[I)ugh Clit" estimat(l fllr i1 two year contract 
extension (Attachment [1) further indicLItes thaL support costs per techni
cian months should continlle to f.:.tll <IS OPEX levels rise. That is, Attach
ment II :indicates a 5572 monthly support cost per technician LIt a peak 
technician load of 100. The problem here is that the reverse is also 
true. Should OPEX levels fall, per month support costs ,.ill rise even 
Idth some reassignment of staff to other duties. 

n. Cash FlLl\" 

According to hackup Jocumentation ir. sllppon of invoice FYR-
81-05-0051-18, d<ltcd 'larch 2, 1981, the cor(' cnntr.1ct !tas a halance of 
So07,286 <IS of Fchruary 28, 19tH. This h.llill\l'v 1.lIluld r(~rmit monthly 
v:·:pl.,tlditllrI.!S lli uver Slll,O()() tl1rllU)~!t elld llf l"lIl1lrd,'t 1)11 ,\UL;ust Jl, 
1981. This is from SlO,OOO tll SI5,OOO rTllll"C th.111 .. verLl~e monthly ex
Dl!lIJitures lor the P<lst severLll tTlllllths. All l'stilllilted .ldditiunal $20,000 
in participant training was wrongly ch<lrgcd tp the core contract rather 
than to PIO/Pls in late CY 1980. This amount ,.;i II soon be credited 
back to the core contract and, cl1nsequl'ntly, till' contract should hLlve 
,1 substantial surplus hulLlIlCC on August J1, Ir)HI. 
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111. ~UMBER AND 1~l!,\1. IT\, !IF TH,\~SCI'::nlll~Y ST.\FF 1~1~:!l!!..! HEn TO I\F.CRU IT, . OR rENT, 
~10NlTOR A~D ~1i\I~lTAIN, /\:'" EVALU,\TE J.(l~jr:-lU::l TECII:~lcrM1S ,\ND slIowr
TEIl"l CONSULT/WI'S 

A. Recruit:n~nt and Ori~nt.:1tilln 

The Seniur I{ecruitment lllficer is:ln Ethiopian refugee who h(l~ 

a Ph.D in African studies :lntl L'conumil.:s from '(1lln~ IInpkin~. He perfol-med 
a five'months manpower study I",)r /\11> in C:lmerOlln .lnd servt:!d as Chief of 
Party for an AID agricultural develupmcnt projl'ct in Chad. TransCentury 
pays him at the r:lte ,)f $4F1,000 per year. Tile second majur recruiter, 
a Suuth African refuge!:', IldS a ["I.D. in nlln-l'urmal t.!ducatiun from the 
University of ~Iassac!lusetts :l\lll has tau).:ht thl'rl'. She is paid at the 
rate of $25,000 per '1e:lr. tltlwr recruiters ;lrl' IIsed ilS llL'edeJ. The 
review team was imprc!:i!:ied with the range am! intensity of interest and 
perceptiveness of the recruiters dcmnn~tr.:1ted dllring (lur discussions with 
them. 

While there :lre strllng aq!,uml'llts fpr lIIaint;.lining a recruitment 
staff ' .... ith the comparatively high qualific;.lti(lns and relevant background 
of the Tran~Centurv recruiting staff, til l' fl' is ('omp;.lrntively more roum 
for discus~ion \"itll re~ard tll \Vllrklll;.lJ. Till: I'l'l'ruitcrs tllt~mselves esti
mate that usin~ the current systt>m, e;.lch C:lll recruit for five positions 
at once and turn over each recruitml'nt action ill :l maximum of three months. 
The Program Director estimates eleven recruitment actions at onc~. Even 
the lower estimate given oy the recruiters IWllid mean abollt. twenty re
placements per year per recruiter. Actually, Juring CY 1980 when re
cruitment activity was nt it~ height, the averagl' number of recruitment 
acticns per re .... ruiter at nllY lllle time over the ve.1r was 5.26. There 
wert! (J:! placements durin).: the ve;lr and :l tlll,ll "f 07 placements tu date. 
Of these 67 pl;.lC~I1l~IlL:;, IH)h'l'v~r. !lllly an est imatL-d 25-35 lnvolved in
tensive recruitmenl'. acti'Jity. TIll' remailldL'r invoLvl·d eX,tending ex-istin~ 
technicians carried nver trum L·arl lL!r cOllt,'acls llr ~;i.gninh un pre-
identified candidates. (St!e l\tL;.lchment [V). 

S. ~onitorin~ and ~aintenance 

The direct charge!:i to till' contract fur the positions of V"ucher 
Assi.stant and Accuunting ,\ssistant have .:1ver;.lge:.l approximately one individ
ual full time in e:1ch position, although this rl'presents the sum of several 
individuals' time "'ithin the Controll~r's office. This level of eff.ort 
does not secm lll.re:l!:ionable given th~ flu", of Cllst reimbursement payinents 
to 1l1'I':X~r!:i, f ilWIlC i.1i suppurt (If f il·ld llper;ll illllS, staff alld OI'F.X payroll,
travel and trallsrllrt:1 t iun pavmC'llts. u'JCrlie'lll pavlllents, ncc(lunt illg for 
Delivery Order spec if ic alld curl! L',IS ts. hill j Ilg process to A I D, etc. The 
le'/c] llf effurt in tills ;!rca SllllUld Ilut illcrl':lsl! si,~niiicantly as toral 
active UI'EX tech'licians iIlCrl!ilSl! (,-,"d this is rl·flected in th~ TransCentury 
I'Il.lSI! I L 13udget--,\ttachment I [ wilich furec;lsts two persons full time at 
both the high and low optiuns). 

On bal:lllcc the TrallsC~lltllr'.' ()I1L'r:lt jlln is clnt.! that i!:i improving 
with experience <lnd becoming :nllrc cust effecti'/l! as volumes increase. 
The cnst/uutput ratill :nay bt.! i:1prIlVl'J by sL".'kill)~ .:1 f iciencie!:i ir: Trans
Century operatil1ns as nut.:d aj,uve, hut thL' b~t tl'r paY"off would be ill 
operatiuns or rClising tht.! le\!L'l (If Tr<lI1SCt:!llilr'.' r.:cruitml'llt support USAID 



country programs <1cross thl! bnard with ;lppropri:lte rather than .:t single 
common pruj ec t • 

Lookinl~ into the flltllr~, it would seL'm that there are two prime 
areas that cause Tr;)(wCentllrv costs pr()jl!ctl'd in Attachment II ror the 
two year extensiun appear high. First is thl! lL'vel ot edort required 
(low optiun) for recruitment Ill" 15 ll>llg tN!n ;md four short term tech
nicians oer vear--i\ minimum ut 1.8 persons Ill' recrulr.er staff time. 
This comes out to just llver eight pl;lcements per recruiter year, far 
less than anyone's estimate III lea .. ;ible wurklllilJ. 

The seconu arc.:! or I:USts proiected in ,\ttachment II which is of 
concern involves initiatil>11 ur .. (; ~ ,\ Ch'lrl',L' Oil suhcuntract costs. This 
would represent an audition,d C\lst elL'lIIL'nt IHlt pn'sent In the existing 
contract. 



IV. PHELPS STOKES 1'\ll.ley ,\;-\1) ~IETlIllll!' 

Phelps S'-, ;';'l''; Itas l?~t:lhl. i:·;ill:u iI r·lrt it: i ['Jilllt tra ining structure 
and operation v~r? ,:imilar tll that tr;IJjti(lll.lll\· II~t'U by !lIT. The main 
differ~nc~ is tltat tiLt! part lc lPdlll pl"ll,\Llm :-il.!11 ::is" (1r~;Jni.zes and 
manages the orient,lt illll. 

Lik~ lilT, tltl.! pLIl:t'lIIl.!nt pnlC(,~S hl!l~ins \.Jith assignment of 
a placement action to a Progr,101 IHfi~l'r <Iccllrdirll: to existing case load, 
subj~ct matter, .II1U i:e"hr.lpllic 1"C:1l ipn "I musl I ikl.!ly institutions. The 
Program Officer dr,1ws un prllfessiullal rl!fl'!rence hooks, personal contacts, 
Phelps Stokes experil.!nce, and st:ltl'd :·llssilll1 prl't'l'rencl!-; to make initial 
inquiries. III a'dJition tu using till'Sf' fact"rs t" sell'ct a list of the 
schools ..... ith the most al,proprioltc prU~lams, I'I1I'lps Stllkl!S also, according 
to their Program rlirectur, attempts til distrihlltl.! st::·lellts throughout a 
variety of schools. This is tll dVllid thl' pPssiilil ity uf .:1 group of 
students from anyone count rv f llrm illl! a COlllI t· rv ~'rOlllJ iso 1a teu from 
the life of tlte school as a \vhole. PhelLls Stokes t:!nueavors to orovide 
three alternatives for placement to tile ~Iissilln :1Ilt! host 1!11vernment. 

One maior difficulty in lIIaking pl;}et~ments involved arranging 
for timely administration of the TOEFEL examination in the field. The 
TransCentllry Field Coordin.1tor is no ..... administer ing the examination on 
a practice (unoffici"l) basis in !3lltsw~na. Tile TransCentury Program 
Director believes he call becllme furmally certif il'u and able to administer 
the examination reguLarl v • 

The Fil!Ld CIHlrd inatllr arran).\l.!s for' ;IUV~nCE.'s, travel arrange
m~nts are made by thl' resreetivl' ~li-;~·;illns, alld thl! FidJ Coordinator arranges 
payment for the tiekl!ts. Tllis aprl'ars slIil;lblt.!. 

2. Or 1 ell til t illn 

Pre-departure uril.!nt;ltilln h~s Ilul vPt fully Jeveloped although 
preparations are underway, Tlte Field COllruin'ltllr is t,lking steps in con
junctioll with the ~lissilln EII!W's til improve anu fnrmaLizl! tl1esQ orienta-
tions. In contrast, the PheLrs Stllkl?s Oril.!lltnlilln in 1~.1sl1ip.gt()n takes up 
to 1 week. Organizl.!d tw the ProgL;lm llfficers, it ,1prcars 'lllite thorough 
and appropriatl!. If anything, it l','lIld he rl.!dlll'l'u, 

~lonitorin~ <llld m:lintC'llalll'L' Ill'ell\":-; hv mail, plllll1l', .lI1d visit, 
TlIltillll is paid by quarter ,'r Sl'ml'stl'j' \ .. IJiI,.' .11I1' ..... ;llll·l·S .Jrl' p;tid Jirl'Cl!y 
til the students mllntll!\', TI:l.! l'rllgram (H'rlt:l'r rl'V!l!\"S dl;lr).\l!S for corn'ct
ness, dnd the accoulltin~ dl'rk ur~l""'s lip Slll'l·ts r"r r;lyment, ;,)Ild passes the 
sheet on to the Phelp~ Stok~s Controller in ~PW ¥llrk for payment. 
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4. Evaluation 

Formal L'V.,llliltion llf (lng(lin~: p;lrticipants IInd,!r flllelps Stokes 
hasn't yet occllrl,d as til\.' (irs( grPllp l'l1tl'r,.'" lraillillg ill S('ptemher 1980. 
The review te;lIl1 l'llvisil'm; it will I'l's,dvl' ,lr'II"I.! rL'('elpt uf graue reports 
and course recurds "flU coursl' rL'!lllrts. 1.Jl' dlll1' t thillk much formality 
or extensive effort will be re'lllireu. 

B. Third Countrv Tr.Jinilll.! 

Phelp!:l Stokes' c.Jpabil itv i",lr third cOllntry training is just now 
bein~ developed :lnd reportedly wi 11 be ill pLlce f,)r the 1981-1982 school 
year. Their rev iel" of 'I'll i rd COllllt r:: poss ib iii ties hased lin ciltalo!-;s clnd 
visits to institlltil)lls is rL'ptlrtl,d hy Plll'lps Slllk(!s ttl be cnroutc tn 
the ~1iss ions. 

On('e estahlishcd, this will [ikcl~1 hc ;\lIl's only capability for 
re~ular Third ClIlIntry pl.:lceml!nt in Africa. TilL' present 01'1' cnntractors 
have mlt develupl'd this l'apLlbllity. FlIrtht'r, it is very possible that 
there Iv'lll be ;) changellver in lllT l'U!ltractllrs \,:hen currC'nt contrncts 
come up for renel"ral in llc toher-NllV(!mbcr ll)H I ;IS (J IT <Ind m"ny ~1iss ions 
are highly diss.:ltisficd lYith at leal';t Onl! Ilr thL'm and snmt!l"h<.lt disgruntled 
with others. 
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I. (\Irl~ Clllitract CIIHt:-. - Ti,l' :.v:;I l'llI I'ml'lllyed hy 1'11l!lpl:i 
St()kes to allucate Cllsts til varillllS gr:ll1ts/""l1tr.Jl't:-i is t() budget 
employpf.ls' r:im~ ;lIld tllen ch;lrl!e eXlllmses baseJ lin tlte hud~et. As .1 

private/non profit organiz"tiun. I'ht?lps Stllkl'~ 1t.1S far less fl~xi
bUity to shift st.:tff among ilctivities--it lends tl) staff programs 
based on approved pllsitil1ns. 

2. P 10/1' ellS ts - Phel ps S tllkps suhm i ts monthl v vouchers for 
r~imburl:iement~; lilll.! item by Pill/I'. Tile pr()t;t'dllrc seems to be wurking 
l.Jell generall:.', l"itlll'IIelps Stllk~s closel,! mlll1itllrin~ costs. There have 
been two prohlems to date, buth nuw in tile process of reconciliation. 
The first is that Phelps St,'kes l'st,lbl islwJ till'ir OI"n dllowance levels 
rather than usin!~ ,\11l stand'lrd all()w<1nCl'S ;IS given in lIandbook 10. The 
secont' is that initial I'helps Slllkl.!l:i cust estimilt~s merely reflected 
suggested assi~lunen ts of the "mllllnts mildl~ LlV;1 i J nb J e in I'ro/ps rather 
than independent ~stimat~s ,!lIU Ih're pr()n~ tIl errllr. I'h~lps Stokes 
interviewees attributeu this til inexperienc(' ;lnd promised that budget 
estimates would become morC' rc.ll ist lc as tlll'v l'st.1hl ishcd LI track 
record. NevertllCIcss, I,hile l'i1ldps Stllkl.'s nllw hilS one sem~ster's ex
perien.~e with UUZCIlS uf participants irl forty Olll.! colleges, thE::lr 
most recent estimate'S continue tu reflect initl.:l1 prilctices and are 
not realistic. 

B. ,Expenditure RcvieIV 

,\ttacimlt,'nt [11 ,lilt lines thl.! Il'vl'l (If I.!ffllrt hv tile Phelps· 
Stokes Fund hy organiz.1tilln position; by month. [t also ::;hows the 
core contract suppurt costl:i per pnrticipnnt' month. Use of the Phelps 
Stokes accounting structure c()mhineu I"itll tile 'Ii:;sion participant 
schedules led to tl.!O things under SA.'IIlI': (I) Phelps Stokes incurred 
six :months worth IIf core cuntract cost,,, (S1l6.()()0) prior to re
ceiving any Delivery Order~; anu (2) the (l(lsitiun of Program Direc
tor, as agreed during llriginnl contract negoti.lti(lns, has been 
financed IOO percent \llluer tile clilltract l'VC'1l though this senior 
ufficial does bC'come involvcu ill :1 wide rilll):!.! Df policy nnd oper
,1tionul nctivitics (Ii the Phelps Stokes \~:lsllin\~t()n Rure':1lJ - thL! 
maj(lrity of 1~ldch arl! directly :Issllciatl'd \Vitll SA.'ID". 

f(O\~ever, the C(lst effL'ctivl'lwss th;tt Phelps Stokes h,1s bl:!en 
,1ble tn ael1ievl' is ;.mpressive. 'Liking till' CII:;t:-i tllrDugh AIn/OIT ns .1 

benchm;]r~<, WL' (ollnu th"t lilT's p:lrticip:lllt lr:1illin~~ cuntr"ctor support 
CIISlS v,1ril'd J'rll:n ClIlllr;t('lllr III ,'\)ntr;lclllr h(l! lllill ,SI)O pl!r p;lrtil.:i-
PLlllt nJdllth reprl'sl'ntl'd :1 cul'l'('lIl ;IVI'I:I!'," \'II';l. IIlIwl:vl'r. tllis cost 
levl,l lias hCl'll aLhil!veu hy high ... "llJme pl:lL'eml'nts ulluer misssion pro-
grams .1rounu tile I~"rld. By FelJrll.1ry 1981 I'lll'lps Stokes had 100~ered 

their support C(lst pl'r part icipo'lnl 11l(llltil lo $:!4n. This level was 
.1cllil'veu using five' pr<l~ramml'rs lIlilllilgin!', II:! p:lrtirip;lIltS. The Pro
gram Director :luviscd liS th;1t llll' funu ('lIuld, ,10..; lilt' current contract 



outlines, bLlckstllP ISO particip;\I1ts, Jrl pl'r Ilrogr;lmmL'r, with nu increase 
in level of effllrt. l'sin~ ;llJlllllntS hill"d ill I:vhrll,lr': 1981, this woud 
lower tile per pdrticip;Jllt 1IIlIIltlliv l'orc' ~illl'Pfll·t l'II!;t~; to SI8!1. Fllrther, 
tile Program Ilirl.:ctllr illtii,',ltl'd d wi II ill)',IlI'~;:' ttl rL"/iL't.J llperLlti'IIlS with 
.:J view tllwards rurt!ll'r r;lisill~ tilL' pnli:r;lIl1lJ1l'r C,lSl' 11);ld. 'lureovl!r, \o,'e 
found thOlt prO);rilnlllll'rS arl' illV,dvl'U ill 1III1I1il,'ring JlOlyments to institu
tions as well as participallts tu a Very l.:Jr~e degree. The Fiscal Officer 
and ProgrOlm /)ircct,lr hotil fplt tildt Sllnll'''' tl1is ·,.mrk cilulu he Olssumed 
by accoun'ting st,ler .... ·lIicll ',."lluld ItL'lp C;ISl' Illads Lu rise. There may'be 
a trade-off in lessl!neu clllltrlll hut Phelps Srllk('s i!'l willing to evaluate 
their procedures (rum tllis 1'l:I'Slwctive. 

l~hil~ Phl.!lps Stllk,'s .Il'tivity l1ilJ ,I .slml! start, rrogrcss improving 
cost ~ffcctiveness to C\irn'nt ll'vl'ls has Ill'l'll :;ignifit.:ant. M; i.:ith 
TransCentury. till' hest uPP,'rtllnitv fur IllrtllL'r improvelllent ill cost 
effl!ctivene!'ls lies in incrCilSill)', VUlllllll.'. 

C. Cl)st I'rojc>ctit1fl!: 

Phelps Stokes was nut ;Iskl.!u lol till ,I ruu~1I cut cstimatl! along 
the lines uf tlll!one June by l'rallsCl!nturv <IIlU included as Attachment II. 
HOtl!ev~r. Attachment rr :rnu till' discussions ill 'I.B. and V.E. provide 
the basis fLlr m:lking slich proj0ct ions. 

O. C.:lsh Flow 



VI. qUALiTY ":oil :-H:~Il\E!{ llF I'!!i-:I.I'S STUKES STM'I; 1~1:()U[IU:1l TO PLACE, 
ORIENT ;\1\0 ~l()~IT()R ,\;:n ;[J\[~;nr:-: p:\lnIC[I',\~:TS 

The Phelps Stokes Fund I'rllgram Ofr iCL'rs ;)11 have gr<ldu;]te degrees 
and related \,'11rl<. experienl:l! ill lrainillg, illterll[llional development, or 
both. Salary ll.!vels are eomn:lr:lhle tll those uf nIT direct hire pro
grammers at the GS 11-12 level. 

As with the TrilllsCL'nt\lry Pr(lgr,lmmer!-l, h'P wl.luld support keeping' 
Program Officers Ilf the cllmp:lralively higil qllaliricatiuns or the Phelps 
Stokes staff but increase the \"ork luad at Least to that uriginally pro
jected (JO participants per l'ro)!,ram Off ieer) and prt!ferrably to a higher 
level of at least forty. 

Also l Phelps Stokes ':lI)pl~ars to he top-IH!<lVV on the management 
side with both a- Directur .:llld Deputy Directllr heill~ charged tu the pro
ject full time. The Depllty Directllr :Ilso has, however, ;) participant 
case load. Nevertheless, J..\iven that til(' Directur Iial-; outside dutiE:s 
and that training uperatiuns arc IlOW \'/dl L'stLlhLished, Phelps Stokes 
should be ahlc tIl sust.::dn uper;JtillDS \"ith LI p.lrt time Director, 
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VII. TilE FIELD COOf{DI:-lATOR r(lSIT[(l~: 

Throu~hout tll<! management revil'w, di~iL:US~;illlls rl!~arding numher, type, 
and r,eographic pl.:1t:cmcnt ut admillistralivl' st,lll Ill'l'UeU to perform contrac
tor functiuns frequent1\' ~lllJc!leu Ull tIll.' roIL' II/ thl! rield coordinator posi
tion and whether tIll! PllSitil'll is 111'I'I'SS;lr~:. Till' I'tI~;[tioll is new with this 
t:ontrac.t and rcpresL!nts ,1 s~p;lrilte idl'ntifidhll' ('lIsl that could b~ greatly 
reduced, if not eliminatc!u, \';l!re tIll! positil'n ttl b~ ilbolishcd. 

The Field CLlord in~tllr l.!:-.tImiltl~s that hl' sl''''I\(ls rllrty percent ot his 
time working lJll arrlV(lls, trilvcl, ililtl 1'l'I'SllllIlL'1 I~illters fur ()Pr:X~rs, forty 
percent of his tIml' working Oil llL-p;lrturl's, tr;)\'I,I, ;llltl transmittin~ uth .. :r 
information on particIpants, il!1d t ... ·l·llt .. ' percl'nt III' !lis time un self-support 
and management of his lJI>'n IlffLee. 

~!any of the Fi~lu C"'llruinatllr's t.lsks hilVL' ,'volved llVt:'r time, the 
raspunsibilities I)t liis position ilrl! lIot v .. :t l·lll] ... tll,fined, and the nature 
uf the position sholJlu Clllltilllll! tll l·V,,[Vl'. COIlSl'qlll'lll1y, it is difficult 
to determine .... ith pr~cisillll \vhich t;lsks allu '.Jhilt Il'vl'! of wurkluad ~:uuld 

justify continuatillll of tIll! plIsitillil. Dl1rillg tIll! l'l(llIilgl!mcnt review, the 
ml)st voc<Jl support Cor t:llntinl1at JPIl Ill" the "liS i t i,," CiJme from tile Phelps 
Stokes staff lInd from the U!'i,\lll/l.l'Sl1ll11 1 I"WIl. Till' former citeu the ne(;!d 
to hav·c a .::~ntral point ui cl1mmllnicatilln alld f,d IllW-UP in the fieltl. 
The latter cited the significantly lessur ~!issj()n involvement with arrivals 
and support of TrlInsCentury OI'EXers as clImparcd \vith thnse OI'EXers still 
here under the previt>us lEE contract. Ust\rD/l.!ot!"i\v~nil concurred in the 
value of having a cuntractor field represclltiltive hut .1150 expressed con
cern .1t the costs involvl'u. The FiL!ld C"'l1ruin;ltnr iilmself estimates that 
t<!n OPEXers and t\,'l.'ntv rarticipallts per cUllnlrv ilrl! nC!edeu at anyone 
time to justify the rllsitinn. 

t{llile, say, Ll!sotllo has reccivl!d less of till> Coordinator's time thlIn 
Botswana, he has ,1h:lIYS hl.!en ~v;1ilahll! whell must needed. lIis comparative 
value to. Lesotho I::; th\ls greater thilll \vtluld he indicated by 1I straight 
brcnkdoW"n of the compar;1tive .1mtlUnts of timl' SPL'llt in eaclt country. 

To c"hance tIll' benefit::; oi this p,'sitil11l in the future we suggest that 
comparatively more uf his time b~ cPlll:erned \"ritll: (1) ilrr;ln~ing and f.1cili- . 
tating pnrticipaoc der·1rturl!s; (2) iluminisll·rilll'. T(}EFEL tests; (3) refining 
information necess:lry to iacllitatl! rl!Cr\lilmCnC; and (4) establishing and 
ma intaining evalua t illn f,)r part ic ip.ll1 ts and techn ic ians. Cuns idera t ion shuuld 
.:ll.'>o be given tl) his .ictive p.1rtieil';lti"1l ill dl'v,·I,'pmcnt lIr project training 
p 1 ;IIlS • 
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The Tr<lnsCl!l1tllr:lll'hL'lrs Stpkl'S Fllml ~i'.'stL'fIl as it hi.H: evolved nu 
lunger r~presents the old OPEX rl~crllitP,el1t :nl'cl!;Jllbm of earli~r efforts. 
Rather it's nO\. a hvhrid hlending l:h .. r,1cteristics from each of a number 
of other types lit devl!lllpml:nt ;lssist;llll'l' ;Il'tiv:t .... I{eerllitment is more 
aitmg ~he line~ uf ,III executive p1.1cemel1t svr', iCl! than the old hiring 
hall approach and is clearly !nllre sonhisti<.:3tl!d thiln that or some of the 
institutional contraetors. ,\dmillistrative slipport anpru.1cl1es that uf 
an institutiunal ~[ll1tr;lct(lr llr that [If h;ll'kslll)lpillg ,I direct hire. Parti-
cipant tr3inin~ Ilril2nt,1tion and pLll'l'nll'llt rL'sl'mldl!s th,lt 01· OfT ' .• hen OrT 
programmL!d its poJrticipants il1tl'rn.tlly. 

The revh>w team ' ... ,'S struck bv thl' "Pl"ll'SS, responsivelless, and 
receptivity oj Tran:;Centurv!l'helps Stokes I'lind. Cllmpar2d to other .:lC-
tivities recently reVLe\.cJ thl'rl' ,ms ;1 gll"d Sl'I1:;L' (If jllint ,\ID-C";ltr.:lctor 
t!ffort. There ' ... as .JlSl) .In dPPl'allil1g Sl'I1Sl' (II· Ilrg:llli;wtional pride:.It 
I',!th TrilllsCenturv ;\11J Plll'1ps :-itllkl'S. 

1. Professional ()per3ti~ms ill ).:l'nt.'ral ;lr ..... l'llOductl!d cumpetently 
with persuns oJS highly qllLllifil'd fur the I1ll1l1l'V itS '\(i) is likt!ly to get. 
The two immediate improvements llt! ..... ded :Irl' to: (I) ohtaln !Jlldi\et break
downs 'against existing technicinll DeLivery ()nll'rs ",here they haven't 
yet been proviJed, ,:lnd (2) prl1vidt! budget hn,;,kdll, ... ns <lnd nssign costs 
.1gainst existing prn/p's. Thl! i:lttL'r !nay hl! tilcilLt.1tt!d by the Trans
Century Controller ,'r an All> Cotltroller ml'etLn~ ' .... itlt I'helps Stokes 
:;taff. 

2. There are ex,1mpLes \If less tltall till' maximum optimum workload, 
especially ,,,,itll rcgnrd tll (}PEX recruiting dnd p:lrticipant plnct:!ml:!nt, bUI: 
this is largely hecause tile prll.j ec t Lsn t t :H; J ar~',L' as e:<pe<.: ted. There 
,1ppears to he rOllm tll m;tke st;]!"1 l'\It.o.; aml ll1g tltl! recruiters illld among tile 
[l.:.Jrticipant Pro~ram oU icers. 
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TronsCentury Corporation 
1 r~9 Columbia Road, N.W. 
Wcshin~ton, D,C. 20009 
rr' iPHONt::!· ' .. 4.ilZ:J2B~ 
~ \bL": rn .... NSClN 
TF.LU: 644(11 

i',L'. i'~lIb(Jrt BOlm,fon 
A~~nct f~. Lntenlat!unal Development 
0epartm~nt of St~tc 
'.'asil.l.ngton, D.C. 

Llc:lr Bob: 

,March ~O, 1981 

M you, Jon Gant and Byr00 B.:lhl haVE: requested during our '/arious 
d iSl!U8Sions about 1:he South~rn Afi:ica Manpower Ueveloplllent l\s:;istance 
,'r..,ject,· ~nclotu~d flrl! tbe three ttl'ms. 

1. 

2. 

3. 

" ' Two i'r~l1min;]ry, ".-uugll cut budget:; reflecting the 
l.eve~ f: of e!f:u['t nceLled ror b(ltlJ the low and high estimate::; 
."E rC!I' t'uJ tment per yeur. 

h ch~rt reflecting the level of rccruitm~nt activity 
tlu,"oughi)lJt t!le life .,[ the project to date. 

A bUIJf,et indicating chI! total cost of the Field 
CoordJlHltor in Botswana, including hiG office and staff 
c~lr3~s as well as his per~onnl allow.:lnccs. 

\.Ill n..\VI) illrc;p.ly t;1"1€!il ~;]ch .;}( YI)U i-\ pClcket C!ontaining various orientatiqn 
I::Ht~r).'l'~ Which We 17l'''()·/f.cJ,;! to ,lPEXerli pril)!" ;"0 t:h~ir departure to post. 
'f ~ou ~~~U ~u~utiul.~ abouL ~ny of thiH, please let us know. 

iis' "Ie ~.u. !,:,IJ07&tU tIlt! r:h.:in~"" to d iSt.:USii the pro.; ect in dE:t~lil ~oith 
:·,.)U. t:/:lst 1.119/1'''..9, 

LIlI.:.l.uBure~ 

. un (:ant. 
LyrC):. Bahl 

~incercl 'J, 

.,,/ 
" , .. ~ ,. r ,~ t 

_ J" ~ ~/ 

t:R/'l)i)''l i'l. (,un)!, 

\' i r,. II 1" C! H ; Ii "" t 

EOUAI. OPPOFH!"ITY EMIIl OYF.H 



Personnel - Home uffice }/ 

~~oject Director - C. Long 
Recruitment Coordinator -

A. Birara 
Administrative Officer -

J. Parker 
Recrui=~r - N. Seshibe 
Rer--uiter - E. tolalt:ers 
~rientation Trainer~ - R. Bates 
.\ccounting Assistant -

G. Dopwe11 
Accounting Assistant -

)1. Zerai 
Administrative A~-istant -

T. Dillon 
Secrillcar-I - R. \,JoIce Narian 

SUBTOTAL 

Fiel': ~ t;!ff 
• 

Field C""rd~r;.4~or - O. Sm'Lth 
Admj.;'d~tr"c1.ye AaIJ10C10t -

F. Se1!~ 

~ U8'l'01'/d. 

Jvc ::-head ~J~,;":1f I:' t:. IV 

Travel .) Tr.:m~p":-t3tio:1 

Jtll::!:' Dirt;;ct 

Total ~ir~;E Casts 
()'Jerhe~d 

,~I 

1.. E ' l/ ow SClmaCt!s-

~~ Time Do Uars ---

75:: ,.. 37,500 " 
807. J?,OOf) 

10 Or. 25,000 

50% 10,950 
SO:t 10,403 

:'0 days 8,767 
lOO~~ H,235 

100~1. 12,000 

lOO~! l5,()00 

100% 1::, O,2,Q 

177,855 

10 Or. 37,400 
100r. -,---~§~? 

!.4,025 

40,907 

to,l2() 

::"31,257 

16,245 

J2, f)OO 

42,000 

- ~!..!~2Q 

'1/11/14 ,I, ~ 

2/ High Estimates -

:t 'rime O .. Uars 

90r. S 45,000 
100:t 40,000 

100% 25,000 

100% 21,900 
SO? 10,403 , 

60 days 13 ,151 
10 Or. 1~,235 

100% 12,000 

100% 15,000 

100i. ___ 1~~222 

,208,689 

100i. 37,400 
100i. ----§~~~~ 

44,025 

47,998 

10,126 

154,012 

16,245 

32,000 

42,000 

--_§2~Q2Q 

620,095 



:-:1 . 

• - T .'.J. _ • 

....• i 

.'. j ... 

General & AdminisCrative 
Expdnoes @lO.6? of X 

~..:bcontract 

SUl)!OTAL 

SUBTOTA!. 

AVtr.A~L J.1"riT1lS-t t:! ":'1 

~ Ol'i=x :." III? ... 

~~ ~t1i~ rc-.: -r'"~'If. "'r.~1 

SAHDAP BUDGET 

«(:on t inuecl) 

$ 

Dn 1.lars ----
5~.238 

-0-

607,653 

650.189 

$1.371,898 
===:::II=::===-

7. Tim~ 

s 65,730 

-0-

685,825 

733,833 

807 216 _____ J. __ _ 

, 
$1,541,049 
II=ZI':~:::I=ac. 

.:$ " :l./O 

/.:1.0 

I :5 LOllg- Term OPEX decruitmencs/y.:.:.1." 
, ,I, Shor':-Terlll OPEX Rt:!cruitments/year 
~ 1lF'!:': To ~la1ntain -':n-Country ...... "./, (."'.I/·:I~ 

L •• l-f;ountry Tra:!nlng ~~ork.shop -

2~ /.on."l'Ql"fIl Ol'tX !\ecruicrnents/year 
d short-Term ope;~ R6!cJ:"lt1cm~ncN/yetlr 

.~ gptX: 'ttl M.d11toaLo In .. Country • "1tI1'· ,-::.\,.,\1.\ 

1 IfJ-C"untf1 Training iJr..rkahops 

~313rfcs ueed ~re as ui S~ptcmber. 19SL. 

~o r,uA staff nave bE:en budgettpu as direct ciluge. Pre!" er 10.6% 'af travel and 
OrLl1tZi:ion; 2.4l~ I)L salary toppi.lu~ .1110 alL""'''lllce::; in D.O.' s. 

:;0 G&/o. '7. vas taken on subcontract in original h.Jdget. Should be taken on 
::e.newal budzct. 

~e~ wi!l continue @7%. as urlginally n~"oti,~ed. 
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I. Pay.: .,11 Coses 

:ield Coordinator 
F4 "l.a ~'!cretary 

TOTAL F 1ELO STAZ.'F SALUIES 

. dnge S~nefii:.s 

'i'OTAL FIELD 3TAFF SALAIUE.:i AND 
FRIHGE 3ENEF"LT~7 

I:.. Overuead: 30: Clf ;·.:)tal FJ..zla ;; rut. 
Salaries ~nd Fringe ~en~~~~~ 

iI~. ~outine Annual Field Coordinator 
·~owances and Rei~bur5ab~e Llvins 
Er.p<.nses 

:'.:)st Allow:1nce 
Po~t Differential 
... nnual Rent (Est. F~580) 
~ti:1tja8 (Est. $150 ,er monch) 
~u3rd 5.rvic" 
St{)l"a5S 
Ed Ilea d6h Allwiini!R 
:{ £.. R ot:, HtJfIMiI lAav,", (,2200 ,{ It ?'-lrRons) 

tOfAL fU"Jt1TIHZ '\~1ItiAL AL!"t)'JM:rES 
.tJf~ LIVING t~G't::!oi:;~5 

Fi.l~ld Coordi.nator 'rr;1'Jcol -------------
?'.H::1G Trip Circuit A:i.r Fare 

Gab s / ~lan:z ~ni/M.as4:ru/ C.JUs 
?~~ Die~: 7 ~a73 each city 

$17,400 
r, , 6,? r; 

77'i 
3,740 

11,MIO 
'l,SOO 

SOO 
2,200 

.£0;),000 
8,flOO 

r,no 

~Ou 

S 54,151 

16·,245 

39,615 

7,000 



:1,! r. ~ 
I;';-:I:llur ~c:~Cicn Clw:.-,:;';:;. 
!)ii.i.I:.:! S~Jprli~s olnJ ':(l l1i pl;!t':lt 

;' U.i' 1 ~ L!!;':e:',,).~ .' ;' ::' b t i rll~ 

I ,',,,,, i ,111. i) 

_ ... - .... __ .... 

Ij~': r :·Ii . ..:r.'ll:lIlt.vU.c; l::(i.I~t: CI..1rgl!:O 

!:.,.. :-:1 Trave 1 ::0 U. S . 
~ ~ )5·J :< !w per!> cms 

,~,i: F:-e'l:;hc 

TO~~~ E~O OF Tr~R C0Srs 

, d': 

S 10,650 

", I 
I ~ '. .. 

118,061 

--------
$!S~,695 
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/) I/d r t, \l,lf"'Jj' IV. 

'7 y'" ~I oS (·c· 1',1 >, ~'l K. . 
'i'r" ,. I.i I II' V' Ll , • (u..:is 

lJM = Pt:H':'; UI1 Month~ of TC recruiter time 
I~ -: :llJml .. ,~, "f !'fJsitioIlS under active 

H~cr'li tmcnt 
D = Dep.:lrture ( 1-5 dcJys per) 

R R + ~ 

~ 79 I'M f< 0 PM PM 

~pt. 
., ,. . 

p/o's ,.I\. 

'Ict. 1. .... 1 1 1.69' 2.25 

.u\ , 1. 58 3 1.90 2.53 

Ij(·,~ • 2.37 3 - 1. 27 1.27 

~9 fH.' 

3.15 19 1I 6.03 9 ~'I • :J_ 

wb. 2.03 18 2 8.07 9.58 

'~r. ~.96 18 6 6 .. 08 8.11 

pr. 4.54 23 7 5.07 6. F)l 

,.i:t.y 4.49 25 2 5.57 6.01 

,IIJf,e 3.,37 19 6 !i.64 7.42 

,1'1 1.71 20 3 r;.J6 6.17 

J. .L4S .20 II 5.80 6.12 

nl. ~.19 J2 a 3.76 6.27 

1.21 10 3 J.12 4.0. S 

2.U, 'J :.! 1.98 4.87 

c: • ~.Cl6 a ., 
3.88 4.85 o. 

J. 

/..7J 7 1 ~.')ij 2.9" 

2.O'S 7 3.41 3.90 


