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Tlie Director of Co-operative Gocieties,
Zoi'nbi::!

- Tlie-JecretarfeG General,
ICenya, Tanzania. Uganda’Zambia.

- The Principals, Coop. CollegeG,
Kenya. Tanzania. Uganda. Zambia

- International Co-op. Training Centres (as cpeclfied on the attached
Il ct).

Dear Co-operators,

Tine rJeport on a "Survey of Hisfi Level t-ianpov/er
Training f'seds and Facilities" Is ready In its final version, and | have
pleasure In sending you the enclosed copy. You will recall that the draft
version of the Report, prior to its diffusion outside the Region, was
circulated a;--long the leading educationists of the r.eglon at tlie end of
Gepteii’ber \D75, Suggestions for iiiodifications and additions subsecjuently
received have been ta’ten into account In preparing the enclosed final draft.

It v/as also decided at the last ;;ieeting of the Standing
Co;,ir.'Jttee on Co-operative Education Training and Publicity, vThicl-j too!:
place on September IS75 In Woshl, that the Reports recommendations
be discussed during a riegional "Minl-Seminar"” of co-operative
educationists. To that end a circular letter was Issued on December List,
1975 convening the above se;ninar for f.larch 15th and K;th, I137C at Arusha,
Tanzania.

wle are Informed that the reports recomniendatlons,
which v.-ere tabled at the last AGITCCCP t.ieeting held In Stodthoim on
?r.th/r.7t.h October, 1Q75, v/lll be the subject of detailed consideration,
during the next iv-eeting of Its ~cecutlve, sdneduled for *Merch 1"/|0, ID7C
In London, v/here the Region will be represented by E. Sabunl,
Principal of the Co-operative College, iMoshl.

| v/iould greatly appreciate It If you could let me have,
preferably prior to the above mentioned gatherings at Arusha and London,
any co;,inients you may care to :nal:ie on the Report generally, Its recor.ime-
ndatloins, or suggestions for possible follow-up action.
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_ 15th January, 197G

vyith hind regards.

Yours sincerely,

AN

n
S\
"-15~
Dan J Nyanjoir.
RgGIGNAL. DIHECTOnN

c.c. r/>r. A, Carlsson, Chairman, AGITCOCP,
GCC - Sweden.
[Or.- G.K. Gajiena, Director,
IC/™ - London
L~r. T.N, Sottor.iley, Secretary for Education,
IC.-i - London
The Gecretary for Research,
ICA - London.
The rJegionai Director,
la™ Regional Office - T3ew Delhi.
ccd/ RCG
Botswana, Ethiopia, Lesotho, f.iauritius, Gudan G/ Swaziland,
ENCLG.
KSZ/U-1

c c, lil, B.D.Pandey, LilDrarian.

n
(one copy of the report for information;#
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International Go-operative Alliaace
Regional Office for East & Central Africa
Research Unit
P.0.Box 946 - Moshi, Tanzania

HIGH LEVEL MNPOVFER THIAINING
ITEEDS MD FACILITIES

ICoenraad Verhagen
Research Officer,
ICA Regional Office Research Unit

Any opinions expressed in this report
are those of the author ajid do not
necessarily reflect the views of either
the International Co-operative Alliance,
or of co-operative ediicationists in the
region.

Octoher, 1975.
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FOREWORD

vath the advent of political independence iIn
East Africa iIn the early sixties, Greater significance was
given to co-operative development as a potential tool for
economic development in the newly emerging -"frican oyemments.
This recognition called for co-operatives to 'be efficient and
effective iIn their functions, prom those early days therefore®
planners and policy-makers rightly laid great ewphaois on
edacation and training at all levels, as the only long-term
solution to the inherent problem of the widespread lack of
managerial kri)w-how, etc. As a result, considerable investment
was allocated to education and training programmes at all
levels of co-operative development, which included the setting-
up of national co-operative colleges,

Jouring late sixties, a need began to be felt
among co-operative leaders of the region, for an assessment
of the ground covered by education and training ;"rogrammes
so far, including a review of any needs which had not yet been
satisfTied It was considered that the need for such a review
was greatest In the area of high level personnel in co-operative
service, for whom the national co-operative colleges only
i:>rovided a small part of their training needs locally, while
the rest of their training was currently being provided by
the various ICTCs and other institutions abroad.

It was. In. the course of a search for someone to
conduct the survey described above, that the idea of establishing
a Research Unit within the ICA Regional Office was first
mooted at a Co-operative Commissioners* Conference in 1968,

The need for such a survey was given further imﬁetus by the
ICA Regional Conference on Co-operative Research and Planning
held in April 1974 at Arusha, which placed the survey on
high level manpower training as a first priority on the list
of items into which research would be conducted by the newly
established Research Unit.

As will be seen from the report, the survey has
brought out much interesting information and pertinent
recommendations on the subject of co-operative high level man-
power training both within the Region as well as internationally#
It is hoped that the report will prove useful to those
responsible for planning co-operative training ~d for
formulating policy within the countries of the Repon. We also
hope that i1t will contribute iIn some way to the challeng”™g
and important work that lies ahead of the recently established
Advisory Group of International Training for Co-operators
(AGITCOOP).

n™+ohP-r 19?5 3 J I-1 jom
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PRELIMINARY NOTE ON TSMINOLOGY

Some of-tho leodars may either interpret differently or not
fully -understand the terminology used in this report. For
their tenefit, the following notes a.re given:

Regional Office

Region

Regional Council
Meeting

Commissioner

Commissioners’
Conference

ICA Standing
Committee for
Co-operative Edu-
cation, Training
and Publicity

The International Co-operative Alliajice
Regional .Office for East and Central
Africa, situated in Moshi, Tanzania,

The area at present covered hy the ICA
Regional Office through its nember
organizations, viz» the national Co-op-
erative apex bodies in Kenya, Tanzania,
Uganda and Zambia.

Meeting of the governing body of the

ICA Regional Office for East and Central
Africa representing the Co-operative
Movements in the Region, The Council’s
membership is composed of tw/0 delegates
appointed from each of the national apexes,
usually the Chairman and the Secretary
General. Meetings are normally held

twice a year in rotation around the countries

of the Region.

Commissioner for Co-operative Development
heading the Government Department o
Division in charge of the promotion,
supervision and control of co-operatives.
(In Tcaizania Commissioner for Ujamaa and
Co-operatives).

An i1nformal annua.l meeting of the Co-op-
erative Commissioners, normally held
during the first half of each year in
roiation around the countries of the
Region.

The nembership of this Committee is
composed of leading educationists in the
Region (three to four from each country).
It forniilates the educational plan of the
Regional Office and discusses other
matters of mutual iInterest to its members.
It meets normally once or twice a year In
rotation c,round the countries of the
Region.
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CmJTEr. 1
INTRODUCT ION

1.1. Significance of the Survey - "

During the paat decade , ”since, .in/-\aw..ale.,..,tte rapid expan-
sion of the co-operative sector in the four conntries covered
by this survey*, a"d the growing complexity of co-operative
development problems have accentuated the need for high
level manpower and ‘“connected training facilities. It s
given,birth to the introduction of high level manpower
training courses (Diploma courses) at the Co-operative
Colleges of"Kenya, ,Tanzania and Ilgaiidaand to the increase
of training opportunities offered overseas, particularly by
those co-operative training iInstituitions comiraonly deferred
to as International Co-operative Training Centres (iCTCs)#

Every year about 175 nrev; Diploma course graduateci join the
ranks of the government administration and movement ;orga-
niziatidns. Universities constitute another source of high
level trained manpower, approximately 30 graduates per year,
whille a nunDer of about 70 persons recruited among in-service
government and movement stcff iIs sent abroad annually for
different types of courses.

In spite of considero.ble training ei*forts, in the past and

at present (more information will be _.given on this in the
present®"report), policjnnakers and educationists of the
Region have on various occasions expressed their concern

about the de&rth of skilled workers at the; more advanced
levels of co-operative- organization and administration.

High ranking staff, it is felt, ar.e® often unsufficiently
prepared to undertake sx)ecific tasks due to the la.ck of pro-
service as well as in-service jJob-oriented training programmes.

The growing; realization that no" optimal use is made of
existing facilities and that some essential, facilities a.re
still missing has led to a repeated reg. N from the
policymakers and educationists to the Ici.Regional Office
for the undertaking of a Survey on high level manpower
(h.1.m. ) training needs and facili"laES.

* Kenya, sTana™iania, Uganda a,d Zambia. Further on referred to
as ""the Region™.
** 1. High level manpower training has been mentioned at various
e Commissioners” conference since 1570 as a matter of groat
coneem requiring iivcstigations at a Regional level (East”
Africa .and Zambia).

2. Consultations of the ro.inutes of the meetings cf the ICA
Standing Conmittee for Co-operative Education, ,Training and
Publicity amply show “he members®, concern with the iIneffi-
ciency of the actual systems of recruitment,, selection
and determination: of cou.rse contents for overseas training,

3. The participants to tlie "ICA Regional.. Conference on Co-op-
erative Research and Planning", Arusha, .23rd..- .Zrth April,

© 1974, listed "High Level Manpovw/er Training Needs and Edu-
cation”™ as a "priority topic for investigation. (See report
of the proceedings po.ges 110 and 133).
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Definition of concepts

1-2

1.2.1. Eclucation cid Training

The .concepts of education and training are to
be distinguished when-discussing High Level
Manpower Training problens.

Education js more general and ideological in
nature, e. g. political education. In particular
at the higher levels of education nore enphasis
is given to dio intellectual training of the
nind, e.g. university education.

The word training, however, iIn its.xiost c"omon
use, denotes the imparting of specific knowledge
and skills needed for the successful practice
of a profession. Education and vocational
training are complementary, education providing
the intellectual basis for more job oriented

training.

The current high level raanpov/er training prograoilaes
for co-operative development cj? mostly a blending
of both types of training, the intellectual (aca,-
denic) and the vocational. The distinction bc™~
tween the two will prove to be important in the
following chapters when discussing possible ways

of improveraent of ort-going training and education
progranmes, "

In order to facilitate reading and presentation
of this report, the word ™"training” has been

used In its wider sense, enconpassing professional
training as well as education, while the use of
the word "education™ has been restricted to the
type of instruction which provides conceptual
knowled-ge rather tha,n practical skills, .

1.2,2. On-the-.iob) training and field assignments _ .

Skills can a.lso be learnt "on-therrjob™. _This-m
survey, however, is mainly concerned with

formal training as organized by sthe National

and International Co-operative Training centres,and
ntpyr training institutions. To this, on-the-jjoh
training can provide a complenent and, to a certain
extent,a substitute.

On-the-job training,is also to be distinguished
from what in training prograinnes is referred

to aB "field assignments”. On-the-job training
implies that the trainee holds a position of
responsibility (a job™) in the organizational
structure cx the co-operative where he is trained.
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He 1s expectod to cohtiniie to occupy that
position after the training programme, or p-rt
of 1t, has cone to an end. It 1Is nore ™"job-
oriented” 1In chara.cter“than any other sort of
training.

Field assignments aim to hring about a closer®
contact of the trainee with co-operative reality
during the training period as a conplenent to
residential-, more theoretical training. It
usually i1nvolves carrying out research tasks

or participation iIn pra.ctical work for a definite
period without prospect of .contiJdiued enployment
at the sane organization.

In view of the limited opportunities for on-the-
job training in developing countries(see Ch.5-2.) ,
much emphasis will be. given ill this report to
training for-a-job, i1e. specialized courses.

High level Mo-npower Training -(a.bbreviated to
h 1 m. tro.ining;

H.-1.m “training problems, discussed in this

report, refer to;

a. co-operative undergraduate university
training or. its equivalentj

b. co-operative undergraduate; training, usually
following., upon higher secondary school
examinations ('A” level) and of a two years~’
duration, e.g. the Diploma Courses organized
at the East’Africg.n Co-operative Colleges;

C. co-operative postgraduate training#

Having defined h.l.n. training in this way, it
means that all training of a lower level than
the, diploma, course, Wrill only fall within the
scope of this survey to the extent that it
prepa.res for one of the above nentioned types
of training.

High Ranking Staff

High ranking staff refers to those categories

of governnent and co-operative movemeat staff .
in the upperstr.ta- of the eo-"opcm:thve hierarchy .
These staff hold posts which .require — according
to present standards or to those i1ikely to be
set In the near future - successful completion
of some form of "h.l.m. training as a ninimum
educational backgroimd for qualification. The
denoriinations of these categories; of staff for
each country are;

a. Movement Staff

Tanzania; Union General Managers, Assistant
I/nion Managers, Union Administrative Secretaries,
Distribution Managers, Education and Publicity
Officers ,Production Managers, Branch Ifeinagers,
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Union Chief Aoco-untants and Assistant Chief
AccoTmt"™ts, Internal Auditors, Branch
Accountants |

Kenya; Union General Ma.nagers, Secreta,ry
Managers of large Primary Societies, Coffee
fact™ ry supervisors , Accountants and Assistant

Accountants.

Uganda:District Union Managers, Departnente.l and
Coffee ginnery Managers, Dopartuento.l Managers of sc
some nationwide organizations, Union Accountants
and Assistrnt Accountants;

- Zambia: Managers Provincial Unions, Provincial®

» . Adninistrative Officers, Functional wmanagers 6F
Provincial Unions (Transport, wholesale etc.).
Managers large size Savings and Credit Sooid;ies,
Union Accountants and Assistant c.nd

Accountan-tBv-— —— -——  —— -

Also to be included is the senior staff employed
by the national o,pexes In the four countries.

b. Grovwemi-iat staff;

Tanzania: Unariaa and Co-operative Developnent
.- Officers (grades 1,2, aiid 3) including
Zonal Auditors |
Kenya: Senior "Co-operative Officers, Co-op-
- erative Officers and Assistant Co-operative
Officers, Accoimtants and AU\

Uganda, : Sinila.r denominations as in Kenya;

Zambia: Similar denominations as in Kenya,
m"Junior Co-operative Officers”™ excluded.

Also to be 1i:eluded are the top level policy -
makers and executives in govornment service
such as Commissioners, Registrars and Assistant

Conmissioners.  ...... .

1.3, The purpose of the survey

1.3.1. Overall aim

overall ain of the survey is. to be instrumento.l
in the design-of jgHd discus-sion-on a comprehensive
training systen fdr high level manpower which
should make the trainees TfTulfill more effectively
th£ir roles as promoters of co-operative develop-
ment in their respective capacities as managers ,
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educators, governnent adninistrators etc...

The analysis of tlio problens should go far
enough to provide a basis for the fornulation
of recomendations indicating vhere training
policies need to be reviewed or v/here adequate
facilities are lacking. The,..caill purpose 1is
to put iIn notion the process "of discussion,
deternination ryd inplenentation of a trc.ining
strategy which is ada,pted to the specific needs
of the Region.

1>3 2. Specific objoctives

A ma,"Jor considor.ation in the deternination of
of the survey’s specific objectives was the
potentialmelevance of its findings. They have
therefore been deternined in consultation with
the policynakers a.nd educationists on whose
denand this survey was uiider-ta,lcen, thereby
deliberately narrowing the focus of the survey
to the ma,in problem area.s of h.l.n. training.

This has nade design and purposes of this Survey,
differ substantially fron the conventional no.n-
power study, Virose nain concern is with fore-
casting long-term manpower requirements -ad
subsequent target setting for training institutions.

As to the quantitative a.ssessnent of training
needs the present survey, however, has been nuch
more limited in scope. It has tried to indentify
the types of courses required in the short-run
and the nixmbers of people to bo tra,ined, iIn
order to alleviate the most acute shorta.ges of
some specic™Mized co,tegories™ of-staff.” On~"the
other hand, more emphasis than usual ho,s been put
on the qualitiative aspects of h~l.n. training.

The survey objectives as discussed With, and
approved by the educa,tionists* In the Region
were the follov/ing:-

1. To indicate and analyse the mr.in features
of the h.l.n. situation in the Region (see
Chapter 1I1),

2. To indentify, specifica,lly, the hitherto
unsatisfied dema.nds from co-operative
policyma.kers and ler.ding educationists for
specialized h.lI. m. tra.ining] demands which
could be net through assista.nce fron
training institutions abroad, operating
either in their home countries or in the
Region imder the auspicies of the existing tra™in-
ing institutions (Chapter V).

* Discussed a.d “approved ac the ICA Standing Committee Meeting on
Co-operative Education held at Nairobi, 10th January, 1975.
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3» ™0 QCt rs a catalist and co-ordinator
in the dctcrnination and formulation of
a h.l.n. training policy for the Region
with special attention given to relations
V7ith international training centres (Chapter V1)

In the 001~*80 of thos-urvey it became clear tlaat
1ts.relevance would substantially gain freagpai
giving special attention to possible ways of
improving the effectiveness of the .most important
source of high level manpower, viz. the ongoing
Diploma Coiirsesaat the National Co-operative
Training Centres (Chapter I111). Similo.rly, pre-
conditions for effective training turned out to
be such a crucial -issue- that-a.-sepcvra™te chapter
(Ch, N)- has been devoted to 1ti- Another objective
of the survey, not covered by the present report
mbut still being pursued, istMe coopilation of
documentation on overseas training facilities.
The questionnaires which to tfet end were sent out
by the ICA Regional Offioe to the various inter-
national trainJaig centres rc-ceived a r.ather poor
response. It was than decided that further
collection of LT."terial shoull be undertaken together
with ICA London Headg-uarters’ Secretariat for
Education, which was preparing aquestionnaire
survey among co-operative training instititions
on a series of subjects closely related to the
problems discussed in Chapter V a.d VI of this
report. The "register of training courses or-
ganized at international (co-opOro,tive) training
centres” which should result from this 1is
expected to be ready by the end of 1975.

Methods and techniques

The va*iter intends to devote a ser)arate paper to the
methods and techniques used for the determination
of the surveyfe objectives, the collcction of data
and the presenta,tion of its findings in such a way
as to facilitate implementation. In order to sa,e
the present reporting from-becoming too wolui-.iinous
and too academic 1iIn orientation, the follov/ing
summary should be sufficient:

After study of the few documentary sources which
could be found on the subject of co-operative h.l.m,
training (mentioned in Appendix 1), exploratory
interviews were conducted with some of the leaders
in the Region. A short report dealing with some
problems of overseas tra.ining as experienced in the
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Region was presented r,t "thc oonstitucn™t neeting of
the Advisory Group on -InternrZtional Training of
Co-operators (AGITCOOP)* in Septenber 1974 at
Budapest. During the sane period three Europeoji
based international co-operative tra,ining centres ~
were visited,after which the survey was designed, its
objectives discus™ed with sone educationists in the
Region and, finally, subnitted for approval to the
ICA Standing Comittee for Co-operative Education,
Training and Publicity which was referred to earlier.

For further collection of data use has been mde of

a standardised questionnaire on ™tr?aining policy and
needs” which was tested during the Ad Hoc Consultation
neoting of Principals and Vice-Prineipals held on

January 6 - 10, 1975 at Nairobi and then sent to the _
policynalcers and educationists in .the.,,RegiQn listed In_ =
Appendix I. These people were also consulted personally
at different stages of the survey. Out of the 25

forms sent out 19 were conpleted and returned.

Another questionnaire c.slcing fot basic data on the
present manpower situa.tion, levels of training,
service training prograones and nanpov/er dcvelopnent
progranines was sent to aduinistrative units iIn the
four conntries, either goyernnent orrnovenent based,
wherever this grpe of Infornation was thought to be
available.

It Was the collection of these nanpower figures which
tLimed out to bo the raost problematic part of the
Survey since they c ".ild only be obtained through
repeated .efforts and by having recourse to estimates
(@s shovm i1n App. 1II).

Other sources of infori:i<ation, ICA Seminars, meetings,
consultations with co-operative college tutors and
00-operative managers etc. are licted iIn the App. |
for each chapter of the report.

5. Erop \ draft to final report

A first draft of the report was vn?itten in August/ ©
Septcnber 1975 and - discussed at the meeting of the
ICA Standing Conmittee for Co-operative Education
Training and Publicity, on 24th September, 1975, at
Moshi, Tanzania. After this meeting, the final
version of the report has been prepared talking into
account coments received on recomendations and
requests for nodifications which had reached the ICA
Regional Office before 15th October, 1975.

The®™ membership of AGITCOOP is mainly composed of the directors
of iInternational co-operative training centres, situated in the
industrialized countries, which orga.nize spccial training pro-
grannes Tor co-operators from developing countries. The cons-
tituent meeting Was held on September 13 and 14, 1974 at
Budapest, Hungary,
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On tlie same occasion it was "decided ;that the amended

version of the- report was to be distributed to international
training centres and the Executive Coiimiittee of AGITCOOP.

It should be noted, ho?/ever, "tx;:.t j.-esponsibility for contents
and recomniGndations of the present .report rests solely

with the author and that its publications does not imply
endorsement by members of the above committee, the persons
consulted listed in App, 1 or the International Co-opera-

tive Alliance,

Work on the survey and the report extended over a period
of one year but was frequently interrupted for shorter
or longer periods due to oth-c,rcommitments of sthe writer.

Summary of contents

Chapter 11 indicates the main features of the manpower
situ3-tion In the W co-operative sector iIn the three East
African countries and Zambia, i1.e. levels of training of
high ranking staff, established posts, vacs.ncies, and
ongoing training programmes. It summ.arizes the more detailed
-tables shown in Appendix I1Il.

Besides the conspicuous shortage of qualified
auditors and accoiiniants, the figures show a marked im-
balance in the distribution of high level trained manpov/er
and training opToortunities betZ7. em the laovement and the
government sector. The creation of spocial funds iIn the
various countries to finance movement staff training is

recommended .

Chapter 111 discus"iies the Diploma Courses at present
organized at the Nation"ll Co-operative Colleges and leads
to several recoTiendations, among them that the course
progranmie should be diversified iIn order to allow students
to be better prepared for their fiiture jobs. It also
comments on other trai"iiiig facilities available in xhc”
Region, which are ug3p or could be wused for co-operative

him. training.

In Chapter 1V it is arrucd’ that any training prograrmne
can only produce its expected pay-offs it It Is an inte-
gral part of a manpov/er® management system, capable of
eliciting a fair contribution of work from each person.
It also cautions against the tendency to put undue
emphasis on h I.m. training vhich is insu.fficiently
related to the career of the individuals, and a new
organizational set-up is .recommended v/hich should help
to solve present manpower management problems.
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Chapter V tjives r.n assussr.ient of present imsatisfied
needs for specialized (“tailor™made') courses and
nunbers of people to be tra,ined imder each course.

A distinction i1s nade between job-oriented courses of
a shorter duration and "“top-level”™ training. This
enphasis on specialized tra,ining of the report has
1ts origin in the high degree of self-sufficiency
already achieved -in the Region, Zanbia. excepted, as
to the general type of high level training. The_
aane istrue for the internediate accovmtancy tro.ining
which i1s also covered by the ongoing diploiia courses.

The 1nfornation which is given iIn Chapter V on trevining
needs i1s to be further refined, as iIs argued iIn section
5.3. , for each course by fact-finding field missions
to be under-taken by i1ts planners, irreepective of the
venue of the course, viz. whether locally or abrop.d ,
Section 5" .3. addresses itself to the problem of

the iIntegration of imiversity leavers iInto governnent
and niovenent service and their special training needs.
The chap®er finishes with a discussion of the Za.nbia,n
high level education policy.

Chapter VI concentrates on rela.tions with international
co-operative training centres. It 1is devoted to a
discussion of problems of selection, follovy-upjevalua.tion
and language problems. An o>ppraisal also iIs nade

of the merits and demerits of overseas training

versus local training, leading to the recom™iendation

that international training centres should endeavour

to organize more courses locally and to strengthen the
training capacities in the developing countries.

Chapter YIl consisbs of a compilation of the Report®s
recommendations.

The Appendices 1,11 and 111 give more detailed information
respectively on the s""uroes of iInformation (App- 1)5
training facilities in the Region (App- Il); and manpower
figures and training programmes (A4p- 111). An Appendix
IV which sho —d have given more background information

on co-operative development and existing co-operatives

in the Region, has been omitted for reasons of economy.
This information o,n bo found iIn a brochure issued

by the ICA Regional Office for East and Central Africa

on the occasion of the 80th Aniversary of the Inter-
nation Co-operative Alliance, a copy of ¥hicli will

be appended to each copy of the report to be dispatched
outside the Region.
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Ca'iPTER 11

HIGH LEVEL TRAII'IED YuiimYIER IN SERVICE,
AND TRAINING PROGRAMMES*

Introductory renarlcs to the fifures presented;

In Appendix 111 detailed information for each country
IS given on size and conposition of the high ranking
manpower force iIn departne“ntal @@ governraent) or
novenent service, the nuriber of vacancies at each
level, as well s a review of In-service training
progrannes over a one vear period. The tables shown
in this Cha,pter smmarize the 24 tables, six per
country, of App. 111,

In some of the tables below, however.-Tanzania
could not be included due to lack of precise data on levels
of tra,ining of departmental officers.

In interpreting the nanpower situation figures it
should also be b.orne in nind that Kenya’s nationwide
organizations, the national apex body excepted, have
-not-been--part-of the survey...This Was done because
of the particula,r nature of the manpower problems
of these organizations. Some of then had been well
established--before WorM War 11, and, having achieved
a high degree of autonomy, are faii*ly independent of
the -Go-operative Department and Co-operative College
for the recruitment and training of their str.ff.

Levels of training of high rankihg co-operative staff

The high ranking co-operative v/orkers holding -posts
for university or diploma graduates can be divided

. Into-to categories sthose actua,lly having received

formal training up to that level an., others who are
"middle or lower level trained”. The latter can be
regarded as academically -undertrained. Generally
older in"age, some of these sta.ff nembers, however,
may have acg.uired considera-lle experience and skill
through practical vork and self-education, but their
general educational background is at present regarded
as insufficient for the jobs they hold.

Table 1: Levels of training hif;;h ranking staff

(not including auditors and accountants; cumulative
figures for Kenya, Uganda and Zambia; for further details
per country see App, 111, tables 1 and 3).

Posts High level Middle level
Occupied trained or lower le-
Jdniversifcy el traired. .
or Diploma
government 659 (10051 432 (65,5/0) 227 34.5%3
movement 223 (I00™0) 62 (28,07) 161 (12,0%
Total 879 (10070 494 (56,070 388 (44,070)

For sources of information for this Chapter soc Appendix I.
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The acbual nuniTDors in the above table seem to indicate that
the proportion of staff aemL)ers not having heen trained

up to the academic stc".iicards- S'St —for—the jobs they occupy
approximates 44/*or rea,r ly half of the total staff iIn go-
vernment or movement service. The peroentagc is much
higher——e™t2-the' —ao~\E?J 1ent” (-723)- than- for- th-e-"

sector (#-5%).

for posts in the movement®™, iIn pa-rticular, standards of
reg.iiired levels of training are not alvw/ays clearly set.
ThjPs mdlces the ahove Tigures approaiimate, but not to the "
extent that it wourtd iWnvalidate our conclusion that leading
executive positions iIn the movement are frequently occupied
by persons with too limited educational ba.ckgroimd#

2,3. Situation per oouttrA/-
The follbwihg table 2 gives ,the details of Kenya, Uganda and
Zambia of the tactual mimhers of high level trained personnel
all occupying high ranking staff position In either govern-
ment or movement service. Further details for each country
can be found in App, 11l tables 1 and 3.

Table 2: High level trained personnel dn co-operative soryice
University and Diploma“graTiuates | not including ailiditors

and accountants). ZEitbi Tot
inbia otar

government staff ml16 288 28 452
movement staff n - 31 20 62
Total per country 127 319 48 494

-u-.CT-ebl e2. gK)s. - "t t-as"an -average -for.-eac.h -high level _trained
movement staff member there are seven government officers
in service of the same educational level. While iIn Zambia
the ra,tio i1s nearly 1:1 , 1In Kenya it iIs approy. 1;11.5
There are iIndic?.tions tr‘t the situation iIn Tanzania ap. -
proaches a 1;5 proportion. (See note*).

A detailed exaTOlnation of the...abcxvo-figures, derived from
the tables i1n Appendix 111, shows that-approx. Z0fo of the
high level trained labour foEce eonsits of university

graduates, ;"

2 4, Posts and vacancies ) )
Not all posts created for high level trained manpower are

occuple.d... AL, the-time.of....the suney.,.16fo of the departmental
posts (Tanzania not included) were vacant against 2A% in
the movement. The Appendix 111 figures also s.iowjthat
there are ~three times as many posts for high

* Note on the situation iIn-Tanzania;

From .~Ate.228-g.ovemment- officers 150.,can le.,ostimated as high level
trained™. The Tfigiires fi&?,, the movement ™ e raore preeise;. 53 high
level trained (see App. ,111, Tanzania,: table 3) on a total staff
of 1327 "“*Figures on govemaSefit staff"do"not”include the 46 local
tea.chers- at the Moshi Co-operative College and the five Zonal
Colleges.“"lyirrerent from““the""colleges®in‘“Kenya and Uganda the
Tanzania College is a parastatal body and iIts teachers are thezlT-

fore not government employees.
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level trained gov*-rnnent officors as for "pYenent".staff.
This reflects government®polieies wK.ore"by cbnsideralDle
promotional and controlling functions are vested in

the Commissioners cF Co-operative Development* .G@e

ratio for Zambia of three posts ava-ilahle for high
level trained manpower in govornnent service as opposed
to two In the movement, differs in this respect from the
overall average,

Shortage of auditors and accountants

How .acute and critica,! the manpower situation is in the
fie1d™’-Df-"-audlting“nna*n5"55uhtahcy is revealed 'by tables
2 and 4* in Appendix I1ll, summarized by the following
table;- [

Table 3s Manpower situation accountants and auditors
( ciimuL3.inveMfigures for, Kenya, Uganda o.nd Zambiaj

No of Vacan- Posts
Posts cies Occupied

Certified Public government 12 12 0
Accountanis or
equrivai-lent . .

moTelaent 249 . 45 .4

-m- Aacountants "not government ®"al. ... 6 55

lower than Inter-
mediate, Igvol npvement 7% ~ 38 3

TOTAL 198 101 97

Table 3 Indicates tMat of the <98 posts for accountants
and auditors in tie co-operati-",re sector, 101 are“vaca-nt

m (more than 50~ ) . Particularly striking is the lack

of accountants or auditors holding full qualificationo;
45 vacancies versus 4 posts occupied. In addition,

many of the accountants employed at the lower level need
further training to a higher level than."intermediate",
«v/hich is the lowest qualification for professional
accountants.

In Tanzania, not included in table 3 figures, the sharta.ge

- of qualified accountants and auditors is felt even more

than in the other countries where jjrivate auditors can give
some relief i1f need be. There *re at present, 112 va-
cancies for accountants iIn the Tanzania Movement, whil.e
some, .of -tte, Jos..ts. for...mihi.af.accoun-taji-ts. -in -the- Regional ~“m*"
Unions are filled by expatriates on. fixed te”™ns contra,cts.
The Government sect 7r aims at 174 posts occupied by
Certified Accountants by 1980, but none of the auditors

now in @ post in the;Zona.l Auditing Bureaus, possesses
such a Certificate yet. (Appendix 111, Tanzania, table 1).

N Tables 2 and 4 for-Kenya, Uganda and Zambia. .Por Tanzajiia

table

1 (Government) and table 4 .(1I™ovement).
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2,6. " In-service training prograones

Concerning iIn-service training progrc.ones for high
level manpower, it was only psssihle to ohto.in full
particulars for each of the four countries over a
one yec.r period, either for 1974 or for nlid 1974 to
nid 1975. N

Tables 5 and 6 for the individual countries in App,
11l are suinnarizcd below:

Table 4: High level naripower in-service training

(Nunber of tro™inces during 1974 or 74/75! a one year
period for each country).

Local or Total
- e —— Rur™ronal®™ -"T&jrseas ver- eounrtry (Mov™)

Kenya 67 22 89
, -Tajizania. . 3,20.. 23 343
Uganda 95 16 111 .
Zambia 5 1 16
TOTAL 487 72 559 (131)

The bracketed figures indicate the number, of movement
ofricials affected#

—— - Prbn 487 locally trained personnel, 3?-7 undcrv."ont Diploma
Cojifce mtraining- at one of the National Co-operative
Colleges, white the others either had specialized training,
or prepared’themselves for a University B.A, or B.Sc»

; , degree.

From the total of 559 trainees, 68 were exposed to
postgraduate training which is normo,lly following upon
Diploma traing or undergradua,te University training.

Closer examination of the tables iIn ‘Hp 111 ~diCc?.tes
that postgraduate training neons usually training in
in a particular field of co-operative activity. Post-
graduate University training for co-operative officials
iIs rather rare. Only three cases were reported#

2,7, Considerations, conclusions o.rd recommondations

2,7.1. 1t is possible to deduce some first indications
on possible training needs from the evidence given
by the figures-, on such facts asJ the relatively
small number of high level trained staff, members
] the movement5 the shortage of accountants and
auditors; and, also, the great nunber of imder-
graduate trainees, mainly trained at national
training institutions, compared to—a-eu-e-h-caalle-r— <
nunber of students receiving postgraduate “ -
specialized training# ="
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However, conclusions on.the si’i.tlcance-of the
above figures ought to he drcvm in the light
of the foilovw/ing considerations;

a.

that it is the deolr.red policy of*all the
four coimtries to develop. .o.n o.utononous
co-operative novenent;

that the judgenents on the perforniance of the
co-opera,tive sector as a vfeole, e.g. govern-
nent departnent <and novenent, are nade by~
co-operative nenbers as well as by natdcnal
policymakers on the basis of the results
obtained iIn the novenents;

that the managerial and technical problems to
be solved by the executive arm of the co-op-
erative sector, which is the movement staff,
are becoming more and nore intricate In view/
of the continuuus expansion of co-operative
activity and its multi-purpose orientation;

toat through the multiple activiteis they under-
take a,d the responsibilities they carrv, the
co-operative enterprises In the Regions are
expected to lead a fore-front baitle iIn the
achievement of the targets of the National
Development Plans,

On the basis of the o,bove considerations, it can
thus be concluded that:-

a.

Tables 1 and 2, at the beginning of this

Chapter show/ a considerable imbala.nce With
respect to high level trained manpov/er available
in the co-operative movements,C3mpared with the
co-operative depa.rtments, Zarbia, seems to be
the only exception in this regard,

In spite of serious efforts being made in the
three East Ajfrican countries to-,.increase .the
intake of movement staff iIn the Diploma, Courses,
training figures which could be obtained for a
one year period (table 4 of this Chapter), indicate
tha.t high level tra,ining preparing personnel for
positions in government is still organized on a
much larger scale tho.n for the movement. This will
_certainly not help to reduce the present un-
ba.lo.nced situo.tion. The most likely consequence
for the future will be n even grater involve-
nent of government officers in co-opera.tivee
n.ana.gement, and a reinforcement of the trend

of second.ing govonnnent officers to.a.iling,
co-opara,tive organizations iIn supervisory and/or
no™ageriall functions. (For exam ple in Ugo,nda,
where this seons to occur most frequently 31
high qualified government employees ha,ve been
assigned to such posts, most of them in the
capacity of super;\;”tig managers of one o™

nore co-operative unions).
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2.7.4. RECQIE.IENMTIONS m e

It 1s tliroforo recomendei:

1. that in ord™~r to onsuro a more even
distribution of, high lovcl trained staff
metv/e-.n the co-oprativc movement’s
organizations and the co-operative depart-
ments , training .programmes , recruitment and

‘ assignment policies for high, level manpov/or
in-the co-opcrative sector T2 reviev/ed

thoroughly; ,

2, that, nvhere nocGssarj”, tc'-ns and conditions
of service for movement personnel bo modified
to guarantee their attractiveness compared with
those for government staff; :

3, that as a; first meaa-ore to reduce the
present disparity, y/ays be sought to carefully
select, iInt.rest and encourage qualified
gowernme t officers with obvious ieiitrepro-
neurial capacities to leave the public
sector i1n order to take up senior executive
positions \71thin the co-operative movement;

4, that by organising on a wider scale specialized
advanced training for raovereent staff, direct
interference by ;govcrniaent officers with co-
operative management be obviated and, at the
same wj;.ie, conditions be created allowing
government to concentrate on improving the
efficiecny of 1ts inspectiDrate. The recomaended
cleairer division of tasks should lead to
greater’labour specialization and to increased

" emphasis on job-oriented training.

Difference between the foiu? countries
The following arc the —ost noticeable vpiations iIn tne

high

level manpower situation and training prograiiime

between the four coimtries;

1,

The relatively large number of high educated
co-operative workers in Uganda, in particular

in the gove-.nment service, compared to the other
countries, Uganda records 57 University trained
graduates and an additional 262 graduates with

Diploma or eqgiiivalent degree,

The specialized effort made by Tanzania iIn the
field of Tondergraduate_high level manpov/er training.
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3. Biesmall of maijli 1o™el traincTi staff employed
my th& Kwii“Tm; HDVNEIG:It, a.d "L.o cgr.cJLly low rum*bisr
of studoiitB undoo; li_.l.m, training for pc.-iltions

ill tho. movomont.

> The attention Zonbia to proviiie o,dequa,te
staffing fcr 1ts fiu Unions, DUt tho c nspicuously
lo¥ nunber of pe pis following oo-oporative high
level mnpower training c ~urscs at present.

The financing of hi:":1T level roo™mponer training for

the novGEilent

2,9.1.

page 2 (Op.

Sometimes co-operative .organizations cannot
afford the parnnent of course fees. This applies
in particular to j¥o.uger recently founded
co-opera.tives, v/hose staff might need training
nost.

Besides the course fees, the co-:..peratives have
also to meet sala.ry costs of the trainees
during the w/hole training period. Moreover,

if return to tho same co-opcra.tive as ha,s
sponsored the training is not gua.ranteed, there
should be no surprise, that nany co-operative
orgajiiza™-tions are reluctant to release their
staff for in-service training.

In the "Tanzo.nia Ujanaa and Co-operative Edu-
cation Plan, 1973 - 79"* unv/illingness of
co-operatives to py. for the fees 'because

the trained staff could be transferred to other
Unions by the Unified Co-operative Service
Commission*” was mentioned as one of the importa.nt
reasons why training targets for the novenent
staff had box been realized. One could argue
with rea.son, however, that a certain mobility

of movement staff Y/ithin the framework of the
oo-operative structure 1Is neccssary, not only. ...
for the purpose of ensuring optimai.l a,llocation
of ma.npower, but a.lso for malcing available
adequate career development opportunities to
co-opera.tive v/orkers.

It would appear from the a.bove tha.t another
system of financing is reNJ.uired; instead of the
individua.l co-opera,tive bearing the full boirden
of fees ..ad salaries, the cost of training
could be siniead more eq.uizably if financing
was to come Trom central fund, which 1is
supplemented by grants from government or
foreign donor sources depending on needs.

cit. App. D.
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2 m9 2 .— REC-OMSinHVAIOITS-= mr- m ]
It IS did-"Gfide recoijiiaenaod;
1. that with jaview to renovinr the financia.l
restraints on r.iovorent staff training, In
each coim"ciT of the Rocion a special nationo,!
fund blee crovited for financing high (and pos-
sibly rjiddle) level training of movement
staff. wliere special funds for co-operative
training”™ and education alre.. dy exist (Kenya
and Uganda*- ) their® field of "opera,tioh
should enlarged no aa"t" i1hcludo
ho™h level professional training of novcuent
staff,eifier ?/ithin the PtCgion or a.broad, a,s
a.ppropriate. Contri-rutions to the fund are
tr. CO10 fro..i the novemerit, the governiaent
as y/ell as fron overseas sponsors;

2, th?-t In order to further the excha.nge of
experien-ce- ?2."i-thin the Region a fimd of a nore
United size he crea,tcd at a re.Mional level™>*.

In Uganda the fund 1is caviled the 'Hational Co-opcraotive
Education Fund”; iIn Kenj"a exists a "Bursa,ry Fund"
administered by the ITational Co-ordination Coimnittee to
pay college fees for noveinent persoimel, nainly middle
level. It 1s not nsant for oversea,s training.

This was also discussed a,t the” Co-opera,tive Education
Leaders®™ Conference see "Report of the proceedings'

page 19, (Op. cit. App. ).
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EXISTING LOCAL CO-OPERiIIJIVE TMINING FAQILITIES *

3.1. The Diploma Courses conducted r.t the National
Co-operative Olle/::e [ ]

3.1.1, Liplona >Yvaduates

Most ofiiie young ,graduo.tes taking up positions

— for“high level” rianpower in the co-operative_
sector have completed the Diplona Course. This
tv;0 year c jurse is organized at the National
Co-operative Colleges iIn each of the three
East Africoja countries and aims at prepc.ring
the students for a wide range of positions In
novenent and governaent service, such as
assistant co-opora.tive officers, senior posts
In the co-operative -unions, assistants accountants
and "".Dsistant r.uditors. It is therefore
relatively broad iIn focus. Opportunities for
"specialization du.ring the course are United
though acc ;untancy training iIs iIncreasingly
emphasized*

Some of the persons consulted called i1t a
"core course”™ for high level nanpower. It is
In some cases pre-service training, Tfor exanple
for direct school leavers, hut iIn most cases
"In-serin.ce " training.

Another important group of graduates entering
co-operative service arei university tra.ined.
With a few exceptions these students only know

e about their enployment In the co-operative
sector after completion of theilr university
training. The specific training problems for this
group will be discussed further on in Chapter
V (Tra.ining Needs).

3.1.2. Diploma coircses* intake

Except for Za,nbia, whore such a high level
co-operative training course does not exist
yet,- the particulars for each Diploma Course,
proceeded by iInre”..general information on each
of the Colleges, sie given iIn Appendix 11 1in
the comparative tables 1 - 6.

* For source of information for this Chapt™r see Appendix 1.

1

~ At "the Tanzania Co-operative College, 2nd yeo,r Diploma™ Course
students are split up into a management”and an accbuntaiicy
line, (see Aiipendix 11, table 6).
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-The follo.wjjag. -trble, .conxy.res “tee..intake..J3.£- si3;i1d.ots
for® tho Diplonn Coirrse iIn the three
coimtries.
Table 1: Stuaonts Intake* Diplaiaa®.Gourse;&.-

Cu.nulr:tive " " __ Present annual

1971/73 intp.ke
Kenya , 95 , 24
Tanzania 396 - 100**
Uganda = 18. , 45

Most of the d.rpa.k| students aro trained for

entrance Into govemiaerit seryice, but the
imalee of mOVG:"_ent staff 1s iIncrea.sing.

In Kenya, provisions are nade Y- nover.ient staff,
having conple®.od the Certificate Course, to enter
the Diploma Course fron 1976"onwards.

In Tanzania,fl"om the i1nception of the Diplona
Course movement staff neinhers he.ve been trained
representing about 25 of the,total annual intake.

In Uganda, the Irst intake of noveinent staff for
the Course, took place In 1974, when, there

were six students. This hag- increased to ten
for “the 1975/77 ctream.

In Tanzania, 1t has now/ become the, official
policy that senior” staff positions®™ in the unions
should be manned by diploma graduates. The same
applies to imion managers in. Uganda. The Kenj”an
educationists were less specific about this point,
but the generavl trend of requiring higher levels
of formal training for positions pf high res-
ponsibility™™ 1n the raoveinent seens to be :.lam

to all the three coimxrie.s. 75

Some of the diploma students are Porn VI secondary
school leavers with no practical experience In
co-oiileratives, and they a,re trained for entering
government service.

* On the total number of s"tudents admitted to the Diploma Courco
in Uganda 15° do not obtain tho dcgrco due to f"~ilurco or other
reasons. In. Kx-nya and Trjizania thcnc. car™s aro rather .exCvptional
(See App. II, table 5). * - -

** The Co-operative Colle"1"e iIn Tanzania has worked, ,oirt™ffn eEibi-.
tious plan of gradually iIncreasing its intake capacity “of
Diploma students and Post Diploma trainees to 1050 by
1979/80.
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In Tanzania, liovever, direct intake fron =
secondary school for the Diploma Course will be
discoiitined frora 1975 onvw/ards in p-irsuit of the
Musoma I*~claration*, The Tanzania Co-operative
College,also,does not train exclusively for the
co-operative sector. Sonc diplona students

are sent to the College by parastatal organizations,
Their number has hitherto been very snail, but it
iIs ligely to incre..se to 15 for the 1975/77 course.

At all the three Colleges the possibility exists
of qualifying for entering the Diploma Course by
an "outstanding perfornance™ in the proceeding
lower course, often referred to as "Certificate
Course',

3.1.3, Perspectives for follovY-Ui3 training

The system whereby good passes in a lower course
giv.e accoss to a higher course may act as a spi®
to ..perfo nance. It applies to most of the basic
and general courses organized at “the Co-operative
Colleges but not to the Diploma Course, the
highest in level. The Diploma degree has very
much the character of a final degree _.for co-
operative staff. It is recognized by the govern-
ment for aacement in the higher ranks 0.nd salary
scales, but i1t does not give an exenption from
entry examinations to university or other high
level professional training courses**.

In Tanzania for example 50 of the 84 Diploma
students of the 1973 - 1975 stream, most of
thera coning fron the ”~accountancy line', have
chosen to sit for Nationa.l Accountancy Diploma
Part I, or for both part 1 and Il, The results
are not yet know/n.

In Kenya Eiost of the Diploma students sit for

and —-nass usually the CPA I”Examination (Certified
Public Accountant, grade 1), and lilcewise the
Uganda Co-operative College provides tuition

for Parts I™and 11 of tho Association of Certified
Accountants Examination (ACA I and 1I1).

During its Musona meeting“the TANU National Executive Comi~"dttee
"directed that (university) students will be taken in after
working in the various (government and par”~statalj institutions
and according to the reg.uirenents of their plac.cs. of. WOk . ....
(see Daily Kews 18/1/75). It appears that this regulation n
also applies to the Diploma Course intake of the Co-operative
Gol™lege,

An excet)tion iIn this res ".ect IS a recent arran -enent In ~Tanzanaba
between®the Co-operative College and the University of Dares
Salaam, whereby good passes forthe Diploma Course are conail-
dered, to provide an adequate educational basis for entry to
university training.
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3.1.4. Equivalence of the three Diplona Courses and
Contents e =m

..lt was not possible in the scope of this svjcvej
to assess the . equivalence.of the awards issued
by the three Co-o;perative Colleces at the end
of the Diplona Course. But:=exdri.ination of the
syllabi sho\vs that they ha.ve the na,in subject
areas in common. In. all three, enphasis is put
on econonics, acco-untancy and nanagement training,
The Tanzanian syllahus differs from the other
wh. by the great variety of subjects, including
political education. At the Tanzanian College,
; too, speclLalLization is possible during the 2nd
year by following either®the accountancy or ma,-
nagenent line, (For uore dctailn see App, I
table 6), N N

For an assossnent of equiva.lences, however, a conpa-

risen of syllalDi does inot suffice. -The depth to

;?/hieh various "subjects-are taught, needs to be

m considered, ;as do the rea,sons for including or
leaving out sdDie subjects or parts of subjects,
the quality of the teaching itself and finally,

the levels®™ of exanination.

To ensure the relavance of their teaching at all
the three colle. ;os, lecturers go out on field
nissions d"oring the vacations for- discussions
"With ex-students and their supervisors. This
leads 1n sone cases to a review of the course

contents.

Through the answers to the questionnaire the
educationists have indicated tbat the Diplona
Course should be somevdiere nidwajr betvreen 'a
general e.nd basic high level training course with, some
specialization,"- a.nd *a s";ecialized course with
soLie general training”. It was confirmed dtiring
the iInterv.iews that the Diploma Course 1is a,ined
to serve a double purpose: to provide the trainees
With a solid academic background a,d also to
prepare tei.i for their future Jjobs through "job-
" oriented”™ vocational training. In consideration
of the a,bove nearly all res*)o,?,dents fotmd the
present Diplona, at their Fational College adequ™®
for government officials, but in Uganda, and also.
sorie of the selected persons, judged it "“too *
general™ for riovencnt officia.ls™, . . .

Respondents were asked to rate their opinion on the Diploma
Course as to whether it shou].d be 'a general induction course”.,

" a general basic coijrse with some specia.liza.tion™, ™"a specialized
eolirse with sone general training™, “a high specialized course",
or whether they were ™uncertain” about this by checking the
appropr”e box. In a similar way they were asked to iIndicc-te m

if the Diplona Course, at the noment . organized at the Co-: ,
operative College of their country, Weas either'” too general’,
"just good™, "too specialized” or if the/ were "uncertain”

about It
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This brings us to a discussion of the merits

and shortco"".ings of the Diploaa<G:"urse, The
advantages ox having such a training facility
providing general _backgroimd training for
co-operati\re staff being obvious, we will nainly
deal with the reported shortconings and suggested
ways of inprovenent. The criti-cal rena.rks on
the DiploEia training, naiiy of then originating
from the Principals themeelves, have received
special attention fron the w/riter in view of
the fact that a partial revision and/or
extension of the Diplona Course Programme®could-
aakc the respective countries attain a very
high degree of self-sufficiency for specialized
h.1,n. training, as will be further discussed

in Chapter V .(Training Needs).

Reported shortcorain.-s of the Diploma Coursas organized
at the national Oo-oDorativG .Colleges

3.2.1. The shortcomings related below were all expressed
either iIn \;inmmarng or verbally during .the inter-
views, by one or more of the leaders consulted.
Even if some of these statements may.-.only reflect
the opinions of a few, i1t is worthwhile to men-
tion them iIn view of the apprecia,ble experience
of all these ~ersons With co-operative education
and training. " The see a.pplies to te,, recommenda-
tions™listed later iIn" this Chapter..

3.2.2, At the Nairobi Consultation Meeting* the

principials reported that the Co—oiDerative
e Colleges are sonetinos'under fire"™ a,d cri-

tized""because students do not seem to perform
better after two years middle level or diploma
training. 1t was explained that it had become_
a tradition for the Colleges to tro,in *‘generalists’,
and that 1t would be difficult.to organize job
oriented training as long as istudents do not
know where they will be posted,, and. in what
capacity, after com.pletion of the course.

One of the groups at the Workshop reported that
efforts to evaluate courses on relevance and
impact on job rErfornanco were alfep considered
insufficient and their effects limited.. Eva-
luation doCEl not sooLi to be undertaken syste-
matically and is very often not more than a
side—activity of some of the teachers. One
Coller™e teacher reported ;"The best, feed-back

on the relevance of our courses receive in
the class—ro™m frori the students themsdhres™.

Source of information,cited in App. 1.
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The quality of the teaching was also suffering,

it was oexd , from difficulties iIn attracting the
right type of tutors ,Arith sufficient co-operative
and teaching experience. Sone are preparing
thenselves for higher dcE,Te.e Gxaminations and

have not really set their ninds on teaching as a
profession. The problem of most of the teachers
not having been trained or having been Bnsufifi-
ciently trained in adult educ ~tion methods and

the "psychology of lea.rning”, was also discussed.

3.2.3. Critical coments on the motivation of the
Diploma Course students were often heard by t e
writer fron College tutors during visits to the
Co-operative Colleges. The students s"een to see
the Diploma Course as a means to obtain the
necessary accountancy qualifications, iIn parti-
cular, for .taking up ..emplojonent outs-ide the .-

.- - ®™Tco-operative sectorwhenever an opportunity
should present itself.

Eagerness to leave the co-operative sector may
effect negatively student®™ behaviour, for
exDjnple during fTield assignments, or their
interest for ccrtain subjects during the course,
but this is more to be considered as a short-
coming of the training system as a whole than
of the course itself. (See Chapter 1V, pre-
conditions for effective training)

3.2.4. In Kenya, concern was expressed about the small
intake capacity of the Diploma Course of only

25 per year.

In Tanzania on the contrary, the intake would

be so large as tor.affect the standard of teaching.
There is a strong drive in Tanzania to attain 'out-
put™ targets, but there is a shortage of teachers
with both enough theoretical and practical

experience.

Criticism levelled against the Diploma Course
was stronger in Tanzania than elsewhere, but,
recently, the college has introduced two new
examinations to ra,ise the sta,ndard of the Coursej
first, for the entry to the course,, and a

second at the end of the first academic year.

A Uganda educationist observed; "The problem we have
encountsrsd is that we have liad to train the
movement personnel together with the department
(government) personnel. Therefore, it has not
been possible to stress those areas that are
particularly relevant to novement peroonnol.”
It seems that this observation has aisa somB
relevance for the other countries.
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RECOM; IJHD. .. . TIONS

The followlins cio QU " Astions Idj one or riore of
the inteiviewees t roucdy the above shortcoriings. ihey
have been put by the vw/riter in the i"om of rccor.nendations,

A point, particularly r>.coanended by a Tanzania educationist

1. that instead of having & single-"jJiplooa Course™ (or a
coarse wifi culy two lines of spc.cialization as iIs xne
0.se In Tanzo,nia) & "Diplona PrograrLne should be or-
ganized offering several options, 1i.fter conpletion
of the first part of the diploija education, cooiriom™
to all Students, the fin,al part should be devoted "©
prepo.ring students for. thoir future (or iicesent)
nobs through one or noro optional courses.”OpportU-ntBS
for specio.lizo.tion offered as part, of the Diplona
Pro.-rame wibDuLd also have the additional advanta-e
that there is no longer need for topping up and
extending- the 4., years prograrjae by additional
specialized courses as is the tendency at present.

Such a new set up of the "Diplona. ROI;;;rainG , e,g. a
cowv."on core V/ith” rhc r.aainder split into various streaus,
cnul'." only be successful if nan-,ooner requirements in the
different braiiches of co-operative activity are loiown.
The sane person therefore "recoriaended that

2a. that iranpower requirenents bo deternined by Manpoi™”
*Peveloonent Socvions or units, wnich shoulu be loc..f\d
in the Education ‘Sid Training J*ivisions (Sections) of
the Co-operative Departuents (Divisions);

while a riioe3;att spokosno.n recoranended:
b. that,where’ practicable pcthe novenent these manpower

requir nents be determined by sections (or imits) with
siiklar*res-oiisimities based at the co-opBrative apex

organizations.
Those representatives ¥ the raovcncnt who werp interviewed

m==ntlat™-art of the Diploma Course progroanTiKi be reviewed
so that gsp.ecic.l needs of the ;/iovenent can be taken

into”consideration.
A eortaln aisres™-i:<l “f dipl.orm accree by n-_.tlonal
universities was also reported. , xormer oll-";_je

prinsipol recommended J

that closer contants be established with the universi-
ties, and an "-mrra’gement be made whereby diplona
"raduates with a satisfa-ctorjr p.orfornanoe during cima
after the co-uxse would qualify for entry to university_
~mdergraduate .curses (as is already the case in To”zania
for those with good passess at the Diploma .examinations).
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The v/riter would lilze g d t; the r.bove ruco:"i1inendations
the following, rs rcfloetine; por*soiir.1l -Views:

5. that iIn order to pronote tho dcvelopr-ient of high level
training systeras®™ and coursu? for njvenent staff, half
of the “board of administrat:.ts or collece oomittees
oe coaposed of riovement representatives on the model
of the'"Co-operative Centre Zauhia (see App, 11, Zgriloia
P.C.C. 1 .adP.C.C. 2, para. 5 and 11);

6. that each Co-oper tivo Colle."C oms a Rese.aroh Unit,
v/hose main task vrould he to assist the study organizer
in the evaluation of relev ncc of courses, rid their
continuous revision according to cha,nging training
needs (see Chapter 1). The unit could then assist
Y/ith the suhseQ.ucnt developiiiont of teaching nacorial
in .collahoration v;ith the tutors. It is felt that

those course evr,lua,tors should not be
burdened -/ith additional i1nportant tutorial tasks|
7. that In order t- conpare orientation, cohtents and

level of teaching and exa.nination of tho Diploria Courses,

a regional workshop be )rgaiiized for study organizers .
and heads of teaciiing ""lepartraents fron the three-
co—opcra,tive colleges of Kenya, Tanzania r.rd Uga,nda#

This fTirst workshop should be followed hy another one

with larger attendance, conprising the leading edu-

cationists of the i17egion, In order to discuss the

organiza.tion of c "Diplona Prograncie', iIn the light

of" the specific requirenents iIn each country and the
e findings of the first workshop.™" -

A point which deserves speci.al attention, a.ccordii;g to the
writer’s opini n, iIs the .actual tendency of the Diploi.rv
Course to ““econe nore and nore of a voca.tional training
course for Torofessioii.al o« ;uojity . and auditors, while
the nain purpose ought to he to provi k high level hasic
training for ru.ral uano-genent and co-opera.tive development
workers, preferably conplenented (las already suggested
under 3.3"1.) by specialized training courses.

Other High Level Tr .inin,® Facilities for Co-operative Staff

3.4-1. Tanzania

An 1mportant institution for co-operative education
in Tanzania iIs the Institute of Development
B-lanagenent at Mzuabe. Among many other under-
graduate —“and postgraduate courses, it conducts

a three years "Community Development Course'™ for
Unanaa a.nd Co—opera,tive Officers (for detai,ils

see Appendix 1lI, Tanzania, p, IDM 1). The project
started in 1972, and 1its intake is pLo™med to
double In 1977 from the present 30 to 60 students.
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It rGol™.ces the forner Cdtinunity Develapncnt
Course organized by IDM*s prGdecessor, the
Govurment and Rural Developnent Centre.. It

iIs only this historical reason that _can_explain
the situation of t/0 different institutions in
the sane coujixry ca,tering for high level co-op-
erative training at Diploma level. However,
It has cone to the loio*.vledgG of the \vriter that
proposals have been ~ put forward to transfer
the IDM Rural Developnent Diploma Course to the
Co-operative Ooilere Moshi.

As- sho’.n in Apjiendix 111> Tanzania, ta-hle 6,

IDM is also used for the higher account-"Jicy
trainiiig of xissistant Accountants. It c-jnccms
usua.lly a snail selection of Co-opiera.tive
CollegG Moshi Diploma-graduates who continue
with parts3. and 4 of the IDM Account-jicy
Course to hecorie fully Certified Accoim.tants.

The Nye."jGzi Social Training Institute near
Mva-nza offers a dix“ona course iIn Business
Administration, and® is used by soue co-operative
unions for iIn-service accountancy training.

Zambia

In Zanbia, too, there are two different
institutions involved iIn co-operative training.
The Co-operative Centre in Lusaka™'carters

for introductory training of con:nittee neHbers
and staff"" and through its "ExtonGion Unit"

it directs the provincio.l, “co-operative wings”
in-charge of nenber education. The President’s
Citizenship Colleae (P.C.C.) at Mulungushi
conducts other specialized short courses in-
cluding a six month Tertificate Course™.
General information on the P.C.C. 1is contained
in Ap“pendix 11, ZOuwbiOv, pp. P.C.C. 1 arnd X

At -oresent the P.C.C. 1s not engaged in what
could bo considered as co-operative high_level
manpower training, but this situation might
change in the future,

Possibilites of oolla.boration with other
institutions

Besides the above-mentioned, there a.re other
tra.ining institions whose facilities are,

or could be, used for various sorts of training
for co-operative personnel.

It appeared from the iInterviews that although
sometines of great value iIn complementing
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training prograrflmes provided by the Co-operative
Colleges, the f-_.cilities offered by these
institutions generally spoken have tNo important
shortcomings:

1. The intake ox Co-operative” officials is small
"because of competition Vith other government,
parastatal or private organizations for placos.

2" It is not easily possible for them to organize
courses particularly geared to meeting training
requirements of co-operative staff#

Some of these institutions could certainly be helpful
in the organization of specialized training, such

as that recommended in Chapter Y by providing lec-
turers and/or accommodation. But 1t would not be
realistic to expect too much assistance from this

side. Shortage of experienced staff appeaxs to be a
problem common to practically all the institutions

for advanced training In the Region, and leaves little
room for additional commitments iIn support of co-opera-

tive education and training.

Nevertheless, when it comes to implementation of
Chapter V°s recommendations, e.g. the active search
for and organization of additional training

lities, collaboration and sjymchronization of efforts
with these iInstitutions ought to be sought. It 1s
mainly for that purpose that those appearing most
important havo been listed for each country iIn -ae
second part of the Appendix 11 under the neading
"Other Training Institutions of Interest ,

Ongoing co-operative training facilities offered
*at the universities in the Region will be discussed

in Chapter V.
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CHAPTER 1V
PRECONDITIOITS EOIl EFFECTIVE TRiYHNTIFG®

The brain drain

Training alone does not guaran®tee increased efficiency.

The effects of training can easily be undermined by

improper manpov/er allocation, arbitrary transfer and
promotion policies, or the absence of career development
opportimities. In order to do justice, therefore, to the
concern expressed, particularlj® by movement leaders, on \7hat
could be termed as the preconditions for effective training,
it seems appropriate to elaborate upon this subject a little
more before discussing the actual training needs in the
next chapter.

Unattractive conditions of Vorlc also stimulate co-operative
staff to look for job opportunities outside the co-operative
sector after completion of their training# As a point of
fact from all the four countries it Vves reported t at the
parastatals and the private business sector** vere ™snatch-
Ing"” high trained staff by of. ering more vittractive salaries
and general conditions of service. An officer iIn charge of
manpov/er training recently re™arked] ™& liave sent a chief
accountant for two years to London. It is certain he will
run away from movement service v/hen he returns v/ith his full
degree qualifications™.

In"Chapter 11, the shortage of accountants o-d a-iiditors has
been emphasized. A Kenyan govermrxient auditor e”cplains

that there will be no lasting solution to this problem 1f an
auditor, once having been trained and having acquired
practical experience iIn auditing (by vjorlcing in the co-op-
erative sector), can apply for a job In the private business
sector at a double or three times his salary.

Even 1n Tanzania, where no strong competition from the _
private sector is expected, toere are indications that the
drain on high level trained manpower to other state _
controlled sectors of t'ie economy, 1Is considerable; OF the
first™- group of Co-operative College Diploma, stiidents, who
graduated at the end of 1974, one third is ta have
ceased Working with the co-operative sector, .out the
actual loss might be much higher™®, suggests a college
researcher, whose views find some support

a survey carried among 47 “Oiploma graduates iIn "975 by the
Co-operative College Research Team, which shovw/s that d2b_
of the ex-students ~“were inclined to leave the co-operative
field of wori:z"~.

For sources of information for this Chapter see
Appendrx 1,

In Tanzania, only the paras tatals,

*** Diploma students - 1972, ilesearch tear.: paper, (Opp, cCit.
App- D).
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In Kenya, the loss of ex.-Diploma graduates is also reported
to te high, although no definite figures could be obtained.

4.2, Unified Co-operative Service (Tanzania)

During the ICA Regional Conference of African Co-operative
Education Leaders in 1972—«-, the participants expressed the
view that any programmes of training based on projections
depends on the existence of a defined code of employment,
satisfactory salary scales, terms and conditions of service
and incentives for career development. In this connection
considerable interest was expressed in the efforts made by
eTanzania towards meeting this need through their Unified
Co-operative Service Commission.

But in 1974, the Economic Department of the Co-operative
Union of Tanganyika reported as follows on the Unified
Co-operative Service Commission (In Kiswahilt "Ujima™)»
which should have solved those problems;

"A widely held opinion within the co-operative movement 1is,
however, that Ujima (which is responsible for employment,
discipline, terms of service, dismissals, and partly for
training for all union employees with salaries of 95 650©.-
or more) has not led to any improvements. Inadequately
trained employees, many vacancies, high staff mobility and
dishonesty still seem to inhibit efficiency in union
operations, A fTeeling of insecurity also seems to be pre-
valent among co-operative staff, due to the ineffectiveness
of Uoima, and an a result of cases of dismissal through
intervention in union affairs from regional politicians**."

Study of the legislation also suggest a statutory under-
representation of the movement in the Commission, the
governing Board of the Unified Co-operative Service ***,

* See Conference proceedingsreport, page 61 (op. cit, 1iIn App-1).

**  See: Structure of Agricultural Marketing in Tanzania 1975:
“page‘“5nropT cC I¥"Tri

The Unified Co-operative Service Commission was established by
government in 1968 and came into operation in 1970, Its Secretary

" and staff are appointed by the Civil Service Commission. The
President appoints the Chairman of the Commission, while the
Minister responsible for matters relating to co-operative societies
appoints the other four to six members, one of them being nominated
by the co-operative apex body, the Co-operative Union of Tanganyika
Itd. See The Unified Co-operative Service Staff Act 1968, (op.-

cit, in App. t). .
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4.5. Preconditions > e

It is suggested in the coning Chapters thr,t the shortage
of giir.lified stMf in cert:".in seetors of co-operative
activity he renedied” hy the orj;anization of additiona.l
training progra :\es. But this should not divert
attention frjii some fund®"xiental n.anpower “nanp.genent
issues which, 1f ovorlookod, night undernine® all vjgll —
Joiet.ning o -ining oi"FYts.™ "ThGy c paiX: 10 "To"furrcd to as
epreconditions ft offcctive training, axd" are listed as
follows:

1. the exiatence of ttractive s -hd conditions
of service. -

2. ohe existence " nanpower developiiont scheiies,
with nanpower training being an integral part of it,

3. a@worlcing atnosphere on the job which stinulates
perfornance and efficiency.

4. Terns and conditions of service

Such as salary scales and increncnts, allovw/ances, gra-
tuities, pension schc:aes, leave cntitlenents, housing
facilities, siclaiess and disablement insurances,
procedures relating to Ffirst appointnent, transfers of
duty station, pronotion, disnissals etc,

5. Mcjipower develoDiient schene

4 1» A nanpower developnent schene -in i1ts turn is n
dependant upon the existence of nanpower pro0,jcctipns
e,g, the nunber of positions to be filled ™over a period
of years. It is the absence of long-tern nan-;"onor
m"oroiections In most of the countries iImder review
which has nade it difficult to deternine training
needs (see Chapter V) on a long tern basis,

4-572, However, T"T"rojections alone do not suffice. Tr“-ini
. and/or experience required to fill the established
posts also need to be defined. This again calls
for job:analysis, and a proper grading of-c mrses
and awards issued, (locally and overseas).

Much is still to be done iIn this respect, in prti-
cular on job analysis and tr" ining requirenents

for positions iIn the novencnt. Pron both Tanzrjiia
and Uganda, i1t was reported th"t people trained
in specialized Tfie]ds-were assigned to jobs not
sufficiently related to their fields of training.

4 5,3. In order to dcte.rnine who qualifies for promotion
or training it is necessary th-.tpersonnel recoras
of each employee be maintained and up-dated and
that apioraisal of nob performance be conaucted at
regulo-r intervals.
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As already said in Chapter 11, 11, training also
needs tj be financed. Budgets should®be draim

up for five year period» and regularly reviG\;ed.
Extra provisions a,rp to be nade for financing

the posts which are created to take co.re of absences,
whenothers re being trained.

Working atnosphere mb the ,iod"

A 6.1.

4.6.2.

Even whore tens and conditions of service ™.e
attractive, "and*a™"Weri~ tlovisod rirzipS\SE mdevaop-aent
progranr:e 1is iIn operation, job pcrfornance night

be affected by feelings of frustration, which

eo,sily occur, when young high level trained officials
have to support the feudal attitudes of their
superiors dcnjting then responsibilities coimensurate
with their levels of training.

Others occupying postsof high responsibility h ve to
put up with iInterferences’in the execution of their
duties, from influentials of various sort. They
Bonetines h-.ve to inplenent decisions v/hich they,
know/ fron their t:e?Jinlhg"and oxpeTimce ,ar3-not in
the best interests of co-operative developnent.

On the other h-nd, too nmch freedon night also be
ho-r™iful a jjoint which one interviev/ee 11lus-
trated by saying "It should n-"t be surprising that
inefficiency, and even eiibezzlenents, Ouwe railipant
in nc.ny parts bf co-operative activity, where
control ".d iInsjoectiDh..tasj£S arf _iiD.i.carried out

properly.™*

~Nm,"63,"Th"e mrel "Mtionship between the. working atnosphere and

4.6.4.

manpower ar”™Jiageixnt consists .in the latter_favolLiring
the creation of conditions whereby protection a,:
security is given to positively motivated workers
who nay be unduljr victimized, while, at the sano
tine, close collaborati n with interna.l or externo.l
inspection services should gaiarantee tinely detection
of negligence of duties or no.lpro-ctices. <

For the novenent in particular, itseens to bo™true
that the co-operative st"ff needs to be protected
not only a."ainst its own Vealaies”c ly supervision
and control, but also against arbitpry neasures
fron its supervisors, e.g. govornraent.inspectors and
corimittQes, local governiuont adninistrators, poli-
tical leaders and even pressure groups fron witnin

the co-oporative. ;-

The couients on "‘working atnosphere®™ are for the greater part
baded on conversations /ith the participants of various ICn

Senino-rss.
reflecting..the..._gencral--situa.ti-on..in.. OJiy one..of the countries

under investigation.

The exanples cited should not be iInterpreted as
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RECOtgvISNDATIONS
Fron the o.bove 1t "iIptears th.>-t training problens
should not c:"-miot he treated in isolation. For

good results, the "training environ .ont' nust be
considered. Further investigations to study 1iIn
detail the conplexitics of nanpower vianagenent

in the co-operative sector are therefore inperative.
As a Tirst neasurc to reTress the .lost apparent
shortcomings though, the follovw/ing are tne v/riter s
personal reco " cndations;

1. that in each countrK two conplenentary manpower
developnentScha-os he designed; one for the novenont
and one for the co-jperative department staff;

2. that nanpower lovelopncnt sde™ies ho "integrated®™™
in nature, e g. the scheue should contain Arc
harnoniously conbine all the constitu-fent parts
nentioned above, such as nanpo¥/er projections, job
analysis and Icfino.tions, training progro.nQes,
nerfornance ap“oraisal systcns etc.; regarding co-op-
erative training impleraentation of the schemes would
inply that training would become noro directly re-
lated tomB-"- <Tog.uircmontc-cnd tho-car lorc “of the
trainees;

5. that In each ounrry, recruitn™nt, training, doternination
of s?-lary scales, promotion and transfer of hig-i
(and posLbly ni.Tdle) level novonent staff be centrally
organized in close corinection with a nanpower aeve-
looncnt scheme;

4, that iInstitutions i charge of nanpower management
for the movement be based prefero.bly at w©e
nationo.l co-opera Live apex body, even if
initial stage, financial support from_the st’te oe
s-up-ht to ensure proper staffing and prograrme N
inple” _mentation. tlnplenentition of this recomen..ation
in Tanzania woul m imply that the functions of the
Unified Co-operative Service bo transfersd to a
Manpower Management jJepart™/.iait operating un”er the
Co-oporative Union of Tanga,nyika).






CHAPTER V

PRESENT UNSATISFIED NEEDS K)R
HIGH LEVEL FIANPOWEH TRAINING AND EDUCATION

5.1. Introduction*

This Chapter will deal with the most apparent unfulfilled
needs for co-operative training and education, e.g. for
postgraduate specialised training in the three East
African countries (section 1 to 5), and for high level
co-operative education in Zambia (section 6). It has
already "been explained in Chapter 1 that the difference
between co-operative training and education is not just
a matter of semantics. The training courses proposed
and discussed in the first five sections of this
Chapter are job-oriented in nature, and to the extent
that they cannot be incorporated in the Diploma
Programmes of the national co-operative colleges, as
suggested In Chapter 3, participants will have to be
selected mainly from diploma and university graduates.

5.2, Specialised training
The need for tailor-made courses;

There was a general consensus of views among all

the iInterviewees and questionnaire respondents

that specialized training was needed for practically
all categories of high racking staff and that

there should be the closest possible relationship
between what is taught during the course and the
day-to-day work situation of the trainees. One
interviewee.expressed very clearly what he expected
from a well designed course by saying that it

should make the trainee "learn to do the job."

One should be aware, however, of the limi"ta"tions
of fb"raal' training courses, particularly those
organized at the higher levels. 1t will not

be possible, through the process of formal training
alone, to make course participants leam to

master all the different tasks to be carried out on
the job. Some vtays of operation can only be leamt
in the work situation to say nothing of the
complexities 1involved in "attitude” training and
the development of certain human®CLualities.

* For sources of information for this Chapter, see Appendix 1.
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Similarly, experience cannot be taught In. a
classroom, and can only be obtained through’
field assignments to a limited extent,

In considering the need for specialized train-
ing for co-operative staff in the Region

there are, however, some special circumstances,
v/hich according to the writer®s opinion,
Justify special efforts being made to de\dop
training courses through w/hich the participants,
to the greatest possible extent, should ™learn
to do.the job".

firstly, opportunities for on the job training
in developing countries are often much more
limited than in the industrialized countries,
owing to the scarcity of experienced senior
staff. Co-operative staff iIs often assigned
to "new ventures”, (setting up a transport
unit, “running a now/13” acquired farm eto),
without receiving much professional backing
from the employing or supervising a.uthorities.

Secondly, co-operative development in the
Region has reached a stage where more and more
specialized knov?-how is required.

Hence the need, possibly more than melsev/here,
for "tailor-made courses™, which should make
the trainees fit into their jobs as much as

possible.

The target group™ for specialized training

There are many more qualified candidates for
high level specialised training in the
government sector than the movements. This
iIs due to the uneven distribution of high
level manpov;er between the movement and the
government already discussed in Chapter 11,

Movement

Candidates for specialized training are
senior staff members presently employed by
large size co-operative organizations
(mainly unions). Categories of staff
concerned (union mana.gors, branch managers,
etc.) are spocifiod for each country in

App, 111, country tables 3 and 4*
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Their total number is persons.* Pron those
alj™- 209 have uridorgone high level training**. But
estinating that of the r-enaining 277 nicldle or
lower level trained could still benefit

from specialized training projTrannes, the total
number of potential trainees fron the novenent
anoimts to about 3#5 persons. On top of this
cones the annual iInflow/ of new graduates cstinated
at approximately 4” pcrson.s ***, nainly diplom
.graduates, froxi June 1975 onwards.

G-ovemrient

Specialized tra.ining would be required for a.ll
grades of co-opcrative officers specified for
each country in App, 111, country table ITo.I*

Fron the 997 *** high ranking officers, 537

have undergone high level training *****_
Estinating.. that halft of the middle and lov;er

trained staff, 360 persons, is still able to"
benefit fron specia-lized training progranaos,

the tota.l n-umber of qualified officers would

amount to 817 persons. There is however, a

group of about 40 top level policy-nakers from
v/hich selection is n/le rather for the undertaking
of study tours or attending international conferences
than for training courses. “J can therefore
estimate the total number of potential trainees from
the government sector at around 773 persons.

Kenya, Uganda and Zr.xebia 223 (Chapter 11, Suxmary
table 1), plusTanzania 132 (App, Ill, Tanzania
table 3" plus42 accountants Kenya. Uganda and
Zambia (""haptcr 11, suxmiary table 3), plus 89
accountants Ta.nzania (not including 9 expatriates,
including 36 bookkenoers, see App. I1ll Tanzania
Table 4), i1otal 486°

Kenya, Ugojida and Zanbia 62 (Chapter 11, summary
table 1), plus Tanzania 52 (App, 111, Tanzania, table 3) ,~
plus 42 accoimtants (Chapter II, summary table 3),

plus 53 accoimtants Tanzania (hot including expatria.tes,
See App- 111, Tanzania table 4), “oto.l 209

Tanzania 30, Uganda 10, Ksnya and Zambia togotho-r &,

Kenya, U"Manda o.nd Zanbia 659 (Chapter I1I™ s-ummary
table 1), plusTanzania 228 (App, 111 table 1), plus
55 accountants (Chapter 11, S\m:iary table 3), Total 997.

Kenya, Uganda and Zanbia 432 (Chapter 11, sur.imary table
1), plus Janzcjiia 150 (estimated), plus 55 o.ccountants
(Chapter 11, summary table 3) Total 637.
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In addition, thei-G v.'ill bo an; annur.l inflov/ of
about 129f diploma graduates, from June 1975
onw.ards, plus an ectimated 30 univoraity
leaver™”~froni wmom a fovr might be cocpectod to
be employed by the movement,

.'fhe above calculations can be cummaiized as.
indicated in the follov.-ing tabic.

Table 1t Co-operativo staff._qualifying for
migh level specialized cox-aini'ng

courses:
Xn-sox'vice Annua:z! .
st;aff inflow
of.,new
gradua, tc3.
I lovemGnt 545 45
Government 775 129
1,120 174 from Co-op. GbDeges
+3Q from Universitie s
24 =
say 17100 20" ==

I f should be remembered that the-above figi~es
are based”™ on present output figures of .diploma
graduates and the estimated number, of
university graduates joining,the co-operative
sector, .. Still, they give some indications

of the numerical importance of co-opcrativo
staff and inflor; of new graduates for vhom high
level specialized training is condide™f2od ....- —
useful, iIf not necessary. They should in no
way be seen as manpower projections.’ fr thic,
adjustments would have to be made® for retirement,
staff leaving the co-operative sector etc,,

but- data on which such -projections could be
basedWare not available.

** Kenya Co-operative College 24, Ta,nzania G"o-oporative
College and IDM, Mzumbe. together 65, Uganda
Co-operative College 35, Zambia. 5> Tota,l 129*

** Kenya 15, Tanzania 7, Uganda. 6, Zambia 2,
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At the same time i1t ought to be said that
Tanzania®s needs for special training might

= em bo greater tha:n presximed in the above “figiircs
iIT financing of i1ts manpov/er training programme/
b75 _ 1980 for s™o\ani;nt stcif can be
assured - (See App. Il1l, Tanzania table No. 2).
In that case dtho annual infloi.; In Tanzania
alone of diploma graduates, joining government-
service v."auld amount to 90 instead of 55»

For the other coMintries, too, i;ianpowor figures

and msubscg.ucnt training needs for the coming..... -
years, might differ from the above approximate
figures depending on changes iIn training and )
staffing poi.icies such as for example, those
recommended in Chapters 2 and 4»

5.2.3, Priority areas for sioecialized training
(short term®-tailor-made”” courscs;

Through the questionnaire, co-operative
leaders iIn the four countries have been
asked to indicate what they consider to be
the present unsatisfied needs for specialized
training courscs, and also to estimate the
number of students to be trained annually
under theses programmes.

The most important areas for sppcialized training
had already boon mentioned to the writer
during the explanatory talks he had w/ith some

- . educationists, prior to the construction and
circulation of the questionnaire.

In order to check on uniformity of view/s
regarding their need, these courses V/ere
listed in the questionnaire and respondents
were asked to indicate if they considered” them
--- 'needed" or "not needed.
The cours.cs were described iIn the questionnaire
______ m""“either as "'to be organized on a regular basis
as part of ..the .Diploma .Course Programme, or as
follov;-up short term post graduate courses™
@ - 6 months)"; and further, as courses
"which could require some course oOT action
from the (ICA) Regional Office as a follow-up
to this part of the survey, e.g. regionally
pooled requ.ests to donor and/or teaching
institutions for training in the Region or
abroad™.

The opinions expressed on the priority areas
for additional specialized training courscs
show basically the same pattern for the three
East African countries.

The following table ranks these 10 specialized
courses- according to the percentaget

respondents 2o considered them needed or not
needed" «
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Table, 2: List of specialized, tr™ ininp: coursos nuLnbers to
bd" "trained annually

(Sh5rt courses, 1>e: either 3-6 :aonths or split up In a scries
of shorter courses).

Needed* ;NOt " " Awerai,ge to be Total
in & Needed trained a,nnually* ave-

in rages
I
Courses: | K T U Z
L] |
1 . Ma.na.genent of Multi- i
purpose societi-es Wofo 20 20 10 5 55
2, Consuner® acl Wholesale 100fo 20 20 10 5 55
distribution * . %
3, Induction course for )
university leavers 96 ; 60, 20 20 15 n.a. 55
4. Tra,nsport Management . 6o 25 15 5 10 55
5, Part! nana® enent (snail
sca.le) and extension 850 ~/o 20 5 10 n.a. 35
. Teachers training Qlio 13- 10 10 15 5 40
7. Farn ma.na:gerent (large
scale) n5io 2biom 20 20 5 5 50
8, Specially requested
by Tanza,nia: Credit
and Savings n.a. m,a,. N.a,. 20 U ah.a 20

9. Specially requested
by Ta,nzania & Zambia;
Housing Co-operatives n.a. n.a. n. a. 10 mna. 5 15

10 . Specially requested
by Zambia; Building
Co-opercatives "n.a. n.a. n.a. n,a. 5 5

TOTAL- 385

K=Kenya, , T=Ta,nzania, U=Ugcanda, Z.ai:ilDia
Average of the estimates a,re rounded off to five either way,-

27 persons were ~consulted through personal conversc.tions and

19 qg-.uestioonaires were conpleted o.d returned. However, sone of
those were filled in with the understanding that the cjiswers
reflected the uevw/s of njre than one person, e.g. when both
leaders w/ere working iIn the sane organization!-: or dep-"rtnent*
These, answers had to be given a double weight. To simplify
reporting and presentation of results the rating of the expressed
views 1Is iIndicated in percen“ages®instead of in nunbers. This

applies to all the following tables.
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The averages shown iIn the above table are not
official projeotions. They are simply estimates
which need to be further refined during the
planning phase (see next section).

The nwiTibers mentioned for Zambia o.re only

very rough approximations made b; the writer,

as 1t was difficult to obtain more preeise
inforvaation, particularly for courses longer
than one month.

Some readers ‘light ask themselves to v/hat
extent the above estimates are realistic.

Can the numbers of traiuecs mentioned in

the above table actu3,lI3= be found?

Part of the anisw/er to t-i1is question can be
found by comparing the figures, of tables 2

and 1-of this chapter. Table 1 indicated

1100 oo-operative workers alreo,dy In service
to qualify for high level specialized training,
plus 8.rd G,nnual InfXow/ of 200 new graduates
per ¥ear. The tot".il of table 2 amounts to 385
train"ses per year to be trained under specialized
courses.

«IT these specialized courses are to be in-
corporated i1n the Diploma-Programme as [ R
recommended iIn Chapter 11l, it can be assumed

that there v/ould be no great difficulties iIn
finding the number of po-rticipants indicated

in tlie table, which mea.ns that some of the
?ourlses could well be organized at a national
evels

Iniea-Se, however, participants have to be
recruited exclusively form among in-service
enployees who have to be released from their
actual jobs for att.”?:ading a course of 3 months
or longer, then participo.nts might have to be
recruited from different countries, iIn order to
attain a reasonable number of se_j* 20
participants per course.

In that case one could also con"Mider organizing
some of these ,Lourses on a biennal rather-, .than
an annual _.“bssis, .
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Finally, for participajate holding posts of
responsitiility in the area of training, the
indica.tod 3 to 6 months could very well be
split up into a number of short courses,
spread over a tvjo to three years period.

By such an arrangement formal training would
alternate with practical work. It would permit
tho applicability of new concepts and
techniques to bo tested by the participants
themselves iIn the job situation and i1t would
D-1so o-llow difficulties encountered in
inplementation to be discussed during the
following session. Such an ideal set-up

would also be in lino with the Gambian education
caid training policy (see under section 6

of this Chapter), but can only materialize by
locating the greater part of the course in

the recipient country or the Region. The
location of courses will be the subject of
discussion in the next Chapter, section 5.

55 The plajininis: of specialized course; determination of
objectives, contents and duration

5.3.1» For deta,iled explana,tion on the methodology
of defining the objectives, contents and
duration of co-operative educa,tion c.nd training
courses, it iIs reconmendod that"reference
be made to the proceedings of the ICA Ad Hoc
Consulta.tion noeting of Co-operative College
Principals and Vice-Principals held at
Nairobi in January, 1975*.

In the context of this survey It seems important,
however, to outline shortly tho major

implications of tho conclusions of the above
meeting for the planning and preparations of

the specialised courses mentioned under 5.2"table 2

5.3.2. Recommended guidelines and procedures

Planning specialized courses in conplionce
v/ith the conclusions resulting from the
proceedings of the Nairobi Consultation
meeting would imply, according to the writer"s
own interpretation:

* Op, cit. App. |
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1. that courses Tt orgoaiized witli the ain
of niporaiis to partic ipy.-its laaov/ledge
mad 8kills tiiey can immediately apply
upon conpletion of the coxirse. Hencc the
need for .each co-urGe to sta,te iIts
ohjoctivesjn behaviourial terns, c,qg,
v/hat the participant eould he able to do.

2. that, as part of the coiirse propara,tions,
tasks analyses he -undertaken with a view
"to"Met"erminihg "knov/lodgo and skill J]:og.uire-
nents for the type of jobs the participr.nts
V/ill be trained MW -

3. that an attei.ipt be a,ls0"iilade to assess the
"existing level of aoyetericy/™" of future
course a.ttendants f;/Mhich, conpared i/ith
"the required level of conpeten.c7 ™, should
serve as. a b.asis for the deternino.tion
of course objectives, contents, ti'a.ining
nethods a%d duration =

4. that rjaxticipaaits V/ith practical oxperience
in the subject be associated in defining
the course objectives and actively engaged,
as fa.r as possible, iIn c.rranging conditions
for the achievenent of these goals (deter-

e nination of problea a,re0.a, collcction of
ease study TDatei-ial, organisation of field
trips); . "

5. thattho duration of & course should depend
on the tine necGssa.ry to achicve the course
objectives. Experience has showi ho“vever,
tho-t a duration of a few dxys to “t+Hb weeks
is Indicated for skill naintenaaico courses
or for discussing new technologica.l deve-
lopnents iIn the participantsftields of
spocia™Mizc-tion. But co-operative staff not
having received a.ny professiona.l training
et In the siibjoct v/ould need courses of a
longer duration, la.sting throe to six months.

5.3*3, Organizing courses along the above..lines appears
to correspond with the quest for greater practico.l
r;;levance of training prograa®rcics which was so
often recorded by the writer during his
discussions Y/ith those co-operative loa.ders
consulted. It Is the pa.rticipants® porfornance
after completion of the course tha,t counts e.g,
viat kind of tasks he i1s o.ble to execute, to
delega.te oi” to supervise, what kind of decisions
he 1s able to make, etc.
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Implicritions for courso pln-iming by iInternational
trainlHiS; contres, iIn particular ICTC/"s

There is no doubt t at i1f specialised

courses .are to be organized with the help of
International Co-opera,tive Training Centres

or other teclmioal assistraicc agoncies,
imploraGntation of the above recoBimendatlons
with res"-"Oct to courso p la,nning and preparation
would require a review of prenent routines and
procediTres. The following example might serve
as an i1llustration;

IT a course on transport manafitmont is
considered, then i1t should first be made

clepj? for which categories of sto.ff it is to
be organized™ Li it to be only for transport
managers, oi- also for staff V,ah supervisory
or Inspecting tasks (co-operative departmental
officers, a.uditors etc,)? This calls for
consultations with the emploj”™ing organizations,
and, at the same time, for field excursions In
the recipient countries, leading to an analysis
of ta,sks cLii"Tontl”™ being performed by
prospective® candidates.” Course organizers
should Igiov, for example, the type of transport
and the mmportance and ma,in characteristics of
the fleet(s) which the average tra,nsport
manager has under his command,

Knov/ledge of local conditions should make it
possible to adapt course contents to the
special problems transport managers have to
cope “itil*in their daily v/ork in developing
countries, such as maintenance cosls adversely
affected by bad road conditions, irregular
supply of spare parts, hea.vy season-a.l
Tluctuatiojis in demand for tr “nsport services ,
shortage o- qualified machanics etc.

From the exploratory missions iIn the field, ’it
should a,lso become clear how much attention,
for example, 1s to be given during the course to
the development of new control systems,
facilitating a check on use of vehicles by
drivers, or on possible overcharging by outside
repairers. Study of real situations should at
the so.me time j™Meld mat™,rial for case studios
simuto.tion games, etc, , so that a close- contact
with_practical examples i1s ensured throughout
the course.

Preparing a course a,ccording to the above
pattern, would inevitably entail a high degree
of learner-teachor contact,- starting with the
planning stage xvhere problems are i1dentified
by common effort. At the same time =t Vill.
give course organizers a fair i1dea of "levels
of competoncy.” of possible participants.
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5.3.5. RECO?T/£Em:TIONnS
In view of the -""low, it IS rocoiioend

1.  dict the pir".nming r.nd propr™ration of
specialized C-"urses for co-operative staff
fron the Region, Iirrespoctive of the place
where thesesj courses V/ill he held, include., the
mundertaking of prohlen i1dentification nicsions
in the recipient c -untries by possible course
organizers and/or sponsors;

2, that c “urso objectives be deternined iIn "".ccordancc
with the guidelines as T rnulatcd under 5.3 .2.

Further backf~:r nmd infojcnation on the requested
s-pecialized training courses

On some of the specialized training cjurses, notably
on the specific trainiig needs they would have, to
meet and their organization, valuable’suggestions were
received during the intorvieA® and tlirough colLments

on the questionnaire.

The i1nfornation contained iIn this section could be
helpful as backgr :and information to those institiitions
which might consider org®"~nizing or financing one or

nore of the courses in de-iand but should definitely not be
seen as a substitute for the fact finding missions,
reco™.Njnended -above.

5.4-1. Mana-p;enent of nulti-purpose societies

The i1nterdependence of developnent problems

has been increasingly recognized by co-operative
leaders in the Region and has gra,dually led to
the conception that a top-to-botton nulti-purpose
co-operative structure should provide the
operational franework for “a pr ocess of inte”ated
rura.l developnent.

The deficiencies of sone of the nulti-purpose
co-operative unions can be easily traced to

the dearth of skilled nana;;enent caj)a.ble of
coping with the great variety of problems it

iIs confr .nted with. In addition, there is valso a
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pronomiced need,, In novonont and govcmnent
servico, for capablc pronol0l-3 of nul_ti-
purpose o0o0-operG.tivG programcs to"be org?jaizcd
?.t a primary village level enconpassing
agricul-taral production, m.arketing, crcdit

odd savings supply, social sector activities
etc.

The jjitricatc nanagencnt problens of nulti-
puirposG co-oporativG socioties “\vere the subject
of discussion at an”ICA Regional Soninar on
Multi-purpose Co—opcr;ativcs™™ held last
Pebrucjy in Dar os Sala,an. Tor further bc.clc-
ground infonnr.tion. on the present situation -
in the four countries, "the writor woul.d like

to refer to the report on the seninar
Xjroceedings*.

5.4.2. Oonsuner and Yflioleso.le distribution

During the ICA Regional Seninar of I"lcvenber
on "Problens iIn the Developnont of
Consuiner Co-operatives™ it was noted that the
failure of consumer co--operativos could, to a

great extent, be attributed to the lack of
technical k.o/~hovi*. As a point of fact,
only a few Consurier* co-operc.tives have been
successful in the Region, and the shortage of
trained personnel 1is strongly felt.

Othei® miioe recent infornation paTticularly on
co-operative W™ Miolesale problens can be found in
"d"BReport on the Proceedings of ICA Regional
Seninar on Organ.ization of thG'V/holesale
/to Distribution of Supplies to- Co-qo-1-i1"-Yhi §g"',

(still under print) hold froa April 14th - 19th
at 1ioshi, Tanzania.
There is a widespread interest In oonsuner
co-operatives throughout the Region for

W setting up co-operative supornarkets in lu-an
areas, as”™v/oll as for snallcr consuncr shops
to be pronoted in i-ural areas as part of* a
nulti-purpose approoxh.

*0Op. cit. in Appendi>c |

** Op-. cit. in Appendix |
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Tor the purpose of training It soens appropriate
to distincuish tn™(Jo fields of action requiring
IiGh level st™.fhing:

- Q O-oporative v;holGs.ale

~ Thie nanasenent of 3uperinarkots iIn urban area.

- The :lovclopnent and nanagcncnt of cliains of
oolion™ia shops i1n rural areas,

5,4/5. Indiictior:. coui"se for uiliivorsity iGavers

5,4.3,1l. e -prohlen

Several reasons were given by the
leaders consulted pleading for a
sepa.rate coursc for univei”sity
?raduates-

t was argued that sone of then

have very little knov/lcdgc of Co-
olieration and i1ts principles, vhon
joining the co-operative soctor
irxiediately after conplotion of tlicir
studies, while education and training
received IJ°' others has been shown. to
be too thcorotical and not closely
enough related to practical problems.

A view/ GXToresscd by one leader, and

one which seer.is fairly representative,
was that: "University leavGrs fit iIn
Quite well as toachors at the Co-
operative college, but their por-
fornance in the field is imsatisfactory."

Ono shtyuld Jiot 1o surprised, therefore,
that tlj*re arc tines tensions
bz",1;ven university and non-milvorsity
trained staff; particularly, viai® the
higher statue which 30cs with™a
university™™ degree 1s acconpanied by
a too thLor<—I:ical outloolc on the
solution of T7ractioal problens. To
ensure a better integration of
university leavers, a three weeks
course has already been orgrjiized by
"the Co-operative Department in Uganda
with the purpose of introducing and
exposing the newly a.ppointdd univcrsitj,
gradua,tc officers to the functions
and duties of the Co-operative
Departraent”, and the role played by
the entire Uganda Co-opero.tive
Movenent iIn the social and™econonic
devolopnent of the Countrj=" %

But 1t wa.s pointed out to the \/riter
that this course vas in fc.ct too
short and should be replaced by a
more conprehensive ono.

*

"Education, Itraining and Publicity” 1974 (Op,cit, App-D),
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5.4.3.2.

5-4_3»3.

On-,MIn™ coursos at East African
Unlvorsi tics-

On the other hand i1t should THg
reco”™isod that the teaching of
Co-operation iIs receiving more and
norc attention fron -universities
in tlie Region, ojid i1s gradua.lly
being included, in the curricula of
different dogree prograrincs.

For example, at Makerore University
(Ugeaida) there is a course rn'Co-
operatives™ for Rural Econony

students; the Nairobi University

offers an iImdergra.duato optional

course i1n Co-opero.tive Ifenagenent as
part of the BSc. ~"j-ogranne in
1icononics5 ¢Yd Dar os Salaoii University
conducts a,n optionn,l course iIn
"Managoriont of Public Enterprises

and Co-operatives”™ being pert of M.A.
Course i1n Developnent Managenent.

(see for further details App, I1I,

part 1lI, ~™Other Institutions of Interest”;

How many to train

mExoxiination of the App, 111 nanpov/cr
fig-uros Chov/s that there are about
100 university gro,duates working
dithor mn. co-operativc organizationa
or govemnent service.

Most of the consulted leaders did not
know by how/ nany their niinber would

gro\7 during the coning yea,rs, but on

the basis of estimtes nade by some
of then \;e night expect every year
30 new university graduates to join

.the miics of either the govemnent,

or novenent staff.

Co-operative departments a.ro In this
matter heavily dependant on the
allocation policies of government
oxIministered central establishment
offices.
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5.4»3.4. Oo.iGctives for an induction cp-ursc-

Deteruination of dio objoctivos and
contonts of an induction coui GO for
univorsity loavors niglit pi“ovo
ospecic?.lly conplic-atod. Bccar®.se
of tho difforonco in educational
baclcgroimd of tie participo.nts”tlie
"gaps” to bo FfillG-1 up will differ
also, Thie sociologist niglit need
.additional training iIn accounto,,ncy,
the agriculturist in co-opcrative
tlicory and tho ccononist in rural
..... . sociology etc, .-

What all seen to. need, profcrably
before their full integration into
the co-opera.tive service™ Is Q
close confrontation .during their
training period w/ith the pra,ctical
problcns of co-opero,tivG promotion,
nanagenent a.nd supervision, at all
levels, and -an opportunity to
discuss their observations in an
atiiosphore free from tensions or
prejudices with experiencGd co-
opcrators.

5.4,3»5. A degree course in®0-opera.tion”
at laiivorsity level ,

Another solution to the problen of
preparing university gradua,tos for
service in the co-opera.tivc- sector,
might DC the introduction at -university
level of a degree course in

s - "Co-operation®™® or "Co-operative

Administration®"". This 1issue was

raised iIn the questionnaire.

To tho question 'Do you think-"feha-t—=
there i1s a need for iIntroducing at
universi%y o]

course of a general na.turo on
co-opnra-cive developnont o.v/araed by
a B.;.. or BSc degree?” thr~c out of
foiir respondents -Jiswercd that this
Was ""needed™ or <cry nuch needed,™.
The reuaining judged it ""not

needed” or "not needed at c.lI” .
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From those in favour of tie introduction

of sucii a covjrse two out of tliree respondents
thought that it should be organized at a
"national level” 5 while bthc-rs v/cro in

[ "favour of such a course beilng set up at_
either a Regional or at an "Eastern African

level™ (including countries not covered
by the Survey), ot abroad.

Concerning the muniversity department
which should be in charge of the
course, opinions were divided, but
"Agriculture Economics™ and '‘Commerce"
scored highest,

5.4.3.6, Feasibility of a degree course in Co-operation

The organiaa.tion of an undergraduate
course iIn "Co-operation™ appears to
present the following difficuOilies;

a. Most of the leaders indicated a
wish for such a coursc to be
organized at a national level.
Jdud:'3ing hov/ever, by the number
of graduates expected to join
the co-operative sector*, the
number of students would be far
too small to justify the setting-
up of a-new degree course on a
nationa.l ba.sis,

b,""¥ith_the exception of Tanzania**,
most students entering university
are dircct school-leavers. They
might bo rclucta.nt at the beginning
of their studies to chbose a degree
cou.rse, which prepares for one particula.r
sector of the.economy e.g. the
co-operative fTield.

* See note ** on page 4 of this Chapter

**  See note *** Chapter 111, page 2 (Musoma Declaration)
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One iInterviewee expressed the

view, and in this he might not

be alone, that the co-operative
sector needs a greater variety

of university trained specialists
than a single course in "Co-
operation®™ would be able to provide
for, even if the degree programme
offered a wide range of optional
courses. It is important for the
co-operative sector, it was argued,
"to avoid undue reliance on other
ministries”™ in the planning and
implementation of i1ts programmes

by employing university graduates
from different academic disciplines*

Prqblem_a(eas to discuss with
universities; -

Besides the feasibility and appro-
priateness of the introduction of an
undergraduate special degree course at
university level, there are some more
problem areas which, the survey has
revealed, need further scrutiny:

a.

C.

the strengthening of the teaching
of Co-operation at universities in
the Region in general, at under-
graduate and postgraduate level at
the various fTaculties,

The possibility of the development
of a two year MSc, Programme
(postgraduate) in Co-oeperation
instead of an undergraduate degree
course, as discussed above,

A review iIn depth of the contents

of the curricula of the present
courses which have Co-operation as

a main subject with a view to ensuring
a closer contact between teaching

and co-operative practice,

The establishment of a more
organised relationship between
universities on one hand, and-
co-operative colleges and co-
ﬁpﬁ;ative educationists on the other
and.
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5.4.3.8. RECOMSNDAgQIONS,
It is therefore recommended ty the writer;

that the organization of an induction course
for university leavers, the teaching of
Co-operation at the universities and other
problems related to the integration of
university leavers iInto co-operative service
be subjects df discussion during a regional
workshop to be organized for university
lecturers concerned, principals of co-op-
erative colleges and heads of the govemiaent
or movoincnt educationci divisions/sections,

5.4<=4» Transport management

Transport activities usually entail considerable
capital i1nvestments and especially during the last
years, costs of operation have been steadily rising
Experiences i1n the Region have shown that mismanage-
ment In transport results iIn serious conseguences
for the profitability and efieiency of the co-op-
erative sector as a whole. It 1s therefore not
surprising tha-t training In transport management

has been pointed out as one of the priority areas.

No semina.rs ha,ve been held yet on this topic

by the ICA Regional Office, but a regional two
weeks” seminar on '‘the Efficient Use of Transport
in Co-operative™™- is planned for end 1976,

Some of the difficulties experienced iIn the
transport sector have _.already been iIndicated
under 5 5. 4. when coKrse planning and preparation
V/ere discussed, with a transport management

Bourse serving as example.

5 4 5.garm mana/3:ement a.rd extension (small scale)

It 1s more and more emphasized iIn the Region
that co-operatives have to play an active

role in the promotion, planning and organization
of agricultural production. This explains the
increasing dema,nd for co-operative staff;”

with adequate background training in agricul-
tural economics, particularly in small scale
commercial and subsistence farming, and the
methodolog} = of agricultural extension.
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5*4,6, Teacher trainin/-T
5. 6.1 . The neecT for training teachers

Teac.hiliG 1s now/ widely rccognized as a
profession which requires formal pre-
paration. That teachers need to be trained,
and, fTirst of all, shoxild be nade aware of tiei:
their need for being trained as'facila-
tors ox learning”, has been abundantly
disctissed in the Region during the last
year.—- Two docuinents especiallyrelevant to
this topic were produced by the ICA Re-
gional Office: the "Report of the Nairobi

. Ad Hoc Consulta.tion Meriting for Co-op-
erati”e Brineipo.lIs”™ and "the Role of the
ICA Regional Office in the Promotion of
Co-operative Education and Training'*.

The classification 'not needed” for this
this course cane exclusively fron Tanzania
(but not from the Golle™e Principal). It
a-ppeared that every year a rather short
(three W'esks) teacher training course 1iIs
a.lrGady organized 1in Tanzania for teachers
from the Co-operative Colleges and soue
other Tanzanian training institutions,

5.4.6,,2. Who is to be trained?

There are at present in the Region about
82 loco.l teachers in service at the Co-
operative Colleges ~.d training Centres.**

The nuiiiber of new teachers joining the co-
lie s every year 1Is estimated at 15, hut
this 1s subject to considerable fluctuations
depending on:

- the turnover of staff
- the realization of planned expansions of

tra,ining programmes (in particular, those
of the Tanzania. Collofes)

- the introduction of staff development
plans v/hereby teachers night ho.ve to
a, lIternate teaching and practica.l work
in the field throiighout .theilr career

-, - and, Ffinally, tlie allocation policies of
the central esta.blislment offices,

(See o.lso on terochers” training Ch, VI,
section 6.6,3, 'Exchange prograiime-for
lecturers™). -

* See Appendix | for full reference of both documents

** Kenya 23, Tanzania 46, Uganda 9, Zambia 4 (estimated).
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5.4 .7. .other specialized trainin:*: courses -

Mainly #1DoocauGe other prioritj?- areas were
identified at a later stage of the Sizrwey,

it is not really possible-for the writer

to point out specific guidelines on training
needs iIn the sectors of large scale farm
Inana:einent, savings and credit (Tanzania),
housing co-operatiyes (Tanzania and Zambia)
and building co-operatives (Zambia). The
provision of _"._dditional training facilities
for lar~e-scale farm mam,; 7;eliigt, through ‘'some
course of vicvion of the Re{™iona.l Office",

as it was out in the questionno™ire, was

not given such a high priority by Tanzanian
respondents®af:! the ?/riter had expected,

Prom Uganda, too, little interest was shown.
The importance a.ttached to it by the other
75/ respondents stems from the existence

of large co-operatively run agricultural

units -"ith the land cultivated either,
collectively or on indiviudal plots, (accord-
ing to a centrally fixed production programme),
or as a combin -tion of both, e,g. Kenya’s
"Haraka” and "'Sliirika™ Settleraent Societies,
TJjamaa Co-operative Societies iIn Tanzania,
farming Co-pperatives iIn Zambia,

In addition, there are alse co-operative
organizations in the Re™ion, unions as

well an primary societies, which own and rim
farms @cxjuired by purchase or, in other
cases, by transfer of propergr upon
government instruction,

A savings raid credit scheme will soon be
latinched In SaMzani“a and tTliis explains the
interest show/n in this special field of
training. Co-operative housing was especially
mentioned '%. Tanzania and Zambia. Comprehensive
housing development plans are still to be
framed but this could be dgne In combination
with a training prograiiime. Prom Zambia’s more than
200* ha,ndicrafts and artisan societies the 36
co-oper-ativo building societies arc the most
importajit, even though they badly need closo
supervision - W™ assistance from wellL trained

specialists.

Official figure on 31. "IS.73
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5.5. Top level specialists”™ tra.inir/:t rrd technicians

5.5.1. Top level s"pecialists ; -

It Was presmed that only r. few “of tliose
speciali“sts v/ould be needoil tomftll up key
positions iIn their areas of training at

the co-operative departments, the national

apex bodies r.d co-operative colleges.
Respondents to the questionnaire were adorl™ ..
to indicate on a check list of 32 different
professional catego2+3s , for how many of them
training acfncilites would he needed for a two
to three yec.rs” period. With the exceptioli of”
advanced accountancy tra,ining, nunbers to be
trained, as expected, turned out to be too snail
to set-up special training courses on a national
or region"~.1 level. Because, local institutions
can usua.lly not provide the type of training
needed, training opportunities for top level
specialists are mainly to be found at overseas
universities or training institutes.

Two points received particular attention fron "™
the persons consulted in their connents on top
specialists®™ training:

Firstly, that-specic, list-postgraduate -

training should preferably not take longer

than one yewYy. The reasons given were that-it
v/oLild be difficult to release staff for a longer
period, and-further that- such a period should- =
suffice If the t<?.inee is already experienced end
knov/ledgeable in the field.

Secondly, that trainees were to be recruitod
manmong the experienced st™-:ff, and that their
reintegration on attr™.ctive terns into the co-op-
erative structure should therefore be ensured.

In the absence =ofmlong tern ilanpower projections
and detailed staff developnent plans, it was

not e<asy for the respondents to quantify their =
needs. The figures mentioned .are therefore not
more than a.vera,ges of estimates by some of then,

Zambia is not included in the tables below-.._ .
because long tern courses do not appear to
fit into its education an:l training policy
(see section 6 of the Chapter).
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I'able 3: rrofes”sional ca*tc.riona for which top lover Bpccialiscd

trainin."-: 1s souv'ht (Ltr—ciinins period preferably not
longor then one year).

ECONOMICS number to bo trained
under a, single course

Keya.  Tanzania Uganda

Plojining and Devolopnental Econony : 6 3
Projection propara.tion, Aduinistration

and Evaluation 3 3 3
Agricultural Ifcrketing 2 2 2
Fara %nagenent (large scale) 2 - -
Farm Iianagenent + Extension

(snail scale”) 3 4 4
Business Adiiinistration (Jfenagenent) 2 1 4
Financial Management 3 S) 4

Autonatization and Control Techniques - -

Transport Economics and I"Sanagenon.t 1 A 2

Management Accounting (cost ana.lysis) 2 See 2
note

Accountancy, Auditing and Taxation 2 Seie: - 10
note

Business Mathematics, Statistics,

System Analysis 1 - 1
Co-operative Housing 1 1 1
Co-operative Insurance 1 - !
Co-operative Banlcing 4 - 12
Export-Import Business 1 - 2
Consumer and ™“olesale Distribution 2 4 3

Economics and Ifena.gonent of Small
Scale Industry | : - -3

Will he covered naxionaxji.y w i o w o
in July, 1975 at the Co-operative College, Moshi loading
to the qualification Certified Public Accountant. The
course 1iIs part of a UIIDP/ILO project for Co-operative
Accountancy Training at the Co-operative Collece.
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SOCIOLOGY/SOONOMIC SOGIOJIOG-Y- - - - - .

Rural Sociology

Rural Planning and Demography
Personnel, Management

Industrial Relatj.ons
Audio-Visual Extension Methods
Mass Communication

Pedagogy, Didactics, Training
Techniques

Research Methods a,nd Quantitative
Analysis

Hone Economics

LA/

Co-operative Lav/
Land Law

Mercruorti ,1a Law

5.5.2. Technicians

PinalLly, there is also c

9

ITunlier to "tie trained 7"u
dcsca single ccurse

Kenya Tanzania Uganda

- 3

5 2
1 1 1
- - 5
2 2 3
1 2 2
1 - 2
1 4 2
- 3 2
1 - 2
- - 2
- - 2

lack of training facilities
for some categories of staff,

working iIn the co-operative

~sectors as technicianB rather than™ as co-operative

specialisis .

The training they roquiro s more practical

then Mgh Ble"el and should he organized at a national or

regional. level.

Table 4: Categories of techj.iicians for whom vocational trodning

iIs to be organized:

Production Engineers (mills)

Mechanization Specialists
(agricultural)

Small Scale Industry Teclinici.?.ns

Printing Press Technicians

Numbers to be trained imder
a si]igle course

Kenya® Tanzania Uganda
10 5 28
6 10 -
- 25 10
6 10 7
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The need-for kiiio: torn courses in Zanbio.
5.6 1, A policy of step by step oclucation

-..-Criticisn against, the c.mcept itself of long
tern courses as being a useful instrument for.....
h 1.n. training for co-operatiTe clevelopnent
wa.s recorded iIn Zanbia, w/horc a National Co-opera.-
tive Developrient Plan is being prepared. In
the Chapter on "Co-opera.tive Education™™ discussed
at the Co-operative Resea,rch and Planning Tean
Conference on 29th April, 1975 -t Lusa.ka, it
is stated uneqg-aivocally that "“the old concept
of a co-opera“tive college where long C"™urses a.re
held for staff only is out-dated” (page 4,.0p. cit.
App, 1) and further; '"that the Education Progratme
mparticularly for. staff should.therefore be
constructed as step by step education so that®
- several-short courses c iver te,,period of a
person’s service in the Co-operative Movenent, .
rather than one long c.jur?e in the beginning
.......... of the career..”"..-(p:"ge, 3 Qo., cit. App.-1)........
It a,ppears that this policy also a.pplES to the ,
education and training of departmental staff.

5-6 2. Ar.-~unents in-f;:\vo-ur of step by step education..........

1, The docunent advanceie-'tho-following..............
argunents in support of this policy;
(| - m "The iIntention is — o foldx. to., iniprove
the capability of . individual and also
..... to Liake .hiu. fit for tea.cliing.. ptliGrs, 'Co-
eoperative Education of staff also serves......
a selection; ,thr,).ugh g series ..of short
courses interspersed by self-studies .and.witli
encoura.geij,cnt, and opportunities, for pHrtici-
ljating in local educa.tion, an individual v/ill
gradually show in v/Zhich special field his
interest and ta>len'cs are. Co-operative sto,fi
education should thex*efore be connected v/ith
ntafC pronotion and staff cnplojrient”.

2. During the interviews in Zciibia i1t was further
argued that a long ooi,irs0 is too costly
an iInvestment at the beginning of "a career,
when it is not yet clear for how long the
trainee rail continue to be employed in thee
co-operative sector. Moreover, the aura of a
degree and the more general type of education
received in a long c urse ivould only reinforce
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the tendency to seek more reauilera.tive

omploTitient catside the co-operative sector.

The 1nvariably limited bp/Jgets for education could
therefore be better used T .r orga,nizing ''short
coursGs” on topics of dirGet relevance to the
\vork "“the officials actuc.lly do.

Another a*rHnent a.dvanced vias t™.at through
follo-"Ting long training course the trainee
tends to become a "displa,ced person™ iIn the
organization he was worlciiig for. Bccause going
back to tio same 30b aft..r e long course might
be frustrating or even impossible a place
would have® to be found elsewhere,

A false dilemma?

It Is the writer’s opinion that the problem of
students soelcing employment outside the Co-
operative sector after having obtained = their
degree shoLild not be solved by debarring *then
from basic education i1n relevant a.cademic
disciplines at an early sta™~e of their ca,reer .
A v;ould-be ™rain drain™ could be avoided by
offering proper working conditions and attractive
career development perspectives.

As a ma.tter of fact some Zambian depaj:tmenta.l
interviewees expressed their concern tha,t their
counterparts In other departments were receiving
comprehensive basic training iIn their fields

of speciality and that the lack of simila,r
training for co-operative staff might handicap
them in tlieir day-to-day relations v/ith officers
of other ministries,

Stepyby-ctep education versus long term courses
a-ipears to the writer to be a false dilemma.
"This should not be considered as a matter of
"either,,, o™ but both tyoes of training
should become integral parts of a compr.ehensive
manpower development scheme.

The two "maripov/er ma.na.gemGnt’” problems referred
to above were already discussed in Chapter
IV "Preconditions for effective training'.
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5.6.4.. REQQM,"Ji!:NDA"JIONS
The writei? tliereforG rGeor.imends:

that the Zamtia in-sorvice training
progrcjDEio of intorsporced short courses
be su-o-olomonted by a high level manpower
education o urse V/hich aims at providing
future high ranking officials with theore-
tical background Imowledge in Economics,
Sociology, rionagement, Accountancy and
Co-operative Lav/, from which further
specio, lization ca.n follow. Participants
could bo selected from among officials
who h":ve successfully completed the
Certificate Course and who have a working
experience of one jqbx OF more.



CI-HUINTR VI
REILZITIQITS WITH GEN"IRJiiS ABROAD

6.1. Introduction*

This Chapter will concentrate on the relationship
"betrneen, on the one hand, the training centres
abroad, iIn particular the International Co-operatiye
Training Centres (iCTCs), and, on the other ha,nd, the
recipient organizations in the Region*

The determination of tile ohjectives and contents
of specialized courses as well as the implications
of formulated guidelines for the ICTCs* course
planning policies have already he n discussed in
Chapter V, Section 3»

Other issues affecting the relationohip V/ill be discxis-
sed in the five follo"A"ing sections of this Chapter

e.g. procedures and criteria., for selecting candidates;
awards issued]| follov;-up, evalua,tion and feed hack;
language probleiiis o.d>finally, the location of courses.
Each section is followed by recoriiincndations,

6.2, Selection™
6,2.1. Selection Torocedujres

A Co-operative leader complained ;'*Donor
countries send their invitations through
their Embassies, mBy the time they reach
the Co-operative Department it is often
the eleventh hour”,

A situation, whereby "somebody has to be
foimd™ at short notice certaLnly does not favour
careful selection of ca.ndidates,

"But we &-e reluctant”, said another edu-
cationist, "to turn down invitations, because
this could afxect good relationships with
donar organizations whose help could be
necessarj” in future.™

For soTirces of information for this Chapter, see Appendix- I*
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In Chapter IV it has be..n argued, that the
existence of conprehensive nanpower developnent
schemes is a.-T"recondition for effective
training.” Jor the i:icorporation of overseas
training In such a schene ICTCs should be
prepared to pl?in their assistance on a long-
term basis, so th-at the recruitnont and®
selection of oon.didates can start long Dofore
the begiiining of the course, even a year

earlier.

It is not only in the timing of courses that

there i1s roan for iiiproveaent. Good selection
is also hampered by lack of precise Information
on bbjectivcs, contents and levels of instrucrr

tion of cjursos,

®ne educationist complained : ™ou don"t know
at what level they will be trained | and when
they cono back, you don"t lacov how to evaluate
the examination they hr.ve passed."

The above rertarks may not apply to all training
centres, and there is also definitely a great
deal of streamlining of procedures to be
undertaken on the recipient side.

The conversation y/ith the educationists, hovw/-
ever, made cle r that, as a whole, selection
for overseo.s training is often done in a hurifcd
and arbitrary v;ay. With the grov;th of the
niomber of overseas training centres and the
expansion of their training programmes, it has
bocone increasingly difficult f + recruiting
authorities in the individual countries to
judge which course would best suit their str.ff*
and"to establish smooth running selection pro-
cedures with all the centres concerned,

6.2.2. RECOMVIEIIDATIONS

"It Is recommended:

- that at a Regiona.l level a co-ordinating
machinery be established, \7hich would act as
a link between, on the one hand, training
institutions, government departments(responsil?le
for co-operative development) o,nd apex orga-
nizations in the Region and, on the other ho.nd.

This point Was also disciissed during the ICA/Unesco Conference
for Co-operative Education leaders; see report page 21; "ICTCs
should ensure thcit there is moxle available adeg;uate inforn-tion
of objectives and contents of courses they wer-e offering.”

Op. cit. App.D),



YI - 3

training centros abroad. The niachinery should
"' provided with a permanent secretn,riat, VYith
the task at keeping educationists in the Region
infonaed a-hout training opportunities offered
'by international training o.entres. At the sane
time, it shjuld inforiu training centres abroad
about the needs of the Region and, 1f so requested
by the recipient organiaations, assist in the
selection and subnission of names of candidates”
Offers at present being channelled through
Embassies sh ;uld be copied simultaneously to the
---- Secreta.riat for i"ihformatibn purposes,

6.2.2. Criteria for selection of participants
6.2.2 1, Practical experience;

On the question: "do you think tliat the
possession of practical work experience
in the field of co-operative development
should be a condition for qualifice.tion
for (overseas) postgraduate tra,ining?"
the answer; "yos, with a few exceptions”,
Vv/ould. .reflect best the average opinion of
the leaders consulted*:.

The required periols of practical ex-
perience nost frequently nentioned were
either one to two, or t™o to three yea,rs#
At any"rate, it seens that the period
should be long enough to allow "the em-
ployee to have acquired reasonable
working knowledge of Co-opera.tives™,

Pro.ctical experience should permit the
pe.rticlpo.nts to relate Wtat is learnt
to the situation in their om country.

Other odvo,ntages of selecting participa.nts
from experienced in-service co-operative
workers are; . that;

- work performance and maturity can be
taken into consideration by the employing
organization in its decision Vvthether or
not to - rccoinmend the employee for
further training

The respondents were asked to score an a five point scale
the extent to which experience should be a precondition for
qualification : "Yes, with no exception” @6%VY); 'Yes, v;ith
a few exceptions”™ (367Y); "In some cases it should” (24M);
"No it should not” @OYY) ; ~Uncertain”™ (Ofo)e no response &),

The word "overseo.s™ was not mentioned oiaginally, but the
question was embodied in tvat part of the questionnaire
dealing With problems of overseas training.
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- there is a greater likeliliood of tlic
participants” continuous stay in the
co-operative sector,

- staff nenbcrs of a certain seniority are
usually employed at levels of greater
responsibility. This facilities inple-
nentation and, transnission of knowledge
and skills to subordinate staff,

6.2 2 2. Euture dorao:aent of the trainee

Each coujTse pro ;raane should specify the
™\ Te of jobs the <'"articipants cae trained
- - for. Sinilarly, each student’s potential

, functional, place of enploynent should be
knovm v.dien entering the course. This
night arouse greater interest for the
.course fron the students, and will avoid
training then for jolos out of context with
their later placements,

6.2,2.3. Homogeneity of /groups
(@ Academic qualifications.

Academic entry requirements for
specialized h.l.n. training colirses
should not be too rigid. During the
writer’s visits to some training
centres in Europe* 1t was reported
that students lacking formal quali-
fications frequently turned out to be
among the best, due to theilr eagerness
to leam and to perform well at exa-
minations. It appears that attitudes
and motivation of crjididates should
carry much weight in selection,

- () Countries of origin;

IT specialized training is to be job-
oriented or "problem posing”, parti-
cipants should come from countries
with similar or, at least, comparative
co-operative development problems**.

August/Septeribor 1975: I1GTC Loughborougli ,U. K. | Marburg,
PRGJ and Dresden, DDR. r e o,
This point was particularly streseed by the participants
with overseas training experience, attending the ICA
Regional Senior Management Training Course, Moshi, Tfoy, 1975.
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By nixIng-up students from diiferent
continents, "countries and co-jperative .

- junds, course--contGnts tend®-to
occone noro gererc™.! and elementr™.ry.

Increased spocialization of courses,
therefore, reduces the areas, fimction-
ally as well as gEographically, from
which participants can. be usefu.lly

SG" lected.

This applies to a lesser dOiree to
course intalce at the higher levels

of specia,lizo.tion (such as for '"top
level specialists™ training aentioned
under Chaijter Y, that
level there i1s a danger of over-
spccialization 1t the course focus Is
too narrow a,nd alj?’ relr.tes to one spe-
cific stage of co-operative developncnt.

Sujjinarizing, it could be sa,id that

degree o,d level of spGcialiaationof ithecoura
should determine ™ whether participants

arc tj be recruited from the sane

c.);mtry, group of contries, continent,
developing countries only, or from all
.countries,

6.2-2.4. RECOm>;HDATIONS

\71th regard to the selection of partici-
paiits for specic,lized cAirses 1In general
and overseas coujcses 1In pr.r-fcicular, 1t iIs
reconnended:

1. that -with a few exceptions practical
working oqeari.enco in the co-operative
sectjr be accepted and recognised by
donor as wel3-733 recipient coimtries as
a i)recondition to qualification for
specialized postgraduate tro.inings

2. tha,t the job the trainee will occupy or,
at least, the functional area-in which
the trainee V/ill be enployed after the
training bo defined and well loaovm to
all parties involved;

3. that honogeneity of groups for short
tern specia,lized training courses be
sought by putting greater enp,hasis on
general co-opcrative b-.clcground and si-
milarity of development -problems t.”an
on acadenic qg.ualifications.
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Awards Issued by IntGriir"tional traininis: centres

A lot of confusion and hisunderstanding can a.rise when
Sinilar designa,tions and tittles of av/ards are given to
courses which differ widely 1In ontents and level.

The following instance, told by,a dopartnental
educationist, night-serve as an illustration : A student
cones back fron overseas tr-iining, holding a "Diploma",
After the person®s return 1t soon becones clear that

entry into the ranks of "Co-opora.tive Officer” on the
basis of the Diplona i1s not possible, becausc it can.not
be recognized as eqg.u.ivalent to Diplona Courses organized
elsewhere. The stulent iIs then proposed for a recognized
"Certificate Course™™ at r.nother oversea,s training institu-
tion, but the host country . refuses sponsorship for v
ca.ndidate who is already in possession of a Diplona. It
is needless to enphasize that such a situation iIs nost
enbarassing to the cnployer and frustra,ting to the tra.inoe.

Another interviewee reported tha.t in his country they

had stopped sending trainees to a particular training
institiltion becatise of the prestigious awards issued at
the end of the courses, which naxle students clain

higher sa.laries t ;an levels of instruction and exanina-tion

would jJustify. ,

It 1s to be hoped tliat as "a result of the introductioii

of conprehensive nanpower no.nagenent systens in the
recipient countries, as described in Cha.pter IV, job
perfornance will becone the najor criterion for pronotion
rather tlan po”er g.ualifications. But to a certain
extent, i1n particular at the beginning of a career, levels
of education and training will ha.ve to be todcen iInto
consideration in deteruining sa.laries a,nd the allotnent
of responsibilities. Better co-ordinaidon at an inter-
national, level in awards, training policies a.nd classi-
fication of courses could help c great dec.l In avoiding
situations as reported above.

RECOIVUNCNDATIONS

It IS reconnended:

- that by nutual consultation, "national a.nd internationa.l
training centres jointly arrive at establishing a
standardized s3rsten of designation of courses,
distribution of awards rYd assessnent of equivalences
of levels of training.
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Pollow-UT). evaluation# feed-back

By the terra foilov;-up acti.vities is-tinclerstood all
activities wAchi follow/ upon fina.l cource examinations
and graduation, such as on-the-joh evaluation trying
to assess the effects of the couL"se on job behaviour
and work periormancej correspondence Vith former
tr*Minees or their emplo3?ef’s; the organization of
“"follow-up” train:™ng programmes and/or evaluation
courses iIn the recipient countries,-.

Evaluatxcdtt » the assessment of the v*Mue of a course

is usually done at tho end of e*ch course together with
the participants, but seldom -as a follo\¥-up activity
after 1h."ey have returned ."to their placcs of wor'k. iIn
their home countries,

Feed back is a bailt-in system of control on the
effectiveness of the course. It G be done during
the course on the basis of the outcome--of an interim
evaluation and ma.y lead to a review of contents and
methodology to the beno; it of- the p?.rticipants before
the course has ocoree to a,n end. It can also be

done be aveen the courses so that the next group of
trainees, will gain from an evaluation of the previous
one.

V/™at seems to be .tte most “leglectcd area in interna-
tional training ie ti;.L tJTpe of follow-up actr-.vity which
tries to assess the Impc.ct of tr ining on job
performance and on tiie functioning of a.dministrations,
where former trainees s,re working, e.g.,'‘on-the-

job evaluation™.

From the visits to the European ICTOs*, it became clear
that this was also a matter of groat concern to
ICTCs” directors and lecturers. However, a“"-framework
to determine the beno: J.ts accruing?.: solely or largely
from overseas traiaing is still to be developed.
Under present conditions™, opinions on the relvance
and effec tivenesss are usually based on general
impressions derived from short visite = to- developing
countries and ~discussions or correspondence Vv.rith
former students, ut not on systeraa™:iIc investigations
in the developing countries themsGlvas.

The lack of follov™-up activities in several respects
was also the aspect of overseas training whic-h was the
most critised by leaders consulted In the Region as
well as by the participants to the IGA Senior
Mana.”ement Course** .

* Centres cited on page VI - 4, note *,

** Source of information cited on Appendix 1.
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RECOIMENDATIONS.
It is therefore rooo-X.1iG(led™:

— thr.t an ealu™”™t"in yiechcinisn IjGA\*/"en intom™.tionc. "
training centros 'n"i recipient org™.nizcitions be 001
up for the piitrpose of r,ss6ssing the effect of
trc.ining on jol) TOGlic.viour c.rd vjork _perfom™™.nce of
fomor trainees -'rd 1ts overo.ll ii:ipr,ct on co-operative
developncnt®™ In the Region.

<lre eva]jiation should preferably be c"-rried- -aut iIn

. collaboration with an institution which con_he
considered as objoctive, and forii an essentirl part
of a feedback systen, v;hich is t: be :ievelopHd nt a
international level aa well as by eo.ch training centre
individually.

LanHUN-ge probleus
The fact that overseas training provides an opportunity

for learning another language, didmt receive I1uh
appreciation frou the le.aders aonsulted.

Some pra,ctical Imowlcdge of the langnagq,, of the host
country night be nocsssoxy to mo.ke the” student TsGI_

at hone o, d help hin find his way e:ut'side lile training
centre without an intcrx~reter, but the tra.ihing-itself,
(so Jidgcd of the respondents*), should be given

in English.

Moreoverthere is a feeling that training with the
help of sinultc.ne:;usl translations is not very®
effective and is to ™e avoided as uuch as possible**#
The value of teaching by neans of sinultaneous
translation can lovstver, easily bo tested experinentr._lly
by training centres thonselves and coi’rse prograaaes
org<ani%ed accordingly.

During the 1974 AGITCOOP neeting*** at Budapest, one
observer fron Canada reported that language training
for co-operators not fanilia.r vvith English had .been
abandoned, and that the new prefered policy was to send
training teams abroad to teach iIn the langu.age (in
this case. Spanish) of the participants.

Training should be given in "English™ (O5f)VEriglish plus*®
host country languo.ge™ &™), ""Host cjimtry language ((/0),

"indifferent” and "uncertain” <(OY)e

On the question "How do *yaw value c’wvarses given with the

IEIp of sinultaneous translation?" respondents were asked
to check on a five voint seale whether they considered
then: "As good as .. Sn lish” {&%); "ne-rly as good as
in English” @®Y; "not very good” (6070 ; useless(0>1>) 5
"uncertain” (@“o),

Source of infomation cited, Appendix 1.
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This policy would r.Iso suit this Rogion v/hich first of
all needs siiort-tern "to.ilornr*xle” courses on specific
subjects (see page Y- 6, table 2).

As to the longer cjurses for "top level speci?,lists”, we
have seen fiat the oducatiDnists in the B,Ot;ion prefer :&en
riot to last longer than one year. (see pages Ch. V

22 and 23, table 3). Such a relatively short period for
top level training leaves,little roon for language

training........ "

Hov/ever, knov/ledge of the language of the host country appears in
be indispensable \;hon the training prograrxie, to nal:e
it nore job-oriented, includes a period of practical®

work in one or sevcro,l of the co-operative organiza.tions

in the donor coxmtry. It is clear that genuine parti-

cipation of the tainee in practical .:ork can only be ensurediCne
is ablG to xmderstand and express hinsclf In the working
langUcage of the organization hie has been o.ssigned to™ In

the non-Englsih speaking countries this will usually call

for Hrainees to \mdergo intensive language training, and

thus entail extension of the training period by an estinc’ted
six nonths.

RECOI1”"m-_TIOHS

In view of the above it is recomended:
a. with respect to courses of a one year duration or
shorter, ol
- that all training of noveiuent personnel and govemnent
staff fron the Region at international training centres
be conducted in English,...while teaching by. sinultaneous. ,
translation be avi"ded Tis nuch as possible ]

- that faniliarity with language, ’foreign to Englsih,
should not be a consideration for the judgenent of
students” pcrfornances at final exaninations and

m subsequent issuing oOf avirards, = Y e e eeeaaa N

b, 5SFf#h respect o long-tern-courses,n

that in cases “/here .the trainee is not fojniliar
with the host country’s In,ngauge, field assignments
be preceeded by intensive langua,ge courses, provided

m that -..such"assigninenisare essential to achieving the
course objectives.

Location of courses - .
6.6.1. Advantages and disadvanta/”es of overseas training

In order to know the leaders” opinions on sone of
the most controvcrsi.al points regc?.rding overseas train-
ing, a series of eight statenents was ;arro.nged in
the questionnaire. The extent of agreement W/ith the
" positive aspects iIs shown in table 1, for the
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KtUXC X® Opinions on the positive aspeects of ovetseas training (my.)

j dis- st I
Overseas Training makes SMdentss sStrongly agree uncerj dis strongly

agree tain | agree disagree
N 6c
widen their horizons short term BN :Q% : 6
and by this increase __________ _ » « «'«00« »LIHeee
their chances of he- long term 19 Ky 25 Ls
coming good leaders
I
excr.ange views vath T
those from other de- short term 42 52 § . 5
veloping countries to .......... »eeecccee ,«*0eeee>ecee
their mutual "benefit long term 19 44 25 6 6
less disturbed and ]
\vork harder than short term 18 ;?% 1& 24 e
they would do in  .._... » » o» e«
their home countries long tEi'x 6 =6 13 19 6

obtain iInsight into
the origin and deve- -
lopment of Co-op- short term 6 38 44 13

aratives iIn industri-

can be very helpful im

finding suita—foie solu- long term 6 17 61 17 -
tions to problems in

their own countries -

Averages short term 25 42 .20, . c%z. .- 2
Averages long term 12 39 31 12 6
Average Total 40 25 12 4

Tem R 2: On-inions on the negative aspccts Of overseas @raining (@)
Overseas Training makes students; strongly” agree ‘uncer - dis- strongly

agree tain agree disagree

too much 7brain washod"siiort terml 6 38 »..59.*
and indoctrinated long term 6 25 44 25
"being trained too far
from their homo coun— short term 25 4 .22, 6
tries, and therefore, .........
exposed to training long term I 28 33 17 I
which is too theoretical -}

12
stay away too long m— Seccsssss 30 .M.,
from their families iong-“teim* 7 49 21 7 14
left too much on their _
own devices after the short term 7 - 26 40 26
quate follow-up is lomg term 6 36 42 18
virtually impossible
Averages short term 3 selleeee 3B 42 4
Averages long term 7 A - 35 18 6

Average Total 5 24 37 30 5
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negative as”™octs in ta’le 2*. distinction was naiic
in" the questionnaire bet\voGn short tern (3-6 nonths)
and long torn courses (4 years).

The tables 1 and 2 show that, as a vjholo, the
listed positive -spccts of overseas training were
given nore v/oi/~t hy the leaders consulted than the
negative aspects .

While they could no-tly a,gree with the statenents
1:fch-lighting a positive as: cot of cv..rsoas tr-.inir™-,
those sT tonents enphasizing the negative sides had
apT".roxinatcly as imch agreenent as disagreenent V/ith
a high ~ =>F "ujicertain” responses.

The results show a preference for shorter tern
courses, YMiich was also dor.ionstrated in the coments
received upon tip level specialist training, discussed
in the previous chapter.

In discussing the ijerits and deiierits of overseas
training no distinction vas made in the questionnaire
betvw/een "eastern”™ and "‘western” industrialized
countries. The question as to v/hother this

should have been d™ne did not roceive nuch attention,
Fron the fow/ coa™ients received, the following appears
fairly representative, for the leaders” thinking on
this point;

"The question is where training relevant to training
needs can be lomid. East or West is hardly relevant
in this connection™.

The stc.teaents were bja,sed on "the iiost often hehtioned
argiunents :,ro and contra overseas training recorded

by the writer duiing the exploratory phase of the survey.
Different fron the a.rrrjigenent shovm in tables 1 and 2, where
"positve” and "‘negative'" statenents o.re grouped, they were
alternatively arranged in the questionnaire, each positive
sta, tiient being i-""nediately su.cceeded by n negative one. The
percentages indicated have been roxuided off t. full n\Eibers,

A genera™ posiiire outlook on overseas training finds further
confirnation in the leaders” ansv/ers on another structured

six point scale question, asking whether they were 'on the
whole™ : either 'a strong supi orter of overseas training” (17%);
"favourably inclined towards owverse*.s training " (34%);
"neither for nor against overseas training” 2%): 'of -the opi-
nion that overseas training should be a last resort” Q7%);
"strongly oversea.s.training " (ofo); "uncertc-in" (o%). There
were no narked differences beirv/een the countries.
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At Tirst sight, the positive inclinations _
of the lo-.dors tovc.rds overseas training nighit
appear sonewhat conflicting w/ith the critical
coonents roi."orted in the previous sections

and their repeated quest for greater relevancc
of traini ig progr*~™aries to conditions in the
Region. Th-t there i1s no re 1 contradiction
in exxressod views night be clear fron the two
following considerations b-sed on conrients
received during the interviews:

a. All leaders underwent in the course of their
careers sone kind of overseas training then-
Vselves, and, there.iore, biow fron their own
experience Io\." Tinporto.nt it can be for top
leaders to h-ve had an opportunity '"to widen

their horizons'.

b. At the sane tine, they are aware that great
nunbers of co-operative staff are in need of
practicn.l specialized training which in
nany cases V/ould be more effective if orga-
nized either on a regional or a national
basis*.

Therefore, before arriving at our final conolHSions
and reconaenda tions as to the place where courses

are to be held, it seens appropriate that after

the above weighing of advantages and disadvantages
reg”".rding overseas training, we also try to nake

an appraisal of pros rjid contras, specific to

A83 Atgaggnéﬂg’disadvantages OX 'COUXS.€es hﬁgiﬁ—i._—-
organiggd at tlic local level

Ardvantages

1. 1t will be easier to relate training to
the real problems os experienced in the
recipient coimtry(-ies), and to “adapt
course contents to rapidly changing
conditions.

6.6.2.

2. Better conditions will be created for the
alternation of fornal teaching (courses)
with inplcnentation. Discussion and
analysis of difficulties encountered with
inplencnttion could be incorporated in .

the course curriculun.

3. The way inplenent-~.tion assignnent h-2ve been
carried out could be taken iInto consideration
to a.ssess the participants* achievenents.

The question of whether local specialized courses were

to be organized at a regional or national level was also
raised In the questionnaire. Most opted for regional
level courses- One out®™ of three felt that they could be
better organized at a national level.
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4. Reco."inendations r,s set out in the previous
sections -"r0. Chapters stand loetter chances
of 1DCing fu3-ly inplenentod such r,s: the
ondertr™_.kins of prolDlen i1dentification nissions
cs pc.rt of the preparations; the careful
selection ox participants! the c-soessnent
of their training needs;lhe participation of
employing organizations as well a,s trainees
in course planning and definition of objectives;
the constitution of honogeneous training
groups; recognition of course av/ards by
national authorities; the evaluation of the
effect of training on job perfornance rjid the
organization of follow—u* seninars; o,d
finally, the avoidance of language problens*

DinsoxIvir™; tar'gs

1. Locating one of 1ts course iIn the Region
y/ill cause nultifarious organizational
problens to the iInternational training centre
concerned, FEor exanple, lecturers usua,lly
te~ch i1n several coursos conducted sinultaneously.
One should cxpect that only loart.of the ICTC"s regular
staff can be nade available for a course v/hich
is to be hold far away fron its nain centre.
In that case alternative sources of teaching
staff night h've to be sought in the developing
countries thenselves. IT this 1s not found,
it could affect the standard.of the course.

2. The wvrell docviDented and assorted libraries
of the international training centres -
(po.rticularly those of the ICTCs) will not
be available at the place of~cnue of thecourse.

3. V/ith regard to the financing of the coursos
a Turther conplication might arise fron foreign
currency transfer regulations ojid restrictions
in force in sone of the international training
centres* hone countries,

4. The prestige value of overseas training secns at
present still higher than t-::at of loco.1l training,
This™ in addition to the generous policies of
granting allovw/a.nces In sone donor countries™*,
night result In a positve selection for overseas
training to the deirincnt of those locally
organized.

Reported at the Nairobi Consultation neeting (Opt, cit, ADp. I).
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Tho validity of the atove r,rgunonts pro and

contra local training and the weight they

co.rrv will vary with each course, depending

on its character and liberty of action of 1its
organizers and sponsors.

From the 'Doint of view _jf the recipient! countries,
It appears, how™ever that tie ".arguments In favour
of locally organized training outweigh by for the
disadvantages,

Exchange progro.r;me for lecturers

[The survey has revea.led that the location of
courses 1is one of the nicst controversial is;~"ues

in co-operative h.l.n, training. But this problem
would perhaps be partly dlsred, one iInterviev/ee
suggested, by the introduction of a lecturers’
exchange propjrarme between international and
national co-""pera™ive training centres.

Through the exchange progrcmne, lecturers _fromi’.
international training centres would be given

an opportimity to keep 8,breast of developments in
the developin(™ countries, while lecturers from the
developing nations would be given a chance to
incre3d.se their proficiency by sxudying training
methods and programmes at the international centres.

At both ends the exchange of lecturers, i1deas and
experiences might be expected to bring about
improvements In course curricula and a more
practical orientation of training programmes,

RECO"TJUKOA-110NS

With respect to the loce.tion of courses and the
future role of international training centres,

it is recommended;

— that 1n view of the considerable advantages
of traini-ig being organized iIn the countries or
regions of origin of the respective participants,
international training centres explore
vigorously the possibility of setting up pro-
fessional training courses iIn.the Region itself.
This should be done with the™ understanding that
a selected group of top loaders and top level
specialists- should still have an opportunity to
broaden thioir horizons through cuurses and/or
working tours iIn the industrialized countries
as part of training programincs;

- that the apparent need for “"developing“high” level
training facilities on an ever increasing scale
in the recipient countries ttiemselves leads to
a review of"the role of the ICTCs iIn the fcame-
work of a long term policy;

1975.
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that in the definition of the ICTGs long

tern policy objectives due regr.rd he given
to the fundr.mentr.1l needs of this Region which
are :

a. The need for high level Gpccialized
or professional training rather th“ji
general training.

h. The need for stren“theninr:; the training
capacities of the local training
institutions as a natter of first
priority, which can taho the form of:

O) assistance i1n planning and
organization of specialized
courses, including aid in the
supi-"ly of production and instruction
no.terial.

(n) spccial programes for taining the
tro-iners, rj:iog others, by the introduc-
tion of an exchange progranne for lecturei™

(i1i) the ICTGs” nodiation and support in
securing sources of funds for purposes
such as the financing of the initial
C"pital investnents, course fees,
scholarships, etc.
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G"IP"TRR VII

coiffiliED recok %nbations and
IIEQUES"TBD "TPAINING QOURSIINS

From CHAPTER 11; (High level trained mnpov/er in Gervice,”’
and training prograiTimeo),

(page 1l - 6, imbalancec)
It IG recommended:

1. that in order to ensure o, more even dictribution of high
level trained staff betiffeen the co-opero.tive movement-™d
organizations and the co-operative departEients, training
programmes , recruitment and assignment policies for high
level manpower in the co-operative sector be reviewed
thoroughly;

2 . that, w/here necessarjr, terms and conditions of service
for movement personnel De modified to guarantee their
attractiveness compared v/ith those for government staff;

3. that as a first measure to reduce L4e present disparity,
ways be-sought to carefully select, interest and encourage
qualified government officials v/ith obvioiis entrepreneiirial
capacities to leave the public soctor in order to take
up senior executive positions within the co-operative
movement;

4 . that by organizing on a V/ider scale specialized advanced
training for movemjant staff, direct interference by govern-
ment officers with co-opera.vive management be obviated and, at
ther same time, conditions be created allowing government
to concentrate-"on improving the efficiency of its iInspectorate.
The recommended clearer divisiora. of tasks should lead to
greater labour specialisation and to increased emphasis on
Jjob-oriented training#

(page 11 - 8, financing)
It is recommended:

1. that- with a view to removing the financial restraints
on movement staff training, iIn each coimtry of the Region
a special national md be created for financing high «
(and possibly middle) level training of movemenf staff.
Where special finds for co-operative tra.ining and education
already exist (Kenya and Uganda) their field of operation
should be enlarged so as to~include high level professional
training of movement staff , either dthin the Region or
abroad, as appropriate. ContribuUons to the fund are to
come from the movement, the government as well as from
overseas Spensors;



2.

that in order to further the exchange of experience within
the Region a fimd of a more liaited size be created at
a regional level.

From CHiVPNR 111 (Existing locr’.l co-opcrative training
facililies

(page 111 - 7, Co-operative Colleges, Diploma Course)

It is recoonended:

1. that instead of having a single 'Diploma Coi”se" or
a course vTith only two lines of specialization a Diploma
PrcyranmiD he organizea OFFering several options. _ jMiter
completion of the first part of the diploma education,
common to all students, the final part should be devoted
to preparing students for their future (or present; jobs
through_one or more optional courses#

Opportunities for specialization offered as po,rt of the
Diploma Programae would also have the additional advanta.ge
that there i1s no longer need for topping up and extending
the two yerxs®™ progrcumne by o.dditional specialized courses,

as iIs the tendency at present.

Such a new set up of the ""Diploma Progrojame®, e.g. a comaon
core 7Fith the remainder split into vejious streams, could
only be successful if ixinpower reauironents, in the different
branches of co-operative activity are IQio\n. It .is thexexoie

also recommended:

2 . that manpower requirevients for the co-operative government
service be determined by llanpgwer Development Sections

or units, 7hich should bo located in the i1Jo.ucation and

Training Divisions (Sections) of Co-opera,tive Departments
(Divisions); and,where practicable,fee%e motooit by sections

(or units) with similar responsibilities based at the co-o:>-rative
apex organizations;

3. that part of the Diploma Course prograjime be reviewed so that
special needs of the mveniBnt can be taken iInto cdnsidensation;

4 . that closer contacts be established v;ith the diversities,
and an arrangement T made T herby diploma gradun.“tes with
a satisfactory performance during a,d after the,course would
qualify for entry to university undergraduate coursesv

(page 111 - 8F Co-operative Colleges, Diploma. Course)

It is further.-recommended; -

5. that iIn order to promote the develppment of ~high level
training svstems and X>ijrses for movement staxf, ha,li ol
ToltT ol SSiS?slrators.of Go-bp.rr.tl;”0 Colleges be Composed



of Inovenent representetiyes on the model of the
Co-o"ocrative Centre Zan"oia.;

that each Co-operative Colle-e ovms a Research Unit, whose
nain task would be to assist the study organizer in tho
evaluation of relevance of courses and

revision according to changing training

could then assist with the subsegiient development o
teaching material in collaboration with the

is felt that those professional course evaluators should
burdened with additional important tutorial tasics,

7 that In order to compare orientation, contents, and levels
of teaching and examination of the Diploma Courses, a
regional v/orkshop he organized for study organizers and
heads of teaching departments from the three-co-operativ
col_le%es of Kenya, Tanzania a,d UPanda
This Tirst workLip should oe followed by another one
wfth S S L aMendLce, oouprilsing tho loading educationists
nf the Re™ion, In order to discuss the orga.nization.

f "Mploma ?SogrSme". in the L
quirements i1n each country and the findings of the
vrorkshop.

A -Doint which is recommended for special attention, 1is the
g-our’l tendency of the Di-oloma Course to “become more and more
OT~vocational training covsse for

auditors, while _the main purpose ought to )

level basic training for rural management and co-operative
development workers, preferably complemented, os said, Yy
specialized training courses.

Fron CHIIPTER IV  (Preeonditions for effective training).
(page 1V - 5, manpo’™er management)

It is reconimended;

1. that in each coimtry t90 complementary manpower development
schemes be designed5 one for the movement aaid one

the co-operative department staffT;

2 . that manpower development schemes be ) )
e.g, the scheme should c:ntain and harmoniously combine ~
N1l the constituent parts mcntinned in

as manpower projections, 1Ejob analyses _
training programmes, performance appraisal systems etc.

reearding co-operative training implemenca .,ion of
sohmof would imply that training beoones more directly



related to job req.uirements and the careers of
the trainees;

fiat In each coimtry, reci“uitraent, training, deter-
mination of salary scales, promotion and transfer

of high X possibly middle) level moyeraent staff

he centrally organized iIn close connection .ith a manpojer

developmen.t schene;

that institutions in c -rge of nanpovrer management
for the inovement be based preferably at the national
co-operative apex body, even if at an initia.l stage,
financial support from the state be sought to enaiire
proper staffing. a.nd programrjie inplementc.tion.
(Implementation of this rocomnendation In Tanzania
v;ould imply that the functions of the Unified Co-op-
erative Service be transfored to a _ian.porer uanagenent
Department operating under the Co-operative Union of

Tanganyika),
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From CILIPTER V; (Present unsatisfied needs for high level
manpower training and educc.tion)»

(pages V - 6, trainings needs, short "“tailor-nade™ colirses.)

-Extract from table 2; List of s"peciS"lizQd training courses
(3-6 months) and nmibers to te trained™.am-uall-y,-.

(Short courses, i1,e, either 3 -6 months or split up in a
series of shorter courses)

Aver-age to 'te .
trained a.nnually *

Courses; K T U Z
Llana—geirent of [I.lulti-
-purpose-societies...... ... 20, --20. A0 __5._....
-2 - .—.Consureer ..ad -Wholesale .-m Y
distribution 20 20 10
-5.- -Induction course for-—— i
iHiiversity | -eavers ~20 20 © »° n.a.
4. Transport Ilanagement 25 15 5 10
5. Farm management (small
scale) and extension 20 5 10N .n.a.
6 . Teachers training 10 10 15 5

7. Farm ma,nagement (large
scale) 20 20 5 5

8 . Specially requested by
Tanzania: Credit and
Sayings, n.a. 20 n.a. n.a.

Specially requested by
Tanzania & Zambia; 1
Housing Co-operatives h.a. 7 n.a 5

10. Specially reque™="ted by
Zambia: Building Co-op-
eratives n.a. nh,a. n.a* 5



(page V - piigss 22 and 23, training needs"top level specialists)
Table 5: Professional c/fcegoriGS for v/Mch top le.vca speci ™ Migd

training i1s.sought; (training period prefora.bly not long’er than
oreyear™. -Se tahle pages V- -2 and 23 of the report)

(page V - 23, training needs technicians)

From to-hle 4: Categories of technicianB for v/hapn ,vooational
training 1s required.

Numbers to be trained under
a single course,

"""" - " Kenya Tanzania Uga,nda
Production. Engineers (mills) ... == - 10 m -5 - 28
Ilechanisation Specialists
(agricultural) u 6 - - 10 ... -
Small ~scale Industry Technicians - 25 10
Printing Press Technicians 6 10 7

(page y - 11, course planning and preparations).

It 1Is recomended:

1 . _that the planning and preparation of specialized courses
for co-opera,tive staff fron the Region, irrespective
of the place where these course ~uill be held, include
the undertaking of problen indentification missions in
the recipient countries by possible course organizations

and/or sponsors. . ‘ --

2 . that~course objectives be determined inaccordance with
the follovw/ing guidelines (page V - 9

1, ..thet cour-ses be morganized- v/ith the aiin of iInipaTtihg.
to participants laiow/ledge o.rd skills they can
ininediately apply upon completion of the course.
#lencQ-the need of each course, to state i1ts_objectives

___In.behav-iouri Sk - terxis-,- &.g»" vwhat the prarticipant
should be able to do;



7.

2. that, as pa.rt of the coiirse preparations, taslp
analysis be imder-taken \'mth. >a view to deterning
knowledge c.d skill reqgiiirenents for the type
of jobs the participants will be trained for;

3. that an attempt bG also na.de to assess the
"existing level of competency™ of future course
a.tCendants which, compared with 'the required
level of competency”, should serve a&s a ba,sis
for the determin®’tion of course objectives,
contents, trai"-iing nethods a-nd duration;

4 . that pa-rticipc-nts V/ith practical _experience in
the subject be associa™ted in defining the course
objectives and actively engaged, as far as possible,
in arra,nging conditions for the achievement of“ these
goals (determination of problem area.s, collection
of case study material, organization of fTield trips;;

5. tha,t the duration of a Ourse should depend on the
time necessary to achieve the course objectives.
Experience has shol,m , that a duration of a
few days to two weeks is indicated for skill maintenance
courses of for discussing new technological deve-
lopments i1n the pa.rticipo-nts” fields xof speciali-
zation. But co-operative staff not having received
any professional training yet in the subject would
need courses of a longer dura,tion lasting three to
SixX months.

(page V - 8, university leavers)
It 1s recommended;

1. that Zambian iIn-service training programme of interspersed
gort*"c’o"ui?ses be supplemented by a high level manpower
education course which ains ,at providing future high ranking
officials with theoretical background knov/ledge in Economics,
Sociology, Llanagement, Accountancy and Co-operative Law,
from v/hich further spocialization can follow. Participants -
could be selected from .among officials who have successfully
completed the Certificate Course and who have a working
experience of one yecar or -more.

From CHAPTIBR VI ; (Relations ".:ith international training centres)
(pages VI - 2 and 3, co-ordination)

It Is recommended:

1, timtat aRegionaul lievel a co-ordinaitin“g” machinery be

established which would a,ct ass a link betiveen, on the
one hand, training iInstitutions, governxient departments
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(responsible for co-opera-ciye developnent) and apex
orga.nizai:ions in the Region and, on the other ha'Yd,
training ccntres abroad. TTre j.iachinery should be
provided with a permanent secretariat, V/ith the task
at keeping educationists iIn the Re ,ion inxorned a.bout
training opportunities offoored by internr,tional
tropining centrea 7t the sane tine, 1t should inform training
oenores abroad about the needs of the Region and, iIf
so requested by the recipient organizations, assist in
the selec-tion and submission of names of candidates.
Offers at present being chaimelled through Enba.ssies
snould be copied simultaneously to the Secretariat for
information purposes.

(page VI - 5, selection)

With regard to the"selection of participants for the specialized
courses In general and overseas courses In particular, it iIs
recommended:

2, that-v/ith. a few exceptions practical ?/orking experience in
the co-operative sector be accepted and recognized by

.. —donor as-.well_as recipient countries as a precondition
to q,ualifica.tion for spocia-lized postgraduate training;

3, thatttejcb itoetrainee wiizi. occupy or, at least, the
functional area i1n which the trainee p/ill be employed
after the training be defined and well Imown to all
parties involved;

4. that homogeneity of groups for short tern specialized
~rainJd” courses be sought by putting greater emphasis
on general co-operative background and similarity of
development problems than on academic q.ualifications.

(pages VI - 6, awards)
It is also recommended:

5 that by mutu"&.1 consultations, na.tional and interme.tiona,l
training centres jointly arrive at establishing a standardized
system of designation of courses, distribution of awards
and assessment of m Gg.uiv:;lencies of levels of training;

(page VI - 8, evaluation)

6 . tjat an eva™luation mechanism between international
training centres and reci]pient organizations, be set
up for the purpose of assessing the effect of training
on job behaviour and work performance of former
trainees and i1ts overall inpa,ct on co-operative deve-
lopment iIn the Region;.
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The evaluation sho™. preferably be carried out In .
collaboration with an institution which can be considered
as objective, and form an essential part of a feedback
system ~#iich 1s to be developsd at an international level
as well as by each training centre individually;/

(page VI - 9, language problems)

It

IS recommended;

7. "with respect to courses of a one year duration®or shorter,

a. that all training of movement personnel ax3.
government staff from the Region at _ -tornational
trainin- centres be conducted in English, while teach-

ing by" simultaneous translation bo avoided as
much as possible;

b. that familiarity with language, foreign to English,
should not be a consideration for tne judgement of
students* porf"rmances at final examinations and
subsequent issuing of awards;

with respect to long term courscs,

that In cases where the trainee is noc familiar

with the host coimtry’s language, field _assignments
be precoodod by intensive language courses, proviaed
that such assignments are essential to achieving the
course objectives.

(page VI - 14 and 15, location of courscs and future role of
ICTCs).

Q

10 .

11

that In view of the considerable advanta es of trodning
being organized in the cou,ntries or regions of origin oi
the prospoctive participants, iInternational training
centres explore vigorously the possiMity of setting
professional training courses in the Region itself. Tnis
should be done with the understanding that a selected
Prout) of top leaders and top level specialists _should
still have an oppx>rtunity to broaden their horizons”™
through courses and/or rorlcing tours in the industrialized
countries as part of training programmes;

that the apparent need for cicvei10poing high level tra™
facilities on an ever iIncreasing scale in the
countries themselves leads to a review of uhc role of
ICTCs in the framework of a long term x"olicy;

that in the definition ol the ICTCs long term policy
and objectives due regard be given w the fund«,mental
needs of the Region vrhich are:

a. The need for high level specialialized or profession®
training rather than general training.
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The need for streiii™htheing the training capacities
of the local training institutions as a natter of
first r>riority, vhicii can take the forin of;

i. assistance iIn .planning and organization
of specialized C"jurses™ including aid
in the supply of production and instruction,
material;

. special progra;.,mes for training the trainers ,

anong. others, by the introduction of an
exchange programe for lecturers;

iii.  the IGTCs" 1i:iedia,tion and support In securing
sourci-s of funds for purpose such as the
financing of tlie Initio.l capital investments
c:airse fees, scholarships, etc.

*



APPENDIX 1
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App. |, 1

gO-OPERTITIVE PQLICY-miCERS ANI) ESUCATIONISTS CONSULTED

(The nentioning of names does not inply tuat the resource
persons listed below agree with or have accepted the re-
oomendations as set out In the Report).

Kenya;

Mr, D. O. Arende, Head of the Education and Training
Division, Departnent of Co-operatives,
Nairobi,

Mr. 1. Obonyo, Education and Training Division, Departnent
of Co-operatives, Nairobi,

Mr, J, J, Musundi, Secretary General, Kenya National Pe—
deration of Co-operatives (ICNPC),
Nairobi. t

% Ve
Mr. p. C. Lagat, Education Officer, KNPC, Nairobi,
Mr. J. Nzioka, Principal, Co-operative College, langata,

Mr. G. Okeyo, Ag. Vice Principal, Co-operative College,
Langata.

Dr, E. Karanja, Facility of Coumlisrcfe, University of Nairobi,

Tanzania:

IT

Hon. G. E. Kagaruki*, Comuissioner for Rural Development,
Office of the Prire Minister;
Dar es Salaanm,

Mr, R. M, Linjewile, Cadre Development Section Officer,
Ujanaa & Co-operative Division,
Office of thie Prime Minister, Dodoma,

Mr. B. Ngwilulupi*, Secretary General, Co-operative Union
or Tanganyika (CUT), Dar es Salaan,

Mr. J. S. Mapembe, Secretary to the Commissioner of Unified
Co-operative Service, Dar es Salaam,

Mr. E. A. Sabuni, Principal Co-operative College, Moshi,-
Mr. A, Kazwalla, Vice-Principal Co-operative College, Moshi,

Prof G. Hyden, Political Science Departnent, University of
Dar es Salaan,

Mr. D. J, Nyanjom, Regional Director ICA Regional Office for
Bast a« Central Africa, Moshi,

No longer in office at the time of publication of the Report
(Oct. »75).



Uganda:

L Mr.>»>A,

Zaabia:

o Mr.

f-

V.

App, 1, 2,

.Isabirye, CoEO~aissioner for Cp-.operative _
Developnerit, Kanpala,

Kjramulesire, Head of the Education,: Policy /Z
and Training section, Department
for Co-operative Development,
Kampala.

Ekojot, present General Secretary of the Uganda
Co-operative Alliance™: Kampala, -

K. Batarinyebwa, Tforner General®™ Secretary of
the Uganda Co- operatlve Alliance ,
} cmKampala™:® L J

Kasigwa, Ag, Principal Co-opera,tive College,
?higiube:, Uganda. .

P* Amaan*i Departnent of Rural ’Economy and Extension,
Makerere University, Kampala®

Holmberg, Senior Planning Officer, Head of the
Co-operative Resenich and Plannlng Tean,
Lusalca, -

Phiri, Chief Co-operative Planning Officer, Co-op-
erative Research and Planning lean, liusaka.

lubasi. Principal, Co-opera.tive Centre, Zambia*
mn ' N e . mj '
Mbewe, Ag. SecretarylGeneral Zambia Co—operative
Federation, Lusaka,

* o longer in- office™at the tiaie of public-ation of the,
-Report (Oct. *75)*



App. |I. 3

OTHEIt SOTJRC-JS OF IIIFORI,L1TION

ObservG-tions and recoanenclations contained in the various
Chapters, are based raainly on the following®“sources of
infornation and docunontatton:

CHIiPTER 11 (Hi{gh "level trained manpower iIn. service -ad traHing
progrannies)

Sources;

1. The figures on the nanpov/er situation co"dtained in Ch. 11

as well as those shown in ."ppendix 11l are "based on
statistical infornation obtained fron the ,"*“ovemnental
departiients (divisions) in charge of *tie pronotion 0f <
co-operative developnont, fron the national co-opero.tive
apex orp;anizations and fron®™the Unified Co-operative
Service Ooraais3ion Secretairiat*(I*a“nzania

2, Figures on tra.ining pro-jrarmos were obta.ined fron the
..sane sources as"above Mentioned under ! . as well as fron
the Co-operative Collefids in Kenya, Tanzania and Uganda.

3. "Ujaiaaa and Co-operative Education Plan, Tanzo.nia, 1973
1979". Report of the working parity on Ifjaa,a and Co-
operative Training January, 1975.

4. Reporte on*the ICA Conference of African Education Leaders
Naicol)1,4 - 9 December, 1972. (Moshi, ICA Regional Office
for East and Central ~xfrica).

5. Discussionswith the ~pcr?~ticipants to the Regional ICA
Senior Manageuent Training Course, May, 1975.

6 . Amual-;-;R,eport™".of the Audit"SGC*tidh, "year "'report 197/4-
(Ministry of Marketing and Co-operacives, Dcpartnent
of Co-operative Developnent, Kanpala),

Sources - . .J - ,

1. Interviews with the “co-operative policynakers and
educationists consulted”.

2. Answers on the questions cont ined on the questionnaire
on "trainin;™; policy rjid needs™ conpleted loy the
persons a.s nontioned under 1.



App, 1, &

Persono.l notes of olDsorvatlons nadc by the participants

to the Ad Hoc Consultaion Moetinf; for Principr-Is r4d Vico-
Principals of Go-operativo Collef"ics, ITairoiii 6 - 10.
Januaiy, -

The draft report of te- ™.ceting cited imder 3 (nineoj
ICA Regional Of*fice for et axl Central -frica, Moshi,

m January, 1975.).

Comparison of the svllabi of ~he Siplona Covirses and
discussions V/ith .soe of the iiplojHa C2oMrse tutors,. ...

CtLIPTER 1V (PreBonditions for effective training)

Sources

1.

Interviews Witbh educationists a,nl staff Vasd at the
eclu="taion.al divisions (sections) of government depart-
ments ani aoveneht "o-pexes, and at “tre Unified Co-operative

service secretariat (Tanzania), m "m

M. J. Syzia and B. R. Persson 'Diplona students - 197.2"
Research Tean Paper 11l (Co-operative College, Moshi,
Tanzania Dec, 1973).Appendix 1, Table 9 of the report
indicates a high"Mnclin tion to leave the co-operative

field of work™. eSupposing that another job was: Uffered

to the ex—trainees In .0 other field of work outside

the co-operative sector 40/Avrculd accexX)t “without hesitation™

and 455" “oa.y be".

Study of Vcarious loculients rel:ated .o the subject such as:
"The Unified Oo-operative Scrvice .let. 1968 and the Unified
Co—operative Service "taff RepaHations 1979 (G-overnnent
Printer, Da.r as Salaan, Tanzania),

"Teachinf< and Tra.inini3:Methods for Ifanaf;cnent Developnent
An intrTiductory c awr2z... (International Labour Office,
Management iDoyelopnent Bra.nch, Hunan Resources Developnent

Department, Geneve, 1972).

m=¢lcA/ULIESQO Conference ox Africoji Co-operative Education
UeaTers®®™ Report on iile proceedings, Nairobi, 4 - 9
Dec™', T572 (ICA Regional Office for East and Central

Africa, Moshi, 1973).
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CHI"i.PE Ry .(Bcesent unsatisfied needs for h.3.n.. jtraining ,
and education)

So-grces

Draft reiDort of the Ad Hoc Consultation aee™tii}* (op»
cit. under App. |1 Cho,pter ill- sources, 5 ?-d A) page
15.

2, »Report on the proceedin;—;s

February 1975 (1GA "Regional Office for East and Centrd
Africa, Moshi).

5. See "Resolutions™ of the Seminar report,

"Re-Dort on the iDroceedings of* the Regiomal,,,Soai v\

in thP 1)”™velT~cnt of-Consuner Uo-ojlLerat]y;e s
MosSr~g - IV Hot. kegxon-:i1"'6fj!lce lor *"
East and. Central Africa, Moshi)#

4 . »y,riinatoli. Training and Publicity™ Year Report 197fF "Hr
the draining and Educ"ation JDection of the Co-o.peratiyB, —\:
Departnent (nineo, Ivtinistry 01 Marketing and Co-operatives,
Department of Co-operative Development, Loxipala;, page N

M. D- V-ThR"Role")F"the "i1CA Regi”mH" Off in
fronotinf’' nf rin-nT.erative J™ducation and Ji:"gjI™*n£" Report
of a ten“week study of the “training proccss in the Co-
operative Colleges of Kenya, Tanzania, Ugojada and Zambia,
July - Septenfeer 1974- (ICA Regional Office for East anc
Central Africa Office, Moshi, 1974).

A National Co-operative Development P.lgji" Chapter on Co-"
operative litducatibn"T""Draft version (mimeo. Ministry of
Rural Development, Co-op. Department, Co-op. Research
and Planning Team, Lusaka, Zambia),

7, Statistical inform”™ion obtained from co-op.erative departncn_”
rr n-itional alNex bodies has been used for determining the
nSmerilal importance " the staff that could benefit from _
high level specialized training (target group for specialized
training', section 5-2.2,).

8 . More detailed inforation on present unfulfilled needs for
SToecialized training an.l on numbers of trainees (sections

502 . . exce-ct 5 2.2., and 5.5.) was obtained from the
answers on the questionnaire on “traininjg j3olicy and nced’s

q Further background mCormation on the requested specialized
short term training co™.rsos (section 5.4.) is derived fron
interviews with the consulted persons and from participants
to va.rious ICA Serainats,



CHIIPTER VI

1. [ICA/UNESCO Conference for Co-operative Education lec.clers,-. .
Report on tlie preceG"dTngs Nairobi 4 -9 -Oec,, 1972.

2. Visits to the three Europerja bo.sed International Training--
Censes: ICTC Loughbor U.K.; ICTC Dresden, DDR;
and"the Institute -for Ga—operation, in Developing Countries j-
Marburg, PRG-.

3. Discussions with participants to the Regional Senior
Majiagenent -Training-Course ;- koshi - Moy, 1975- N

4. Personal notes taken at the constituent meeting of
AGITCOOP  (Advisory Group for the International Training
of tio-operators), Budapest 13 - 14 Sept., 1974.

5. Personal notes taken at the Ad Hoc Consultation meeting
for Principals and Vice-principals of Uo-operative C("leges,
Nairobi 6 - 10 , IWH.— — - -m

6. The answers on the questionnairezon ™“training policy and
needs",

7. Interviews with the “foogeS™.tive policymakers ajid educationists.

, ———————— — P Y , 4 consulted.™

8. T"Consultation of the final report of the proceedings of the

ICAZUNESCO International Conference of Co-operative

-JDducation Leaders, JonfTOr--sur Vewey:, Sattzerlajid,-,.i0-llav» -

5 Ty’c. , T5T57 puFlished .in -IGIl _.StudiesRep-oxts .Ha7
(International Co-operative Allicnce, London, 1971).
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PART |

Conpo,rcitive tables Co-operative Colleges
Kenya, Tanzania and Uganda
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TABLE

KENYA
Sponforin”™_InfEtitutionsj

Iéudget and Porwoj?d Estinr.tes

e Year Reciirrent expenditure
in K. Shs>

1973/74 748.760

h974/75 1.168.360

1975/76 2*390.560

1976/77 2.510.240

In addition:

APPENDIX II, taMe

IN NCES

Kenya Governnent

Development exencticture

in K. Siis.

585.000
469.600
1. 310.000

Yearly emryjjiic contribution fron the Nordic Pj oject KSs,

270.000. Contribution Nordic
of K98, 320.000 for 1 Hostel
Purification Plant.

JANZiINIA:

Sponsoring. Institutions:

Regular Budget financed
by the Goveminent

1972/73 T.& 500,000
1973/74 T.Ss 2,300,000
1974/75 T.Sb 4,000,000
1975/76 T.9s 5,200,000

+!'+

UGANDA:
Sponsoring Institutions:

Governnent Budget:

~N973: B 1,593,278; N
1974: S 2,000,000 approx.
1975: Not yet knovm.

Project to expansion:
and $. 230.000- for a Water

dofo

Course fees, paid by the
Govemnnnt and Co-operative
Organizations

TSis. 1,1207000
T.9s" 1,000,000
T.S. 1,100,000
TSis. 3,200,000 (estimated)

2.
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APPENDIX 11

PART 11

Other training institutions of interest






App. Il, Kenya, Various,
OTHER TR/ZIINING INSTITUTIONS OP INTEREST - KENYA

1. The Kenya Institute of Atoinistration - Nairobi; 1
month Senior Managenent Courses for senior officers
and 1 month Managenent Development cTTirsc r Janior Officers*

2. Institute of Adult Studies - Kikuyu neo.r Nairobi; 1
year. Adult Educ;-".tion Courses.

3. Kenya Institute of Mana.geaent - Nairobi; a private
institution.

4. Management Advisory and Training Centre - Nairobi.
Operates under the supervision of the tlinistry of
Labour.

The latter institutions are not used for Co-operative

training at present.

5. The University of Nairobi

©O) Offers and -undergraduate optional CoTirse in
Co-operative Ii'laa.gerett as part of the BSc,
Programme in Econouics. The intake varies
according to the interest shorn by the students

(i) A two year MSc, Course in Agricultural Marketing
including co-operative marketing; 15 students
were registered for the course starting iIn June

1974.
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OTHER TRIMNIHS

2.

App.-. [Il, Tanzania, IDM 1

INSTITUTIONS OF INTEREST ZANIA

Institute of developnent manafyecient. Mzunbe,

1.
2,

Address; P. 0. Box 604, Morogoro, “Tanzariia

Start of Operations: 1972 (by merging the”Institute

AFPATIC

College Dar es. Salaam, and the Local Government and
Rural Development Training Centre).

Principal; Mr. C. Omari.

Catacity of Residence; 300,

Courses: The IDM offers a great vrriety of courses
"e.g- professional accountancy courses, puDlic
administration course, magistrates* coi”ses

as well as a 'Diploma Course m Community Developmg”
for Ujamaa and Co-opera~bive ufficers. The uertifie®
Public Accountancy Course 1is also used for tracing
of co-operative staff,

Aimual®intake ofJl]™al Bevelopment Gouxse: 50.

En™i” reghuirements _for_ Rural Develo™m™njt Com”™™;

@

(i)

Secondary School leavers with National
Examination A" level or its equivalent
with one Principal General Arts subject
and at least two subsidiaries,

Serving Officers engaged in rural deve-
lopment or related work, selected on the _
basis of a corapetative entrance examination. ~

Community Development MMloma Coipse™l~ograme:
Three years. ~

- Ter

Rural Sociology 475 hours
Politics 277 5°"\®
Economics 414 hours
Manag./Adn./Account, 375 hours
Lawfor Co-operatives 88 hours

2nd year prograjam®© includes six months field
training,

Audio-visual iInstitute at Mikocheni. Bar es Salaam,

@

Main activity : Production of educational
films and training of film producers.

IdSiristration , part of the former University

N



App. [Il. Tanzania. Yarious
OTHER TR.IINHITG INSTITUTIONS IHTEREST - TANZANIA (Cont“d)

an Organization; A parastatal body operating
munder gee “1dance of the Uinistry ;for
Inforin®""*tich" ,>. :sSistea by Denniarfc,

Managenent and acoountrxncy training institutions;

U " Nyegrezl Social TraininiS: Centre, near Mwanzai
Diploma Course in Business Adninistration (Accounting)
two years; the Centre i1s financed by the conge-
gra.tion of the Cathylic Bishops iIn. Tanzania,

2. The Institute of Finance &lanage::ient, Par es Salaan
- year Siplona Courses in Banlcing, Insurance
and Ma,nagenent .and v.rious short in-service training

courses.
3. Home Econoaics Collefce. Buhere' 2 years Diploma,
Vo A om-M h
4. College of Business Hiiicatloii®; Ba5? es Salaam;

~ year® Slpiona Courses 1In Susiness Administration,
(with specialization iIn accountancy and. marketing)
and” yr,rious”™ shSrt Gourises®™ oh c6 Mef-cial topics*

*
National Institute of*Transport/’Par e Salaam™
transport Ifenagenent Courses night start iIn near
future,

6. The Ciyil Service Training Centre, Dear es Salaa,m*
Short iIn-service courses lor civil servants*

4. . ,-University of Par es Salaan;

1. , (@ M.A. (= ppstgraduate) cours;e. In
15evelopmetit Manag™n”™nt ,"Tncludihg "
optional course in llanageraent of
Public Enterprises and Co-operatives',

() Duration; One year, (first start 1974)

Pour students have chosen for the
optional course 1In 1975 (sane no. as

- in 1974)f.

2. BA. (undergraduate). cpurse In Management and
Xdninistration,



App- Il, Uganda, Various

OTHER TRETEININO INSTITUTIONS O™ INTEREST - UGANDA

1, Institute of Pujllc Administration - Kanpala,
9 months Diploma Course iIn business Management,

2, Management Training and Advisory Centre - Kampala
offers a great vciriety of short courses (1-4 weeks),
mainly for middle level cadre on specific areas of
management, bookkeeping and accountancy, commerece etc.
Intensively used by District Co-operative Unions for
Staff training.

3, Makerere University:

(1) At Undergraduate level: Under the BSc, Agriculture
Programme 35 lecture - hours are dedicated to
Co-operation, plus %46 hours under an optional
course on Co-operatives and Agricultural Credit,

(-0 At Postgraduate level: Co-operatives are taught
as part of the Agriculture Marketing Course.
Students can opt to write their thesis on a co-
operative subject.
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App. 11, Zanbia, P.0O. C, 1

DTHER TMINIKG INSTITUTIONS OP Ii-TEREST ~ ZAIIBIA

1. PreBiden-t"s Citizenship ColTep®. Mulim:TUshi« Kabwe»

1

N

Address; President"s Citizenship Collef;:e (P.C.C.),
MuTiingushi, KilB\E, ZanlDia,

Start__of Operations ; 1973-

Staff:

(€)) Principal; Mr. Chalabesa
Vice-Principal: Mr. Fidlcc

) Particulars on the P.C.C. Co-operative Unit:
©O) Head: Mr. V.P.Sethi

(ii) Staff: 3 other lecturers.

The Head and one lecturer have 'been provided
by the ILO (International Laboiir Organization),

Tar;™ et groi"t ®,*3.uc_ a™_omal _aft'\‘t'ef;

The main target groups of the PCC are the Trade
Unions, Colaniunity Development Workers, Pe.rty Cadre
(UNIP) and the Co-operative Sector.

Links with_Co-ope_rat iv®

The Director of Co-operativos(head of the Co-op-
erative Dept, in the Ministry for Riu?-1 Development)
Is represented in the P.C.C. Council as well as

in other special P.C.C. Comnittees. Also monthly

or bi-nionthly meetings are held between P.C.C.
Co-operative Section oYyd Co-operative Centre Staff

At present the PCC principal is the Chairnan of the
Co-operative Centre governing board. The Co-op-
erative Centre recr-"its participaji“ts from the Depart-
ment Staff and Agricultural Co-operatives’ Staff

(see also under 11 "observations').

Sponsoring™Institutlons: Govemnent®™ of the Republic
of Zambia an"3 the I*rre”rich Ebert Stiftung.

Cataci_;™ P)r regid®ence > Gb-bpSrative. Unit-
40 pTaces

High level Cf£-operative trainingi None. A two-years
diploma G:ourse night"sTa-rt~fron 1977 onwards.



- - App, 1l, Zanbia P.C.C* +e Various

OTPEER miNING 113TITUTIONS OF "I I"TERBST "ZAICBIA "(Cont™d) - -

3H

4.

9. .Course”™ “reparmY™ for hi~“h™MMev-Nj™Mplow™MtraiM

A six month reafien*tial Certific™e Course for
Co-operative Officers organized a,pproxinately every
two years. Participants ire“recruited- by the Co-
operative“Centre fron the Departnent StCvff and a.lso,
in future,fron the Agriculture Co-Qoperatives® Staff,

10. Other £h~rt £0”_ses {nidile__or lower level):
Tnduction Course, for newly recruited Departmental
and Movement St-ff.

Leaders* Seminars for Boa™rd Menhers,

Various Refreshers and In-Service training Courses,
rein,ted to the inplenentation of new progrrxmes.

Savings and Credit Courses (recruited hy the Savings
and Credit Societies Union, GUSA - Zanbia),

Staff Members” Course for Building Societies
(recruitment by the Tedercation of Building Societies),

11. Observations;

The Co-Operative- Centre -in Lusakamcaters for in-

troductory training of Board Menbeys and movement

staff as well as Co-operative Departnent Officers.

Through its Extension Unit it Is also responsible

for training iIn the _provinces carried out by the

"Co-operative Wings'. Study material 1is produced
- by the Centre’s Production Unit.

Evelyn Hone .Colle:ge of Applied Yj.rts a.nd Connerce,
Lusaka; three year Diploma Courses in Accountancy, Joumalisn.

Management Development Centre, Lusaka,

National Institute of Public Administration. Lusaka;
; In-"service training Tfor _civil s"orvan"ts, ,"L



APPENDIX 111.

COUNMRY TABLES MKPOIVER SITUATION
AND  TRININING PROGRXIITFIES
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