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Introduction
 

The numbers and functions of technical personnel in AID
 

have changed over the years as the agency has moved to inter­

mediairies for studies, some elements of project design, and
 

most aspects of project implementation. Defining the role of
 

direct-hire professional technical staff, deciding their num­

bers within reduced personnel ceilings, and developing other
 

sources of short- and long-term help have been subjects for
 

continuing study over the years. Particular attention has been
 

given to staff support in agriculture because of the large por­

tion of AID funds in that sector, the severe shortages of quali­

fied agricultural personnel, and the special interest of BIFAD
 
and Congress. Earlier studies did not provide a truly satis­
factory basis for dealing with either technical staffing in
 

general or in the limited agriculture sector. The problem has
 

been exacerbated by an unstable personnel structure resulting
 

from major reductions in personnel since 1969 and frequently
 
changing policy, procedural and staffing directions.
 

This study comes at a time when IDCA, AID and ISTC are re­

examining U.S. assistance programs and AID's operating style
 
and procedures with the objective of providing more aid through
 

smaller staffs with higher technical and managerial competence.
 
Also, this study was undertaken almost concurrently with a simi­

lar study under the auspices of AID's Technical Program Committee
 

for Agriculture. The inter-relationship of the several studies
 

and policy reviews is unclear. However, it is hoped that this
 

report for BIFAD will contribute in a small way to AID's con­

tinuing efforts to improve the composition of its agricultural
 
personnel resources.
 

This report attempts to (a) describe the present situation
 
in AID with regard to professional agricultural manpower in both
 

quantitative and qualitative terms, (b) discuss future direc­
tions for agricultural staffing in AID and ISTC, (c) discuss
 
problems in the AID personnel system, (d) describe options for
 

obtaining agricultural manpower, and (e) make recommendations
 
on various aspects of the problems under (b) and (c) above.
 

BIFAD, AID, ISTC, IDCA, USDA, and outside organization staffs
 

have provided background papers, extensive statistical data, sub­

stantive suggestions, and advice, all of which have been drawn
 
Their help is greatly appre­upon in completion of this study. 


ciated.
 



GLOSSARY OF INleIALS
 

ADO Agricultural Development Officer
 
AE Agricultural Economist
 
APR AID Bureau for Africa
 
AIS Agency for International Development
 
AID/W AID/Washington
 
A/RD Agriculture/Rural Development
 
A/RD/N A/RD/Nutrition 
ASIA AID Bureau for Asia
 
BIFAD Board for International Food & Agriculture Development
 

BS-10 Backstop 10--Agriculture positions in AID
 
CDSS Country Development Strategy Statement
 
DA Development Assistance
 
DH Direct Hire (AID employee)
 
DOD Department of Defense 
DS & 
DSB AID Bureau for Development Support 
DSB/ 
AGR DSB Office of Agriculture 
DSP Development Studies Program 
EMS AID Bureau Executive Management Staff 
ESF Economic Support Fund 
FY Fiscal Year 
GC AID Office of the General Counsel
 
GDO General Development Officer
 
IADS International Agricultural Development Service
 
IBRD International Bank for Reconstruction and Development
 
IDCA International Development Cooperation Agency
 
IDI International Development Intern
 
IPA Intergovernmental Personnel Act
 
IQC Indefinite Quantity Contract
 
ISTC Institute for Scientific and Technical Cooperation
 
JCAD Joint Committee on Agricultural Development
 
LAD AID Bureau for Latin America-and the Caribbean
 
LDC Less Developed Country
 
NE AID Bureau for the Near East
 
OMB Office of Management and Budget
 

AID Office of Personnel and Training (Personnel Management)
OPT 

PASA Participating Agency Service Agreement
 
PDC/FFP Aid Bureau for Private & Development Cooperation/Food
 

for Peace
 
PER Performance Evaluation Report
 
PM Project Manager
 

AID Bureau for Program and Policy Coordination
PPC 

PSC Personal Services Contract
 
RDO Rural Development Officer
 
RSSA Resources Support Services Agreement
 
TPCA Technical Program Committee for Agriculture
 
USDA U.S. Department of Agricultura
 
USDH U.S. Direct Hire personnel
 



I. SUMMARY CONCLUSIONS AND RECOMMENDATIONS
 

This study does not attempt to provide a manpower ana­

lysis of AID's needs for professional agricultural personnel. A
 

detailed analysis could not be made with available data. In the
 

absence of such an analysis, it is not possible to conclude with
 
of agricultural positions is
certainty that the current number 


either adequate or inadequate. However, this report does con­

clude that AID's problem in agricultural manpower is one of qual­

ity more tin numbers. "Quality" is a function of technical com­

petence, appropriateness of assignments, and performance in meet­

ing job requirements. Two caveats should be noted: (1)while
 

overall quality may be only "average," AID is not without Agri­

culturalists whose performance ranges from Very Good to Outstand­

ing; and (2) there are probably "quality" problems in all of
 
The present
AID's technical specialties and other skill groups. 


unsatisfactory situation requires early action.
 

Following are a number of conclusions:
 

1. Increasing aid levels, with continued emphasis on
 

agriculture and rural development programs benefitting the poor
 

will require highly qualified DH professional Agriculturalists,
 
The cur­most of thd"generalists" rather than "specialists," 


rent number of full-time agricultural positions (260-280), if
 

filled by good staff and supplemented and complemented by rural
 

development and project design positions and short-term outside
 

help, may meet AID's program requirements, even at higher levels 

of aid. However, there are immediate problems with (a) the often 

long unfilled vacancies (approximately 10-15%), (b) deficiencies 

in employee qualifications, expwriezcw, attitude, personality, 
and performance, (c) less than satisfactory working relationships 

between agriculturalists and other occupational groups and between 

agriculturalists and elements of AID management, and (d) low 

morale among agriculturalists. 

2. The factors mentioned above have affected the quality
 

of AID agricultural programs and the professional image AID pro­

jects in the agricultural community in the U.S., international
 
It is not possible to say with any assurance
circles, and LDCs. 


whether and to what extent these factors may also have influenced
 

the size and composition of AID's agriculture and rural develop­

ment programs. There probably has been some effect (not neces­

sarily adverse) at the margin of the overall program, possibly
 

with a larger impact on some country programs.
 

3. Uncertainties in personnel numbers, systems, practices,
 

and other factors have made it difficult for AID to cope with
 
In particular, career develop­agricultural manpower problems. 


ment and training have been neglected. However, recent eftorts
 

by AID management, OPT, and TPCA offer some hope that deficien­

cies can be corrected and problems eased.
 

-- "
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4. The problems require actions which will impact sig­
nificantly on quality only in the long-term (i.e., 5-10 years).
 
For the short-term AID must look for more help from the Title
 
XlI institutions and other sources.
 

Principal Recommendations
 

1. AID should attempt to develop a systematic, but prac­
tical approach for relating programs to requirements for A/RD
 
and non-A/RD personnel.
 

2. The functions and responsibilities of Agricultural­
ists and their intra-Mission and intra-AID/W relationships (as
 
discussed in Sections II and III) should be fully discussed at
 
the highest levels within AID and modified or reaffirmed so
 
that they are understood not only by the Agriculturalists but
 
also by skill categories. Agriculturalists should be placed
 
within bureaus and most, if not all, missions so that they can
 
actively participate in all aspects of strategy, policy, pro­
gram, and project development, implementation, and evaluation.
 
There should be increased interaction, cooperation, and colla­
boration between Agricultural, Rural Development, Project Devel­

opment, and Program office staffs. Job descriptions should be
 

reviewed to assure that they reflect functionll and organiza­
tional arrangements and the expectations of Mission and AID/W
 
management.
 

3. There should be an early determination by OPT and
 

the bureaus of firm numbers of positions for FY 80, FY 81, and
 
possibly FY 82, qualifications required, and availability of
 

Action should be taken to expedite recruit­existing staff. 

ment for well qualified candidates to fill vacancies for which
 
AID employees are not available.
 

4. The recruitment and placement processes should be
 
improved to reduce hiring delays and to assure timely assign­
ment of highly qualified personnel to key positions in the
 

Title XII insti­short-term and to all positions over time. 

tutions should be asked for help on recruitement and screening
 
of candidates and on increasing employment of women.
 

5. Career development should be given greater attention.
 
Short- and long-term, formal and non-formal training, details
 
and IPAs, and cross-discipline assignments should be institu­
tionalized, with more training offered to and required of em­
ployees. Employees shoild be counseled on assignments, per­
formance, training, and realistic advancement (promotion) possi­
bilities.
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6. Employees with advancement potential should be
 
identified as early as possible in their tenure with AID so
 

that they can be given appropriate training and assignments.
 
Agriculturalists should be given the same merit consideration
 
for senior assignments as other skill groups.
 

7. After the 1979 Promotion Panels have completed their
 
work, the promotion system should be reviewed to determine its
 
responsiveness to agricultural manpower requirements and career
 

If the system does not provide qualified employees
advancement. 

for FSR-2 and 3 positions, consideration should be given to
 

for both career and temporary appointmunts
outside recruitment 

at these grades.
 

8. The numbers, qualifications, and training of IDIs
 

should be kept under continuing review. (See Section IV E.)
 

9. The unsatisfactory status and prospects of GS Agri­
culturalists in FSR positions needs early attention by AID man­

agement.
 

10. AID should attempt to use IPAj (up to four years)
 
more extensively tian at present as a means of improving AID's
 
technical competence. The agency should work with BIFAD and
 
JCAD on defining problems and need for flexibility and incent­
ives, in the systematic identification of established and other
 
positions which can be filled with IPAs, and in the recruitment
 
of qualified university staff.
 

11. Short-term agricultural technical help should be
 

obtained from Title XII institutions to the extent available
 
and from USDA. AID, BIFAD, and JCAD should continue to devel­
op procedures (e.g. Grants, Cooperative Agreements and contracts)
 
under which AID/W and Missions can establish long-term arrange­
ments with individual universities or consortia for provision
 
of advisory services for strategy, program, and project devel­
opment and for evaluation.
 

12. If ISTC is approved by Congress, AID and ISTC
 
should agree on mechanisms for coordination, provision of tech­
nical help, guidaiace, and training, and handling other matters
 
of mutual interest.
 

13. The recommendations in this report should be reviewed
 

in 1980 after completion of the PPC study of procedures and
 

style of AID operations in the 80s and receipt and review of the
 

FY 82 DCSSs.
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II. Current situation
 

A. Program
 

AID's agriculture, Rural Development and IFtrition
 
(A/RD/N) programs are funded from three sources--D,velopment
 

Assistance (Section 103 of Foreign Assistance Act), the Sahel
 

Development Fund (Section 112 of the FAA), and the Economic
 
Support Fund. A specific amount is appropriated for Section
 
103 activities, but there is no functional breaklown in the
 

However, all three
appropriations for the Sahel and the ESF. 

accounts are justified on ,:he basis of country projects, and
 

amounts can be changed and new projects can be undertaken only
 

after notification to Congress. Regular DA, Sahel, and ESF
 

funds are not usually mixed in a single country program.
 

For FY79 the Section 103 and Sahel appropriations for
 

A/RD/N activities were about $669 million or 55% of a total of
 

$1,218 million. The ESF received about $1,939 million for nine
 

countries, of which $145.3 million or 7.5% was for A/RD pro­

grams. 

A/RD funds are used for rural infrastructure, agricul­

tural inputs, credit, energy as well as for the more tradition­

al institution development/technical assistance projects, how­

ever differently the latter may be defined by AID and BIFAI.
 

Since most projects have both capital and technical assistance
 

elements, analysis by sub-category from available statistics
 
Similarly, there is no clear distinction between
is difficult. 


agriculture and rural development projects since the latter
 

usually have elements of the former. However, of the $802 mil­

lion in FY79 A/RD activities, $397 million, or almost 50%, (by
 

some measures, a larger amount, as much as 60%) were for agri­

cultural inputs, credit, rural roads, land development, settle­

ment, management and conservation, water development, and rural
 
It is expected that these amounts
electrification and energy. 


will increase in absolute and percentage terms in FYs 80 and 81.
 

(More detailed program data is contained in Annexes 1-4.)
 

The proposed FY80 and 81 programs are still under review,
 

and no attempt has been made to analyze their contenit. IDCA has
 

proposed an increase of $33 million in FY80 and an additional
 

$205 million in FY81 for Section 103 and Sahel A/RD/N programs,
 

but these may include new initiatives not clearly in the tradi­

tional agriculture/rural development area.
 

B. The Staff--Presenc
 

AID's need for professional agricultural staff is un­

disputed. However, there is no consensus within the agency's
 

management or the agricultural community on such matters as
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(a) the duties and responsibilities of such personnel in AID/W
 

and the field, (b) the types and qualifications of agricultur­
alists, (c) their numbers, (d) their location in Washington and
 

Mission organizations, (e) their relationship to other sectoral,
 

program direction'and support staffs, (f) the quality of their
 
sources of outside talent for full-time and
performance, (g) 


short term assignments, (h) inequities in the system, etc.
 
This and other Sections will discuss these aspects of the agri­

cultural manpower ?roblem.
 

1. The Role of the Professional Agriculturalists
 

AID's professional agricultural staffs are organized
 
somewhat differently in the several bureaus and in missions.
 

In the Bureau of Development Support (DS) there is a Deputy
 

Assistant Administrator for Food and Nutrition-with three func­

tional offices--(i) Agriculture, (ii) Rural Development and De-

In the Bureaus
velopment Administration, and (iii) Nutrition. 


for Africa (AFR) and Latin America and the Caribbean (LAC) there
 

are Offices of Development Resources (DR) which include, under
 

a Deputy or Assistant Director, combined Agriculture and Rural
 
The DR offices also contain geographic
Development Division. 


project development divisions and other resources which are in­

volved in design and implementation of agriculture projects.
 
In the Bureau for Asia (ASIA), there is an Agriculture and Ru­

ral Development Division under the Office of Technical Resources.
 
(i) an Agriculture
In the Bureau for Near East (NE) there are 


Development Division and (ii) a Sector Planning and Rural De­

velopment Division in the Office of Technical Support. Both
 

ASIA and NE have Offices of Project Development with geographic
 
divisions and other staff who participate in A/RD project de­

sign and implementation. In all of the geographic bureaus
 
Nutrition is handled with Health (and Population in NE and
 

ASIA). Table 1 contains a breakdown of A/RD/N staff by bureau,
 

with FY70 program lavels.
 
(There are a few Agriculturalists in PPC and PDC/FFP.
 

in the former they work on agency policy'formulation and pror
 

gram/project review in agriculture and rural development and
 

on general economic analysis. The Agricultural Lconomist in
 

PDC/FFP has responsibility for certain aspects of PL 480 Title
 

II programs.)
 

Field organizations also vary: in smaller missions the
 
In several missions
agriculturalist(s) reports to the Director. 


Agriculture is under an Office of Technical Services or an Of­

fice of Multisector Activities, often headed by a General De-

In all but five of the larger missions,
velopment Officer. 


Agriculture and Rural Development are in the same office,
 

usually headed by an Agricultural Development Officer (ADO).
 

In the other five missions, Agriculture and Rural Development
 

are separate. As in AID/W, Nutrition is grouped with Health,
 

(which, in some cases, also includes Population).
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The differences in organizational arrangements and
 

numbers are functions of history, staff availability, person­
alities, and bureau and mission management perceptions of their
 

programs. The differences aside, the functions of the Agricul­

tural staffs, as described in Agency Handbooks, are essentially
 
the same. They include participation in program and sector
 

strategy development, advice on policy, and participation in
 

project design, analysis, review, implementation, and evaluation.
 

AID's Agricultural Development Policy Paper issued in
 

June 1978 stated that successful implementation of the Agency's
 

policy in the sector "...rcquires an increased level of mission
 

personnel professionally trained in most, perhaps all, of the
 

five functional categories, to enable tlem to develop sound
 

projects and manage high calibre technical assistance..." (An­

nex 5) The five functional areas were listed as
 

1. Asset distribution and access (land tenure and local
 

participatory institutions);
 

2. Planning and policy analysis;
 

3. Development and diffusion of new technology (research,
 

education, and extension);
 

4. Rural infrastructure (land and water development,
 
energy, including rural electrification, and rural roads);
 

5. Marketing and storage, input supply, rural industry,
 

and credit.
 

While Missions vary from one or two Agriculturalists/RD special­
8 or 9 in the larger ones
ists in the smaller ones to as many ao 


(with Indonesia and the Philippines a exceptions on the high
 

side), few Missions have the in-depth skills to cover the full
 

range of the five functional areas listed above. In fact, many
 

do not have or need any direct hire specialized staff competence.
 

In the early '70s AID developed the concept of the tech­

nical generalist, technical specialist, and project manager.
 

At the present time, the agency's professional agricultural per­

sonnel can be classified in these three groupings, plus that
 

of agricultural economist. Many agriculturalists who previously
 

served in DH project staff positions became ADOn or Assistant
 

ADOs, Project Managers, or Advisors/Specialists as AID moved
 
almost exclusively to intermediarias for project implementation.
 

Unfortunately, the agency did little to prepare such personnel
 
for their new responsibilities.
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The ADO title has replaced the earlier title of Food
 
and Agriculture Officer. The ADO is expected to be able to
 

deal broadly with sector strategy, analyze and conceptualize
 
programs and projects, manage and monitor project implementa­

tion, evaluate project results, and relate to host government
 
and other donor officials. He should be strong in oral and
 

written expression. His education and experience should be
 

broad, the former at least at the MS/MA level. The Project
 

Manager and Advisor are expected to participate in project de­

sign, management, and evaluation and the advisor/specialist
 
also provides technical advice, mostly in-house but also to
 

the host government. Ideally, the Project Manager and Advisor/
 

Specialist have many of the skills of the ADO, including post­

graduate degrees, often at the Ph.D. level.
 

2. Analysis of Agricultural Positions and Employees
 

An analysis of AID direct hire (DH) agricultural staff
 
Although there is considerable
is difficult by any criteria. 


information in the computer on jobs and employees, it is 
not
 

always current, complete, or accurate. Staffing patterns may
 

not reflect recent changes by bureau or Mission management.
 

Certainly they will not reflect management's current thinking
 

or future planning. Mission ceilings frequently change within
 

regional bureau totals, and staff composition changes as a
 

consequence of this and other considerations, many of them
 

very subjective. Position classifications are often changed
 

to reflect individual personnel availabilites. Some jobs are
 

in a "hold" status, others will be terminated with departure
 
An agricultural position (Backstop-BS-10) may
of incumbents. 


be filled by an employee with a different personal BS (e.g.,
 

General/Rural Development). Similarly, a BS-10 employee with
 

an agricultural background may fill a Program, Capital/Project
 
Retirement or resig­or General/Rural Development Officer job. 


nation is imminent for some, recruitment is underway for others
 

and IDIs are in various stages of their two-year training pro­

grams and scheduled to fill vacant positions. Thus, at any
 

given time the situation is so fluid that a precise picture
 

with firm numbers is impossible. Further, short of personnel
 

file checks, it is not possible to determine with certainty
 
This is
the educational qualifications of agricultural staff. 


For example, PhDs
particularly the case on graduate degrees. 

for agriculturalists are often listed as "Economics" with a
 

major in Agriculture, or "Economics" without even a minor in
 
Other graduate degrees may say "Agriculture-Gen-
Agriculture. 


eral" when they probably have a functional major.
 

Computer runs during October, 1979, show as many as 279
 
This implies
agricultural positions and only 217 employees. 


that there are 62 vacancies, but a further screening (admittedly
 

imprecise) indicates the possibility of as few as 30 real vacan-


Vacancies will be filled by re-assignments and from the
cies. 
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approximately 20 Agriculturalists being processed for new hire
 
and the approximately 35 IDIs completing their training between
 
the Fall, 1979 and Summer, 1981.
 

Some random facts about the Agricultural jobs/employees:
1/
 

a. The 57 BS-10 employees in AID/W have the following
 
top Agricultural degrees:
 

PhD - 24
 
MS - 16
 
BS - 11 plus non-Ag MA
 

Non-Ag degrees:
 

PhD - 3 (may include Agricultural Economics) 
MS/MA - 3 

b. The 160 BS-10 employees in the field or on comple­
ments have the following top Agricultural degrees:
 

PhD - 29
 
MS - 65 plus 5 non-Ag PhDs which may include Ag.Econ.
 
BS - 45 plus non-Ag PhD (1) and MAs (5) which may
 

include Ag. Econ.
 

Non-Ag degrees:
 

PhD - 3)
 
MS/MA - 10) may include Ag. Econ.
 
BS/BA - 4)
 

No.degrees - 4
.160
 

c. The average age of 217 BS-10 employees is about 46
 
years.
 

d. 29 Mission employees in non BS-10 jobs have Ag. de­
grees (1 PhD, 9 MS, 19 BS). They include 2 Directors, 2 Assist­
ant Directors, 3 Project/Capital Development Officers, 2 Environ­
mental Protection Advisors, 3 Assistant Program Officerss 3 Gen­
eral.Development Otficers- and 1 Family Planning Officer.
 

e. 11 AID/W employees in non BS-10 jobs have Ag. degrees
 
(6 MS, 5 BS). They include 2 Desk, 1 Family Planning, and 1
 
General Development Officers.
 

The BS-10 employee figures used in this report will vary from
 
212-220. Most information is as of September 30, 1979.
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f. Length of Service with AID of 213 BS-10 Employees
 

Less than 6-9 10-15 16 or more
 
Total
6 years years years years 


R-1/2/3 30 7 31 24 92
 
GS-15+
 

26 121
R-4/5 78 9 8 
GS-13/14 1086_ 5 32 21 

IDIs 35
 

g. Expected Mandatory (or earlier voluntary) BS-10
 
Foreign Service Retirements:
 

1979 - 7)
 
1980 - 6) Most at the R/2/3 levels
1981 - 12) 
1982-83 - 8) 

h. There are now BS-10 employees in 55 Missions and
 
Regional Offices (AFR-24, ASIA-8, LAC-17, and NE-6) out of a
 

total of 70, some of which are in a phase-out status.
 

i. The approximately 218 BS-10 employees break down as
 
follows: ADOs/Asst.ADOs-78, Agricultural Economists-48, and
 

.
Project Managers/Advisors/Specialists-
9 2
 

J. AID/W now has seven IPAs in A/RD/N specialties, as
 

followS:
 

Appointed Positions - DSB/AGR - 1
 
DSB/RD - 1
 
ASIA/ARD - 1
 

Reimbursable Details - DSB/N - 2
 
DSB/RD - 2
 
DSB/AGR - 1
 

k. AID (DSB/AGR) used only 5 of its Experts-Consultants
 
for a total of 40 days in FY79, in part because of legislative
 

access to other arrangements
restrictions and in part bscause of 


1. AID had about 9 long term Personal Service Contracts
 
in A/RD activities during FY79, all apparently financed with
 
program funds. 

m. During FY79 AID/W used under USDA RSSAs about 166
 
person-months of professional agriculturalist services. Ex­

perts under these RSSAs worked in DS and AFR offices and/or 
did short-term field assignments. Some of the experts worked 
full-time ior AID. About 435 person-months of advisory and 
project services were provided by USDA and TVA under RSSAs.
 
Personnel under these agreements worked in USDA and TVA offices
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and facilities. In addition, two USDA Agricultural Economists
 
and one Soils Advisor worked in three Missions under Operating
 
Expenses funding.
 

Additional statistical information is contained in An­

nexes 6-10.
 

3. Problem
 

During the past decade the roles of technical personnel
 
in AID has changed, the planning and programming processes have
 

become more sophisticated, and LDC professional competence has
 

improved significantly. These factors have increased the need
 

for more highly qualified professional agricultural manpower in
 
At the same time some of the more axperienced staff retired
AID. 


or resigned, and outside recruitment wds restricted. (New hir­

ing has raised the number of Agriculturalists from about 150 in
 

FY76 to almost 220 &t the end of FY79.) AID's problem is not
 

unique. The International Agricultural Development Service (IADS)
 

studies have concluded that there continues to be a particularly
 
acute worldwide shortage of agricultural professionals with ex­

perience in establishing and managing agricultural devei"'Aent
 
strategies, organizations, and programs. Thus, some of AID's
 
staff needs are the same as those of U.S. intermediaries, inter­

national organizations, and LDC governments.
 

Most of AID's Advisor/Specialists with strong professional
 
qualifications are in DS where they manage AID's centrally-funded
 
research projects and other DS projects and provide support to
 

regional bureaus and field missions. Some of those classified
 
as Advisors in the regional bureaus and Missions have limited
 

qualifications and may be professionally "out-of-date". -Aany
 

Project Managers have little management training or experience
 
and/or background in the subject fields of the projects they
 

manages - Many ADOs and Assistant ADOs do not have
 

the education, experience and disposition to meet AID's profes­

sional technical needs in an inter-disciplinary context or to re­

late to their LDC and American university and intermediary coun­
terparts.
 

In the case of the Agricultural Economists, the situation
 

is somewhat better. While the educational background of some of
 

the Agency's agricultural economists is in pure economics and
 

many have had little agricultural experience, most of them are
 

relatively young, are quite articulate, and are able to think
 

broadly about agricultural and RD problems and their relation to
 

other development problems. For these reasons, many ADO jobs are
 

being filled by Agricultural Economists.
 



There have been.several consequences of AID's problem of
 

competence in the agricultural as well as other technical fields.
 

There has been increased use, and possibly over-dependence, on 
out­

side, mostly short-term, help to do work, principally program
 

planning and project design, some of which should be performed by
 

AID staff. Sometimes this outside help is arranged on an ad hoc
 

basis without a clear understanding of its purpose, and, as a
 

consequence, may produce work not considered satisfactory by the
 

There is often a lack of continuity. The project devel­agency. 

opment process is necessarily delayed, much to the disappointment
 

In some instances Mission Directors have employed
of all concerned. 

contract or PASA personnel in lieu of DH staff or have asked con­

tract/PASA personnel assigned to project implementation to do
 

analysis and liaison tasks normally carried out by DH employees.
 

Important from an organizational standpoint, a vacuum in
 

the agricultural field has been .filled by Project Development;
 

Program, Rural/General Development Officers, and others in the
 

Missions and AID/W with-.gooi academic qualifications who usually
 

are younger, better versed in development theory, the economic,
 

political.and social environment and host country constraints,
 

more knowledgeable about agency procedures and requirements, more
 

adaptable to changing circumstances, less traditional and more
 
The Basic Human Needs/New
experimental, and more articulate. 


Directions strategies and the more complex program documentation
 

requirements have created or increased tensions between these
 

generalists (economists, social scientists, financial analysts,
 

programmers, and project designers) and the specialists (pro­

fessional technical staff, especially the agriculturalists).
 

The problems of working relationships come to a head in
 

the preparation and review of strategy and program documents and
 It is
project proposals/papel: and in project implementation. 

expected that technical personnel will participate in all aspects
 In
of planning, programming, and to "chair" project committees. 


actual fact, some (much?) of the mangement of the project devel­

opmenL.and implementation processes may be done by Program and
 

Project Development Officers who are also more active than the
 

technical officers in Mission and Bureau review meetings. 
The
 

issues may relate to policy and strategy (e.g. production vs.
 

equity, agriculture vs. rural development), the technical feasi­

bility of projects, drafting skills, or personalities. For what­

ever reasons, Mission Directors and Assistant Administrators 
are
 

perceived to favor the generalists over the technical professional
 
(In the IBRD the reverse appears
in the decision making process. 


to be more prevalent, with the Projects staffs exercising great
 
This may vary from region to region
influence on Bank programming. 
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but the fact that three regional Vice Presidents have technical
 
and/or projects backgrounds is an important element in the 
equation. 

4. Quality 

The quality of AID's agricultural staff is difficult to
 
assess. Academic achievement is a criterion, but it must be
 
qualified by how recent the degree is and whether the person's
 
technical knowledge is current. On degrees alone, 64% of 217
 
BS-10 employees have post graduate degrees in agriculture (about
 

25% at the PhD level), and an additional 7% have post graduate
 
degrees which may include-Agricultural Economics.
 

The other criteria for assessing quality are ability to
 

conceptualize and analyze, to write and speak effectively, to
 
represent their profession in inter-disciplinary fora, to repre­
sent AID in relations with host governments, other donors, and
 

The AID Perfor-
U.S. intermediariec, and to manage AID programs. 

mance Evaluation Report (PER) system, including the promotion
 
panels, is the only formal basis for judging quality, though it
 

Peer views of and by AID's agriculturalists
is very imperfect. 

are generally higher than management's, but in both instances the
 

PERs will be on the high side. The 1978 panels recommended 27 (or
 
about 15%) of the FSR-3/4/5 BS/10 employees for promotion. Only
 
4 received promotions. In 1977 27 were recommended, but only 5
 

received promotions. In 1976 56 were recommended for promotion
 
(out of 120 FS1 -3/4/5 reviewed) but only 5 were promoted. (Pro­
motions are discussed in Section III.)
 

and it is unfair
Outside comments on quality are mixe,, 

to generalize. However, it is accepted that AID has some very
 
good to outstanding professional agriculturalists, but the number
 
is much smaller than it should be. Unfortunately, the professional
 
image of AID's agriculturalists is generally low as perceived by
 
themselves, by AID management, and by their peers in the U.S. and
 

in LDC governments. The group desperately needs upgrading and im­

provement in quality over that of mere "technicians" and a lifting
 

of morale. Part of the problem is self esteem and self improve­
ment, but there is also a major task for AID management.
 

5. Conclusions
 

This report does not reach any conclusion on the adequacy
 

of the number of Agriculturalijts for program size and composition
 
or on a comparison of the number of Agriculturalists with those
 

for other technical specialities.l/ Annex 6 gives staffing and
 

Education with only 4% of the program appears to have a large
 
share of the technical personnel, more than the number for health
 

(and nutrition) and population with 10% and 6% of the program,
 
respectively. Using the imperfect measure of positions for FY79
 

program size, AFR and LAC appear to have significantly more A
 

and RD staff than do NE and ASIA (Annex 6).
 



program figures by region, Annexes 1 and 4 have program figures
 

by sector, Annex 2 has percentages of program by sector, and An­

nex 7 has positions and employees by sector or Backstop. Without
 
tyses it is unclear against what sectors the General
 .detailed 


and Project/Uapital Development Officers and Engineers should be
 
A number of GDOs are assigned to Rural Development
distributed. 


projects, especially those with large capital and resource trans-


The same is not the case for other functional sec­fer elements. 

tors (or at least not to the same extent). Although some A/RD
 
staff claim that their workload is too heavy and as a consequence
 
they cannot properly carry out all their professional responsibi­
litites, others and management indicate that the numbers of Agri­

culturalists would be satisfactory if only quality were higher.
 

Thus, it cannot be said that A/RD which takes 25% of total program
 
(Annex 2) has or has not inadequate professional staff
resources 


or a disproportionately small percentage of overall staff resources
 
(Annex 7).
 

It is also hard to reach a judgment on the impact of the
 
present staffing situation described above on program composition
 
and quality. It has been stated that if AID had more and better
 
qualified Agriculturalists and some senior personnel with agricul­
tural backgrouns (a) the composition of programs would be diff­
erent (e.g. more institution building projects and possibly larger
 

A/RD/N programs) and (b) program quality would be better. The
 
Program composition, both
first contention is difficult to prove. 


between and within sectors, is a function of many factors which
 
cannot easily be weighed. They include, inter alia, agency poli­

cies/strategies, foreign policy considerations, host country pri­

orities, funding limitations, varied Congressional pressures,
 
special outside interests and pleadings, regional bureau guidance,
 
the interests and attitudes of senior AID officials, and staff
 
availability and competence. These factors change from year to
 

year. An outstanding ADO or a senior Mission or AID/W official
 
with a technical background can have an influence on a country
 
program, but it is uncertain whether the impact will be more than
 

at the margin. At the same time, it is clear that with more com­

petent staff there would be improved project design, analysis,
 
review, implenentation, and evalutaion, i.e. a higher quality
 
program.
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III. The Future--AID and ISTC
 

IDCA's FY81 budget proposal to OMB contains several themes 

for U.S. development programs for the '80s. 

1. "Agriculture and rural development is the focal point
 

of our development strategy of growth with equity.
 

"The solution to this problem lies mainly in agricultural
 

development...Agricultural development provides both food and in­

come for the poor as well as export-revenues for the developing
 

nations. Agricultural and rural development is key to meeting the
 

basic needs of the majority of poor people and to promoting broader
 

economic growth.
 
the many
"The instruments of assistance needed to overcome 


obstacles to rapid agricultural development muot each be adapted to
 

the particular task at hand. The multilateral development banks
 

will continue as the main source of external capital for large-scale
 

irrigation and other rural infra3tructure, although they have re­

cently expanded their activities in integrated rural development.
 
the principal source of
Additionally, the World Bank Group serves as 


external advice on questions of broad policy--a role that the United
 

States also helps to fill, to a lesser degree, especially through
 

use of the PL 480 Title III program. AID, allocating over half its
 

budget to agriculture and rural development, will continue to con­

centrate on institution-building, on the introduction of high-yield­

ing and innovative technologies, and on production services geared
 
Aid's technical assistance is complemented by
to the small farmer. 


that of the UN system, principally the UN Development Program (which
 

devotes nearly 1/4 of its budget to agriculture) and the Food and
 

Agriculture Organization. These agencies also work in many fields
 

that our bilateral program does not address, such as marine fisheries
 

and locust control.
 

"Capital and technical assistance are not enough; new know­

ledge must be created and diffused. ISTC will be the focal point of
 
About 35% of ISTC's program
U.S. research efforts in this area. 


funds will be provided to the international agricultural research
 

institutes through the Consultative Group for International Agricul­

tural Research. In addition, nearly 40% of the rest of the ISTC's
 

program will be devoted to agriculture."
 

.AID aims to be the best in the business--in techni­2. ". 

cal assistance and in financial support aimed at basic human needs
 

.It has a strong tradition of leadership in innovative approaches
 

toodevelopment, many of which are now supported by large investments
 

from the banks."
 

3. "This (ISTC is the only new operating program created by
 

the Administration in the foreign assistance field. It reflects the
 

belief that there stould be a discrete institution with a sole focus
 

on mobilizing and applying U.S. technical and scientific talent to
 

the problems of developing countries. In doing so, ISTC will work
 

closely with LDC scientists and institutions and make a sustained ef­

fort to expand scientific and technological research capacity in
 



developing countries. These programs will be built around specif­

ic problem areas, selected on the basis of the experience of AID
 

and other donor agencies, the views of developing countries them­

selves, and the global challenges facing developed and developing 

countries together. . 

4. The proposed AID and ISTC DA budget estimates would more
 

than double between FY81 and FY85.
 

5. "IDCA and its components can effectivley handle increasing
 

foreign assistance levels with decreasing staff levels. We anticipate
 

not only creating IDCA and ISTC from the present complement of foreign
 

assistance staff, but also achieving a phased reduction in IDCA over­

all personnel of at least 5% (for AID 10%) below current levels by 1985.
 

.we have adopted these working guidelines concerning United
" 

States bilateral assistance, which is the most personnel-intensive
 
part of our program.
 

"(1) It should complement, supplement, and capitalize upon the
 

programs of other donors, particularly the much larger ones of the 

multilateral banks. 

"(2) It should over time be more concentrated in a relatively 

few high-priority substantive areas. 

"(3) In other important substnative areas, and in countries with 

relatively small programs, it should increasingly rely on modes of op­

eration that do not require direct U.S. Government field management. 

"(4) It should take advantage of the growing capacity of devel­

oping countries to manage their development activities, thereby reduc­

ing our own staff involvement in programs we support. 

"(5) It should concentrate in substantive areas where the United
 

States has a comparative advantage, and where United States leadership
 

is important to the overall development effort throughout the world."
 

6.."Shifts will inevitably occur in our staffing projections.
 

IDCA is a new institution, and foreign assistance priorities change
 

over-time.. All components of IDCA need adequate recruiting flexibil­

ity to meet changing requirements. AID particularly needs predicta­

bility in staffing levels over time so that--after years of RIFs and
 

personnel reorganizLE-ions--it can concentrate its energies on manag­

ing personnel and foreign assistance resources efficiently..."
 

7. "The key to AID personnel planning for the future is a set
 

of interrelated shifts in the mode of AID field efforts in three cate­

gories of countries:
 

"(1) Countries where most of our AID program can be carried out
 

by PVOs and other intermediaries, with appropriate oversight by AID.
 

This approach will be followed in a growing number of countries where
 

we will have a relatively small program of bilateral development
 

assistance.
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"(2) Countries in which project-oriented programs.are grad­
ually consolidated around a limited number of key problems or sec-


This pattern will apply to countries where the United States
tors. 

wishes to commit a higher level of resources and/or in which AID
 

field staff are necessary to ensure program effectiveness.
 

"(3) Countries where larger AID programs provide broad fin­

ancial support to a limited number of sectors, with substantial
 

obligations made periodically, to be disbursed over periods of up
 

to five years. These countries must be able to absorb a large
 

amount of assistance effectively. . .. 

"These categories reflect broad policy directions, not rigid
 
AID must retain sufficient flexibility and presence
sets of rules. 


in host countries to permit considerable experimentation and risk-

It must capitalize on
taking when the potential payoffs are large. 


the potential of multi-donor projects and sponsor pilot projects
 

when substantial follow-up efforts by host country entities or
 
And it must work to help countries
others might be undertaken. 


develop their capacities to manage both their own and external re­

sources for development purposes.
 

"IDCA will increasingly be testing the appropriateness of
 

proposed AID projects by asking whether they can be done by other
 
what extent they capitalize on the
donors and--if they cannot- -o 


work of those donors. We intend to look increaaingly to other
 

donors--bilateral aid programs, the multilateral banks and UN agen­

cies, the variety of voluntary organizations, contract firms, and
 

private financial institutions--to reduce pressures on AID per­

sonnel. AID will increasingly specialize--and be the best in the
 

business--in technical assistance and financial support aimed at
 

basic human needs programs, and in creating social infrastructures
 

that make democracy work."
 

8. "ISTC plans that its staff will include 100 full-time
 
In the
direct-hire employees by the end of Fiscal Year 1980. 


three following years, this number should rise to a total of about
 

135 and then is expected to level off, as will the complement of
 

Institute Fellows and assignments under the Intergovernmental
 
Personnel Act (scientists from the United States and developing
 

country institutions working for temporary periods with the In­

stitute)."
 

The implications of these new principles on skill compos-

AID/W is now con­ition and numbers are not clear at this time. 


sidering %hat policy, procedural, and other changes are required.
 

Missions will prepare their FY82 CDSS1s and will review their
 Thus, it
FY80 and 81 programs in the context of the new themes. 


is difficult to reach firm conclusions and make appropriate recom-

Certainly, fewer professional
mendations on agricultural staffing. 
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agriculturalists would be needed in AID/W and/or some of the
 
Missions if AID (a) increases certain types of sector assistance,
 
resource transfers, and capital projects, with reduced funding
 
available for technical assistance, (b) depends more on host gov­

ernments, other donors, and intermediaries for economic and sector
 
analysis and project design, (c) delegates more authority to the
 

field for project approvals, and (d) gives more responsibility
 
to Project Development and Program Officers.
 

This study has reached a different conclusion. Increasing
 
aid levels, with continued emphasis on agricultural/rural develop­
ment programs benefitting the poor and containing large elements
 
of technical assistance, will require highly qualified DH profes­
sional agriculturalists. New and expanding country programs will
 
need more staff, at least in the short-term, than will be released
 

from terminating programs. Although certain programs, responsi­
bilities, and limited AID stiff will be t~ansferred to ISTC, AID
 

cannot expect significant technical help from ISTC. Changes in
 

staff responsibilities within AID/W and Missions may be possible,
 

but any potential reduction in the number of agriculturalists will
 
Albeit without benefit of a manpower analysis,
be at the margin. 


this report assumes a continued requirement for at least the
 
approximately 260-280 professional agricultural positions cur-


It is hoped that these levels can be maini-.%.
rently authorized. 

taned, especially the higher figure,in order to permit estab­
lishment of a career development program (discussed in another
 
part of the report).
 

This study has not attmepted tQ analyze programs, staffing
 
requirements, organizational arrangements, etc. on a bureau or
 

In many ways AID's Regional bureaus (and Missions)
country basis. 

operate with considerable independence of central control which
 
permits necessary flexibility for adapting organizations and staff
 

to different circumstances. While decisions on such matters may
 

be based mainly on subjective considerations, it has not been
 
possible in the past to develop more scientific approaches to
 

N6 useful purpose would be
organization and manpower analysis. 

served by recommending conformance in AID/W and field organiza­
tions and standard staffing patterns. Nevertheless, it would be
 

useful for AID to have a practical, practicable, systematic ap­
proach which relates the nature of A/RD programs to the A/FD and
 

non-A/RD staff required to run such programs. Although this may
 

involve considerations not susceptible to credible analysis, it
 

is worth another look.
 

With the above as background, this report will state a
 

number of general requirements for organization, responsibilities,
 
and staffing.
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A. Organization
 

There is a need for a high lc-el of professional agricul-

DSB currently has about 26 Agricultur­tural competence in AID. 


alists, 5 Rural Development specialists, and 9 Nutritionists.
 
These highlY.: qualified staffs develop and manage centrally funded
 

They also provide or azrange for services to the region­projects. 

al bureaus and missions. Establishment of ISTC and transier of
 

certain functions from DSB will reduce but not eliminate the im­

portance DSB has in agency programs. It is assumed that DSA will
 

continue to have a group of professionals with highly specialized
 

skills the agency does not need and cannot afford to place in
 
They will provide advisory services, professional
every bureau. 


leadership and innovation within AID in certain areas, and liaison
 

with ISTC and other 6rganizations on matters of general concern
 

to AID. DSB's role and the professional competence and visibility
 

of its staff are important to the image AID projects in the U.S.
 
It is there­academic and international agricultural community. 


fore essential that DSB's stature be enhanced by continuing at­

tention to the skills and quality of its staff.
 

Agriculturalists should be placed within bureaus and Mis­

sions so that they can actively participate in, provide leadership
 

for, and have responsibility for all aspects of strategy, policy,
 

program, and project developmento implementation, and evaluation.
 

Their technical advice should be readily available to and con­

sidered by decision makers (e.g., the Administrator, his Deputy,
 

Assistant Administrators and Mission Directors) and to others in
 

the organization. They should be the principal links with host
 

governments, other dcnors, U.S. universities and others on agri­

cultural matters of mutual interest. Existing organizational ar­

rangements and functional statements are adequate for these pur­

poses. The problems lie in practice rather than in the written
 

word. In some (many?) instances the "system" does not seem to
 

look to the agriculturalists for technical advice in the policy
 

and decision making process, and/or the opposite, they do not
 

offer it.
 

Implicit in the report's comments on organization is the
 

expectation that there will continue to be a decentralization of
 

technical staff in AID/W among the four regional bureaus and DSB.
 

From time to time over the years it has been proposed that all
 

technical staff be located in a single bureau, i.e. DSB, or that
 

DSB staff be drastically reduced and reassigned to the regional
 

bureaus. This study has not considered either of these proposals.
 

The first, centralization, would have the disadvantage of divi­

sion of responsibility for programs between the regional bureaus
 

and a central staff, with few, if any, obvious advantages. It
 

would involve a major restructuring of the agency, which does not
 

seem to be a likely possibility at this time. Dispersion of DSB
 

staff cannot be undertaken without a significant reduction in
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centrally-funded activities. If a program decision is made with
 
this effect, AID can then examine the staffing implications.
 

A brief comment on the Agriculture vs. Rural Development
 
issue (or non-issue). RD is multi-sectoral (e.g. agriculture,
 
health, education) and multi-disciplinary (e.g. technical, eco­
nomic, social, political). Agriculture is at the center of RD,
 
but it has nothing to do with many of the problems in RD. Often
 
the RD expert appears to be more concerned with the process, sys­
tems, social environment, and organizations than with production.
 
And the agricultural expert often appears to be concerned only with
 
the technical aspects of production, to the exclusion of other ele­
ments of rural development. The two fields are interrelated and
 
inter-dependent in AID's strategy. Neither group has all the
 
answers to the development problems of the rural poor, and both
 
are important to the success of many AID programs. While there
 
may Ibe merit (which AID/NE questions) to integrated staffs for
 
Agriculture and Rural Development, they are nct essential. More
 
important are increased interaction, mutual respect and understand­
ing between RD specialists and agriculturalists. Ways need to be
 
found to make them work together where this is not now happening.
 

B. Saffing
 

The sizes of A/RD staffs and their skill mixes will con­
tinue to vary, largely as a function of program composition, com­
plexity, and size. No burcau or mission can afford staff to cover
 
the entire range of functional areas within the A/RD/N sector. This
 
will not be possible even with greater concentration within country
 
programs. However, each mission needs professional personnel capa­
ble of dealing with strategy, p?,icy, program, and project design,
 
implementation, and evaluation. -(
 

As a minimum, every mission with an A/RD program should
 
have a Development Officer with functions described in Annex 12.2
 
Whether this person is an ADO or an RDO, or an ADO with an agri­
cultural background will depend on the nature of the program.
 
However, the person should have the professional background (MS
 
or P.) degree) and experience, analytical and management skills,
 
personality, and other attributes to permit him/her to carry out
 
his AID in-house responsibilities and relate to host government
 
officials, U.S. intermediaries, and others. The depth of experi­
ence and skills needed will depend on the size and scope of the
 
program and the role AID plays with the host government and other
 

I_ This report deals primarily with professional agriculturalists.
 
However, it should be noted that they cannot operate efficiently
 
without clerical support, which in many cases has been inadequate.
 

Annex 12 contains OPT's proposed job standards for agricultural
 
There is a view within AID that the standards (func­positions. 


tions) for the ADO are too broad for the persons the agency can
 
reasonably expect to fill such positions.
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donors. Nevertheless, the requirements ar, steep, and AID's in­
terests will not be well served by anything less than the best.
 
The grade range of the qualified Development Officer should be
 
R-4 to R-2.
 

Additional staff will include Project Managers/Advisors
 
and Agricultural Economists (AE) at the R-5 to R-3 grades. The
 
Project Manager (PM) should be strong on management and implement­
ation and, if possible, should have technical competence in the
 
project areas. He/she should have an MS degree and, it is hoped,
 
the potential for advancement to an ADO or Assistant ADO position.
 
A PM responsible for two or more projects may not be expert in all
 
of the areas. However, a PM for an agricultural project should be
 
an Agriculturalist. The view that project management does not re­
quire a technical background is not sound. While some generalists
 
(i.e. non-Agriculturalists) may be strong managers and intelligent
 
enough to understand many of the project technical details, they
 
work at a disadvantage in relations with host governments and con­
tractors.
 

The position of the AE is supportire of the ADO. The AE
 
should be able to deal with strategy, policy and program matters
 
and macro- and micro-analysis. In other words, with the economics
 
of agricultural development. He/she should have at least an
 
MS/MA degree in Agricultural Economics. A practical knowledge of
 
agriculture is important. (Unfortunately, some AID AEs do not
 
have educational bac~bgrounds in agricultural economics, let alone
 
agriculture.) The good AE 6hould be able to fill an ADO position
 
and, in time, possibly more senior agency assignments.
 

AID/W and field DH agricultural staff can be supplemented/
 
complemented in a number of ways. Project/Capital Development
 
and Assistant Program Officers play major roles in A/RD project
 
development and implementaion. As indicated earlier, the func­
tions of the non-agriculturalists vary among bureaus and missions,
 
depending on the nature of the projects, comparative skills, per­
sonalities, and work-load pressures. The backgrounds and experi­
ence of these employees and their use within AID are such that
 
they can do some tasks more effectively than can the agricultur­
alists. These include financial analysis, some project documen­
tations, and perhaps management of the project development and
 
implementation processes. It is important that there be cooper­
ation and collaboration by the Agricultural, Project/Capital
 
Development, and Program staffs, with sharing of responsibility,
 
usually in Project Committees, fully understood by allparticipants.
 
At the same time the agency should attempt to develop in its agri­
cultural personnel the ability to do, or at least a familiarity
 
with, the full range of functions discussed above.
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Another source of field assistance is foreign national
 
professional employees. A number of missions in the past have used
 
well trained, experienced foreign nationals for professional work
 
either locally or in third countries. With shortages of qualified
 
Americans, USDA ceiling limitations, and the high cost of assigning
 
Americans overseasp consideration should be given to selective em­
ployment of more foreign national agriculturalists.
 

AID/W and Mission resources can be supplemented by RSSA
 
and PASA staff on short and long term assignments. Various con­
tractual arrangements are also available, i.e. appointed and de­
tailed IPAs (See Section IV. H), Personal Service Contracts for
 
field work, Purchase Orders ($10,000 maximum), IQCs (up to 120 days),
 
and institutional contracts. The proposal that Missions have ad­
visory services contracts with particular universities offers an
 
excellent source of short term professi:onal help if continuity of
 
personnel can be assured.
 

C. ISTC
 

This report does not deal at great length with ISTC staff­
ing. There has been considerable planning relating to ISTC pro­
grams and staffing which has been discussed in hearings and inter­
agency fora. If Congress approves ISTC funding, implementation of
 

ISTC plans will take place over an extended period. ISTC capa­
bilities and relations with AID, other USG agencies, LDC govern­
ments, and U.S. and foreign research and other institutions will
 
evolve over time.
 

There are plans for ISTC to have an Agriculture Program
 
staff with direct-hire Civil Service employees, reimbursed and
 

ISTC staff would be selected on the
appointed IPAs, and Fellows. 

basis of demonstrated professional competence. The Fellows would
 
include LDC nationals as well as Americans. ISTC would also use
 
short-term experts under consultancy and other contractual arrange-


ISTC proposes to have flexible employement authorities,
ments. 

especially for the Fellows. For example, it is proposed that
 
full field security clearances not be required for most ISTC staff.
 
Universities and research institutions would be the principal
 
sources for ISTC staff, though a small number of AID/DS employees
 
would probably transfer to ISTCo
 

Last spring the ISTC Planning Office prepared a thoughtful
 
paper on ISTC-AID relationships. This paper was circulated within
 
IDCA and AID and will be a basis for detailed IDCA/AID/ISTC dis­
cussions if Congress finally approves the establishment of ISTC.
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IV. The AID Personnel Systems & Agricultural Staff
 

At the present time AID operates two personnel. systems.
 
Most professional agricultural employees (approximately 190) are
 
under the Foreign Service (FS) system, which requires availability
 
for assignments worldwide.
 

There are approximately 28 agriculturalists under the Civil
 
Service (GS) system. The Obey Amendment reclassification exercise
 
designated only about 10 highly specialized AID/W positions for
 
retention under Civil Service, and the rest will be under the
 
Foreign Service. Although present GS incumbents in FS positions
 
may remain in those jobs indefinitely or convert to FS to fill
 
overseas vacancies, neither option is satisfactory. Most of these
 
employees are at the GS-14 or 15 grades, and the agency has not
 
been willing to consider conversions to the comparable FS grades
 
(R-3 and 2). Being frozen in their current jobs cuts off promotion
 
and transfer possibilities. This Catch-22 situation has adversely
 
affected GS employee morale in other occupations." as well and
 
should be addressed by AID very soon. However, in view of the
 
relatively small number of GS positions and employees, this section
 
will deal only with the Foreign Service.
 

A. Classification of Positions
 

Positions are classified on the basis of job responsibil1;
 
ities, grade of Mission Director, size of overall country program,
 
agricultural program size and complexity, and A/RD staff numbers.
 
ADO positions now range from R-2 to R-4, with most at the R-3 level.
 
Deputy and Assistant ADO, Project Manager, and Agricultural Econo­
mist positions range from R-3 to R-5, with most at t 'e R-4 level.
 
(Before the tightening of job standards in the late 70s, AID posi­
tions were usually classified one grade higher than these levels.)
 
AID/W jobs occupied by FS staff.have been at the perso2l grades
 
of the incumbents, but new FS grades will be assigned.W-/
 

B. Assignments/Placement
 

Assignments are made by the Assignment Board (AB) chaired
 
by OPT, with representation by the EMS of each regional bureau.
 
OPT is supposed to propose assignments for AB approval. In prac-


Salaries are:
 
R-2 $50,112 GS-15 $40,832-$50,112
 
R-3 $37,067-$44,483J GS-14 $34,713-$45,126
 
R-4 $29,375-$35,249 plus overseas GS-13 $29,375-$38,186
 
R-5 $23,687-$28,426) allowances and GS-12 $24,703-$32,112
 
R-6 $19,451-$23,339) differentials
 
R-7 $16,288-$19,546)
 
R-8 $13,925-$16,709)
 
See Annex 11 for comparison of university and AID Foreign Service
 
salary and compensation levels for 1978-1979.
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tice, most assignments have been a matter of pre-arrangement by
 
the regional bureaus, usually with the active but informal involve­
ment of Mission Directors, the bureau EMS, Desk, and technical
 
staffs, and often the assistant or Deputy Assistant Administrator.
 
Employee job and post preferences are indicated on his/her Comple­
tion of Assignment Report, but they often bear little resemblance
 
to the real world and usually are not honored. An employee may be
 
assigned to a position at the same or one grade above or below his
 
personal rank. However, there are exceptions.
 

AID has recently decided to use the TPCA and an Agricultur­
alist in OPT to assist in the assignment process. Also, steps are
 
being taken to make prospective vacancies known to employees so
 
that they can be more realistic in expressing their post prefer­
ences. These moves should help improve the quality of and add a
 
human touch to the assignment process, which otherwise has seemed
 
very impersonal. However, in the short term, AID will have a lim­
ited number of well qualified employees, with competing demands
 
for their services.
 

C. Recruitment-


Outside or new-hire recruitment has been the responsibility
 
of OPT, but regional bureaus and Missions also are actively in­
volved with initial identification, screening and interviewing.
 
AID has looked outside to fill a job only as a last resort since
 
offices and Missions have not wanted to go through the recruit­
ment process which has taken up to 10 months. Also AID has been
 
reluctant to hire outside, especially at the R-2/3 levels, be­
cause of the adverse effect on career promotions. The excessive
 
processing time has been taken in screening, interviewing, refer­
ence checks, security and medical clearances, management decisions,
 
etc.
 

AID salaries at all grades have been generally competitive
 
with most USDA, university, Vd other career opportunities, espec­
ially at the R-3/4/5 levels.-! However, potential candidates have
 
been deterred by (a) problems in dealing with the AID personnel
 
system, (b) uncertainties and processing delays which disrupt per­
sonal plans, (c) reduced attraction of hardship overseas living,
 
especially for individuals with working wives and/or small children,
 
(d) AID's low professional image, and (e) concern about career de­
velopment and advancement potential within AID. Further, academic
 
work, including research, publishing, and consultancies, is often
 
more attractive to individuals with teaching opportunities even
 
at lower salaries. Only the most dedicated, hardiest and/or hun­
griest have outwaited the recruitment/processing ordeal, and 66
 
Aqriclturalists in addition to IDIs have been hired by AID since
 

/See Annex 11 for comparison of university and AID Foreign Service 
salary and compensation levels in 1978-79. 
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(See Annex 9.)
1976.1 


AID is now taking steps to improve the recruitment process.
 
These include requiring more discipline in the selection process,
 

e.g. approval by all bureaus of candidate suitability for agency
 
jobs,.and designation of specific position openings before pro­

cessing begins. These measures will help, but more needs to be
 

done to (a) upgrade the quality and efficiency of the recruitment
 
process from identification through appointment, (b) project a
 

better professional image (i.e. the role and status of the agri­

culturalist) and (c) explain the career opportunities in AID. The
 

latter two objectives require more than mere salesmanship. The
 

agency has to show by its program and personnel practices that it
 

offers a challenge and is a good place to work for professionals
 
interested in a general career in international agricultural de-


Active help and support of Title XII institutions are
velopment. 

also important.
 

Recruitment of highly qualified specialists suffers some
 

of the same problems and solutions discussed above. While there
 

should be a small core of specialists in AID (most in DS) with
 

professional standing and qualifications higher than those required
 

for ADO, Prnject Manager and most Advisor positions, this area
 

probably does not offer long-term careers in AID. Likely sources
 

for these specialists are universities, research institutions, and
 
AID needs persons still active in their professions. Such
USDA. 


(and should not) spend too
individuals will probably not wish to 

long as bureaucrats in situations where individual research op­
portunities are limited and professional career advancement is
 

frozen. Therefore, AID should recruit this staff for 2-4 year
 
appointments with the understanding that they will return to their
 

parent institutions or move on to positions with more professional
 
attraction. There should be greater use of IPAs and RSSAs if
 

candidates are reluctant to break their ties with current employers
 
for limited, non-career appointments in AID.
 

D. Women
 

AID now has about seven women in BS-10 positions or with
 
agriculture degrees and another 5 women IDIs with agriculture back­

grounds. Women Agriculturalists have not applied for AID jobs in
 
and AID has not made any special recruitment
significant nuxr&zers, 


effort. Since the profession of agriculture is still regarded as
 

a man's world, it is doubtful that there are many potential women
 
candidates. Nevertheless, AID's recruitment activities should en­
list BIFAD and JCAD help in identifying qualified women Agricultur­
alists for both permanent employment and short-term assignments.
 

1/New employees are given Limited Appointments, but usually
 
receive career status (tenure) after about three years.
 



E. International Development Intern (IDI) Program
 

The IDI program is now the principal recruitment source
 

kor professional staff. AID looks for persons at the MA/MS (and
 

PhD) level, preferably with some work experience overseas. A
 

few IDIs in short-skill areas havie been recruited with BA/ES de­

grees, again preferably with relevant experience. They enter a
 

two-year training program at the R-8 level with BA/BS degrees or
 

the R-7 level with MA/MS or PhD degrees, the e.tact salary depen­

dent on work experience. (Most A/RD IDIs have MS degrees, with
 

only a few at either the BS or PhD level.) They receive a broad
 

orientation (8 weeks) in development theory, AID history, strat­

egy, policies, documentation, and team work. They spend 1-6
 

months in AID/W in various work situations and, in addition, may
 

receive formal language training before transfer to the field.
 

The remainder of the two-year program is on-the-job training in
 

various Mission offices, usually on rotation. At the end of two
 

years, IDI graduates move into established Mission positions.
 

Promotiens are based on panel review, but if performance is good
 

and the IDI shows promise, he/she can expect a promotion to R-7
 

or R-6 at the end of one year an to R-6 or R-5 at the end of the
 

two years.
 

Overall, the IDI program has been successful in attracting
 

and providing initial training for young professionals. However,
 

as with all programs of this type, the quality of IDIs has been
 

mixed, their on-the-job training programs often have been inade­

quate, and promotions and retention tended to be automatic. AID
 

has strengthened the program in the past two years by being more
 

selective in recruitment, hiring less qualified persons at the
 

R-8 rather than the R-7 level, and being more rigorous about pro­

motion and retention.
 

in spite of OPT's best efforts, there have been defici­

encies in on-the-job training. The complaints are usually at
 

the field level and may involve A/RD IDIs more than others. An
 

IDI may be placed under the tutelage of an officer whose profes­
limited and attitude
sional qualifications and/or performance are 


Often a Mission
is negative and/or who lacks an ability to train. 

which is short of staff expects an IDI immediately to fill a
 

vacant position, yet gives him/her only limited supervision. The
 

good IDI will adapt to the situation and perform well. Some will
 

seek changes in assignments, but others do not, and as a conse­

quence they may not be well qualified to fill established posi­
tions at the end of their training.
 

The numbers, selection, training, and promotion of A/RD
 

IDIs require continuing attention. Bureau management, the TPCA,
 

and the ADO assigned to OPT all should more actively assist OPT/TD
 
The program should strive for excellence in train­in the program. 


ing and performance, and mediocrity should not be accepted. This
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report suggests several areas for further study:
 

(i) The numbers of A/RD IDIs recruited in the past 
2-3 years have been adequate to meet estimated
 
bureau requirements in the context of mission
 

However, if some of the recommenda­ceilings. 

tions in this study relating to career develop­
ment, training, details, and assignments to non-

A/RD positions are accepted, it may be desirable
 
to expand recruitment of A/RD IDIs.
 

(ii) Agricultural IDIs should not be recruited be­
low the MS level.
 

a Mission cannot offer a satisfactory train­(iii) If 

ing experience, the IDI should be moved to an­
other Mission that will.
 

(iv) Longer on-the-job training in AID, up to two
 
years, should be considered in more cases.
 

F. Career Development and Training
 

AID's record on career development is generally poor.
 

The absence of any meaningful systematic program in this area has
 

resulted in reduced competence and lower quality of service avail­

able for AID programs, as well as demoralization in the ranks 
of
 

the Agriculturalists.
 

No career counseling has been provided by OPT, and super­

visors have been less than frank in their advice and guidance to
 

their technical staff. The assignment process has been haphazard
 

and erratic: many placements have been made primarily because of
 

expediency and as a consequence square pegs have been forced into
 

round holes. Persons mis-assigned have been faulted for inadequate
 

performance. Agriculturalists have been criticized for inadequa­

cies in their technical and managerial competeny:, yet profession­

al upgrading has not been given much attention.
-/ The recent trans­

fer of an ADO to OPT and the involvement of TPCA members in the 
re­

cnruitment and assignment process are steps in the right direction.
 

However, it is essential that they both gain the support of 
manage­

ment by demonstrating their objectivity and selectivity and hold
 

the confidcne of AID's Agriculturalists.
 

VAt the present time one Agriculturalist is in long-term academic
 

training and two are in short-term university training. 	One 
ag-


There
riculturalist received long-term training in 1978-1979. 

was little rasponse within AID to OPT's offer of short-term tu­

torial training for Agriculturalists at Title XII universities.
 
Of the 319 attendees since 1975 in the three-month Development
 
Studies Program, primarily for R-3/4 personnel, only about 17
 

have been Agriculturalists.
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Much more needs to be done. All employees should becoun­

seled vn appropriate job openings, self-improvement, required
 

training, and realistic expectations for advancement. Younger
 

Agriculturalists with promise, e.g. from the ranks of ex-IDIs
 

and other employees with about six years or less of service,
 

should be identified for career development and advancement.
 

With.apprqptiate job .aasignments, training and recognition, 
they
 

can provide the excellence, innovation, and development leader­

ship AID hopes to achieve. Though many will peak as Project
 

Managers or Agricultural Economists, the better ones will become
 

senior ADOs, RDOs, and senior Project Development 
and Program
 

The best should be able to move into executive and
Officers. 
 A number of
other senior positions =tt1ae of the A/RD field. 

actions are proposed for AID consideration and implementation:
 

1. Training: Training of agriculturalists in AID in­

cludes the Development Studies Program (DSP), a few long-term, 

mainly senior training assignments, ad hoc short-term tutorial
 

or other training at universities, several short courses in 
con­

tracting, project design and evaluation, etc., and language in-


Training has been limited by non-availability of
struction. 

ceilings for long-term courses, reduced Operating Expenses funds,
 

and shortages of good people who can be spared for even short
 

periods.W A more significant constraint has been a negative 
attitude towardtraining which is in contrast to that found 

in
 

AID for a few skill groups and in agencies such as State and
 

DOD. Neither AID management nor agriculturalists have regarded
 

training as very important for program quality or career devel-

While this view may be a consequence of unsatisfactory
opment. 


or inconsequential experience, the times now argue for a change.
 

This report suggests several types of training, not as ends 
in
 

themselves or to deal with placement problems, but rather to
 

serve agency needs:
 
an intensive three-month course in
(a)DSP: The DSP is 
 The program
development W-ory and practice conducted by OPT. 


includes lectures by DSP faculty, other AID officials, and 
out­

side experts, extensive readings, discussion groups, team 
case
 

now AID's only formal mid-career course
studies, etc. It is 

and is open to professional staff from most skill categories.
 

At varioua times OPT has had difficulty filling spaces
 
Often students have been drafted and sometimes mar­in the DSP. 


ginal employees have been sent to the DSP because space was 
nvail-


Assuming that the agency is satisfied with the DSP con­able. 

tent, the program should be given higher priority for mid-level
 

professional technical personnel since it offers an opportunity
 

i/ In January, 1978, OPT prepared a report titled "Prospective 
on
 

Issues of Training and Retraining of AID Personnel" which high­

lighted the need for upgrading technical employees. No action
 

was taken to implement the recommendations.
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for such staff to gain a better understanding of development
 
theory and practice and of work in a multi-disciplinary setting.
 

The program should be required for persons at the R-5 as well
 

as higher levels, e.g. new employees beginning after their first
 

two-year assignment and ex-IDIs beginning after four years in
 

AID.
 

(b) Academic and other Formal Training: Both short-.and
 
long-term academic and other training of interest to the agency
 

should be increased. For example, training in Agricultural Eco­

nomics, Rural Development, Financial Analysis, and Management
 
for the ADOs, Assistant ADOs and Project Managers with potential
 

Such study should be
for advancement would be useful to AIP. 

undertaken in cooperation with Title X11 and other institutions
 
(e.g. IADS) and tailored to 1e backgrounds of the employees
 

and the needs of the agency..­

2. 	Seminars, Professional Meetings, and Travel: Seminars
 

and workshops on current developments in agriculture and other
 

development topics and management should be organized in AID/W
 

and at selected field posts with outsid experts and required
 

attendance by AID agriculturalists and other staff. More (se­

lected) agriculturalists should attend professional meetings in
 

the U.S. and abroad to represent AID and to "learn" from others.
 

Finally, there should be more inter-Mission travel to view suc­

cessful development projects and visits to Title XII universities
 

involved in AID projects. The seminars, meeting and travel
 

mentioned here should be approved only if they serve AID inter-,
 

ests and should not be regarded as "junkets" merely for the per­

sonal benefit of the attendees.
 

3. Details or Assignments to other Agencies and Insti.-'
 

tutions:
 

With projects now implemented (and, in some inotances,
 

designed) by intermediaries, AID agriculturalists do not parti­

cipate in important aspects of the development process as they
 

did in the past. To fill this gap in experience, AID should de­

tail a few agriculturalists each year on a selective basis to
 

U.S. universities (possibly semester exchanges, with faculty
 

joining AID) and contract teams, USDA/W and PASA teams, and or­

ganizations such as the International Food Policy Research In­

stitute. These assignments, which can be arranged as IPAs or
 

details for varying periods, possibly with cost-sharing by
 

the receiving organization, will provide learning, teaching,
 

and research experiences benefitting AID, the exchange institu­

tions, and the employees.
 

i_/	It is assumed that AID will continue to provide intensive
 

language training when required. However, an expansion of
 

French language instruction is probably in order.
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4. Assignments to Non-Agricultural Positions: In recent
 

years Agriculturalists have been unable to compete successfully
 

for promotions, higher career opportunities, or otherwise with
 

Program and Project/Capital and General/Rural /Rural Development
 
It is clAimed that too often decisions involving agri-
Officers. 


culture are made by persons who know little or nothing about the
 

A few BS-10 employees have successfully transferred to
sectot. 

other specialities, but usually out of frustration or becauae
 

they perceive a greener pasture outside the A/RD sector.
 

The proposition "If you can't beat them, themjoin them"
 

is worth testing. Some of the younger Agriculturalists, in par­

ticular those from the IDI program, should be considered for
 

assignment to or training for "generalist" positions. A full or
 

partial tour outvkde or even a permanent transfer from the A/RD 

discipline would benefit both the employee and the receiving of­

fice and, it is hoped, result in program enrichment.
 

G. Promotions and Expectations: As indicated above, Agri­

culturalists have received few promotions during:: the past three
 
Also, the number actually promoted as
 years. (See Annex 10.) 


a percentage (12%) of total BS-10 employees "Recommended" was
 

smaller than the percentages for almost every other skill cate-


There are probably several reasons--overall limitation
 gory. 

on number of promotions in AID, congestion from a larger number
 

of higher ranking BS-10 employees already in the system, rela­

tively low PERs, and higher priority accorded other skill cate­

gories. Regardless of the reasons, paucity of promotions has
 

been the single element most adversely affecting BS-10 employee
 

morale. The 1979 Panels should provide some relief since BS-10
 

retirements have left vacancies at the R-2 and R-3 gradcs.
 

In advance of seeing the results of the 1979 Panelsi it
 

is not possible to reach a conclusion whether the FS promotion
 

system is unfairly weighted to the disadvantage of BS-10 employees.
 

FSR-4/5/6 employees are reviewed and compete with other Pro­

gram Management employees, e.g. General Development, Health, Popu-

At the R-3 level they are reviewed and
lation, Education, etc. 


compete with Program Direction, Management, and Support employees.
 

Numbers of promotions are decided on the basis of overall staffing
 

levels at each grade and, at the R-3/4/5 levels, within the three
 

Actual promotions result from high rank ordering 
re­

clusters. 

gardless of numbers of positions in each BS.
 

There is basis to question the validity of all aspects of
 

the FS promotion system: the PER, management review and input.,
 

promotion panel review, and rank ordering. How objective and
 
Does it represent management's views about
reliable is the PER? 


-Can the Promotion Panel be completely objective?
the employee? 

Is there a valid
Is everyone "Recommended" really promotable? 


performance quality distinction between employees, for example,
 

at ranks 15-18 with those at 19-21? The former may be promoted,
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the latter not, even though all have been "Recommended" by the
 

Panel.
 

My preliminary view is that promotions should be based
 

on room at each grade within a particular BS, if the promotion
 

system does not bring forward the quality, skils, and numbers
 

needed at the FSR-2/3 levels, AID bhould consider outside recruit­

ment for either permanert or time limited appointments (including
 

IPAs). It is urged th&t the Promotion system be evaluated after
 

the 1979 panels in the context of AID's needs for professional
 

personnel.
 

Promotions aside, there is an absence of reality in FS
 
In part because of the fast.and excessive
staff expectations. 


promotions of the 60s and early 70s, everyone, regardless of job
 

assignments and quality of performance, has aspired to the
 

R-1/2/3 levels and some to Executive appointments. Many reached
 

these grades and immediately or subsequently became placement
 

problems. For a period in the 70s promotions ceased or came J
 

more slowly, munh to the disappointment of staff. A few good
 
Others who stayed
BS-10 employees left AID for better jobs. 


are restive and may decide to resign.
 

The real world in AID now leaves less room for ambition
 
Employees
and expectations, but the door should not be closed. 


need more counseling on what they can hope to achieve in an AID
 

In a universe of approximately 260-280 BS-10 jobs there
 career. 

probably will be few, if any, at the R-1 level and probably only
 

Thus R-3 will be the terminal or
30-35 at R-2 and 75-85 at R-3. 

retirement grade for most BS-10 employees and R-4 for some. At
 

current salary levels, R-3 ($37,067-$44,483) and R-4 ($29,375­

$35,249) are respectable grades and aetainly compare favorably
 

with the USDA career service and faculty salaries at most U.S.
 

universities. However, what seems to be lacking at the moment
 

is the possibility that some of those at the R-2/3 level will
 

be considered for senior assignments if they have the management
 

or other skills required for such jobs.
 

(IPA)
H. Intergovernmental Personnel Appointments 


Appointed IPAs can be used to fill established positions
 

(i.e. within ceilings) in Missions and AID/W for periods up to
 

2-4 years. IPA Reimbursable Details are not charged to ceilings
 

and are useful for supplementing and upgrading AID's technical
 

competence. However, they cannot take the place or carry out the
 

At USDA GS-15 jobs ($s0,832-$50,i12) are rare, a GS-14 grade
 

($34,713-$45,126) is top for most professional employees, and
 

many (probably average performers) remain at the GS-13 level
 

($29,375-$38,186).
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functions of DH employees. Neither type of IPA is now employed
 

extensively by AID in the A/RD area, probably for a number of
 

(Section II.B.2.j. has information on current IPAs;)
reasons. 


AID bureaus have not demonstrated a strong interest in
 

IPAs by their identification of positions and tasks suitable for
 

academically oriented talent and by active recruitment of quali­

fied persons with backgrounds in international programs. There
 

has been a preference for career employees for established posi­

tions, sometimes without regard for qualifications and suitabil--


Further, reduced Operating Expenses funds and inflexibility
ity. 

on compensation for reimbursable details have been limiting fac-


On the other side, potential candidates have been deterred
tors. 

by the compensation limits for reimbursable details to the high
 

professional image, and
cost Washington area, AID's tarnisl'w 

questions whether the jobs offer useful experience and personal
 

satisfaction. Candidates with and without tenure are also re­

luctant to absent themselves from universities for obvious reasons
 

relating to their career advancement. In th..s regard, the uni­

versities have probably not done enough to r&%ssure staff and en­

courage IPA assignments in the interests of both the universities
 

and individual careers, and provide the necessary administrative
 

flexibility.
 

TPCA, bureau management, OPT, and BIFAD should review
 

whether there are opportunities and mechanisms for increased use
 

of IPAs. Elements for study are identification of established
 

positions and suitable reimbursable details (including replace­

ments for AID employees in training), flexibility in compensa­
(USDA
tion arrangements, use of reimbursable details for Missions 


has one on a PASA in LAC), conflict of interest, comparability
 

of AID practices with those of other avencies such as USDA, and
 

need for new legislative authority. At an appropriate time AID
 

should consult JCAD to explore whether, from the university side,
 

increased use of IPAs is feasible and, if it is, how cooperation
 

can be encouraged to effect the increase.
 

I. Joint Appointments
 

Earlier this year the BIFAD Board proposed that, in or­

der to assure the availability of highly qualified agricultur­

alists, AID consider Joint AID-university appointments of aca­

demic staff. Presumably AID would agree to reimburse a univer­

sity for a portion of the appointee!s time, and he/she would be
 

available to assist AID staff in Washington and the field on both
 

short- and long-term assignments. Appointees presumably would
 

not count against AID ceilings.
 

USDA practice has been cited as a precedent. USDA makes
 

joint appointments in connection with its statutory authority
 

(Smith-Lever Act of 1914) to carry out cooperative agricultural
 



- 32 ­

extension work in colleges under Section 341 et seq. of Title 
7,
 

U.S. Code. These appointments have been authorized by the Civil
 

Service Commission on the theory that state employees in land
 

grant colleges were performing Federal as well as state functions.
 

Although these joint appointees do not count against USDA per­

sonnel ceilings, the appointees receive health insurance, life
 

insurance, and other Federal benefits. :it is understood that
 

USDA uses joint appointment personnel on overseas PASAs, again
 

without charge to ceilings.
 

The BIFAD proposal was not studied in detail by AID or
 
However, on the surface, the USDA prece­pursued by the Board. 


dent does not appear to be applicable (Title XII notwithstanding),
 

since there is no parallel in AID to the inter-relationship 
be­

tween USDA, the universities, and state extension services. 
Pre­

cedent aside, the pincipal question is whether a joint appoint­

ment mechanism offers any advantages over IPAs, expert/consultant
 

authorities, university contracts and cooperative agreements/
 The ex­grants, PSCs, IQCs, Purchase Orders, PASAs, and RSSAs. 


panded use of existing mechanisms should be pursued before AID
 

seeks necessary legislative authority for joint appointments
 

unless there are clear needs and advantages for the latter.
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Annex 1 

AID DEVELOPMENT ASSISTANCE 
($ million) 

FY78 
Actual 

FY79 
Est.Actual 

FY80 
Est.OYB 

FY81 
Proposed 

A/ED/N 
Sec. 103) 
Total 
Grants 
Loans 

554 
275 
279 

612 
321 
291 

620 
339 
281 

799 
415 
384 

Pop.plan 
Total 
Grants 
Loans 

Health 
Total 
Grants 
Loans 

155 
149 

6 

101 
45 
56 

185 
172 

13 

127 
68 
59 

195 
187 

8 

125 
83 
42 

239 
219 

19 

161 
105 
56 

E/HR 
Total 
Grants 
Loans 

88 
70 
18 

97 
83 
14 

112 
96 
16 

121 
97 
24 

Sel.Dev.Act 
Total 
Grants 
Loans 

102 
74 
28 

122 
94 
28 

130 
115 
15 

215 
164 
51 

Subtotal 
Grants 
Loans 

Sahel Total 
A/RD/N 
(All Grants) 

Total 

1000 
614 
386 

50 
48 

1050 

1143 
739 
404 

75 
57 

1218 

1181 
820 
361 

100 
82 

1281 

1535 
1001 
534 

121 
107 

1565 
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AID DEVELOPMENT ASSISTANCE 

Sec.103&Sahel 

A/RD/N % of
 
Dev. Assist.
 

Sec.103&Sahel 

A/RD % of
 
Dev.Assist.
 

Sec.103/Sahel/ 

ESF A/RD as
 
% of Total
 

Sec.104(c)&Sahel 

Health as % of DA
 

Sec. 104 (c)/Sahel/ 
ESF 

Health as %
 
of Total
 

Sec.104 (b)&Sahel 
Pop.Plan.as
 
% of Dev.Assist.
 

Sec. 104 (b)/Sahel/ 
ESF 

Pop.Plan. as
 
% of Total
 

Sec.105&Sahel 

E/HR % of
 
Dev. Assist.
 

Sec.105/Sahel/ESF

E/HR as 
% of Total
 

Sec. 106&Sahel 
Sel.Dev.Act as
 
% of Dev.Assist.
 

Sec.106/Sahel/ESF 

Sel.Dev.Act as
 
% of Total
 

FY78 

Actual 


57% 


NA 

NA 


10% 


NA 


15% 

NA 


8% 


NA 


10% 

NA 


(% figures)
 

FY79 

Est.Actual 


55% 


54% 


25% 


11% 


10% 


15% 

6% 


8% 


4% 


10% 

54% 


FY80 

Est.OYB 


55% 


54% 


NA 


10% 


NA 


15% 

NA 


9% 


NA 


10% 

NA 


FY81
 
Proposed
 

55%
 

53%
 

NA
 

10%
 

NA
 

14% 

NA
 

8%
 

NA
 

13% 

NA
 

http:Pop.Plan.as
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Annex 3
 

AGRICULTURE, RURAL DEVELOPMENT & NUTRITION 
Sec. 103, Sahel, ESF 

($ million) 

FY79 FYS0 FY81
 
Est Actuals Est OYB Proposed
 

106.2 139.1
Ag Inputs 95.3 

Rur.Elec. 82.6 31.1 42.8
 

41.4 70.6
Credit 10.0 

Land Dev. 8.9 2.0 7.9
 

19.7 25.8
Land.Set. 4.3 

24.7 68.0
Land Mgt & Cons. 9.1 


Non.Conv.
 
Rur.Energy 4.0 2.2 17.1
 

19.8 11.3
Rur.Rds 21.3 

Storage 2.8 5.5 .2
 

51.8 68.8
Wat.Dev. 41.4 


304.4 451.6
Subtotal 279.7 


Sahel
 
.5
Ag Inputs 


1.0 1.2
Credit 

Land Dev, 1.0 1.6 1.9
 

Land Mgt & Const 7.4 12.3 12.3
 
Non.Con.Rur.
 

.5 1.4
Energy 

8.1 6.9
Rur.Rds 2.5 


.2
Storage 

2.0 5.7 27.0
Wat.Dev. 


29.2 51.2
Subtotal 13.1 


ESF
 

Subtotal 104.0 NA NA
 

Sbo 396.8 333.6 502.8
 

Sec. 103
 

Res.-U.S. 43.0 27.5 36.2
 
Res.-LDC 55.5 56.1 73.2
 
Extension 39.8 64.3 34.5
 
Int.Ctrs. 26.5 .7 .8
 
Local Inst. 24.0 28.9 31.2
 

Land Ref. .4 .4 .4
 
Marketing 7.8 22.5 19.0
 
Plan&Pol-Ag 41.6 44.2 47.1
 
PVOs 2.8 9.0 17.7
 
Rur.Ents. 36.5. 23.5 27.5
 

Educ&Trng 38.8 18.7 18.1
 
U.S.Inst.Cap 3.2 5.5 5.5
 

301.3 311.2
Subtotal 319.0 
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FY79 

Est.Actuals 


Sabel
 

Res.U.S. 

5.4
Res.-LDC 


Extensio 
 22.1 

Locallnst 
 2.9 

Marketing 

Plan&Pol.Ag 9.6 

PVOs 

Rur.Ents. 1.2 

Educ.&Trng 2.3 


Subtotal 43.5 


Subtotal 41.3 

S tal 404.7 

Total 801.5 


FY80 

Est.OYB 


11.0 

21.4 

2.4 

2.0 


10.5 

.1.5 

1.3 

2 


52.4 


NA 


353.7 


687.3 


FY81
 
Proposed
 

.3
 
8.0
 

22.3
 
4.9
 
1.4
 

11.8
 
1.6
 
1.0
 
1.9
 

53.2
 

NA
 

364.4 

867.2
 

Annex 3
 
ccntinued
 

http:Plan&Pol.Ag
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ECONOMIC SUPPORT FUND
 

FY1979
 
($ million) 

A/RD 145.3 

Health 178.7 

Population 6.5 

E/HR 39.6 

Miscellaneous 
(including IP, 
cash transfers, 
industry, infra­
structure) 

1,567.5 

Total 1,937.6 
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Annex 5
June, 1978ARICULTURAL DEVELOPME-. Policy Paper, 

20 

0. Staffing Implications
 

This policy has significant staffing implications. Its successful imple­

mentation requires an increased level of mission personnel professionally
 

trained inmost, perhaps all, of the five functional categories (discussed
 

below), to enable them to develop sound projects and manage high calibre
 

technical assistance. This need arises from the on-going depletion of
 

professional agricultural and related social science expertise in the
 

Agency; the complexity of agricultural development programs and issues;
 

the critical importance of technological change for agricultural develop­

ment; and the rapid increase of technically competent personnel in the
 

developing countries who view with impatience the surface treatment of
 

their problems often provided by dcveloped countries. It is crucial that
 

all staff, regardless of specialization, have a strong commitment to
 

acquiring a deep understanding of the culture inwhich they are working,
 

including a sensitivity to the concerns of the rural poor. A.I.D. should
 

also make special e, )rts to see that a greater number of women are brought
 

into agricultural professional positions, both in LDC institutions through
 

A.I.D. supported participant training and inA.I.D. direct-hire and contract
 

positions.
 

The bulk of A.I.D.'s technical assistance will continue to be provided
 

under contract and consulting arrangements, much of it by U.S. universities
 

under Title XII of the Foreign Assistance Act ("Famine Prevention and
 

Freedom fron Hunger"), which authorizes A.I.D. to institute programs to
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encourage increased and longer term involvement of U.S. land-grant and
 

other universities inefforts to apply science to solving food and nu­

trition problems of developing countries. These efforts, under the law,
 

must focus on the needs and participation of small farmers and their
 

effective access to improved technology. A central concern of A.I.D.
 

will be that the planning, research, education, extension, agricultural
 

engineering, analytical, and other expertise and training supported un­

der Title XII be consistent with this focus. Title XII provides author­

ity for a seven member Board for International Food and Agricultural De­

velopment (BIFAD) to assist inthe administrAtlon of these programs and
 

help-maintain the appropriate focus. BIFAD should also be able to help
 

A.I.D. meet its direct-hire technical and professional agricultural staff­

ing needs. Title XII institutions could provide long and short term train­

ing for A.I.D. staff, as well as provide professional training for new
 

staff. University staff members could be seconded to A.I.D. for time­

limited appointments (e.g., tnrough the Intergovernmental Personnel Act),
 

Identifying and recruiting appropriately qualified personnel isprobably
 

the most difficult challenge BIFAD and A.I.D. face inimplementing A.I.D.
 

agriculture policy.
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DS and REGIONAL BUREAU A/RD/N POSITIONS and FY79 PROGRAM 

Advisors FY79 Programs 

Dev. Officers 
Ag. or other 
Economists 

Specialists 
Project Mgrs 

Total ($ million) 
A/RD Nutrition 

DS/AGR 3 5 18 26 67.9 5.5 

DS/RD 2 1 2 5 

•DS/N 1 -- 8 9 

ASIA/ARD 

ASIA/Nutrition 

1 

--

1 

--

4 

1 

6 

1 286.6 .3 

ASIA/Field -/ 14+14 7+1 11+8+1 56 

AFR/ARD 

AFR/Reg 

3 

1 

2 

--

4 

--

9 

1 154.4 1.0 

AFR/Field ­/ 34+4 13 41+1 93 

NE/AD 1 1 5 7 

NE/RD 4 -- 3 7 161.3 neg].° 

NE/Field3- 9+3 4 9 25 

LAC/RD 3 5 2 10 

LAC/Nutrition - 1 1 127.6 2.4 

LAC/Field 24+1 13 8+5+3 54 

PDC -- 3.5 2.6 

i/ Includes up to 23 RD and 1 Nutrition 
/ ncludes up to 5 RD 

Includes up to 3 RD 
_/ Includes up to 6 RDI) 

and 3 Nutrition 
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AID DIRECT HIRE PERSONNEL 

Foreign Service and GS
 

Overseas AID/W 

Positions Employees Positions Employees 

Program Direction 
469Subtotal 359 307 544 


Proaram
Implementation
 

Agriculture. 203 161 76 59 

Health & Sanitation 51 38 54 42 

Population 25 20 33 26 

Education 37 31 65 59 

Food-for-Peace 25 20 6 6 

Engineering 97 76 37 31 

General Development 187 150 78 62 

Capital Development 142 117 89 70 

IDIs 116 1121 --

Subtotal 883 725 439 355 

Program Support
 

473 1405
Subtotal 549 1665 


TOTAL 1791 1505 2648 2229
 

Total Positions 4439
 

Total Employees 3734
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AID AGRICULTURAL POSITIONS AND EMPLOYEES
 

(Excludes BIFAD staff)
 

Employees
Positions 


Overseas
 
8
19 

38
 

R-2 

53
R-3 


70
R-4 110 

39
16 

4
 

R-5 


R-6 

159
198 


AID/W
 

1
R-1 	 1 

5
R-2 	 6 

13
15
R-3 

11
12 

2
 

R-4 

2
R-5 


32
36 


GS-16+ 3
 
9
GS-15 12 

12
19 

2
 

GS-14 


GS-13 6 

4o26
 

58
76
Subtotal 


217
TOTAL 	 274 


11 	Includes about 16 positions 

designated Foreign Service 
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AID NEW HIRE
 

Foreign Service Agriculturalists
 
1976-1979
 

Development Officers
 

R-3 1
 
R-4 12
 
R-5 2
 

Economists
 

•R-3 	 3 
R-4 ,1 
R-5 

Project Managers and Advisors
 

R-4 14
 
R-5 10
 
R-6
 

IDIs (R-8/7)

'Proposed
 

Winter
 
1980
 

Agriculture-General 34 4
 
Agricultural Economists 18 2
 
Forestry 3
 

Mid Level IDI
 

1976 4
 
1977 11
 
1978 28
 
1979 22
 

tlncludes 2 women
 

-/Includes 3 women
 

-/Includes 9 women, 8 of whom are still in AID.
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PROMOTIONS OF AID 

FOREIGN SERVICE AGRICULTURALISTS (BS-10) 

Panels R-3 to R-2 
Total BS-10 

.R-4 to R-3 
Total BS-10 

R-5 to R-4 
Total BS-10 Total BS-10 

1976 

1977 

1978 

TOTAL 

17 

-

12 

29 

--

--

-­

--

44 

13 

50 

107 

--

1 

2 

3 

88 

42 

50 

180 

5 

4 

2 

11 

149 

55 

112 

316 

5 

5 

4 

14 
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SALARIES AND COMPENSATION
 

Professor 

Catesory I Public Institutions 
1978-79 - 12 month year 

(1.33 Standard Academic Year) 

Salary Compensation 

$31,390 - 45,760 $35,520 - 53,870 R-2 

R-3 

AID Foreign Service 
1978-79 

Salary Compensation!/. 

$44,430 - 47,500 $55,981 - 59,850 

34,842-- 41,572 43,900 ­ 52,380 

Associate $25,540 - 31,390 28,870 - 37,910 R-4 27,453- 32,943 34,950 - 41,508 

Assistant $21,020 - 24,480 23,680 - 29,400 R-5 22,137- 26,585 27,893 - 33,497 

Instructor 16,230 - 20,490 18,360 - 24,610 R-6 
R-7 

18,178-
15,222-

21,815 
18,264 

22,904 
19,180 

- 27,487 
- 23,803 

1/Compensation package (salary, retirement, bealth and life insurance,
 
and miscellaneous benefits) has been calculated at 126% of salary,
 

of which about 20% is the estimated total, real cost of Federal re­
tirement programs. Source: Office of Personnel Management.
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ANNEX: 12
 

OPT PROPOSED JOB STANDARDS
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POSITION TITLES:
 

Agricultural Development Officer 0401.
 

Deputy Agricultural Development Officer 0401.
 

Assistant Agricultural Development Officer 0401.
 

The Agricultural Development Officer plans and ad­

ministers the Missions or Region's agricultural development
 

program.
 

The Deputy Agricultural Development Officer performs
 

any or all of the functions of the program and acts in
 

the absence of the Agricultural Development Cfficer.
 

The Assistant Agricultural Development Officer performs
 

any of the assigned responsibilities of the program.
 

NATURE AND SCOPE OF WORK
 

Agricultural.development is the strategy designed to
 

strengthen the capability of developing countries in pro­

ducing and getting more food to hungry and malnourished
 

people. Means of accomplishing this include$ the accele­

ration of domestic food production and increasing income
 

levels of the poor who are dependent on agriculture.
 

Increased emphasis must be placed on problems of employ­

ment and income distribution, particularly on problems of
 

the small farmer and landless laborer. New jobs must be
 

made available in market towns and urban centers to expand
 

production and create employment and capital; and access
 

to health, education and family planning services must be
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Therefore, the thrust of A.I.D.'s agricultural
improved. 


development programs is to improve the quality of life
 

of the poor by promoting and coordinating programs in
 

all areas of agriculture and related fields.
 

The functions of the Agriculture Development Officer
 

position will vary with Mission programmatic needs. This
 

position standard is intended to be a guide only. Functions
 

"
 may ran e frm one of staff adv1sn . snior 


ment to one of a senior line officer rPqpnns
4ible LcP pro­

gramming, planning and implementing all mission activities
 

in the aar sector. 

Agriculture development encompasses a broad range of
 

agricultural and agricultureirelated programs which include:
 

agricultural research, education, extension systems, nutrition
 

livestock, agronomy, forestry, fisheries, hortoculture, land
 

use, farm roads, marketing, credit, cooperatives, industries,
 

and other investments, rural physical infrastructure, local
 

administration, local institutions, women's role in agri­

cultur~development, and the interrelationship of agricultural
 

development with other economic, social and political develop­

ments. These proqrams interact predominantly with those of
 

rural development or community organizations. Missions may
 

have both an agricultural office and a rural development
 

office. In such a situation, programs directed at
 

are
agriculture/productivity and production 
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normally located in the agriculture office while programs
 

directed at off-farm rural employment, agrarian reform,
 

integrated or area development approaches, development
 

of cooperatives and local organizations, and rural finan­

cial markets would normally be located in the rural develop-


Some activities such as marketing, sector
ment office. 


planning,credit and cooperatives could be assigned .to 
either
 

office depending on their particular focus and relationship
 

to other programs and on cooperating country or Mission
 

needs. Where it is impractical or unnecessary to have both
 

an agricultural and a rural development office at the line
 

level, the Mission should determine the position title for
 

the single office based on the content and nature of the
 

Mission's program. Reference should be made to the
 

occupational standard for the Rural Development Officer,
 

ASOC 

REPRESENTATIVE DUTIES
 

1. Participates with cooperatinq government officials 
in
 

examining agricultural development policy with reference
 

to the national economy; national objectives and regional
 

variations; environmental constraints; levels of policy
 

authority; maximizing resources efficiencies; coordination
 

with private/public sector activities; inter-agency 
coor­

resource inputs, available tech­dination; local autonomy; 


nologies; cost/benefits; management; training and evaluation;
 

status of research and agricultural technology; 
energy and power
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and coordinationof women into agricultural development
 

activities.
 

2. Participates with the Mission or Regional Director and
 

other senior staff in planning and designing A.I.D. pro­

grams and projects for the country or region-and provides
 

policy, management and technical advice on the role
 

considered appropriate for the agricultural development
 

program and each of its sector components.
 

3. Participates with responsible Mission or Regional staff
 

in advising and negotiating with :ooperating country officials
 

on the planning, design and financial and administrative
 

-requirements of the countr s agricultural development pro­

gram taking into consideration Mission staffs and services
 

provided at the particular Mission (e.g., Food foi Peace,
 

Voluntary Agencies).
 

4. Works closely with the Capital Resources Office and the
 

Program Office in establishing the loan and grant funding
 

levels for the sector components of-agricultural develop­

ment programs and projects.
 

5. Participates in the preparation, review and submission of
 

required program and project documentation from the coope­

rating government, PASA, contractors and agricultural develop­

ment and other Mission staffs.
 

6. Advises and confers with United Nations, other country
 

and independent donors on their on-going and'planned advisory,
 

institutional and monetary contribution to the total country
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or regional agricultural development program, and negotiates
 

with them on the most appropriate showing of responsibility
 

for assistance.
 

7. Maintains continuing contact with cooperating government
 

officials, other donors, voluntary agencies, educational
 

and private institutions, and cooperating country contractors
 

to insure compliance with commitments, resolve problems,
 

and determine if additional loan or grant funding should be
 

extended.
 

8. Monitors U.S. participating agency and private contractor
 

activities to insure that projects for which they are
 

responsible are implemented in accordance with terms of
 

the contract and recommends corrective action, if indicated.
 

9. Travels extensively to monitor and provide management
 

and technical guidance to project staff; to advise and
 

negotiate with local level officials ; and to evaluate the
 

impact that the programs and project initiatives are having
 

on agricultural development objectives. Advises the
 

Mission Director on status of programs and potential prob­

lem areas.
 

10. Directs and supervises project managers and technical
 

advisory scope assigned to agricultural development office
 

and may serve as project manager for one or more agricultural
 

development projects.
 

QUALIFICATIONS
 

The appropriate qualifications requirements are normally
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a combination of experience in rural and agricultural en­

virunments of less developed countries and academic training,
 

preferably at least at the Master's level in such areas as
 

agriculture, agriculture economics and related fields of
 

agricultural development. Experience, interest and ability
 

to work in and relate to an agricultural environment is the
 

most important qualification,asd can also be considered
 

qualified if supported by relevant past experience.
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POSITIOI TITLE:
 

0401.

PrcJect Manager (Agriculture) 


The Project Manager (Agriculture) 
is responsible for
 

the management and surveillance of 
A.I.D. funded Agricul­

tural development assistance projects.
 

NATURE AND SCOPE OF WORK:
 

The Project Manager (Agriculture) 
has the overall
 

responsibility for the management, 
monitoring, coordinating
 

and evaluating the progress, effectiveness 
and compliance
 

of assigned agricultural projects 
in a wide variety of
 

The Project Manager's role will vary
specialized fields. 


depending on the Mission's program 
needs and the extent to
 

which the cooperating government officials 
may become involved
 

in project management. In accordance with the U.S. policy
 

.andate for extending overseas development 
assistance to
 

encouraged to place

less developed countries, Missions 

are 


practical on the cooperating
as much responsibility as 


government and its government and 
private sector institutions
 

for programs and project planning, 
management and implementatior.
 

Prefcernbly, the cooperating government 
should exercise full
 

responsibility for this management of the 
project with in­

and operational effectiveness
zpections of itz progrezs 


Manager. Depending uponthe Projectbeing conducted .y 


technical anti
 
the typ'.' of project and the level of 


of' the coopr;Itli$ countr-

managnre :il ex)(!rt-i,3f the 



Manager may be required to assume full-time technical 
and
 

If less immediate
managerial direction of the project. 


monitoring is necessary, the Project Manager (Agriculture)
 

makes on-site inspections to evaluate project status 
and
 

advise w:ith and provide guidance to local level 
project
 

workers.
 

The Project Manager (Agriculture) participates 
in new
 

project design, the redesign of on-going projects 
and
 

contract renegotiation, but is not involved in the 
initial
 

planning or design stages of Mission or Regional Program
 

planning.
 

The Project Manager (Agriculture) reports to the
 

Agriculture Development Officer for the Mission or Region
 

or in smaller Missions may report to the Mission Director
 

or designee.
 

REPRESENTATIVE DUTIES:
 

1. On new agricultural projects initiated and designed
 

at the Mission level, pazticipates with responsible
 

A.I.D and cooperating country staff, PASA and contract
 

to evalunterepresentatives in project design and review 

and advise on the ;cope of the project; role of U.S. 

institutional and other donor m;anpoi:c't ar.d training cort­

ponento; level of experti:' - .fb coopc:cating coun~Ly 

tafCif'; aj'regat," :none tnrv. a;nd futiding, level:.;; pr' Cor"tb 

(i v. I'A.;A, cont:-:ct , tetc .) and
mut.!tiI of* :taffing 



program and fiscal documentation and reporting require­

ments.
 

2. Coordinates, directs and participates in the administra­

tion of assigned agricultural projects by overseeing and
 

ccordinating performance; quality, adequacy and condition
 

of equipment; competence and performance of PASA and
 

contractor personnel; project cost and progress; methods
 

and acceptability of project reporting, timeliness in
 

meeting commitments and scheduled completion dates and
 

other related management objectives.
 

3. Based on evaluation of project status, level of accep­

tability and future need in meeting U.S. and cooperating
 

country development objectives, recommends continued
 

funding, withholding of funds or withdrawal of A.I.D.
 

from further participation in the project.
 

4. Works closely with and advises central.and local
 

level counterparts and with other cooperating country
 

institutions, contract personnel. and other donors par­

ticipating in the project to insure coordinated and executed
 

managerial performance.
 

5. Recommends and secures specialized technical guidance
 

for any project activity which requires additional. sup­

portive assistance in tho numerous agricultural specialized 

flelds and propares all]. necessary juiti firmn!:on and pror':tmn 

docusinti tion involved. 
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6. Monitors and audits financial disbursement 
procedures
 

by cooperating government ministeries and 
institutions
 

responsible for the project and advises responsible 
Mission
 

offices of need for corrective action or investigation.
 

Works with appropriate cooperating government 
entities
 

7. 


to insure adherence to environmental and ecological,
 

considerations in project operations.
 

In order to identify potential priorities, needs 
and
 

8. 


problems and to provide technical advi.ce and assistance,
 

concerns of the cooperating
keeps informed of agricultural 


country as related to assigned projects. Keeps abreast
 

of agricultural research being conducted in cooperating
 

country as well as similar research in the U.S. 
and else­

where.
 

9. Participates in the preparation and submission 
of all
 

required 	program and project documentation and 
has con­

trans­
tinuing responsibility for obtaining, reviewing 

and 


mitting all project loan and grant funded 
cooperating
 

reports and documentation
country, PASA and contractor 


reporting procedures.required under A.I.D. 

to project sites to monitor and
10o. Travels extensively 


guidance to the project

provide management and technical 

staff; to advise and negotiate with local level. oIf icial; 

and to ase&-s- the impnct of agricultural projects on cther 

project s. 



QUALIFICATIONS
 

Academic degree, preferably a graduate 
degree or
 

advanced study, in agriculture, rural 
development or
 

agricultural economics, is required.
 

Demonstrated planning, coordinating 
and problem
 

solving skills and working know.ledge 
of A.I.D. programming
 

process and documentation, contracting 
procedures and
 

financial mangement principles are 
required.
 

Personality traits necessary for 
effective interper­

sonal relationships, including empathy, understanding,
 

tact and sensitivity to the interplay 
among various
 

sectors of a developing country and 
how such interactions
 

influence project management and imolementation.
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Tht: Aqr'i.:1.Luixi Eco'.,o1:'t .dv'.':;,,; on and.lj rforms studlies 

and analy,'sct of the ccono,,ics factors affecting the d2cvVJopUm(!lt 

of agricu2.:;ure, c,'jricut uLLl pt-(o'ducti, land use, and %griculture 

credit structures and instituti ons.. 

Nature znd Scope of Work 

Po!uitior.z in this series are i:-'olved w'ith economic analyscs of 

thc effects on the Ajricuiltural sector of the costs and levels 

of produz;tion, conumption, markets and marketing systems, prices, 

labo.r supply, processing, distribution, transportation, crcdit
 

structur.s and institutions, farm associations and cooperatives,
 

land tonure and use policies, farm management practiccs,
 

scientif.c and technological developments, traditional habits
 

and attitudes of produccrs, governmcnt rural policies and lawis,
 

urbaniaticn anid indust.ti.-alization, pron;otion of agriculture
 

related i4dustries and policies and development in other sectors 

of the cco:nomy and in the social and political.spheraps.. The w:ork 

includes .forccasting trends, production and consumption le-vls,
 

1dthz economic effects on agriculture of proposed policies,
 

lii;.:', aA d po,ra;:... It also include:s the development of
 

a body cK ' b a .zic in~o:-...tiori and making jud%.-:nCnts and i.cot: end-Ation! 

'.,1. , ::tia~l progr.:,rn planning.;',. to -;ound pci.icy waking arni 

The po."':. rn:&;bc use-d for advising on the ccono:ic .'p.:c.;of 

]and -,".- progr nts or" inv-stigat.o s of lancd tenu e and land 

Uses 
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The Agriculture Economist works within the Mission or Regional
 

AID office as an advisor on economic factors which reflect on
 

the agriculture development of the country or region. Depending
 

on the size and organizational structure of the Mission or
 

regional office, works wi th the Agriculture Development Officer,
 

Rural Development'Officer, Program Officer, and the Economic
 

Advisor in provding advice and guidance to host country or
 

regional area officials and institutions on the improvement of
 

country or regional agricultural economic and planning capability
 

and its effect on agriculture, its impact on related industries
 

and credit institutions as well as on the standard of living and
 

economic development of the country or area as a whole.
 

Representative Duties
 

.1. Serves as the principal agriculture economic advisor to the
 

host government or governments 'andparticipates actively
 

with other Mission agriculture, rural development, engineering 

and program staffs in planning and designing the country's
 

or region's agriculture development programs and projects to
 

assure a balanced and integrated counitry or regional 

ogriculture development plan. 

:2. Initiates and encourages host governmcnts to undertake 

economic research directly related to ogriculture production;
 

co.nnodi ty processing; storage, distrib-;i on and trannportzti on 

of farm products; utilization and est,-1',.ishitient of coo;er: tivcs 

and narl.ctiiq, credit and finzancial ji.-. iLution'.; aind ot}er 



V
-6ii ­

-3­

programs which can be employed to improve the agriculture
 

economy of the country or area.
 B 

&3. Participates with host government offices 
and other Mission
 

program and agriculture staffs in developing a body 
of
 

basic economic information to assist the country 
or region
 

and policy judgments. and recommendationsin making economic 

on individual
for project design, programming and evaluation 

programs as well as for the total agriculture sector 
program.
 

.4. Makes recommendations for improving the-level 
and quality
 

of training to upgrade the potential economic base of 
the
 

country's agriculture program.
 

Qualifications
 

,I: College degree with major in Agriculture Economics.
 

.2. A high degree.of demonstrated analytical ability, 
particularly
 

in probiem identification, project design and evaluation.
 

t3. Specialized study and field research in economic 
and social
 

(rural) development is highly desirable.
 

and documentat

,4. Must be familiar with AID programming processes 

contracting procedures and financial management principals.
 

,5. Professional experience and knowledge of agriculture
 

marketing practicez.
production, consumption, distribution and 

experience in agriculture.6. Professional knowledge of and 


in the fields of credit and financing
practices and theory is 

desirable. 



- 61 -

TITLE: RURAL DEVELOPMENT OFFICER 0340. 
DEPUTY RURAL DEVELOPMENT OFFICER 0340. 

ASSISThNT RURAL DEVELOPMENT OFFICER 0340. 

DEFINITION: The Rural Development Officer plans and administers 

the Mission's or Region's rural development program. 

BEST 
NATURE AND 'SCOPE OF PROGRAM WORK AVALABLE 

Rural development is the strategy designed to improve the economic, 

social, and cultural life and expectations of the rural poor in less, 

developed countries. The rural poor either in densely onulated or 

sparsely settled areas include small-scale farmers, tenants, share­

croppers, landless workers, nomads and their families. The trust of 

A.I.D.Is rural development program is to increase the rural poor's 

access to income producing opportunities and to social services as 

well as to promote greater participation of local groups and rural 

communities in development decision making and resource allocatcn. 

Program designs will vary according to development conditions and 

circumstances within the country or region, the size and program 

emphasis of the Agency's involvement, the extent of the loan and grant 

commitments and those of other donors, and the dsgret to which the 

-host gcvernment can analyze development problems and manage development 

projects. 

Similarly, the functions of the rural development officer position 

will "ary with Mission progamlmatic needs. Tins oSition descripEtiloll 

s ended to be a guide oy. F-nctions nay range from one of staff 

atdviscr tz senior iiissio management to cre or a s'n or line ozicer 

http:A.I.D.Is
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responsible for programming, planning and implementing all Mission 

activities in the rural sector.. Obviously, within these two extremes 

there are numerous other possibilities. Missions must adapt the 

functional statement of rural development officer in a manner most 

suited to their needs. 

Although rural development per se involves the sectors of education, 
and 

health, infrastructure, public and private institutional management, it 

usually interacts predominantly with agriculture and local rural govern­

ment or community organizations. Missions may have both a rural development 

office and an agricultural office operating as line offices with 

responsibilities divided between -them. In such a situation, programs 

directed at agriculture/productivity and production are normally located 

in the- agricultural office while programs directed at off-farm rural 

employment, agrarian reform, integrated or area development approaches, 

development of cooperatives and local organizations, and rural financial 

markets would normally be located in the rural deve0o9ment office. Some 

activities, such as marketing, sector planr and institutional develop­

ment could be assigned to either office depending on their particular 

focus and relationship to other programs and on hosz country or ission 

needs. Where it is :imractical or unnecessary to have bouh a rural 

development and an agricultural office at the line level, the Mission 

should aetermine the position title for the single office based on the 

content and natare of the Mission's prog::am. 
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BEST 

3 AVAhiABj 

If the Mission or Regional program is large enough to support a 

full Deputy Rural Development Officer (AOSC) position, the Deputy performs 

any or all of the functions of the program and acts in the absence of the 

Rural Development Officer. The Rurai Development Officer, (AOSC)Y, or the 

Assistant Rural Development Officer (AOSC), performs any of the assigned 

responsibilities of the program. 

REPRESENTATIVE DUTIES 

1. Participates with gove ient officials in examining rural 

development policy with reference to the national economy; nationial 

objectives and regional variations; environmental constraints; levels of 

policy authority; maximizing resources efficiencies; coordination with 

the private/public sector activities; inter-agency coordination; local 

autonomy; resource inputs; available technologies; cost/benefits; 

management; training and evaluation. 

2. Participates with the Mission or Regional Director and other senior 

staff in planning and designing A.I.D. programs and projects for the 

ccuntry or region and provides policy, management and technical advice 

on the role consicered appropriate for the rural develonment prcgram 

and each of its sector components. 

3. Participates with rcsrorsiblc Mission or reaional staff in a''jsina 

-ndnot ating i a contr officials on the Planning, design. al±d 

finacial and adcinisz:-ative recuiremts ol the country's rural devolcD­
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4. Works closely with the Capital Resources Office and the Program 

Office in establishing the loan and grant funding levels for the sector 

components of rural development programs and projects. 

5. Participates in the preparation, review and subm:ission of required 

program and project documentation from the -host government, PASA, contrac­

tors and rural development Mission staff. 

6. Advises with United.Nations, other country and independent donors 

on their on-going and planned advisory, institutional and monetary 

contribution to the total country or regional rural development program, 
and negotiates with them on the most appropriate sharing of responsibility 

for assistance. 

* 	 7. Maintains continuing contact with goce z.-nt officials, other 

donors, voluntary agencies, educational and private institutions, and 

co curtrvcontractors to insure comoliance with commitments, resolve 

problems, and determire if additional loan or grant funding should be 

extended. 

S. Travels extensively to monitor and provie mr-anagenmant aad technical 

guidance to project staff; to advise and negotiate with local level 

officials; and to evaluate the impnact the programs and project initiatives 

are having on rurcI develorment cbjectives . Advises Ehe ission Dir0ctor 

on status of procrars ard notential problnr areas. 
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9. Monitors U.S. participating agency and private contractor activities 

to insure that projects for which they are responsible are imolemented in 

accordance with terms of the contracts and recomends corrective action, 

if indicated. 

10. 	 Directs and supervises-project managers and technical advisory staff 

assigned to rural development office and may serve as project manager 

for one or more rural development projects. 

QUAULFICATICos -

The appropriate qualifications are normally a combination of 

experience in rural environments of LDC's and academic training, preferably 

at'least at Master's level, in suck areas as r-,al sociology. anrhropology, 

political science, and economics including agricultural economics. 

Experience, intarest and ability to work in and relate to a rural environ­

ment is the most inporrant qualification and can substitute for the 

academic requirement. Thus, individuals withour masters level degrees 

or with degrees that are more technically oriented (e.g., agriculture, 

enipneerincr) cr more general (humanities. -PiUlic or business adrinistra­

tica be ccnsidered aualified iF sunprted by past experiences. 

g 
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