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INTRODUCTION 
k 

In September 1989, OPE established a Statistical Support 
Unit. One of the objectives of the Unit was to identify, through 
the preparation .of policy-related reports, key information the 
Centre should track over time to monitor its allocation of 
resources to research in developing countries. This report is a 
summary of the findings from the first policy-related issue the 
Unit tackled: training. 

The report has three purposes. The first is to outline the 
experimental approach the Unit used to collect policy-related 
information about training. The second is to outline the 
findings from an analysis of this training information. The 
analysis covers a period of six years, 1983/84 to 1988/89. This 
time frame dovetails with the establishment of the Fellowships 
and Awards Divisions in 1983 and with the last training study 
conducted by the Office of Planning and Evaluation. The study 
examines a number of questions related to IDRCfs current training 
policy. In effect, it tries to determine what the existing data 

a demonstrates regarding the fit between policy and practice. The 
study also examines the data the SSU was able to collect about 
some training questions that might become increasingly important 
to reflect upon, such as network-related training, 
multidisciplinary training and utilization-focused training. 
The final purpose of the report is to suggest avenues for 
improving the Centre's training-related information base. 

Definitions 

Being involved with an IDRC-supported research activity is 
one form of training. It is one that involves "learning by 
doingl1. Another form involves more structured training 
activities, such as participating in degree programs, exchanges, 
short courses, seminars and workshops. This study concerns 
itself with the later. 

Format of the Report 

The report is organized in three sections. The first 
outlines, or maps, the training information the Centre has at 
its disposal. This section explains some of the major strengths 
and limitations of the information currently available, and 
documents how it was used to examine some key policy questions. 

The second section provides an overview of the specific 



findings related to IDRC8s support to training. It presents 
these findings within the context of a number of policy 
questions. From relatively standard questions about where the '6 

Centre spends its training funds, the discussion in this section 
moves to increasingly complex questions, such as trying to 
determine how much the Centre spends on network and multi- 
disciplinary training. 

The final section summarizes the major findings, raises some 
questions about the type of training information the Centre 
might wish to collect and presents some ideas about possible ways 
to streamline this process of collecting and analyzing policy- 
related data. 

METHODOLOGY AND DATA LIMITATIONS 

Islands of Trainins Information 

IDRC-related training information resides in 12 locations in 
the Centre (Figure 1). It is found in 8 different databases and 
4 non-automated source documents. 

These databases and source documents can be grouped into 
three broad categories. The first category contains policy- # 

related information. The second contains administrative and 
financial information. The third category contains evaluation- 
related information. 

The various data sources were developed at different times 
and for different purposes. What follows is a brief overview of 
the training-related information they contain. More detailed 
information is provided in Appendix A. 

policy-related Information 

The MINUTES Database 

The Secretariat maintains a database called MINUTES. As its 
name implies, it contains the minutes of meetings held by the 
President's Committee (PC), the Program Committee (PRO) and the 
Personnel and Administrative Policy Committee (PAPC). In the 
very near future, it will also contain a complete set of the 
minutes from meetings held by the Board of Governors. The 
Secretariat has entered minutes from the earliest meetings it 
could locate. 

The database was established in 1989 using a software 
package called ZYINDEX. One of the key features of this package .d 
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is its ability to search the complete set of minutes using key- 
words. Using keywords such as wtrainingw, "network trainingN and 
"interdisciplinary trainingw, the SSU searched the database to 
review comments made by staff and management about these topics 
and to identify policy-related decisions. 

Memorandums and keports 

The SSU also read memos and reports explaining the history 
of the Centre's training policies. This information was used, 
primarily, as background information for the study. 

The SSU also used written documents, such as the 1988 
IDRC/CIDA-funded study of donor support for training and human 
resource development, to document trends in donor support and to 
compare IDRCts training support to other donors. 

The Project Summary 

The Project Summary is the document that sets the stage for 
tracking much of the information the Centre collects about its 
research activities. 

The Data Sheet in the Project Summary has a line item under 
the Budget Breakdown for training. There is also a full section 
on the Data Sheet to record more detailed training information, 
including the type of training, the number of trainees, the 
duration of the training activity and the amount of money 
involved. 

In the written text of the Project Summary, the information 
provided about training is very much left to the discretion of 
the program officer who writes it. Some program officers provide 
additional information about the rationale for the training, 
where it will be conducted and the expected benefits. Others do 
not provide any additional information. 

Some of the training information from the Project Summary is 
entered into one of the corporate databases, PINS. Other 
information, such as the details about the type of training and 
where it will be held, is not automated. The SSU read 1,024 
Project Summaries to collect this additional information. 

The categories under type of training are PhD degree, 
Masters degree, Diploma, Short Courses, Postdoctoral Training, 
Student Field Work and Other Training. 



The Project summaries were also read to try to collect other 
data, such as the gender of the trainee, the location and name of 

rp 
the training institution, the field of study, the objective of 
the training activity, the method of delivering the training and 
the number of participants. In some instances, this information 
was not found in the Project Summary. Where this was the case, 
it is indicated in the results of the analyses. 

PINS 

The training information from the Project Summary that does 
get automated is found in a database called PINS. This database 
is maintained by Electronic Data Processing Services (EDP). EDP 
enters the information found in the Budget Breakdown section of 
the Data Sheet under the line item called training. Although 
more detailed information is also found on the Data Sheet, this 
information is, presently, not entered in PINS. 

The database, like the MINUTES database, can be searched by 
certain words to locate projects that have training mentioned in 
the title or keyword,listing. However, it was developed using a 
different software package called MINISIS. 

The training information entered in PINS is not as accurate 
as one would wish. Although the amount recorded under the 
training line item is faithfully entered by EDP Services, there 
is some question about how it is calculated at the level of the 
program division. In the absence of guidelines, people calculate 

v it differently. Some projects, which are solely training in 
nature, have zero recorded in the training line item. The costs 
are recorded in other line items. Some people only record 
tuition fees under the training line item. Others include all of 
the costs associated with the training activity, including the 
cost to hire the trainer, rent the facilities and travel to the 
course. In fact, it is very difficult for people to know where 
to record these associated expenses because line items also exist 
on the Project Summary Data Sheet for travel, support,services 
and consultants. 

The SSU read the project summaries and recalculated the 
training amount based on the associated costs it could identify 
from the more detailed budget, which is also part of the Project 
Summary, and from the written text. In its calculations, the SSU 
included the costs it could identify for the full range of 
training-related activities, including tuition fees and stipends, 

2 .  The PROMIS Users Group (PUG) is automating the Project 
Summary. When their work is implemented, this detailed training 
information from the Data Sheet will be captured in the 
database. 

3 .  MINISIS is a software package, used internationally, 
that was developed by IDRC. 

I 



course materials, trainers, room rentals and travel costs. If 
these costs were not articulated in the more detailed budget or 
the text of the Project Summary, they could not be identified b 

and, as a result, could not be included in the analyses. 
However, for the majority of projects and for all of the 
training awards, these costs could be identified from a careful 
review of the detailed budget. 

The Fellowships and Awards Division (FAD) maintains a 
database called FADMIS that contains detailed information about 
the fellowships and awards they sponsor. The Agriculture, Food 
and Nutrition Sciences Division (AFNS) also uses this database to 
record information about the degree-related training activities 
it supports at the PhD and Masters level. 

FADMIS contains detailed information about the individuals 
who receive fellowships and awards, including their citizenship, 
previous educational background and place of work. It also 
contains detailed information about where they will be doing 
their degree and the field of study. 

The difference between FADMIS and PINS is the former 
contains primarily formal, awards-related training information 
and the later contains both formal and informal training funded 
within the context of project-related activities. A second 
difference is the quality of training information contained in 
the two databases. FADMIS contains more consistent and detailed 9 

training information than PINS. However, this information is 
limited to awards-related training, which does not account for 
the bulk of the Centre's training support. As well, the two 
databases are not linked, making it very difficult to obtain 
comprehensive information about the Centrefs support to 
training. 

FADMIS was also developed using MINISIS. 

The SSU used data from FADMIS to track changing patterns of 
awards-related support to training. 

FINMIS 

FINMIS, the Centre's financial database, also contains 
training information. However, the same definitional problems 
that are found in PINS are mirrored in FINMIS. It is difficult 
to confidently determine the amount of money spent on training 

4 .  These awards include the Young Canadian Researcher's 
Award, the Pearson Fellowship, Energy Awards, Epidemiology 
Awards, Gender and Development Research Intern Awards, 
Environmental Interns Awards and the Gemini Award. 



because it can fall under three or four different line items. 

v As well, the numbering system for entering data in FINMIS 
creates an additional hitch. For project-related financial data, 
budgeted amounts are entered sequentially and assigned a number 
accordingly. Training-related line items do not always appear in 
the same sequence in the budget from the Project Summary and, 
therefore, they.do not get assigned the same number in FINMIS. 
As a result, it is difficult to search the database for this 
information. 

Due to these difficulties, the SSU did not use FINMIS in its 
analysis, although the database contains useful training 
information. This information, if it could be retrieved, would 
allow one to determine the amount actually spent on training 
versus the planned amount, which is found in the other databases. 
Because it was not possible to obtain this information, the study 
uses planned as opposed to actual appropriations. An assumption 
is made that these appropriations accurately reflect the amount 
spent on training. 

FINMIS data is maintained by the Office of the Treasurer in 
a software package called Powerhouse. 

PROMIS 

PROMIS is the Centre's main database for tracking project- 
I related information. It contains numerous fields for recording 

information about the timing of events associated with monitoring 
a project. Although it contains a number of training-related 
fields, only AFNS uses them. They use 15 codes to track 
administrative information about trainees, such as the date the 
letter was sent stating the conditions of the award, the date 
the letter was signed and the date certain payments were made. 

PROMIS also contains information about Division Activity 
Projects (DAPs). DAPs can be used to fund small projects and 
training activities, as well as other initiatives. 

The SSU did not use training information from PROMIS for 
this particular study because project-related data is only / 

available for one division and it is not oriented to the type of 
policy-related questions the study examines. 

The DAP-related trainina information was not used either. 
Currently, DAPs are not codei by purpose. Unless they contain 
the keyword utrainingM, they must be read-individually to 
identify those with a training c~mponent.~ A decision was made 

5. The Human Resources Division, as part of its efforts to 
streamline policies and procedures relating to project 

r administration, has reviewed DAPs and proposed changes which 



not t o  do t h i s ,  considering 5,338 DAPs were funded over the  study 
period. The amount of t r a in ing  money t h a t  is excluded i n  t h e  
analyses,  a s  a r e s u l t  of t h i s  decision is not estimated t o  be 
l a rge  - approximately $350,000 a year. Most of these  funds 
come from t h e  Information Sciences Division, which uses DAPs more 
than t he  o ther  d iv i s ions  t o  support t r a in ing  a c t i v i t i e s .  The 
r e s u l t s  of t h e  study, therefore ,  s l i g h t l y  underestimate t h e  
contr ibution I S  makes t o  t ra in ing .  

PROMIS was developed using POWERHOUSE software. 

IDRIS 

The l i b r a r y  houses a database ca l l ed  I D R I S  t h a t  contains 
information about t h e  projec t - re la ted  a c t i v i t i e s  of o ther  donors 
t h a t  support research. I t  is s imi la r  t o  PINS, our in-house 
database, but  it allows one t o  search f o r  information about seven 
donors, including IDRC. The database was developed using 
M I N I S I S  software. 

Along with o ther  information, it contains a f i e l d  t o  record 
t r a i n i n g  information. The SSU used I D R I S  t o  i den t i fy  t ra in ing-  
re la ted  a c t i v i t i e s  supported by other  donors between 1983/84 and 
1988/89. 

POST-PROJECT ABSTRACT 

In  1987, OPE, with t h e  l i b r a ry ' s  help, i n i t i a t e d  t h e  Post- 
Projec t  Abstract.  These abs t r ac t s  summarize t h e  main a c t i v i t i e s  
t h a t  r e s u l t  from a p ro jec t .  In  e f f e c t ,  they document t h e  ac tua l  
outcomes, and can be compared t o  t h e  o r ig ina l  abs t r ac t  i n  t h e  
Projec t  Summary t o  determine whether t h e  planned a c t i v i t i e s  
ac tua l ly  occurred. The abs t r ac t s  a l s o  contain a l is t  of 
publicat ions resu l t ing  from t h e  p ro jec t ,  a shor t  statement about 

should help address t h i s  problem. 

6 .  This f igure  was estimated from ex i s t i ng  information 
ca lcula ted  by Information Sciences Division and submitted t o  FAD 
i n  a memorandum dated Ju ly  2 2 ,  1988. 

7. The database contains information about research 
a c t i v i t i e s  supported by BOSTID, SAREC, IFS,  UNU, t h e  Pa r i s  
d iv i s ion  of UN-ECA and GATE. 



training and a list of other phases or activities associated with 
the project. The abstracts do not evaluate the project. They 

# simply state what happened. 

The library obtains the information for the Post-Project 
Abstracts from Project Completion Reports (PCRs), which will be 
discussed later, and from the Final Report the recipient submits. 
The information at the disposal of the library, therefore, 
depends on the training information contained in these 
documents. 

The Post-Project Abstract is part of the PINS database 
system. It is maintained by the library. 

The SSU read the training information in the Post-Project 
Abstracts to determine whether planned training had transpired. 
However, the abstracts were recently initiated, and, as a result, 
the SSU was only able to obtain training information for two of 
the six years the study covers. As well, the training 
information is often a statement about the number of people 
trained. In some instances, this is supplemented with 
information about the location of the training, the topic and the 
citizenship of the trainee. However, the information is not 
uniform and it cannot be summarized, except by hand, because the 
data is entered into text rather than numeric fields. Another 
issue concerns the sources used to record training information. 
There is no cross-referencing with the Project Summary to ensure 
the training referred to in the PCR and the recipient's final 

I 

report were funded by IDRC. The SSU did not use the information 
provided in the Post-Project Abstracts for these reasons. 

Project Completion Reports 

A PCR is written for each completed project the Centre 
funds. The objective of the PCR is to obtain information, on a 
project-by-project basis, shortly after the project is completed 
to identify, where possible, outputs and lessons learned. 

When writing the PCR, divisions are asked to answer the 
following six questions. 

"1. What project results were achieved and did project activities 
and results follow project objectives and methodology? 

2. Did the project result in building institutional, managerial 
or individual scientific capability? 

3. What publication or dissemination of results have been 
achieved? 

4. What lessons were learned which would allow IDRC to develop 
better projects in the future or to improve its policies and 



practices? 

5. What follow-up action, if any, is required? 

6. Was the project worth while?^^ 

The SSU read a sample of the PCRs for the time period in 
question to obtain information about training outcomes and 
lessons learned. Particular attention was paid to the response 
generated from question number two, which is more oriented to 
training than the other questions. Question number two, however, 
does not specifically request the author to comment on the 
training component of the project. In fact, none of the 
questions request specific information about any training . 

activities that were included in the project. 

A number of difficulties were encountered. The first was 
the limited number of completed PCRs. Of the 1,371 projects that 
had a training component, only 142 (10 percent) had PCRs. Only 1 
percent of the projects funded by FAD had a PCR. Similarly, only 
5 percent of those funded by Health Sciences, 6 percent of those 
funded by AFNS and 10 percent of those funded by Communications 
Division had a PCR. Information Sciences and Social Sciences had 
a larger number of projects with a PCR. Seventeen percent of IS 
projects with a training component and 37 percent of Social 
Science's projects with a training component had a PCR. 

The SSU reviewed 28 of the 142 completed PCRs for the study. 
A larger number would have been reviewed, but problems were 
encountered locating the completed PCRs in the Centre. This was 
another difficulty that was encountered. 

Probably the most significant difficulty was the type of 
training information contained in the completed PCRs. This 
information, in the vast majority of cases, was limited to a 
statement about the number of people that received training. 
There was very little information about the strengths and 
weaknesses of the approach to training, the training institution 
and the overall benefits of the training. As a result, very 
little could be gleamed from the PCRs about "lessons learnedw. 

This difficulty, of course, can be traced to the fact that 
none of the questions in the PCR specifically request training- 
related information. 

Nonetheless, the SSU used what information it could find. 

Some of the information contained in the PCR is automated. 

8 .  The PCR System: A Review. Off ice of Planning and 
Evaluation, March 12, 1987. 



It is contained in the Post-Project Abstract. However, the 
information in the PCR that is related to lessons learned is not 

r' automated, due to the non-evaluative nature of the Post-Project 
Abstract. 

Evaluation Reports 

A number of training-related evaluations have been conducted 
by the Centre that address a series of projects or training 
initiatives. Most of them are evaluations of FAD-funded 
scholarships and awards, such as the Young Canadian Researchers 
Program and the Pearson Fellowships. There are also some that 
evaluate different aspects of training, such as support for PhDs. 

These evaluation reports are housed in the Office of 
Planning and Evaluation (OPE), and were used by the SSU as 
another source for identifying training-related outcomes and 
lessons learned. 

OPEIS 

OPE is developing a database, with assistance from EDP 
Services, called OPEIS that will contain training-related 
information, along with other data. It is being developed using 
Powerhouse software, and will be maintained by OPE. 

F OPEIS will contain information from all Centre-funded 
evaluations and, perhaps in time, information from evaluations 
conducted by other donors as well. The database will allow one 
to search for answers to the following training-related 
questions, along with answers to other questions: 

"1. Are the Centre's training procedures adequate? (ie. Is there 
any discussion on the choice of trainee, training institution, 
training advisor, training content and level of training? Is 
there any comment about the logistics of training?) 

2. Were the training objectives met? (ie. Is there any 
discussion on the extent to which training objectives were met, 
the number of people who received training and the relevancy of 
this training?) 

3. How effective was the approach for delivering training within 
the context of research and research complementary acti~ities?"~ 

It will also allow one to search for answers to other 
questions that might be related to strengthening the institution 
hosting the training activity and improving the method of 

9. Office of Planning and Evaluation. OPEIS - List of 
i Questions. January 31, 1989. 



delivering training. These questions include the following: 

" 4 .  In general, was institutional research capacity improved? 7 

5. Were international cooperation and coordination 
(networking) objectives met?1° 

Although the database is not fully functional, it currently 
contains answers to these training-related questions for a small 
number of evaluation reports, 56. 

These training-related questions are certainly more direct 
than those found in the PCR. As well, the evaluations often 
cover a range of projects or issues. As a result, training can 
be examined on a broader basis than in the PCR. It can also be 
examined after enough time has lapsed to conduct a more thorough 
evaluation. 

The SSU used a print-out from the database to identify 
lessons learned about training activities. The limitation of 
this data revolved around the small number of evaluation reports 
entered in the database. 

~reatinq Links and Analyzing the Data 

These various data sources that contain training-related 
information presented a number of challenges to the SSU. 

The first challenge was trying to identify projects that 
had a training component. You will recall that some projects 
solely dedicated to training have zero entered as the-training 
amount in the Budget Breakdown of the Project Summary. 

The second challenge, after the projects were identified, 
was trying to ensure all training costs were calculated using the 
same formula. 

The third challenge was trying to capture detailed training 
information from source documents, like the Project Summary, 
that currently do not ask people to uniformly provide certain 
types of training information, such as the gender of the trainee, 
the name and location of the training institution and the 
objective of the training activity. 

The fourth challenge was determining how to link training 
information that resides in different databases written in 
different software packages. Of particular concern, was linking 
PINS and FADMIS, the two databases that contain the bulk of the 

lo. Ibid. 



existing training information. Although they both reside in 
MINISIS, PINS contains information related to projects and FADMIS 

~r contains information related to individual award holders. 
FADMIS, therefore, records information on a person by person 
basis, while PINS groups all training activities together. 

The fifth challenge was trying to weave a path through a 
host of automated and non-automated information sources that do 
not systematically progress from information collected at the 
Project Summary stage to that collected at the evaluation stage. 

To address.some of these challenges, the SSU designed a 
temporary database in DBASE III+ to use as a working tool for the 
purpose of the study. The database was not designed with the 
intent of adding yet another database in another software 
language to the current compliment. It was designed as a 
temporary "homew to experiment with combining data from different 
systems and adding additional training-related information that 
cannot be found in the existing systems. 

The database contains 37 fields record information about : 

a the project or award number, 
a the amount of training money involved, 

the year the money was appropriated, 
a the name of the division that funded the training activity, 
a the amount of money other donors contributed, 

2 
a the amount of formal degree training and informal training, 
a the level of degree training, 
a the type of informal training, 
a the objective of the training activity, 
a the region and country where the trainee was from, 
a the region, country, name and type of institution where the 
training was conducted, 
a the field of study, 
a the number of participants, 
a the gender of the trainee, and 
a the amount of network training. 

The reason for selecting these fields, as opposed to others, 
is discussed in the next section of the report. 

With assistance from EDP Services, PINS was searched to 
identify projects that were funded between 1983/84 and 1988/89 
with the word "trainingw in the title or keyword listing. 
Projects with an amount in the training line item in the Budget 
Breakdown were also identified. Using both approaches, projects 
with a training component, but without any money recorded in the 
training line item, were identified. 

Projects that met these two criteria were extracted from 
PINS and set aside in a small file. EDP Services then searched 
FADMIS and extracted all awards-related information for the time 

t period in question. This information was added to the file. 



Using the local area network, the SSU retrieved the file 
from EDP Services and downloaded this information into its 7 

temporary database. This database was designed to correspond as 
closely as possible to FADMIS to ensure consistency in structure 
and content. Although a number of fields could not be filled in 
with data from either PINS or FADMIS, parallel structures were 
retained to ensure any missing data that was collected could be 
uploaded into the corporate systems, if required. Figure 2 
illustrates this data transfer process. 

A total of 2,564 records were downloaded, 1,134 from PINS 
and 1,430 from FADMIS. The SSU read the Project Summaries 
associated with the data in PINS. In the process, it removed 110 
records that were not oriented to the objectives of the study, 
although the title or keyword listing contained the word 
"training1!. It also removed training information from AFNS that 
had been entered in FADMIS in order to prevent double- 
counting. l1 To the remaining 1,024 records, additional data from 
the Project Summaries were added by hand. Additional data were 
also added by hand to the 1,430 records from FADMIS. The final 
number of records in the SSU database was 2,454. The data that 
was added by hand represents approximately 70 percent of the 
information in the database. 

After the data was entered, which took two people 3 months, 
it was analyzed using SPSS. This analysis took another 2 months. 
Including the work done by EDP Services, the study took a total 
of 10 PY months to complete. 

TRAINING FINDINGS 

!!The goal for providing training support 
is to create the capacity for high-quality 
research in developing-country research 
institutions to the point where they can 
meet their own research-related needs." 

FAD 1988 

The IDRC Training Policy, prepared by FAD in 1988, stresses 

ll. AFNS is the only division that enters training data into 
FADMIS. However, only degree training is entered. Training 
conducted through workshops, seminars and short courses is not 
entered. As a result, the SSU captured only non-degree training 
for AFNS in its temporary database. 



PINS 

T. 

Figure 2 

FADMIS 

1. keyword search "training" 1. all training awards 
2. all fad-funded projects 2. all project-related 
3. all projects with a training budget activities with available 

details on trainees 

PROJECT SUMMARY 

1. data not currently entered 
in FADMIS and PINS. (e.g. informal 
training, purpose of training. network training. 
consistent gender information, location of training 
jnstitution, etc.) 



a commitment to the development of the human resources needed to 
undertake research into the problems of international 
development. * 

The policy states the Centre will provide training to 
support project and program objectives and will seek every 
opportunity to place the major thrust of its training efforts on 
the strengthening of indigenous institutions in the developing 
world. 

It also states training decisions will be guided by the 
Centre's principles of responding to developing country needs and 
of maximizing the involvement of developing countries in 
designing, managing and implementing their research programs. 

The policy states the major share of the Centre's training 
resources will be used to train nationals of the least developed 
countries. Priority will be given to training in a trainee's own 
or other developing country. 

The policy also states the Centre will not support formal 
undergraduate studies. It will give preference to training at 
the Master's level, while recognizing the need to consider PhD 
training. 

The Centre's first Training Study was conducted in 1981 by 
OPE. The study proposed a number of guidelines that were 
accepted by the Board of Governors. These guidelines are now 
reflected in the Centre's formal 1988 Training Policy. Although 
many of the policies are direct reflections of the 1981 
recommendations, the 1988 Training Policy places a much greater 
emphasis on the strengthening of indigenous institutions than the 
Centre was willing to endorse in 1981. 

In 1988, IDRC and CIDA co-funded a study about donor 
involvement in human resource development (HRD) in LDCS. l The 
study provides some interesting insight into the HRD policies 
donors are pursuing. Although there is a difference between 
training programs and the full range of HRD policies donors often 
support, some of the findings are very relevant to this study. 

The most frequently cited characteristic of training 
programs is a focus on project-related training. Bilateral 
organizations and the multilateral development banks are 
particularly concerned with project training and reported 
extensive involvement in this area. As in IDRC, training awards 
and activities are increasingly being tied to specific project or 
program initiatives. 

One of the interesting findings is the high degree of 



emphasis many donors are beginning to place on institution 
building, similar to IDRC. After project-related training, 
institution building was the most frequently mentioned HRD 
activity of development organizations. Some specific types of 
programs designed to build institutional capacity include 
directing scholarships and awards to specific institutions, 
establishing networks with specific institutions, publishing 
educational materials and training administrators or educational 
institutions. The training of trainers is an activity generally 
related to institution building. Approximately 50 percent of the 
62 organizations in the study reported sponsoring programs for 
training of trainers. 

The donors, of course, place emphasis on different types of 
training, depending on the mandate of their respective 
organizations. IDRC, naturally, emphasizes research-related 
training. 

According to the study, CIDA supports three types of HRD, 
involving general capacity building, project-related training and 
institutional development. Most training is oriented to 
strengthening the technical and administrative abilities of 
institutions and the people engaged in projects supported by 
CIDA. 

The Overseas Development Administration (ODAI in Britain 
provides both project anh institutional support training. It 
supports post-graduate level training, primarily in the UK. 

The Overseas Economic Cooperation Fund (OECF) of Japan does 
not have a scholarship program. It supports three types of 
training activities: technical training, involving the transfer 
of technologies for implementation and cooperation of development 
projects; institutional development to support agencies 
sponsoring development projects; and the strengthening of 
research-supporting institutions in developing countries. 

USAID and the Swedish International Development Authority 
(SIDA) support training oriented towards improving education and 
education systems. 

SAREC, also based in Sweden, supports research-related 
training. Funding is concentrated in the fields of health and 
agriculture in 14 countries. While IDRC works directly with 
individual research institutions in over 100 developing 
countries, SAREC often works through national-level research 
councils or coordinating agencies. IDRC works in a large number 
of fields, preferring to focus on development problems rather 
than countries. According to another study, SAREC funds formal 
(and of ten very elementary) research training. However, they 
commit most of their resources to actual research projects, which 
are partly intended to provide on-the-job training to 
researchers. This approach, claim the authors, is not the same 

I thing as formal instruction in research methods. Incidently, the 



same authors comment on IDRCts approach to training. While 
claiming that IDRC and SAREC are more inclined than most donors 
to support research-related training, they. comment that IDRC is 
less inclined to support training for researchers than SAREC. 
I1IDRCts main preoccupation is with problem-solving by Third World 
researchers. They sometimes provide training to such people if 
that is needed to tackle the problem, although their main 
response when they discover a shortage of skills is to recruit 
additional members to research teams. w 3  

Appendix B, taken from the IDRC-CIDA study, outlines in 
more detail the training programs of a number of other donors, 
including GTZ (Germany), UNDP, ADB, the World Bank and the Ford 
Foundation. 

In summarizing the major findings from the IDRC-CIDA study, 
the authors made the following observations. 

a Several agencies emphasized the need to improve project- 
related training. 

a It is important to assess the needs of the recipient 
country and take steps to properly analyze these needs. 

a There needs to be a greater emphasis on ongoing program 
monitoring of training programs. 

a Several agencies indicated that specialized courses (often 
for a short term) that are designed for the particular 
needs of a group of trainees produce greater benefits than 
individual scholarships. l2 

a The quality of training as opposed to the quantity needs 
to be given much greater emphasis. 

a Many agencies now see HRD as a long-term investment. This 
has resulted in the increased emphasis on institution 
building and for support for facilities in recipient 
countries and women in development. 

Identifvins Trainins Needs 

IDRC identifies the demand for training in a number of 
ways. Within the context of individual projects, IDRC program 
staff and researchers work together to identify any training that 

12. The question of reducing fellowships has regional 
implications. For example, some maintain that fellowship 
programs in ~ s i a  should be shifted to under represented groups 
such as women. In Africa, on the other hand, fellowship programs 
might need to be expanded for all groups. 



might be required to conduct the proposed research. Group 
training initiatives and support for training institutions is 
also identified this way. This, perhaps, is the most responsive 
vehicle IDRC has at its disposal. It is also the vehicle that 
changes most readily to reflect changing demands in project, 
program and institutional requirements. 

The second yay IDRC identifies training needs is with the 
assistance of developing country personnel who recommend, .with 
IDRC program staff, individuals suitable for certain awards and 
fellowships. 

To identify regional training requirements, IDRC also 
invites developing country researchers and people with various 
types of development-related expertise to workshops to discuss 
the directions IDRC should pursue. Local consultants are also 
hired on occasion to identify regional training needs. 

Development themes and thrusts are also starting to 
influence training requirements, although their influence remains 
relatively small. Some regions are selecting certain development 
problems while others are selecting certain geographical areas 
for more concentrated support. Some regions are combining the 
two. The demand for training will probably be increasingly 
influenced by the selection of these topics and geographical 
areas. 

For many donors, the identification of training needs is 
difficult because they change as development occurs. They must 
be continually assessed. Currently, few donors share their 
understanding of the demand for training with other donors. 

Fundins Patterns 

IDRC spent approximately $58 million on training between 
1983/84 and 1988/89. This represented 13 percent of its total 
program appropriations. As Figure 3 illustrates, the percent 
ranged from a high of 17 in 1983/84 to a low of 12 percent in 
three of the subsequent years. 

Adjusted for inflation, the actual dollar value of funds 
spent on training declined slightly over the time period in 
question, from $9.1 million to $8.7 million. The overall trend, 
however, was somewhat rockier. During the six year period, it 
ranged from a high of $9.1 million in 1983/84 to a low of $5.8 
million in 1987/88. 

The Training Policy Study that was conducted in 1981 
estimated the Centre spent $20 million or 10 percent of its 
program appropriations on training during its first ten years. 
Roughly, the total amount spent on training to date, therefore, 
has been around $78 million. The percent of total program 
appropriations targeted for training has increased slightly, from 
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percent. 

Accurate comparisons with other research-supporting donors 
cannot be made due to a lack of comparative data. 

As figure 4 illustrates, FAD contributed approximately 60 
percent of the training funds that were spent between 1983/84 and 
1988/89. l3 AFNS contributed 16 percent, followed distantly by IS 
(8 percent), HS (6 percent), SS (4 percent) and EES (3 percent). 

Over time, HS and IS have increased their contribution to 
training while AFNS, SS and EES have decreased their 
contribution (Figure 5). 

A somewhat different picture emerges with respect to the 
divisions administering the training funds. FAD and the 
divisions administered about the same amount of funds. FAD 
administered approximately 50 percent of the funds. AFNS 
administered 19 percent of the funds, followed by IS and HS who 
administered 9 percent each. SS administered 7 percent of the 
funds and EES, 3 percent (Figure 6) .I4 

All divisions, with the exception of EES, are administering 
a larger amount of the total training funds than they were in 
1983/84.15 FAD is administering the same amount as it was in 
1983/84 (Figure 7). 

In total, the divisions spent approximately 15 percent of 
their project funds on training. The percent of their project 
funds targeted to training has fallen from 10 percent in 1983/84 

13. If FAD co-funded a project with a division, all training 
funds were attributed to FAD. With few exceptions, this practice 
accurately reflected FAD'S contribution. 1n-some cases, however, 
the division also contributed training funds. The amount of 
funds overall, however, were not large enough to significantly 
skew the data. 

14. The training funds for j ointly-funded projects were 
attributed to the division whose name first appeared on the 
project summary. This was done because the training funds in 
these projects are not identified by division. Jointly-funded 
projects with a training component represented $2.7 million or 4 
percent of the total training funds. 

15. If a division co-funded a training activity with FAD, 
an assumption was made that the division administered the 
activity. 

The slight decline in the volume of training funds 
administered by EES might be attributed to the role it played in 
the administration of some of the earlier training awards. 
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to 6 percent in 1988/89. One-third of their projects had a 
training component. 

Other donors, when they are involved with an IDRC project, 
do not contribute very much money to training. 

The number of people who benefited from various types of 
training activities during the six year period was 20,472. These 
people either received awards or fellowships, were sent on - - 
courses, participated in group training activities or were 
trained i n  activities related to the utilization of research 
results.16 Compared to the period between 1970 and 1980 when it 
was estimated that 3,000 people received training, the number of 
people receiving training has increased dramatically. This large 
increase, for the most part, can be attributed to the shift away 
from individual awards to a greater focus on group training and 
community-based training. These courses and training initiatives 
typically involve a large number of people. 

16. Utilization focused training, for example, included 
training about new cropping techniques, fish harvesting 
procedures and handpump maintenance and repair. 



Concentration versus Dis~ersion 

Oriain of Trainees 
r 

Eighty-four percent of IDRCfs training funds during the past 
6 years went to researchers living in low and lower-middle income 
countries (Figure 8). However, researchers living in the poorest 
countries did not receive the bulk of IDRCfs training dollars, 
although the Centre's policy stresses the need for this to occur. 
Only 40 percent of the funds went to trainees from low-income 
countries. 

It is important to note, however, that the trend is towards 
greater funding of trainees from low-income countries. Between 
the time the Centre's training policy was endorsed in 1983/84 and 
1988/89, funding of trainees from low income countries jumped 
from 29 percent of total training support to 45 percent. In 
dollar terms, the amount increased from $2.6 million to $4.4 
million. This, as Figure 9 illustrates, has been the most 
radical shift in support amongst the various income groups. Over 
the time period in question, support to lower-income and upper- 
income countries has remained relatively steady, while support to 
high-income countries, including Canada, has declined 
significantly . l7 

The Centrefs policy, therefore, has had an impact on the 
direction of training support, although continued effort is 
required to shift the bulk of the funds to trainees from the 

I poorest countries. Appendix C provides a listing of the 
countries falling in the different income categories according to 
World Bank statistics. 

African trainees received the bulk of the training funds, 31 
percent. Asian trainees received 26 percent, followed by Latin 
Americans, 21 percent, Canadians, 6 percent and trainees from 
various locations, 2 percent. The remainirig funds could not be 
identified by the country of origin of the trainee (Figure 10). 
In dollar terms, the amount of funds that went to African 

17. The figure also illustrates a decline in the amount of 
funds going to trainees from other developed countries. It is 
not clear why IDRC would be funding trainees from other developed 
countries in the first place. FAD has indicated this might be a 
data entry problem. In some instances, the point of origin of a 
trainee has been entered instead of the citizenship of a trainee. 
If a developing country trainee was studying in Europe and was 
given a fellowship or award, the entry in the database might be 
the location in Europe. In other cases, training support went to 
an organization based in Europe that, in turn, distributed the 
funds to developing country researchers. In the database, 
however, the location of the organization instead of the 
citizenship of the trainees was entered. This data entry problem 
needs to be corrected. 
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trainees was $18.2 million. Asians received $15.2 million and 
Latin Americans received $12.3 million. 

i 
The most dramatic shift over time was in the amount of money 

that went to African trainees. In 1983/84, they received 21 
percent of the total training funds ($2.7 million). In 1988/89, 
this percent increased to 39 percent ($4.9 million), almost 
double the 1983/.84 percent. Funds to Asian trainees increased 
slightly from 20 to 21 percent of the total, while funds to Latin 
Americans declined from 22 to 20 percent of the total (Figure 
11). 

In 1986, bilateral organizations reported that 50 percent of 
their human resource development expenditures went to Africa, 32 
percent went to Asia and 18 percent went to Latin America and the 
~aribbean.~ While not entirely comparable to training 
expenditures alone, these figures indicate other donors are also 
providing considerable support to Africa. Compared to IDRC, 
these donors provided more support to Africa in 1986, less to 
Latin America and the Caribbean and about the same to Asia. It 
is fair to say, overall, that donors appear to be increasingly 
concentrating their support in Africa. 

During the six year period, IDRC supported trainees from 110 
countries. Those from the top 10 countries accounted for 35 
percent of the total training funds. Together, they received 
$20.8 million. The bulk of the funds, however, were widely 
dispersed among a large number of countries. This, of course, is 

P a reflection of project support which also covers a large number 
of countries. The 10 countries that received the largest amount 
of money, ranked from highest to lowest, are illustrated in 
Figure 12.18 Of the top 10 countries, 3 were low-income, 6 were 
lower-middle income and 1, Canada, was a high-income country. 

When examined over time, it is evident that a number of 
changes have occurred. In the first place, funds have become 
more dispersed. In 1983/84, the top ten countries accounted for 
50 percent of the training funds. In 1988/89, they accounted for 
41 percent. 

18. It has been noted in other studies that funds are often 
directed to one country that, in turn, redirects them to trainees 
in other surrounding countries. As well, it is sometimes the 
case that people come from a number of countries in the region or 
from elsewhere to attend a course. In this study, if people came 
from more than one country or if the funds were redistributed, it 
was noted. As a result, the Philippines shows up twice in this 
Figure. The first time, funds went to the Philippine citizens 
alone. In the second instance, funds went to Philippine citizens 
and others in the region. From the information available in the 
Project Summary, however, it was not possible to allocate the 
training funds among the various countries. 
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In the second place, 6 of the 10 countries that received the 
most funds in 1983/84 did not make the list in 1988/89. Only 
Canada, the Philippines, Chile and Tanzania appeared on both 
lists. Canada dropped from second to fifth place. The 
Philippines stayed in fourth place, while Chile dropped from 
sixth to ninth and Tanzania moved up from seventh to eighth 
place. Between 1983/84 and 1988/89, the number of African 
countries increased by two, while the number of Latin American 
and Asian countkies each decreased by one. At the same time, the 
number of low-income countries increased from 3 to 5. 

Perhaps the most interesting finding is the increase in the 
number of people coming from various countries in a region to 
attend a group training course, workshop or seminar. ~opping the 
list in 1988/89 were trainees coming from the Philippines and 
various other countries in the region and Senegal and various 
other countries in the region. Those coming from Ethiopia and 
surrounding countries also made the list of the top 10 countries. 
In 1983/84, there were no multi-country listings. The strong 
presence of these inter-regional training activities in 1988/89 
indicates IDRC has altered its approach and is bringing more 
researchers together from various countries than in the past. 
It is also interesting to note that people coming from multiple 
regions (ie. global) also appears on the 1988/89 list. 

The final change that is evident is the decrease in the 
amount of funds going to the top 10 countries or group of 
countries. 

The countries and the amount of training funds involved in 
1983/84 and 1988/89 are listed in Table 1. 



Table 1 

CHANGE OVER TIME: THE TOP 10 COUNTRIES 

1983/84 

Peru 

Canada 

Amount 1988/89 Amount 

$1,350,900 Philippines and $833,900 
Other Countries in 
the Region 

1,129,271 Senegal and 807,000 
Other Countries in 
the Region 

China 679,000 Jamaica 619,150 

Philippines 423,700 Philippines 577,700 

Cameroon 415,000 Canada and 441,200 
Other Countries 

Chile 302,500 Benin 438,400 

India 300,900 Tanzania 434,990 

Tanzania 

P 

267,100 Ethiopia and 411,100 
Other Countries in 
the Region 

Malaysia 244,792 Chile 310,700 

Colombia 203,250 Global 302,000 

Location of Trainina Institution 

The largest percent of IDRC training was conducted in 
institutions located in high income countries. Slightly more 
than 40 percent of the funds, $23,840,500, went to trainees 
studying at these institutions, with trainees at Canadian 
institutions receiving 33 percent of the funds. Institutions 
located in upper-middle income countries accounted for 7 percent 
of the funds, and those located in lower-middle income countries 
accounted for approximately 30 percent of the training funds. 
Trainees attending institutions in low-income countries received 
17 percent of the funds. (Figure 13). 

Over time the amount of training money spent in 
institutions in low-income and lower-middle income countries has 
increased. At the same time, the amount going to upper-middle 
and high-income countries has decreased (Figure 14). The largest 
increase, percentage-wise, has been to lower middle-income 

I. countries. It appears, therefore, that lower-middle income 
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countries are conducting more training than before. Low-income 
countries, on the other hand, have increased the amount of 
training they are doing, but only marginally, by 1 percent of the 'C 

total. Overall, IDRC8s policy of providing training in 
developing countries is being followed, and in fact, is being 
enhanced over time. 

Compared to other donor organizations, IDRC stands alone in 
its commitment to training in developing country institutions. 
In 1986, for example, other donors spent 82 percent of their 
training dollars in institutions located in their own country. 
IDRC spent 31 percent ($2,707,070). While other donors spent 8 
percent of their training funds in developing countries, IDRC 
spent 57 percent ($4,986,450). Capitalizing on this style of 
operation and encouraging other donors to follow suit might be an 
avenue worth exploring. 

Regionally, training conducted in institutions in Africa and 
Asia each received 20 percent of IDRCts training dollars. Latin 
American and Caribbean institutions received 16 percent. 
Canadian institutions received 33 percent of the training funds. 
The remaining funds went to other developed country institutions 
(Figure 15). 

Over time, however, changes have occurred. The most 
significant change has been a large increase in the percent of 
training conducted by institutions located in Africa. The 
percent has almost doubled, from 15 in 1983/84 to 27 in 1988/89. 9 

Institutions in Asia increased slightly, from 15 percent to 17 
percent, while institutions in Latin America and the Caribbean 
have continued to receive 19 percent of the total training funds. 
The percent of training dollars spent at Canadian institutions 
declined significantly, from 38 to 30 percent of the total. 

During the six year period, institutions located in 10 
countries conducted almost 65 percent of the training that was 
funded. l9 The countries were Canada ($19.8 million) , the 
Philippines ($3.9 million), the United States ($2.2 million), the 
United Kingdom ($2.0 million) , Peru ($1.9 million) , Senegal ($1.8 
million), Colombia ($1.7 million), Kenya ($1.6 million) and 
Thailand ($1.5 million). It is surprising to note the amount of 
training that was conducted by institutions located in the US and 
the UK. 

However, by 1988/89, this amount had dropped considerably. 
The US did not appear on the list of the top 10 countries. The 
UK did, but its rank dropped from fourth to eighth place. 

The developing country institutions that conducted the most 

19. Three percent of the training funds ($1.8 million) 
could not be allocated to a country because this information was 
not available in the Project Summary. + 
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training were located in the Philippines, Peru, Senegal, 
Colombia, Kenya, Thailand, Chile, Jamaica, India and China. 

In 1983/84, 75 percent of the training funds were 
concentrated in the top 10 countries. In 1988/89, this had 
dropped to 64 percent, indicating a less concentrated country 
focus. Given IDRC's focus on development issues as opposed to 
countries, this-finding is not particularly surprising. What is 
important to note is the increased dispersion of training funds. 

The concentration of training support to select institutions 
is practically non-existent. Over the six year period, training 
was conducted by 812 different institutions. Support was 
provided once to 522 of these institutions. Therefore, 65 
percent of the institutions conducted IDRC-supported training 
once. Eleven percent (93) of the institutions conducted training 
twice, 7 percent (53) three times, 3 percent (22) four times and 
2 percent (14) five times. On the other hand, 32 institutions 
have been supported at least 10 times. Another 8 have been 
supported at least 20 times and 9 institutions have been 
supported at least 30 times. This lack of concentration 
reflects, to a large degree, IDRC's project focus and the lack of 
concentration of project support to select institutions. 

The top 15 institutions that received the most support to 
conduct training activities were (1) the International Rice 
Research Institute (IRRI) in the ~hilippines, (2) the University 
of Toronto, (3) the University of Montreal, (4) the University of 
the West Indies, (5) the University of Guelph, (6) the 
International Foundation for Science, (7) the University of 
Laval, (8) the National Agrarian University at La Molina in Peru, 
(9) Dalhousie University, (10) the Cairo Demographic Centre 
(CDC), (11) the University of the Philippines at Los Banos, (12) 
the Universiti Pertanian ~alaysia, (13) Carleton and the 
University of Ottawa, (14) Simon Fraser and (15) the Centre 
Ivoirien de Recherche Economique et Sociales in Cote de Ivoire. 
It is important to note, however, that training conducted at 
these institutions only accounted for 26 percent of the total 
funds . 

The developing country institutions that conducted the most 
training are illustrated in Figure 16. IRRI tops the list 
followed by the University of the West Indies, the National 
Agrarian University, the CDC, the university of the Philippines 
at Los Banos, the Universiti Pertanian Malaysia, CIRES, the 
Secretariat of the Education, Science and Cultural branch of the 
Organization of American States (SECAP) , the Family Planning 
Foundation in India and the Centre Africain d1Etudes Superieures 
en Gestion in Senegal .20 

20. Funds sent to SECAP are, in turn, dispersed to other 
regional training centres. 
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Regional variations occurred in the level of concentration 
of support to select institutions. In Asia, the top 10 
institutions conducted almost 70 percent of the training. In + 
Africa, the top 10 institutions conducted approximately 55 
percent of the training, and in Latin America and the Caribbean 
they conducted 45 percent. Appendix D provides a list of the top 
10 institutions in each region and the amount of training funds 
involved. 

As noted earlier, IDRC has only recently stated its 
intention to consider more concentrated support to select 
training institutions. This statistical information, therefore, 
is more relevant for future policy discussions than it is for 
reviewing past performance. With respect to future 
discussions, this information might be used to examine the 
training programs these institutions are offering to determine 
whether more concentrated support might be warranted. 

Almost 80 percent of the training funds were spent on 
training activities conducted at universities and in government 
departments and ministries. Approximately 50 percent of the 
training funds went to universities ($29.7 million) and 30 
percent went to government ministries and departments ($15.8 
million). Private organizations accounted for 12 percent ($7.1 
million). Ten percent of the training funds could not be 
identified according to the type of institution that provided the ' 

training. 

With respect to changes over time, the most dramatic one has 
been the increasing inability of our information systems to 
provide information about the type of institution where the 
training activity is being conducted. Over time, the Centre is 
funding fewer scholarships and awards and more short courses and 
group training initiatives. And yet, details about these 
initiatives are not currently being captured in the information 
systems. 

The information that is available, however, indicates an 
increase in training being conducted by private organizations and 
governments. University-based training, on the other hand, has 
increased only slightly (Figure 17). As a percent of total 
training funds, university-based training actually decreased 
from 58 percent of the total in 1983/84 to 54 percent in 1988/89. 

As with institution type, the most striking finding related 
to gender is the volume of missing information. Sixty-six 
percent of the training funds could not be attributed to men or 
women because this information is not recorded at the time the 
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funds are appropriated or spent. Of the funds that could be 
accounted for, 25 percent went to men and 9 percent went to 
women. Between 1983/84 and 1988/89, the percent that went to men 
decreased from 28 to 21 while the percent that went to women 
increased from 7 to 10 percent. 

Twenty-three percent of the formal, degree-related training 
awards went to women. Comparable statistics for other donors in 
1986 indicate that 14 percent of their scholarships were awarded 
to women. Although IDRC has a better record than most donors and 
although there is an indication of increasing support for women, 
there is little to suggest significant strides are being made. 
Perhaps IDRC's record is better than the statistics indicate. 
However, in the absence of the systematic collection of gender 
information, this cannot be substantiated. 

Some donors have raised the question of whether the formal 
degree approach is the best channel for providing training funds 
to women. CIDA, for example, questions whether training needs 
might be met better through informal training channels,and NGOs. 

Regionally, a larger percent of the training funds from 
Canada (37 percent), Latin America (31 percent) and Asia (28 
percent) went to women than in Africa (16 percent). 

Formal versus Informal Traininq 

Fully 65 percent of the Centre's training dollars were spent 
on informal training activities (ie. short courses, seminars, 
group training, network training and community-based training) . 21 
The Centre's databases are not set up to capture detailed 
information about these activities or to identify them according 
to these categories.22 As noted earlier, this information was 
obtained, when possible, from Project Summaries for the purpose 
of this study. 

Within the context of informal training, approximately 50 
percent of the funds were spent sending people that were working 
on projects to short courses, seminars and workshops. 
Approximately 45 percent of the funds, a comparable amount, was 

21. Training funds were identified as network-related if 
the project had two or more nonoCanadian recipients and the 
Project Summary noted that training funds were being used to 
train recipients from more than one institution or country. This 
definition was used in the absence of a Centre-wide definition. 

22. These categories of informal training might not be the 
most useful ones for tracking changing patterns of support. They 
are offered here as possibilities in light of current policy 
discussions about different approaches to delivering project and 
training support. 



spent on group and network training activities. The remaining 
funds, 3 percent, were spent on community-based training to 

P instruct people about the use of a product or service that 
resulted from an IDRC-funded project. Over time, the percentage 
of funds spent on individual short courses, seminars and 
workshops remained relatively stable, although it dipped slightly 
from 48 to 45 percent of total funding. During the same time, 
the percentage spent on group and network-related training 
increased from 49 to 59 percent. Network training increased from 
3 to 11 percent. 

Asia and Latin America accounted for a larger share of this 
group and network-related training than Africa. In Asia, these 
activities accounted for 60 percent of the training funds. In 
Latin America they accounted for 52 percent, while in Africa, 
they accounted for 48 percent of the funds. 

Formal, degree-related training accounted for 34 percent of 
the Centrefs training funds. Despite the Centre's policy to move 
increasingly to informal training activities, formal training 
accounted for an increasing share of the training budget between 
1983/84 and 1988/89. It rose from 32 to 44 percent of the total. 
At the same time, however, the number of informal training 
activities increased. It is likely, therefore, that the increase 
in funds going to formal training is a reflection of the higher 
cost involved. 

I 
Fifty-two percent of the funds went to Master's degrees, 37 

percent to PhDs, 7 percent to Bachelor's degrees and 4 percent 
to various diploma and certificate programs. 

The Centrefs policy of providing the bulk of its formal 
training support at the Master's degree level is evident in the 
statistics. As well, the decision to limit support for 
Bachelor's degrees is evident. Figure 18, for example, shows the 
sharp drop in support for this level of training following the 
policy decision in 1983/84. 

However, the number and percent of funds that went to PhDs 
increased steadily, contrary to Centre policy. Fifty-six PhDs 
were funded in 1983/84 and 97 in 1988/89. During the six year 
period, 346 PhDs were funded in whole or in part. 

In terms of the region of origin of the trainee, the largest 
number that could be identified from the Project Summaries and 
from FADMIS came from West Africa (49), followed closely by East 
Africa (46). Forty PhDs were funded from Latin America and the 
Caribbean and 36 from Asia. A large number, 110, could not be 
identified by region. 

The question of whether IDRC should reconsider support for 
PhD training has been raised a number of times. An argument has 
been made that IDRC should consider increasing its support for 

f PhDs in light of increased attention on institutional 
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development. ttIf training is to be done by some of these 
institutions, they require people with a PhD to train middle 

c level researchers, administrators and teachers up to the Masters 
degree level." As well, people with PhDs are required in 
developing country institutions to conduct research of high 
quality. Others claim that while PhD-level training might not 
be required in some regions, it is required in others. The 
statistics indicate, in fact, the number of PhDs from Africa is 
almost double those from Asia. The debate is further intensified 
by others who point out that training researchers at any level, 
PhD or Masters, is a questionable activity if the infrastructure 
and funds to carry out research are not available after they 
complete their training. 23 

A study conducted by FAD in 1987 recommended establishing a 
cap on the percent of funds for PhDs, perhaps 10 percent. It was 
also recommended that greater emphasis be placed on the 
institutional connection of the individual since investment in 
the award is, from the Centre's point of view, not an investment 
in the individual but an investment in the in~titution.~ 

The general trend in'the donor community appears to be away 
from extensive formal training to more informal training 
complemented with a very tightly delivered program of MA and PhD 
training targeted to specific regional and project-related 
issues. 

Field of Traininq 

During the six year period, 28 percent of the training 
dollars were used to study issues related to agriculture, fish, 
forestry and biology. Slightly less, 27 percent were used to 
study issues commonly captured under the umbrella of the social 
sciences, including economics, science and technology, 
demography, education, urbanization, sociology, psychology, 
anthropology, architecture, arts, energy, environment and 
political science. Fifty-five percent of the training funds were 
directed at these fields of study. A further 15 percent went to 
health, including medicine, nursing and epidemiology. 
Information science, computer studies and library studies 
received 10 percent of the funds. Training in the fields of 
engineering, chemistry, geology and geography accounted for 6 

23. Recent figures presented by OPE indicate that a key 
problem in the field of agricultural research in Sub-Saharan 
Africa, for example, is the limited availability of funds for 
existing researchers to conduct research and pay their 
operational expenses. The question is asked whether the priority 
should continue to be in training more persons for research or in 
getting the best product from those in research by supporting 
operational expenses. (Notes from a seminar on External Support 
to Developmental Research: The Case of Sub-Saharan Africa. 
February, 1990) . 



percent of the funds. Five percent went to business, public 
administration, law, accounting and management-related training. 
An additional 4 percent went to communicat'ion and journalism. 
The remaining funds, 5 percent, could not be identified by field 
of study.24 

Between 1983/84 and 1988/89 the largest change occurred in 
information-related training. Support for this topic increased 
13 percent. Support for agriculture, fish, forestry and biology 
increased 12 percent, followed by a 7 percent increase in health- 
related training. A small change occurred in engineering-related 
training, which went from 5 to 7 percent of the total training 
budget. A major decline occurred in social-sciences training, 
which fell from 40 percent of the total training budget in 
1983/84 to 24 percent in 1988/89. A small decline occurred in 
communications and journalism, from 3 to 2 percent of the total 
training budget. In 1988/89, business-related training was not 
funded. The most important changes were the increase in 
information-related training and the large decrease in social 
sciences-related training. 

Pur~ose of Traininq 

An effort was made to classify each training activity by 
purpose. Was the training undertaken, for example, because the 
researcher needed to obtain additional skills related to the 
subject matter of the research? Was it done to improve the 
basic research skills of the researcher in areas such as data 
collection and analysis? Or, was the training part of an effort 
to strengthen the capabilities of an institution? If so, was 
this training aimed at strengthening the institutionfs ability to 
deliver training programs, improve its information management 
systems or upgrade the research management skills of its staff? 

In some cases, training was undertaken for two or more 
purposes. Most of the time, the Project Summary or nature of the 
fellowship or award placed more emphasis on one of the purposes. 
It was this purpose that was recorded in the database. The data, 
therefore, has to be interpreted with this in mind. 

Almost 40 percent of the training funds between 1983/84 and 
1988/89 were used to obtain the subject-related skills the 
researcher needed to complete the research. Almost 30 percent 
were used to enhance basic research skills, such as data 
collection and analysis. Almost 25 percent went to training 

24. The fields of study used in FADMIS were adopted for 
the purpose of recording information from the Project Summaries 
into the temporary SSU database. This was done to ensure 
consistency between the two databases for the purpose of this 
analysis. 



oriented to improving the capability of the institution. of 
this, almost 60 percent went to strengthening the capacity of the 

P institution to deliver training programs. Approximately 30 
percent went to strengthening the institution's information 
management systems, 7 percent went to strengthening the research 
management skills of the staff and 2 percent went to 
strengthening the institution's financial and administrative 
systems. The remaining training funds, 10 percent, were used for 
other purposes, such as special fellowships and research 
positions (Figures 19 and 20). 

Over time, the trend has been towards an increase in 
training tied more tightly to projects. This has resulted in an 
increase in funds being tied to the specific subject matter of 
the research project at hand. From 27 percent of the total 
training funds, the amount of money directed to subject-related 
research increased to 40 percent in 1988/89. This is a positive 
reflection of the Centre's policy to tie training funds more 
tightly to specific research activities. Other donors, 
incidently, are following the same pattern, preferring to tie 
their training dollars to their specific project initiatives. 

The other trend at IDRC has been a very significant increase 
in the percentage of funds aimed at improving the institution's 
ability to create or manage a research program. This 
institutional support component increased from 13 to 27 percent 
of the total funds between 1983/84 and 1988/89. From the earlier 
finding about the lack of concentration on select institutions, 
it is possible to conclude that institutional support is 
increasing, but it is not being directed at certain institutions. 
Given IDRC's broad involvement in many countries and 
institutions, it is fair to suggest that institutional 
strengthening is being tackled the same way project funding is 
tackled. The question, therefore, is whether different 
approaches are required. 

Network. Multi-disci~linarv and Utilization-Focused Training 

An attempt was made to determine whether training 
information related to networks, multi-disciplinary research and 
utilization of research results could be obtained from existing 
information sources. These issues, identified from the MINUTES 
database, were selected because they are currently the subject of 
a great deal of debate in the Centre. Embracing an experimental 
approach to these topics, and not expecting to find too much in 
the databases and Project Summaries due to the evolving nature of 
the issues, the SSU set out to extract what it could from the 
existing data sources. 

As noted earlier, network-related training was discovered to 
be on the rise. From 3 percent ($359,760) of the total amount 
that went to training in 1983/84, it increased steadily to 11 
percent ($1,394,765) in 1988/89. Over the six year period, 
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network training accounted for 8 percent of the total training 
budget ($4,765,610). 

A recent study comparing research support to developing 
countries from four western governments reported that IDRC has 
supported more than 300  network^.^ This network approach 
combined with a large program staff based in the field, according 
to the study, gives IDRC a unique ability to work successfully in 
a large number of countries and on a large number of development 
problems. If this is one of the Centre's fields of expertise and 
if one notes with interest the increase in network-related 
training, a question arises as to whether this approach has more 
merit than others under certain conditions. A question also 
arises as to whether network-related training and group training 
serves as a more likely vehicle for strengthening select 
institutions than single project-related training. Of course, 
a much better understanding of networks and network-related 
training, would be required to determine whether this is indeed 
the case. 

The quest for multi-disciplinary training information 
resulted in empty hands. From the Project Summaries, existing 
databases and other source documents, no direct information could 
be gleaned. 

The only indirect information was the value of training in 
projects that were funded by more than one division, excluding 
FAD. Projects with a training component that were jointly funded 
by divisions accounted for 5 percent ($2.7 million) of the total 
training budget. In the Health Sciences Division they accounted 
for 30 percent of the total training budget, Information Sciences 
15 percent, Social Sciences 6 percent and AFNS 5 percent. Over 
time, the number of jointly-funded projects has increased. 
Assuming, however, that joint-funding at the level of IDRC's 
organizational structure translates into multi-disciplinary 
training in the field is a correlation that could not be 
substantiated. 

Perhaps more rewarding avenues for exploring this question 
would involve an examination of whether different institutions 
(ie. NGOs, governments, universities) are being linked in IDRC- 
supported research activities, whether researchers with a range 
of disciplinary skills are working together on a project and 
whether network training has anything to offer to a multi- 
disciplinary approach to training. 

Utilization-focused training often takes the form of 
training people in communities how to use the results of an IDRC- 
supported project. It also takes the form of training 
journalists how to disseminate information about IDRC-supported 

25. Only one project was found, 3-P-83-1003, that 
identified the various skills of the research team. 



projects and about science and technology issues in general. 
Between 1983/84 and 1988/89, IDRC spent $1.2 million, 2 percent 

P 
of its training budget, on this type of utilization-focused 
training. Specific activities included training farmers about new 
cropping techniques, villagers about handpump maintenance and 
journalists about writing techniques and developing countries 
issues. 

Overall, very little information is available on network- 
related training, inter-disciplinary training and utilization- 
focused training. The SSU really had to dig to find any 
information at all. As well, it had to enter any data it could 
find by hand into the database because nothing, at this point in 
time, is available in the corporate systems or standard documents 
in the Centre. 

TRAINING EVALUATIONS 

Information about the strengths and weaknesses of training 
programs is a relatively scarce commodity in the Centre. The 
most frequently conducted evaluations focus on follow-ups of past 
scholarship and award holders. Even these, some maintain, are 
not plentiful enough. Other information is contained in PCRs and 
OPEIS. Unfortunately, the training information in the PCRs is 
not consistent or detailed, in large measure because people are 
not asked to comment directly on the training that was undertaken 
within the context of a project. The limited number of PCRs 

v completed by some divisions and FAD create further difficulties. 
Information in OPEIS, while more informative, is also limited 
because of the small number of entries in the database. 

IDRC is not along when it comes to the priority it places on 
training evaluations. ItParticipants in the IDRC-CIDA study were 
asked about their examination of the successes and failures of 
training programs and their subsequent review of program goals 
and trainee selection criteria. In general, development 
organizations responding to the survey do not appear to place a 
strong emphasis on monitoring and evaluation of their training 
programs. While a number of organizations reported that they 
conduct trainee follow-ups and examine the program success, 
relatively few (ie. less than 25 percent) reported that they 
formally review program goals and objectives in light of the 
evaluations... Fewer again specifically reported that a review of 
trainee selection criteria is a part of the follow-up process." 
One of the overall findings of the study was the need, identified 
by all donors, to more systematically evaluate their training 
programs. 

In IDRC, the findings from the data in this study and the 
evaluations that have been conducted appear to emphasize the 
following: 

Iv 
a Support for fellowship and award programs, in general, have 



had positive impacts on the number of trained researchers and 
their continued involvement in research and administrative work 
upon return to their home country. The vast majority return 9 
home after studying abroad. The major problems they face when 
they return home is a chronic lack of research funds, an abrupt 
end to ongoing contact with other trainees and the research 
community at large and a serious lack of operating funds to 
continue their research endeavours. The donor community is 
beginning to strongly endorse the notion that human resource 
development and training involves a long-term commitment. 
Training, without subsequent support, is an issue increasingly 
noted in IDRC evaluations. Suggestions for addressing some of 
the problems include the provision of ongoing support and the 
development of networks linking past trainees who are working on 
topics of mutual interest. 

There is some question whether the Young Canadian Research 
Award (YCR) is enticing young Canadians to become interested in 
international development, one of its stated intentions. An 
evaluation also concluded that the award was under subscribed and 
over funded. Subsequent years have seen a cutback in the number 
of YCR awards. 

Trainer-trainee programs have been quite successful, and are 
increasingly perceived as an important tool for developing 
individual and institutional capacity. 

Some evaluations are recommending more program grants be given 
to select institutions to allow them to develop the capacity to 1 

become regional training centres. Others are suggesting that 
linkages be established between training centres to encourage the 
exchange of expertise. In Asia, FAD is currently exploring 
mechanisms for improving inter-regional and inter-country 
interaction among several institutions. 

The need for differentiated support by regions is increasingly 
evident. some evaluations suggest the need to redirect support 
for fellowships and awards to specific groups, such as women, 
while others suggest the need to redirect certain types of degree 
training from certain regions, such as Southeast Asia, to Sub- 
Saharan Africa. Improved information about the demand for 
trained personnel in different regions is required prior to 
adopting unilateral policies, according to some evaluations. 
Towards this end, IDRC has embarked on a number of recent 
evaluations to identify the main problems concerning the training 
of researchers and to formulate recommendations concerning 
training and the utilization of human resources for research in 
different regions. ti 

Informal, non-degree training continues to be perceived as the 

26.  The 1990/91 TYROP of the Fellowship and Awards Division 
outlines these regional priorities. , 



most appropriate way to provide training oriented to specific 
development issues. And yet, most evaluations focus on formal, 
degree training. Follow-ups of award recipients is the most 
common type of training evaluation in IDRC, and yet more than 60 
percent of the training funds are spent on informal training 
initiatives. However, an evaluation of training in Latin America 
and the Caribbean examined group training as part of the overall 
training package in the region. It concluded that group training 
is a very effective way to share knowledge and skills among 
people working on different IDRC-supported projects. 

a The evaluations stress that little is known about the 
institutions that conduct IDRC-su~~orted trainins. Evaluations 
typically focus on individuals, n&k institutions: With a new 
policy oriented more towards institutional support than in the 
past, - the importance of improving this information base is 
evident. 



CONCLUSIONS AND RECOMMENDATIONS 

Jnformation Sources 

Accessing training information in the Centre is a very 
labour and database intensive task. Following this study, it is 
recommended that a concerted effort be made to get consensus on 
the type of infohation the Centre needs to capture about 
training. A few ideas were experimented with in this study, but 
only with the intent of testing whether certain information 
could, in fact, be obtained. The questions that were tested 
might not, in fact, be those that are most important to track 
over time. It is recommended that FAD, with direction from the 
Program Committee, identify the types of training data the Centre 
should collect over time. It is also recommended that FAD take a 
lead role in making recommendations about streamlining the 
collection of training data and ensuring its consistent entry 
into a single database. 

It is also recommended that FAD, EDP, the PROMIS User's 
Group and the SSU present a recommendation to the EDP Steering 
Committee about the future of the temporary database that was 
developed for this study. 

The Centre has the best record in the donor community for 
delivering training to developing country researchers. Over 
time, this record is improving. Attention, however, should be 
placed on providing additional training dollars to researchers 
living in the poorest countries. This is a major challenge, and 
one that might best be addressed through new types of delivery 
mechanisms, such as group training and network training that 
appear to be meeting with some success. 

The Centre's support to Africa has increased considerably 
during the past six years. so has that of other donors. At the 
same time, the recognition that training institutions are not 
very strong in some regions of Africa has been brought to the 
fore. There appears to be a need to coordinate training support 
with other donors and to ensure this support is directed in a way 
that strengthens the capabilities of indigenous training 
institutions. 

There is strong evidence that training efforts are bringing 
researchers from various countries and regions together. Whereas 
in the past the majority of trainees came from the same country, 
trainees from multiple countries are increasingly the norm at 
IDRC-sponsored courses. FAD'S efforts to strengthen the links 
between these researchers and their respective organizations 
should be encouraged. 



r+ 
Institutions in low and lower-middle income countries are 

conducting an increasing amount of training. It would appear 
that some of them might be in a position to play a more direct 
role in designing, delivering and evaluating certain training 
programs. An effort should be made to identify these 
institutions and provide funds to support their expertise. The 
institutions identified in this study might provide a starting 
point for identifying those that might be worthy of additional 
support. On the other hand, the institutions that are identified 
might not be ones the Centre wishes to continue supporting. 
Regardless, a careful look at the institutions that conduct IDRC- 
supported training is required in light of the new policy 
direction aimed at strengthening the capacity of training 
institutions. 

The Centre's record on training support to women needs to be 
examined by the Gender and Development Unit. Recommendations for 
increasing this support through new approaches to training or 
more concentrated efforts within existing strategies should be 
put forward to the President's Committee. 

The Centre is meeting its stated objective of tying more 
training support to project-related activities. This is an 
objective other donors are also embracing. However, the question 
of support for PhD training has not been reso'lved, although the 
policy is to provide limited support for PhDs. It is recommended 
that this issue be examined in more detail to determine whether 
changes to the policy are required or stricter control over its 
enforcement is necessary. 

Although policies do not exist, the study examined a number 
of questions related to the primary purpose of training, the type 
of institutional support being provided and the amount of 
network, multi-disciplinary and utilization-focused training. 
Collecting data about these issues was rift with problems and the 
data that was collected was subject to the interpretation of the 
person reading the Project Summary. The information that could 
be gleaned, however, indicated an increase in training targeted 
at network participants and a very small focus on training 
efforts aimed at ensuring people use IDRCrs research results. 
Perhaps more important than the findings, is the question .of 
whether information on these types of issues should be tracked in 
the future. 



Attention must be placed on the need to identify what 
training-related information IDRC wishes to collect on an ongoing 
basis and how this information should best be collected. + 
Training policies have evolved somewhat from 1983, and attention 
must be placed on how to capture more detailed information that 
relates to training institutions. 

Trainins Evaluations 

It is easier to get information about what IDRC puts into 
trainins than what it sets out. It is recommended that OPE and 
FAD continue their efforts to evaluate informal, non-degree 
training and to identify the demand for training in various 
countries and regions. - 

It is also recommended that consideration be given to 
streamlining the evaluation-related training information 
collected in various source documents and databases. 
Consideration should be given to determining whether the 
training-related questions in OPEIS should be incorporated in 
other documents, such as the PCR. 

Additional attention should be placed on evaluating the 
training institutions and various training methods IDRC 
supports. The study results indicate some changing and perhaps 
innovative strategies are being used to deliver training support 
to developing country researchers. More focused attention on 
these changes might result in polices that even further improve 
IDRC's ability to successfully deliver training programs to 
developing country researchers. 
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Af r i c u  Dtvdopmeo t Bank 
01 B.P. 1387 
AbidJan 01 
Ivory Cout 

Contact-- Mr. E.K. Andah. 

Background-- Founded in 1963, The African Development Bank (ADB) is a financial 
institution which piaces a great deal of emphasis on HRD. The Bank's participation with 
other international donors md agencies includes at-sharing agreements with the World 
Bank, UNDP, UNICEF. and ILO; funding from USAID, CIDA, NORAD. and SIDA; and 
technical assistance from France and the United States. 

Coals--The Bank is involved in further encouraging HRD in Africa through programs 
available at the training centre of the Bank. 

Training Programs--Programs include seminars, courses and fellowships for trained 
personnel in evaluation, analysis, implementation and management of projects. English 
and French language training is provided at the Bank's training centre. 

Sciection Process--Nomination of candidates is done by organizations and government 
agencies, although a special application form must be completed and submitted for 
screening by the selection committee. The most effective method of information 
dissemination is through direct mail. The Bank keeps a comprehensive list of dl 
organisations m d  government agencies responsible for the nomination of candidates. 

Monitoring Mechanisms--Monitoring involves performance improvement programming and 
occasional follow-up of past participants. 

Insights and Priorities-- HRD is crucial in Africa; the Bank will continue to assist 
member countries through training. 

Source: HRD Questionnaire and Information Brochure '1988 Training Programs". 



Aslao Development Bank 
2330 Roxrs Boulevard 
Metropolltao Maoilr 

Phlllppioes 

Cootact-Mr. Amador F. Astudillo, Senior Project Specialist (Seminar Coordinator), 
Central Project Services Office (Central Loan Administration Services Division). 

Backgrcuod--This international financial institution, owned by an international partnership 
of 47 member countries, was founded in 1966. In the 1986/87 fiscal year, a technical 
assistance grant of US$ 350,000 was allotted to HRD. The major geographic focus of 
financial assistance is on Asia. 

Coals--The Bank's definition of HRD is the development and improvement of knowledge 
and skills used in undertaking development activities. Their mandate is to provide 
central advisory services with respect to project administration and to conduct training 
programs to improve the knowledge and skills of project agencies in implementing Bank- 
financed projects. 

Tralnlng Programs--The Bank provides training to professionals from member countries in 
the techniques and methods of policy and project analysis. Formal training is offered at 
the training centre, and focusses on the main phases of the project cycle. The courses 
and seminars are carried out in short periods of ten weeks and courses are organized 
around sessions devoted to case studies, practical exercises and role playing simulations. 
The seminars cover important areas of policy for both the Bank and member countries. 
The Bank supports project-related training through three regional seminars on project 
implementation and management, and five country seminars on procurement. 

Selection Process--Selection is based on the relevance of individuals* qualifications and + 
practical experience to the course material. Care is taken to maintain training groups as 
homogeneous as possible in their background and experience, while taking into account 
the geographical balance and the acute shortage of trained professionals in any given 
country. Consultations are made with the Project Division in the Bank responsible for 
specific projects to ensure that individuals chosen are qualified. Collaboration also 
occurs with the central government concerned. 

Candidates must be nominated by an institution to which the Bank has sent the 
appropriate announcement. The candidates' present position must be related to the 
purpose of the training activity, of a level of responsibility appropriate to the use of the 
training received. The effectiveness of the agency involved in the sector covered by the 
training must be established. The individual must also have a university education and a 
command of the language in which the training activity is conducted. In addition, the 
government or nominating agency must assure the Bank that a leave of absence will be 
granted on full pay for the duration of the training, that no assignment preventing the 
candidate from fully participating in the-training activities will be given, and that the 
candidate will be able to return, upon completion of the training, either to the current 
position or to one of equal or greater responsibility, for which the training will prove 
usof ul, 

Information about scholarships to potential recipients is communicated through 
course announcements addressed to government agencies, through information provided by 
the Bank staff during field missions, and through news releases. 

Monitoring Mechrolsms--Trainee questionnaires, consultant observations and 
recommendations are all used to monitor and evaluate the progress of projects. I 



Insights and Priorities--The Bank's experience in providing financial and technical 
assistance to its member countries has shown that systematic training is needed in order 
to improve the capability of member countries in handling development projects. It is 
recognised that the limited capacity of most countries to formulate viable investment 
project proposals and to implement them effectively is an impediment to the efficient 
utilization of their resources. There is a need for project staff to learn how to deal 
with the complexities and intricacies of project-related tasks and activities, particularly 
in planning work, and in identifying and solving problems. 

Source: HRD Questionnaire, Information Brochure, and "What It Is, What I t  Does, and 
How It Worksn, 1983. 



Inter-Amerlcan Development Bank 
1300 New York Ave. 

Wuhlngton D.C. 20577 
U.S.A. 

Contact--Mr. Juan Pablo Perez Castillo, Deputy Manager, Technical Cooperation Division. . 
Background--This drultilateml development bank consists of 41-member countries and was 
founded in 1959. The lending loan for 1986 was approximately USE 3 million. Most 
training is undertaken through the Bank's technical cooperation activities. During the 
period from 1961 to 1'983, the Bank approved USE 134.4 million in technical cooperation 
for training programs. Ordinarily, the Borrowing country of IDB funds contributes local 
counterpart funds for each operation. 

Coals--The Bank's mandate is to mi s t  the Borrowing member countries to help train 
personnel. This involves supporting training of personnel in the project cycle in 
response to the needs of the member countries as reflected in  specific requests. The 
Bank's actions are aimed at the institution-strengthening of the agencies that 
implemented the respective training programs. 

Training Programs--The Bank arranges technical cooperation operations designed to 
develop courses, seminars, in-service training and other domestic training activities as 
well as to provide the necessary equipment and at times fellowships for study abroad. 
The Bank is active in the training field at two levels: first, at the investment project 
level when training is directly linked with the objectives and goals pursued in a specific 
project, and secondly, at the independent training program level, which coven specific 
needs at the national, sub-regional and regional levels. These programs are often 
coupled with advisory and research components, supplemental to the training. The 
project cycle, policy and planning, as well as organization and administration are the 
three areas of major focus in the Bank's programs. 

A direct, in-service training program for officials from the public sector, aimed at 
bringing them together and familiarising them with IDB operating policies and practices, 
is in place at present. Training programs are also provided for management, technical 
and professional levels. Most of these are accomplished through short, practical courses 
or seminars. Some training programs are directed towards higher levels of education, 
including postgraduate courses. 

Insights and Prlorltles--In Latin America and Caribbean countries, shortcomings have 
been found, attributable to inadequate personnel training that impair the programming 
and implementation of projects, programs and policies. There is more of a demand for 
quality in the level of training. Training Programs must be carefully designed and must 
make substantial qualitative contributions in comparison with those of the past. In order 
to meet its objectives, the Bank has decided as a general rule to act through existing 
national, regional and sub-regional institutions and programs, and in limited cases, to 
support the formation of new programs. This recommendation discards an earlier 
proposal of setting up a training institute or centre for lack of sufficient technical, 
financial or institutional justification and because it is inconsistent with current trends 
towards decentralisation in a number of areas, particularly training, as well as with the 
Bank's own policy of institution-strengthening of Latin-American institutes and agencies. 
This is a policy based on the training needs of personnel, currently in service. The 
Bank feels that it would also be advisable, however, to support programs designed to 
meet the longer-term needs at the postgraduate level in order to prepare professionals 
likely to hold leadership positions in the respective countries in the future. 

Source: HRD Questionnaire 



The World Baok 
1818 H Street, NW 

Washiogtoo, D.C. 20433 
U S A .  

Cootact--Mr. W.D. Haddad, Chief, Education and Employment Division, Population and 
Human Resources Department. 

Background--This International Financial Institution was founded in 1947, and reported 
loans and credits totalling U S  17,674 million in the fiscal year of 1987 to projects in 
developing countries. Of this total, US$ 987 million was dedicated to HRD. Lending for 
education and training currently averages between five and six per cent of tire Back's 
annual lending. The largest source of co-financing continues to be the official bilateral 
aid agencies and multilateral development institutions. 

Goals--The World Bank recognises the contribution of education and training to sustained 
economic growth. Activities range from basic education and the development of general 
skills that enable individuals to function effectively in society. to training and the 
provision of more specialised learning, necessary for entry into the labour market and for 
increased productivity in the existing work force. The mandate of this particular 
department is to assist borrower countries in the formation and utilisation of human 
capital. This must occur within the constraints of the financial and managerial 
capabilities of individual developing countries, and should be achieved through the 
development of policies and procedures applicable to all Bank staff working on education 
and training project components, as well as through specific research in which the Bank 
has a comparative advantage. 

Traioiog Prognms--Loans and credits are available to borrower countries for: i) 
education and taining projects in formal and informal education systems (typically 

P through projects implemented by the Ministries of Education and Labour); and ii) through 
project-specific training components. The Bank also aids development through the 
serninars sponsored by its Economic Development Institute which help build development 
capacities and institutions through organised training and discussions. Fellowships at 
universities and technical training institutions are funded as part of the Bank's projects 
implemented by individual Borrower countries. The level of training involved is 
contingent on the nature of the project itself. 

Insights and Prlorltles--Although education accounts for a relatively small portion of 
total lending. the Bank is now one of the largest providers of assistance for educational 
development and training. Investment in people is of key importance in developing 
countries, yielding, high returns for long-term economic development. 

Source: HRD Questionnaire and Annual Report 1986. 



Caroegie Corporation of New York 
437 Madison Ave. 

New York, N.Y. 10022 
U.S.A. 

Contact-- Mr. David Hamburg, President; Adetokunbo Lucas, Program Chair, 
Strengthening Human Resources in Developing Countries Program. 

Backgrouod--This American NGO reported expentitures of US$ 29.2 million in 1986. 

Coals--A major objective of the Strengthening Human Resources in Developing Countries 
program is to contribute towards a healthier, better educated, and more productive 
citizenry in English-speaking Africa and the Carribean. The program is based upon a 
multidisciplinary approach to developmental issues, drawing on the knowledge, skills, and 
resources of the behavioural, social, biological, and biomedical sciences and also on the 
technical and policymaking communities in this country and abroad. A second major 
objective is to encourage the application of science and technology for development 
through the support of projects to strengthen indigenous capacities and by encouraging 
cooperation among leading professionals and scientists in developing and technically 
advanced countries. 

Tralnlng Programs--0rnegie does not have a scholarship program. Projects are 
supported in the application of science and technology for development, maternal and 
child health care, and the communication of lessons learned through development 
experience to American audiences, policy-makers and scientists, as well as the general 
public. 

Source: HRD Questionnaire 



Ford Fout~&tioa 
320 East 43rd Street 

New York, NY 10017 
U S A .  

Contact--Mr. William D. Carmichael, Vice President, Developing Countries Program. 

Background--This private, ooo-profit organization was founded in 1936, became a national 
organization in 1950, m d  had an mnual budget of US$ 80 million in 1987. HRD is the 
single major theme in the Foundation's work. The Foundation is largely involved in 
educational, developmentd, research and experimental efforts. Up until 1987, the 
Foundation has made commitments totalling USE 6.6 billion. Inter-agency cooperation 
includes the formation of partnerships with other organizations, both public and private, 
national and local. 

Goals--This organization's mandate broadly covers all development work in the developing 
countries. The Foundation uses a broad definition of human resource development, 
including scholarships, fellowships, travel and study awards, research activities, and the 
development of education programs m d  institutions. 

Training Programs--Programs involve the development of indigenous educational 
institutions and policies as well as research apacities m d  institutions. Training within 
active projects and government programs is rlso supported. Higher-level training i s  
supported both inside m d  outside the developing countries. This may involve short-term 
travel, study, research or conference opportunities. Language training is provided only 
rarely, as most grant recipienk already possess adequate competence. 

Selection Process--This varies widely from program to program. Ford, to a great extent, 
i 

relies on the recipient country, the institutions themselves, peer reviews, selection panels 
and their own staff appraisals to ensure that individuals are adequately qualified m d  
motivated for training. Activities supported by Foundation grants must be charitable, 
educational or scientific. Most of the Foundation's grant funds are given to 
organizations. The Foundation does not award undergraduate scholarships, and support 
for graduate fellowships b generally funneled through grants to universities and other 
organizations responsible for the selection of recipients. In all cases, recipients are 
selected on the basis of the merits of their proposals and their potential contribution to 
the advancement of the Foundation's program objectives. 

Monitoring Process--All grants are evaluated by the grantee as well as the Foundation. 
Occasionally, broader issue-oriented reviews are also conducted. 

Inslghts and Priorities--Prime objectives involve 'institution building" by establishing 
self-sustaining organizations staffed by qualified personnel in the fields of education, 
public administration, economic planning, agriculture and population. Focus is on human 
rights, civil liberties, the reduction of rural poverty and dependency, and the promotion 
of greater international understanding. 

Source: HRD Questionnaire, Ford Foundation - International Programs (July 1979) and 
Current Interests 1988 and 1989 (January 1988). Annual Report (1986). 



Canadian International Development Agency (CIDA) 
200 Promenade du Portage 
Hull, Quebec KIA OG4 

Canada 

Contact--Mr. Pierre Beemans, Director General, Social and Human Resource Development 
Division. 

Background--CIDA is the federal agency responsible for Canada's Official Development 
Assistance (ODA) Program. It was founded in 1969 and reported an annual budget of 
UST2.17 billion in 1986, for which 22 per cent is dedicated to HRD. 

Coals--The mandate of the Social and Human Resource Development division is to develop 
policies and procedures, provide technical and professional advice and expertise, to 
provide operational and administratiye support services to facilitate HRD program 
delivery, and to provide briefings and cross-cultural Mioing programs. HRD is defined 

" 
as the development of individual, group and institutional capacities for self-sustained 
learning generation of technology and implementation of development activity. 

CIDA and the World Bank have jointly financed several projects involving HRD in 
developing countries. CIDA has participated with many NGOs in the direct provision of 
HRD activities in Third World countries and in Canada. CIDA is also involved in the 
institutional development of Third World NGOs. Private sector/NGO consortia to manage 
or administer training and scholarship programs are also used. CIDA is also involved 
with private and public sectors involved in providing institutional development, project- 
related training and practical attachments. 

Training Programs--CIDA supports three types of HRD, involving general capacity 
building, project-related training and institutional/organisational development. General 
intellectual and academic formation, mainly at the post-secondary level, are supported. 
Technical, professional and vocational, task-oriented skills development and research are 
also supported. Organisational analysis, design and strengthening of structures, systems 
and knowledge are supported to increase the efficiency and effectiveness of the 
management and administration of organisations and institutions in developing countries. 
The analysis and shaping of social attitudes and values required to mobilise individuals, 
groups and community efforts towards development is also supported. CIDA extends 
academic and technical scholarships from the post-secondary to post graduate levels. 
Study tours, attachments, internships and apprenticeships, and workshops and seminars 
are also part of the training program. Institutional linkages and distance education are 
covered as well. CIDA provides language training, when needed, to trainers and trainees. 
Interpreters can be provided for short-term training and study tours. 

Selection Process--Some CIDA desks (eg., China, Indonesia) have joint Canada/recipient 
selection committees. These include representatives of Canadian training institutions to 
assist in needs identification, review of applications and to determine if the candidate is 
suitably qualified for the training. 

Bilateral discussions are utilised to communicate information in the context of 
country program planning process. CIDA receives specific requests for training and 
scholarship-related information. Marketing missions led by Canadian consulting firms and 
professional associations managing CIDA's Scholarship and Training Projects often result 
in the communication of information. Some information is distributed in response to 
inquiries to Canadian NGOs or universities or through information provided by the 
Canadian Embassies abroad. 

Monitoring Mechanisms--CIDA is making more use of HRD monitoring to provide current 
information on projects. Evaluations are conducted using base line studies, mid- 
project. end projects (3 months after the project), and follow-up (impact) studies 1-5 



yean after the completion of the project. Corporate evaluations of CIDA's support of 
post-academic and some technical institutions are underway. The Latin ~ m e r i c a n  
Division is undertaking a study of the effects of Brazilian tmining and Canadian study 

P tours on Brazilian trainees and their local institutions. Tracer studies and trainee 
questionnaires are used as follow-up methods. Programs are upgraded and new 
mechanisms are adapted to ensure that newly acquired skills are maintained. 

Support Services--CIDA offen pre-departure and in-country cross-cultural briefings and 
de-briefings. The institution is presently developing mechanisms to ensure that CIDA- 
funded students receive adequate support services. CIDA Headquarters houses a briefing 
and de-briefing centre. Langauge. training takes place in-country and/or in Regional 
centres in Canada attached to Canadian universities. 

Insights and Priorities--Human resource development requires long-term and 
comprehensive commitments to development of managerial skills, flexible systems of HRD 
programming and the linking of programming with the planning of development in other 
sectors. There is a need to focus development efforts on the critical role of women in 
the Third World. A re-emphasis on the primary schooling and basic education for 
functional literacy and numerncy is also necessary. CIDA is placing more emphasis on 
the development of local capacity to make comprehensive but practical assessments of 
manpower, training resources, and future needs. 

Source: HRD Questionnaire and Discussion Paper on Human Resource Development, 
Human Resource Development Activities of the Canadian International 
Development Agency, Education and Training Section, Social and Human 
Resource Development Division. 



Interoatlonal Development Research Centre (IDRC) 
250 Albert St. 
P.O. Box 8500 

Ottawa, Ontario, Canada 
K1G 3H9 

Contact--Mr. G X  .Bourrier, Director, Fellowships and Awards Division (FAD). 

Background--This public corporation was created by the Parliament of Canada in 1970 to 
stimulate and support scientific and technical research by developing countries for their 
own benefit. Although lDRC is financed solely by the Government of Canada, policies 
are set by in independent 21-member international Board of Governors. IDRC reported 
an annual budget of US$ 86.5 million in 1986, with US$ 7.4 million dedicated to HRD. 
The Fellowship and Awards Division is the entity within IDRC responsible for human 
resource development m d  training for research for development. 

Goals--The goal for providing training support is to create the capacity for high- 
quality research in developing-country research institutions and to develop Third World 
training institutions to the point where they can meet their own research-related needs. 
In this way, FAD contributes to IDRCs objective of establishing autonomous, 
independent research m d  training institutions in the Third World.' Ultimately, the people 
of the developing world will benefit from a supply of highly trained scientists and 
administrators capable of researching and solving problems crucial to the future of the 
Third World. 

Training Program--FAD'S approach to building research capacity is based on the trainer/ 
trainee approach to training in the Third World. This approach strives to ensure that an 
investment in training links and strengthens both the institutions that provides the 
training and the institution whose personnel will receive the training. Trainee 
institutions are those identified as having valuable potential in specific areas of research 
of priority to IDRC and the country or region concerned. 

There are five main types of training programs: Project Development, Program 
Development, Institutional Development, Specialised Training and Training for Careers in 
Development for Canadians. IDRC supports academic training at the graduate level of 
both the Masters and Ph.D. degrees, as well as short-term specifically designed project- 
related training. Group training activities in the form of training workshops and 
seminars on a particular theme are also organized to improve technical research and 
administrative skills of researchers from the different regions of the developing world. 

Selection Process--The majoriy of awards are not open to competition but are given to 
Third World researchers directly linked to IDRC supported projects and programs. 
Individuals must be recommended by their home institution and endorsed by the 
sponsoring IDRC program division. Selection is also based on the applicants present and 
potential role within their organization. 

Monitoring Mechrnlsms--Awardees are required to provide periodic reports every four 
months with comments from supervisors. IDRC staff make regular visits to graduate 
facilities. Tracer studies have been conducted of PhD and Canadian candidates. Future 
plans to develop a strategy that incorporates elements of the evaluations into the work 
plan are presently being discussed. 

Support Services--Awardees are briefed in either the Central or regional offices where 
feasible. Trainees are given information on the Centre as well as the administration of 
awards. Staff members routinely visit all universities. Awards cover the expenses of 
spouses, but not of dependents. 



Mlnlstry for Ikvelopmeot Cooptratloo 
P.O. Box 20061 

2500 EB The Hague 
Netberlaods 

Contact--G. Storm. Chief of Division, Training, Education md Research 

Background--This national organization reported m m n d  budget of US$ 2,719.3 million 
in 1988, of which US$ 83 million is dedicated to HRD. 

Coils--The Training, Education and Research Division is responsible for the HRD policy 
and budget. The organization defines HRD as the development of human resources 
through institution building and manpower development in developing countries. 

Training Prognms--Netherlands Fellowship Programme (WP) is intended to deepen and 
broaden the specialised knowledge md professional skills of persons in mid-career, 
enabling them to make a greater contribution to the development of their countries and 
the work of their organizations. Fellowships are granted for short vocational or 
professional 'post experiences training and not for academic studies or for the primary 
purpose of getting a degree. Thb fellowship program encompasses 25 per cent of the 
HRD budget. A twinning arnngement exists between universities and organizations of 
international education in the Netherlands and similar institutions in the Third World. 
Thirty-five per cent of the HRD budget is allotted for this program. Fifteen per cent 
gws toward direct assistance to these institutions in the Third World. The remaining 25 
per cent of the funds are allotted to the Research and Technology program. There is a .  
limited number of fellowships available for Master's level work and PhD-level work by 
exception only. All other support is given for short-term practical courses. English and 
Dutch language training is also available, if required. 

Y 

Selection Process--Candidates must be backed by their employer who also pledges to 
continue payment of salaries and hold the same position for the candidate until their 
return. They must be working in a developing country in a development-related position. 
They must also have an educational background, practical experience, and a position 
relevant to the course material. An adequate command of the language (in which the 
course is held) is also required. 

Source: HRD Questionnaire 



Uni ted Sta tes Agency for ~nteroational Developmen t (USAID) 
Departmeat of State 

Wlrbingloa, D.C. 20523 
USA. 

Contact--Ms. Barbara Otis, Acting Director, Office of International Training. 

Background--The Agency for International Development is a US. government agency 
which provides economic assistance to over 70 developing countries. Unlike other large 
bilateral donors, U S A ~  is unusual in that it is a very decentnlised operation. The bulk 
of its funding is earmarked on a country-by-country &is. Individual missions have 
responsibility for the determination of project activities and for the commitment of 
resources. The major components of the 1987 f d  year AID budget are Development 
Assistance, U S  2.10 billion and the Economic Support Fund, US$ 3.55 billion. 

Coals--The objective of Development Assistance (DA) is to improve the quality of life of 
the poorest people in developing countries. Areas of emphasis include agriculture, 
nutrition, family planning, health, child survival, education, private sector development 
and science and technology. DA includes bilateral assistance, centrally administered 
programs, and other activities such as international disaster assistance. Central 
programs include collaborative research efforts with universities, support for international 
agricultural centres, matching grant program with private voluntary oganisations, and 
medical research. The 1987 DA budget included bilateral assistance for countries in 
Africa, Asia/Near East, Latin America and the Caribbean. The Economic Support Fund 
(ESF), while an important part of the security assistance program, prov@cs considerable 
development-related balance-of-payments support and short-term economic stabilisation 
assistance. These funds permit developing countries to initiate policy reforms, allowing 
longer-term development efforts to take hold. It also finances development projects. 

Tralnlng Programs--The Office of Education has a mandate to improve education a d  
education systems by focusing on three crucial areas: 

o comprehensive research, analysis, and planning to improve the efficiency of 
existing educational systems; 

o the development and application of educational technologies to improve the quality 
of education, and to extend access to education; and 

o the use of development communications to extend education technologies and 
telecommunications to deal with problems in other secton. 

The education and research projects depend upon innovative efforts in the technology 
area. Every project in the Office is a research and development activity with a 
concentration on field application. The intent is to test new ideas, improve upon them. 
and disseminate potentially effective interventions through field support activities by 
staff contractors as well as written materials. 

Last year, AID funded nearly 15,000 individuals for short and long-term training. in 
Latin America and the Caribbean, most of the funds are invested in 
scientific/profeuional education while in Asia/Near East the largest percentage of funds 
go towards elementary education. In Africa, the largest investments arc in 
vocational/technical education and in scientific/profeuional education. 



Swedish International Development Authority (SIDA) 
Birger Julrgatin 61 
S-105 25 Stockholm 

Swede0 

Contact--Dr. Ingemar Gustafsson, Head of Division, Education Division. 

Background--This federal government agency was founded in 1962. The annual budget 
for the 1986/87 fiscal year was US 777.5 million, of which US$ 37.9 million was 
dedicated to HRD. SIDA has an extensive program for supporting 80 per cent of the 
total budget of national NGO projects. 

Coals--This organization concentrates its HRD efforts on education channelled through 
the ordinary school system. The mandate of the Education Division is to give assistance 
by supporting primary, secondary, tertiary, and adult education and vocational training. 

Trainlag Programs--SIDA does not have a scholarship program as such; however, some 
short-term scholarships are awarded in project-related areas of study. This is largely 
specialised, vocational training. Some of the activities supported by SIDA include the 
training and up-grading of teachers, support to innovative and possibly cost-saving 
methods, and financing of education materials, including chalks, pencils, etc.. SIDA gives 
priority to institutional vocational training, apprentice training, maintenance matters, 
educational planning, natural science and technical subjects, public service training, 
education for handicapped, teacher training, and the production of teaching materials and 
aids. 

Monitoring Mechanisms--Sector reviews and reports from the sector analyses are used in 
the continuous planning, follow-up and evaluation of individual programs and projects. In 
addition, special evaluations are conducted, comparing the results of projects with 
developments in the sector overall. 

Inslghts and Priorities--In the poorest countries, it has become essential to consolidate 
existing programs. SIDA's experience shows that education is a means to reach other 
material or social objectives. If the education offered is of poor quality and is unable to 
meet the expectations of students and parents, it is rejected. 

The demand for vocational training is growing. For the individual, it is attractive 
since it provides the possibility of obtaining a well-paid job, and for recipient countries, 
it lessens dependance on foreign personnel. 

It has been shown that institutional education should be fairly broad in order to 
allow for changes in technological and production methods. It is essential, then, that 
training and education activities within projects be strengthened. Too little attention 
was paid to this aspqct of SIDA-financed projeck and programs in the past. 

Great consideration should be taken of the special characteristics and varying 
conditions of recipient countries. In principle, the economic, social and cultural situation 
in each country is unique. Therefore, educational conditions and needs can vary widely 
from country to country. Demands on the analysis of needs and external conditions 
should be intensified. Educational programs should be problem-oriented and geared to 
meet long-term goals. 

Source: HRD Questionnaire 



Insights and Priorities--The Agency's education program reflects the awareness that 
mistance is most effective when implemented through a broad systematic approach on a k 
sustained basis. The prognm responds to the need to undertake development efforts, not 
only where economic need i s  greatest, but where analysis has indicated those countries 
which will indeed take steps to implement education policy reforms. 

Source: HRI) Questionnaire 



United Nations Development Program (UNDP) 
1 UN P i a u  

New York, N.Y. 10017 
U.S.A. 

Contact-- Frederic C. Thomas, Principal Technical Advisor, Technical Advisory Division of 
the Bureau of Program Policy and Evaluation. 

Background--The United Nations Development Program is a UN agency for technical 
cooperation. Its annual budget for 1987 was US$ 874.6 miilion, of which an estimated 
30% was spent in economic subsectors having a clear HRD focus. In the context of the 
broad definition of HRD (i.e., activities relating to the education, training and utilisation 
of human potential for social and economic progress), virtually all UNDP-supported 
projects have a human resource dimension. The emphasis is inevitably on education, 
training and manpower planning. Training is focussed on secton such as health, 

-agriculture and industry as well as on highly technical areas such as civil aviation, 
telecommunications, and maritime development. 

Participation with other agencies and organizations is increasingly prevalent. Of the 
total cost of projects in operation at any particular time, approximately 44 per cent is 
contributed by UNDP, SO per cent by the recipient government to meet local costs and 
services, and 6 per cent by a third party or other government. The cost-sharing amount 
is included as part of the UNDP budget (i.e., in the total annual budget) and is 
administered as an integral part of the project to meet consultancy, training, equipment 
and other direct project costs. 

Most projects are executed by UN specialised agencies. Increasingly, however, projects 
are being executed by governments in association with the UN agency having specialised 
technical knowledge. As of the end of 1986, about 5 per cent of total budgets of 
approved projects were executed by the government of developing countries. 
Increasingly, UNDP programs at the country ievel are being executed in collaboration 
with international and national NGO's, with host government agreement. 

Goals--To appraise and evaluate projects having an HRD dimension; to provide cross- 
sectoral policy and evaluation guidance in order to improve UNDP performance with 
respect to HRD. 

Training Programs--These programs involve three broad areas of activity: 

o Project-related training in all development sectors (including agriculture, health, 
industry, telecommunications, civil aviation, tourism, maritime development, 
population, employment promotion); cross-sectoral training in such fields as 
economic and social planning, public administration, informatics, etc.. 

o Technical assistance in educational reform, curriculum development, education 
facilities, educational technologies, teacher training, and literacy programs. 

o Projects of technical assistance, training and training-related equipment to help 
strengthen institutions and enhance their capacity to utilise trained personnel. 

Training mechanisms include short-term overseas fellowships for national project 
staff, study tours for national project directors, and in-country training courses, 
seminars, etc.. UNDP facilitates and helps in financing technical cooperation among 
developing countries (TCDC) which has direct training benefits. Geographic areas of 
activity are widespread and include projects in Europe, Latin America and the Caribbean, 
Arab States ( including North Africa), Asia and the Pacific, Africa and additional global 
and interregional projects. Language training is not provided in the context of the 
projects. Academic scholarships are not applicable since UNDP only funds short-term 
project-related training. In 1987, of a total budget of U S  874 million, US6 146 million 



was spent on the training component of projects (including overseas and in-country, 
group and individual training). 

Selection Process--Trainees are selected by the national project authorities in conjunction 
with the international experts assigned by the UN executing agency. The agency usually 
identifies the appropriate training institution and arranges placement. UNDP finances 
travel and other training costs. Increasingly, emphasis is given to training in other 
developing countries. .* 

Monitoring Mechrnisms--Monitoring mechanisms include 6-month reports prepared by 
experts and annual tripartite reviews (by government, specialised UN executing agency, 
UNDP) are conducted on most projects for monitoring purposes. Also, large-scale 
projects (usually with a multi-year budget exceeding $1 million) are evaluated by a joint 
UNDP/executing agency mission in the course of implementation, prior to approving any 
major extension of funding beyond the usual 2-5 year initial period. Thematic 
evaluations of experience are done with specialised agencies on such subjects as 
educational innovation, industrial training and women in development, to identify common 
weaknesses and strengths in projects in a particular sector in a number of countries. A 
general evaluation of HRD experience since 1970 is currently being done for submission 
to the UNDP Governing Council in June 1988. 

Insights and Priorities--UNDP responds to priorities established by the recipient 
governments. In general, priority is being placed on strengthening institutions which 
make best use of professionally-trained human resources; on using UNDP resources to fill 
technology gaps and to strengthen national research and development capabilities; and to 
give more attention to mobilising the under-utilised potential of women and the private 
sector for purposes of development. 

Source: HRD Questionnaire, "UNDP Experience in HRD," Addendum to Programme 
Implementation of Decisions Adopted by the Governing Council Review of 
Thematic Programmes Established by Decisions of the Council, 1988 and the 
Unique Role of The United Nation's Development Programme in Human 
Resources Development and Development Cooperation in the 1980's. 



. - The Overseas Economlc Cooperatloo Fund (OECF) of Japan 
1-1, Ohtemacbl I-cbome, Chlyoda-ku 

Tokyo 100 Japaa 
Ir' 

Cootact--S. Komine, Director, Technical Appraisal Coordination and Planning Division, 
Technical and Economic Research Department. 

Backgrouod--The ODA delivery apparatus of the Japanese government consists of several 
specialised organizations. Each of these separate agencies has its own functional 
responsibilities for particular components of Japanese ODA. OECF, functioning under 
ministerial jurisdiction, functions as an executing agency for ODA lending. OECF 
manages project appraisal and implementation, including loan disbursement m d  
repayment. This organisation reported an annual budget of USS 5.5 billion during the 
I987 fiscal year. OECF is involved both in co-financing arrangements with multilateral 
agencies (e.g.. World Bank, Asian Development Bank, etc.,) m d  bilateral agencies. 

Goals--0ECF defines HRD as the development of institutional capacities of related 
agencies for sustainable development. The mandate outlined involves the planning and 
coordination of technical appraisal activities of OECF and the coordination of OECF 
project lending with other related agencies. 

Tralnlng Programs--Although OECF doe not have a scholarship program as such, it does 
support three types of training activities technical training, involving the transfer of 
technologies for implementation and cooperation of development projects; organizational/ 
institutional development to support agencies sponsoring development projects; md, the 
strengthening of research/development agencies in developing countries. 

I 
Source: HRD Questionnaire 



Overstu Dtvelopmemt Admloistratioo 
Eland House AdmlnlstraUon, Stag Place 

London, S W l E  SDH 
or 

Overseu Developmtmt Admlolstratlon 
Abercromble House, Eaglesham Road 

Clugow, C7S 8EA 
England 

Contact--Dr. R. 0. Iredale, Chief Executive Adviser, Education Department. 

Background--The Overseas Development Administration is a UK Government Department. 
founded in 1961. The annual budget is U S  2,294.4 million, with USE 231.3 million 
dedicated to HRD. 

Goals--The mandate of the education department, responsible for HRD, is to give advice 
on education development in Third World cauntries as part of their aid program, to 
generally oversee training programs and to uphold relations with other educational 
bodies in the UK, including the British Council. HRD, as defined by the Overseas 
Development Administration. involves overseas student support schemes for training in 
the UK and third countries, as well as training overseas through the provision of 
manpower. Any participation with other donor agencies is bilateral in nature. 

Trrlniog Programs--Training programs may be project-related or in other artas of 
agreed priority. Both involve a variety of subject areas according to previously 
identified needs to strengthen the manpower base in overseas countries and to assist in 
institutional development. Fully funded training programs are offered largely at the 
post-graduate level in the UK. A small number are also offered in-country. This type 
of program may span from three months to three years. Industrial training is made 
possible through attachment to industrial bodies. Practical training is also available to 
local counterparts through provision of manpower advice, and in-country training. 
English language assessment is required in the case of all applicants from countries 
where English is not the language of educational work. Language training can be given 
either in-country or on arrival in the UK. 

Selection Process--Individuals are nominated by overseas governments following 
discussion with the British post or a British Council representative. The nomination 
process takes into account future employment proposals and the student's capacity to 
successfully complete the course. 

Mooltoring Mechaolsms--Receiving UK institutions are visited by ODA and British 
Council Advisers to ensure that courses are effectively run, that there is sufficient 
overseas experience within the staff, and that there is an effective service to meet the 
special needs of overseas students. These visits involve discussions with both the tutor 
and students. Monitoring also takes place in the form of general oversight by the 
British Council. Follow-up is conducted through the British Post. British Council 
representative and project staff in-country. Overall evaluation is conducted through ODA 
training and manpower reviews and the evaluation unit of the British Council. 

Support Strvlces--Welfare support is provided by the British Council. All students and 
trainees receive a briefing on arrival by the British Council and further advice and 
support from welfare services at the institution of study. Although no benefits are 
provided for spouses or dependents, a paid fare home to visit families is provided at the 
end of the second year of study to those in a three-year program. 



Passage is provided to spouses and dependents to accompany those going 
overseas on long-term assignments. In the case of funilies whose children remain in UK 
schools, passage is provided to visit parents during school holidays. 

Ioslgbts and Prloritlcc--The Overseas Development Administration believes that a 
continued and concentrated effort towards maximum project-related training is a future 
priority. The encoungement of governments of developing countries to nominate an 
increased number of women candidates is  also of antral focus. 

Source: HRD Questionnaire and Annual Report 1986. 



lkutscbe Gesellschaft far Tccbnische Zusammeoarklt (CTZ) 
Postfach 5180 
6236 Eschborn 

' Federal Republic of Germany 

Contact--Mr. Peter Conze, Herd of Division 66, All Project Managing Divisions and 
Counterpart Training Division. 

Background--This notional organization is responsible for the implementation of the 
Technical Assistance Program for the Federal Republic of Germany. It was founded in 
1974 and had an annual budget of USS692.6 million in 1986. HRD is a part of almost all 
their activities. GTZ has been involved in cooperative efforts with the German 
Foun&tion for Developing Countries(DSE), Carl-Duisberg-Gesellschaft(Cffi), and the 
German Academic Exchange Service(DAADJ. 

Coals--GTZ views HRD as the development of individual, group and institutional 
capacities for self-sustained learning generation of technology and implementation of 
development activities. Their mandate is to develop and advise on policies and 
procedures for Counterpart Training and to coordinate training programs in general. 

Trainlag Programs--Programs include on-the-job training, the conduct of internal project 
training programs (off-the-job) and external project training. Language training is 
provided in connection with training courses in the donor country only. 

Selection Process--Selection is the responsibility of the project group themselves although 
it is done in close cooperation with DSE, CDG and DAAD. Project staff are believed to 
be in the best position to ensure that those chosen have the required qualifications and 
motivation because they know the applicants personally. 

Monitoring Mechanisms--Monitoring is built-in as part of the normal project work, 
although specific training-directed evaluation has not yet been systematically 
implemented. 

Support Services--Cross-cultural briefings are given to trainees as well as language 
instruction to those taking courses in Germany. 

Inslghts and Prlorlties--HRD is decisive for the success of a project. GTZ plans to 
enforce its implementation in all future project work. 

Source: HRD Questionnaire 
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COUNTRY GNP PER CAPITA 



COUNTRY GNP PER CAPITA 

c Low-income economies GNP per capita Low-income economies GNP per capita 
(1986 USD) (1986 USD) 

Ethiopia 
Burkina Faso 
Bangladesh 
Zaire 
Burma 
Madagascar 
Burundi 
Togo 
Benin 
Central African Rep. 
Rwanda 
Kenya 
Sierra Leone 
Haiti 
Lesotho 
Sri Lanka 
Senegal 
Chad 
Kampuchea, Dem. 
Viet Nam 

Bhutan 
Nepal 
Malawi 
Mali 
Mozambique 
Uganda 
Tanzania 
Niger 
Somalia 
India 
China 
Zambia 
Sudan 
Pakistan 
Ghana 
Mauritania 
Afghanis tan 
Guinea 
Lao PDR 

Lower middle-income GNP per capita Lower middle-income GNP per capita 
(1986 USD) (1986 USD) 

Liberia 
Lndonesia 
Philippines 
Bolivia 
Nigeria 
Papua New Guinea 
Honduras 
Nicaragua 
El Salvador 
Jamaica 
Guatemala 

Paraguay 
Turkey 
Ecuador 
Colombia 
Costa Rica 
Syrian Arab Rep. 

Yemen, PDR 
Yemen Arab Rep. 
Morocco 
Zimbabwe 
Dominican Rep. 
CBte d'lvoire 
Egypt, Arab Rep. 
Thailand 
Botswana 
Cameroon 
Gongo, People's 
Rep. 
Peru 
Tunisia 
Mauritius 
Chile 
Jordan 
Lebanon 



Country GNP 

Upper middle-income GNP per capita Upper middle-Income GNP per capita 
(1986 USD) (1986 USD) 

Brazil 
South Africa 
Uruguay 
Poland 
Yugoslavia 
Argentina 
Algeria 
Gabon 
Oman 
Israel 
Singapore 
Iraq 

Malaysia 
Mexico 
Hungary 
Portugal 
Panama 
Korea, Rep. of 
Venezuela 
Greece 
Trinidad and Tobago 
Hong Kong 
Iran, Islamic Rep. 
Romania 

High-income GNP per capita High-income GNP per capita 
(1986 USD) (1986 USD) 

Saudi Arabia 
U n i t e d  A r a b  
Emirates 
Spain 
New Zealand 
United Kingdom 
Austria 
France 
Germany, Fed. Rep. 
Denmark 
Sweden 
Norway 
Switzerland 

Kuwait 
Libya 

Ireland 
Italy 
Belgium 
Netherlands 
Australia 
Finland 
Japan 
Canada 
United States 



APPENDIX D 

TRAINING CONDUCTED AT THE TOP 10 INSTITUTIONS 

IN EACH REGION 1983184 - 1988189 



ASRO $9,490,921 

. 
1. International Rice Research Institute 

2. University of the Philippines 

3. Universiti Pertanian Malaysia 

4. Southeast Asian Fisheries Development Centre 

5. Asian Institute of Technology 

6. University of the South Pacific 

7. Pig and Poultry Research and Training Institute 

8. Visayas State College of Agriculture 

9. Asian-Pacific Regional Research and 

Training Centre 

10. Regional Lead Centre 

Family Planning Foundation 

Ministry of Health 

Department of Agriculture 

Int'l Crop Research Institute for the 

Semi-Arid Tropics 

Bangladesh Agricultural Research Council 

Tribhuvan University 

Centre for Agricultural Research Institute 

Bharatiya Agro-Industries Foundation 

University of Roorkee 

Systems Research Institute 

238,000 

213,197 

/= 57% 

of training funds 

154,870 

90,000 

78,490 

71,000 

66,100 

64,104 

38,800 

/76% 

of training funds 



XERO $2,347,671 

1. Cairo Demographic Centre 

2. Intll Centre *for Agriculture Research 

in Dry Areas 

3. The Rahad Corporation 

4. Organiz. Arabe des Ressources Minieres 

5. Princess Sumaya College for Informatics 

6. Ministry of Agriculture 

7. University of Jordan 

8. Centre Africain de Formation et de Recherche 

9. National Institute of Administration 

10. American University of Cairo 

1. University of Addis Ababa 

2. University of Nairobi 

3. Intll Centre of Insect Physiology and Ecology 

4. East and Southern African Management Inst. 

5. University of Zimbabwe 

6. Intll Livestock Centre for Africa 

7. Intll Council for Research in Agroforestry 

8. African Regional Organiz. for standardization 

9. Institute of Agricultural Research 

10. Ministry of Health 

342,126 

89,750 

89,100 

70,000 

65,450 

63,655 

52,745 

47,100 

39,015 

/=69% 

of training funds 

$ 489,700 

487,612 

299,426 

247,045 

225,240 

176,435 

154,800 

134,270 

100,000 

91,000 

/=40% 

of training fund2 



Codesria $ 129,200 

Centre Ivoirien de Recherche Econ. & Sociales 576,755 

Centre ~fricain dtEtudes Superieures en Gestion 497,430 

Njala University 437,350 

Int'l Inst. of Tropical Agriculture 420,880 

University of Yaounde 392,260 

University of Benin 294,673 

Institut du Sahel 173,030 

Institut Formation et de Recherche DBmographiques 147,635 

Inst. Africain pour le Developpement Economique 143,680 

/=61% 

of training funds 

LATIN AMERICA AND THE CARIBBEAN 

$ 9,776,493 
rr" 

National Agrarian University $1,168,500 

University of the West Indies 1,104,935 

Secretariat of the Education, Science 

and Cultural Branch of the OAS 594,324 

Fundacion Para la Educacion Superior y el Desarollo 279,727 

Universidad de Chile 266,050 

CIAT 224,168 

Confederacion Universitaria Centroamericana 181,900 

Universidad de Costa Rica 159,995 

Interamerican Legal Services Association 156,700 

Institute Universidad Pesquisad do Rio de Janeiro 149,721 

/=44% 

of training funds 




