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EXECUTIVE SUMMARY

INTRODUCTION
i

Planning the training delivery system covers the entire

system required to ensure the sustainable and cost-

effective organization of the training. The system will

provide training services which correspond the analyzed

needs of MAJI.

MANPOWER INVENTORY

A realistic approach of carrying out the manpower inventory

which gave a reliable current staffing, was done by

requesting the heads of sections Lo list down the names

and job particulars of employees under their sections. A

current staff inventory which is an essential tool for the

development of a training programme has been prepared.

MANPOWER PLANNING ,

iThe objective of manpower planning is to a:; s i. M l MA.I

securing properly trained s t a f f a t all levels w i t h i n the

organization based on long term commitment of assisting

the people to achieve, maintain and use water supply and

sanitation facilities. Thi,s i.s expected to be carried

out and 'adjust within a f i v e ye a r period.

PRESENT STAFFING . : : '

There is a great demand on the technical cadre especially

at the senior level. The'technicians at RWE's office are

over staffed. They are supposed to be scattered among the

districts, in order to make a successful water policy of

all activities to be decentralized to the district level,

TRAINING PLAN

The training programme will be directed towards the area:

of weakness. The weakness:whieh can be eliminated by

• • • • / 3



training, and can be termed as a training need. The

training need is the difference between what a person knows

and what is supposed to know in order to execute the

work efficientry. Due to limited funds, the training will

focus towards the key people.

TRAINING KUDGET'

The proposed training budget for the two and a half year

plan can be summarized as foliows : -

August - December 1992 4,830,000.00
January - December 1993 3,045,000.00
JaiiHury - December 1994 7,105,000.00

Total Expenditure Tas 14,980,000.00

RECOMMENDATIONS

1. . A frequent routine is to be focustod on the develop-

ment of the Manapower inventory.

2. The efficiency of an employee should be evaluated,

based on performance •

3. Employees, are to be given promotions timely and be

given ample chances for academic advancement

4. The main objective of the training programme is to

avoid ad-hoc training. ,

5. A short term consultant is^required in assisting the

execution of the training programme.
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I. INTRODUCTION

By q u o t i n g f r o m the P r o j e c t D o c u m e n t , p h a s i n g o u t

P h a s e V I , p l a n n i n g t h e t r a i n i n g d e l i v e r y s y s t e m

c o v e r s t h e e n t i r e s y s t e m r e q u i r e d to e n s u r e t h e

;; us t a i n a b l e a n d c o s t - e f f e c t i v e o r g a n i z a t i o n o f t h e

t r a i n i n g . T h e s y s t e m w i l l p r o v i d e t r a i n i n g s e r v i c e s

w h i c h c o r r e s p o n d to a n a l y z e d n e e d s o f MAJ.I. . In t h i s

r e s p e c t t h e s y s t e m d o e s n o t o n l y to i n c l u d e the

p r e p a r a t i o n o f d e v e l o p m e n t o b j e c t i v e s o r g a n i z a t i o n s -

a n d c o s t - s h a r i n g s y s t e m s b u t a l s o to i n v o l v e the

r e p e a t e d p r o c e s s o f r e v i s i n g the C o nip r e h e n s i. ve

T r a i n i n g P r o g r a m m e a n d r u n n i n g the P e r f o r m a n c e

E v a l u a t i o n S y s t e m ,

T h e P l a n n i n g w a s c a r r i e d o u t by the T r a i n i n g A d v i s o r ,

M r N . K a r w a n i , in c o l l a b o r a t i o n w i t h t h e Tra_iji_i_n}',

C o o r d i n a Ior » a n d c o n s u l t i n g the l o c a l t r a i n i n g

i n s t i t u t i o n s . T h e A d v i s o r v i s i t e d a l l t h e d i s t r i c t s

o f M t w a r a / L i n d i W a t e r S u p p l y P r o j e c t . D u r i n g the

p e r i o d i n t e r v i e w s w e r e h e l d w i t h R W R s , DWF.s a n d

R e g i o n a l O f f i c i a l s a s s o c i a t e d w i t h t h e W a t e r S e c t o r .

A v a i l a b l e d a t a o n r e g i o n a l a n d ili.stri.ct m a n p o w e r

d i s t r i b u t i o n , t h e p a s t a n d p r e s e n t t r a i n i n g

p r o g r a m m e s , p r o j e c t p r o g r e s s r e p o r t s , b u d g e t i n f o r -

m a t i o n a n d o t h e r r e l e v a n t docuinen I a I ion w e r e e x a m i n e d

T h e t e r m s o f r e f e r e n c e o r j o b d e s c r i p t i o n f o r the

T r a i n i n g A d v i s o r is s h o w n on A p p e n d i x 1

•••• • • • J r n



7. . MANPOWER INVENTORY

A manpower inventory is a tabulation of human

rcyoucccs placed by grade and by job class i i'ica L ion

into job categories. The names of the employees for

Maji - Mtwara and Lindi were not recorded according

to the appropriate sections and also not according

to lheir job categories. If it. happened that the

employees are listed according to their working

s t a 11 ons t h e n the 1 ists were not r e a d 1 y u p - d a ted ,

due to the internal transfers among the sections

or districts.

Tho advisor decided to carry out manpower inventory

by requesting the heads of sections to list down the

names of employees under their sections, indicating

t hc ;| ob c 1 ass i f ica t ions, salary sca ] e s , and a .1. so the

age limits. This approach was real istie and gave the

current staffing within a H.IOI. L time, although

there were some few cases, where the section heads

forgot the names cf some of' the "employees under their

sections. The manpower inventory for Maji - Mtwara

is shown on appendix 3.

In order to make this exercise of.manpower inventory

be familiar to. all heads of sections, the appendix

3 forms will be available at OS's office and they

will be required to be up-dated, once every year. In

monitoring and evaluating this work a consultant

wi 11 be available in s h o r, t nneriods of ten days, once

every year, to ass.ist in .the.smooth running of the

exe re: :i so .

It appears that there is scar.ci ty of getting new

recruitments from Central, Establishment due to

reluctancy of emp]oyees to_sfay in Mtwara and Lindi

regions, thus discouraging planners of the offices



Lo request more staff especially for categories A

a n d 13. I n c e n t i v e s h o u l d he; j; i v e n t. o L h e v o l u n t e e r s ,

i (: I K I H b e e n ii;; r O C M J u p o n that., t h r o u g h L. r;i i. n i. n y,

programme, the staff should, be given training

opportunities so that they can manage the present

professional posts. Hoyever there is still a chance

of recruitment for technicians •from WRI and craftsmen

who are trained locaiy under the regional training

p rogramme.

By interpreting the results shown on the next page?,

the current staffing obtained from the manpower

inventory, it is clearly indicating that there is a

great demand on the technical cadre especially at

the senior level. This may be due to the lack of

qualified people or no promotions being provided

or negotiated transfers are provided without replace-

ment). It. can ai.'io be seen Iroin lhe chart that Lhe

technicians at RWE's office are over staffed. They

arc supposed to be scattered among the districts,

in order to make a successful water policy of all

activities to be decentralized to the district level.

• II



MA.i I M T W A M A

SUMMARY OF MANPOWER INVENTORY

SECTION

RWK'S OFFICE

MTNARA URBAN

MTVJAEA DISTRI

NEK A LA Dl'STRI

HASAS I DISTRI

I1 0 T A L

CT

CT

CT

STA1

A

7

7

'F IN EVERY

B

1

1

2

C

10

2

2

2

1 6

•j

i

CAT I

77

5

11

5

1 H

1 6

1GORY

E

2

2

2 2

U
61

1 0 1

F

19

1

2

1

1

A

G

7

1

3

9

20

TO

12

1

3

2

9

7 H

TAL

3

1

5

5

2

6

KEY

C

1)

S c n i o r Man a g emcnt

F r o To s s j.on - Sen i o r Te c h . / Adin j n . / C .1. c r i c n 1.

1 n t e r m c d i a t e - Tec h n i c a 1 / A d m i. n . / C 1 e r j. c a 1

J u n i o r - T e c h n i c a l / A d m i n .!/Clc:r ical.
i ;

C rails m en ' '.

Ope ra l o I:H

Unskilled and Semi-ski 1Jed

Community - Based Personnel.
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:S . MANl'UWliU PLANNING

Manpower planning involves forecastinj1, I'or the

right numbers and the right kinds of people at the

r i >',!)[ p l i i c c s a I I l i e r i j ' . J i l I i m e a n d I h e r i j ' . h l i ' o : i l :;

t o p e r f o r m a c t i v i t i e s t h a t w i l l b e n e f i t b o t h t h e

o r g a n i s a t i o n a n d i n d i v i d u a l in j[ . T h e o b j e c t i v e

o f m a n p o w e r pl.-inn i nf; is to a s :•; i s I M a j i in s e c u r i n g

p r o p e r l y t r a i n e d s t a f f u t a l l l e v e l s w i t h i n t h e

o r g a n i s a t i. o n b a s c d o n M a j i ' s 1. o n g t e r in c o in in L t in e n t

o f a s s i s t i n g t h e p o p u l a t i o n t o a c h i e v e , m a i n t a i n

a n d u s e w a t e r s u p p l y a n d e n v i r o n m e n t s a n i t a t i o n

f a c i l i t i e s .

It i s r e c o g n i z e d , t h a t i n m a n y d e v e l o p i n g c o u n t r i e s

1: h e b a s e 1 i n e d a t: a ! o r h 11 m a n r e SIHUTI.'. 1; p i. a 1111 i n g i s

f r e q u e n t l y i n c o m p l e t e ' . / W h a t is a v a i 1 a b I. e m a y h a v e

b e e n b r o a d l y e :: I i m a t e d . B r o a d e:;l i in ,-i I c s w i 1 1 p e r h a p s

b e a d q u n t e C o r a n i n i t i a l c f f o r l at m a n p o w e r p l a n n i n g

H o w e v e r a s e x p e r i e n c e i. s a g a h i e d in t h e p j a n n i n g ,

p r o c e s s m o r e det.ai led m a n p o w e r i n f o r m a l i o n w i l l b e

d e s i r e d . b a c k o I' i n To rm.a 1 i o n s h o u l d n o t d i s c o n r a g e

t h e p l a n n e r f r o m s t a r t i n g ; i n i t i a l l y , t h e r e wi 1 1. b e

a l o t oi' s u b j e c t i v e j u d g e m e n t s , b u t o v e r t i m e , t h e

d a t a b a s e w i l l improve., 1 n o t o n l y b e c o m e e a s i e r t o

p r o d u c e b u t a l s o m o r e m e a n i ngt'u 1...

I t m a y b e d i f f i c u l t , i n 'the ' i n i t i a l i n s t a n c e , to

s y s t e m a t i c a l l y d e v e l o p d e t a i l e d s t a C I." i n g p a t t e r n s .

It i s t h e r e f o r e s u g g e s t e d t h a t I lie s t a f f i n g p a t t e r n s

b e a d j u s t e d b a s e d o n a c t i v i t i e s . '[.'be c o l u m n o f

c s t i m a t e d s t a f 1" o n a p p e ri d i. x 3 , w i 1 1 b ĉ  1" i 1.1. o d w 1111

r e f e r e n c e to t h e m a n p o w e r r e q u i r e d a c c o r d i n g to t h e

a v a :i. .1. a b 1 e a n d p r o j e c I. e d a e L i v i t \ c s . T h i s e x or c i s o

will be p e r f o r m e d o n c e a y e a r , lor a p e r i o d of at

list f i v e y e a r s . It is e x p e c t e d that an a p p r o p r i a t e

s t a f f 1 ng pa 11 e r n w i 1 ,V • b:e 'a c h i e v e d .
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I f t h e t o t a l a d j u s t m e n t of' I h o s I; a f f.i. n g p a 11", e m

w o u l d b e i m p o s e d a t a g l a n c e , il w i l l ;i ffccl. I lit1

ef I' i. e i e n c y o f L li o ID a n f o r c c, e s p e c i a 11 y w h e n the

v i c t i m s a r c n o t i n t a v o u r o l c h a i\)\ i ii)1, I h e i r i l w c l in;1,

s p o r t s . < T h e R o o d a p p r o a c h .is to l e t t h e c h a n g e b e

n e g o t i a t e d g r a d u a l l y w i t h i n a s p u n o f r i v e year:;.

T h e c o n s u l t a n t w i l l be a v a i l a b l e , once: a y e a r to

c o m p a r e a n d e v a l u a t e t h e e s t i m a t e d s t a f f p e r

d i s t r i c t o r s e c t i o n w i t h r e f e r e n c e to t h e p l a n n e d

a c L i v i. t i e s .

T h e a g e d i s t r i b u t i o n o f j c u r r e n t .staff: c a n b e

i n d i c a t e d to a s s i s t i n f o r w a r d p l a n n i n g f o r r e p l a -

c e m e n t s d u e to r e t i r e m e n t s . M a n n 1 np, r a t i o s o f

cnipl.oycns to s e r v i c e o f f f p r e d , h a v e t e n d e d to d e v e l o p

g r a d u a l l y o v e r t i m e r a t h e r t h a n h a v i n g r e s u l t e d

I i o m :: y :; I eina t i c c a I c n I a t j on.1: . ()vrr;i I I ;; I a I' I' i n ;',

in w a t e r w o r k s o r g a n i z a t i o n s PalJ g e n e r a l l y in the
j • • . ' • • • •

ranp.o of o n e e m p l o y e e per 600 to 1 6 0 0 p o p u l a t i o n

s e r v e d , d e p e n d in j; on the. level i oT d e v e l o p m e n t and

the d e g r e e of a u t o m a t i o n of its f a c i l i t i e s .

F R K S I L N T S T A F F I N G • v\

M a j i ' s o p e r a t i. o n s a r e ' d ijs I r i b u I e d a m a n p, a R e g i o n a 1

U n i t and D i s t r i c t Units.1; At bo t h R e g i o n a l and

D i s t r i c t l e v e l s the o c g a n i z a t i o n a 1 s t r u c t u r e s arc

v i r t u a l l y identical.. T h e s e n i o r m a n a g e m e n t pout

is the R e g i o n a l Wa te r ,i Eng;i neer , i n t he d .1 s t r ic t s

the D i s t r i c t W a t e r E n g i n e e r .

The u n i t s are d i. v j (led in to four operational, sec! ions

a ) F1 n a n c e a n d A d m 1 n j s t;: r a 1. i d n

b) Project Preparation and Planning (PP &F)

c: ) C o n s t: r u c. I. i. o n

d.) Operation and Maintenance

/ 10;



T h e r e g i o n ; ] .1. u n i t . h a s [ ( r o j c c l . p i e p a i a I i o n a n d

planning, there is no equivalent section in the

ci i s I r:i r t . s . i

Tn p r i n c i p l e , t h e p u r p o s e o f d i s t r i c t s .is to

d e c e n t r a l i z e t h e o p e r a t i o n s o I' M n j i to tlie g r e a t e s t

e x t e n t a s p o s s i b l e . It i:i.s c l e a r t h a t d e c e n t r a l i -

s a t i o n h a s s t i. 1 I a l o n g w a y to go , t h e R e g i o n a l ,

O f f i c e h a s n e a r l y a h a l f t i m e s a s m a n y s t a l l as the

I ( i 1. ; i I i n u n l i e l ' e m p l o y e d ' i n i t . " , d i ;; I r i c I ,•; .

T h e w e i g h t i n g t o w a r d s the R e g i o n a l O f f i c e m a y be

e v e n m o r e p r o n o u n c e d s i n c e the U r b a n S e t i o n is

w i t h i n t h e R e g i o n a l Y a r d find in a l l p r o b a b i l i t y ,

t h e r e will be a s u b s t a n t i a l a m o u n t of i n t e r d e p e -

n d e n c e , at l e a s t for the n e x t few y e a r s .
i •

T h e . p o l i c y o f h a n d i n g o v e r f i n i s h o d p r o j e c t s t o

t h e v i l l a g e s s h o u l d r e l i e v e M a j:i o f t h e r e s p o n s i -

b i l i t y f o r m i n o r m a i n t e n a n c e p r o c e d u r e s b u t i n t r o d u c e s

a n e e d f o r t h e t r;i i n 1 rig • o [.' v i I] a g e w e l l c a r e t a k e r s .

M a j 1 w i .1.1 a .1 s o e o n t 1 n,u e t o b e r o s p o n s i b I e f o r in a j o r

m a i n t e n a n c e a n d r e p a i r s 1 t o b r o k e n e q u i p m e n t , T o r t h e

c o n s t r u c t i o n o f n e w s y s t e m s J.n ' v i l l a g e s n o t y e t

s e r v e d a n d f o r t h e e x p a n s i o n o f e x i s t i n g s y s t e m s t o

m e e t (; h e n e c d s o f j. n c r e a r, j n g p o p u 1 a t i o n .

'I'll e r e h a s b e e n a l o n g f e l t n e e d t o e s t a b l i s h a

s y s I e in f o r m o n i t o r i n g p ji: o g, i." e s s , s t a n d a r d a n d e f 1' c c t s

0 f t li e a e l: i v j. t i e s 1 n t"h e w a t o r s e c t o r . T h e o b j e c t i v e

h e r e , i s t o f o r m a n i n h a ' > e m o n I; i n f o r m a t i o n s y s t e m

which gives easy and realistic access to programme

achievements and :i t s f ju;j. f i Lmen t of current objectives

The introduction of mo n!i tor ing and evaluating sub-

section within PP and P under RWE's office, can be

1 n t c o d u c e d . •

: I I



TRAINING PLAN

A l r.'i.i. n .i n }•, p >"o^ r.'imiiK- j i :; ; M I ;i ij r:i n g e n u M i I ol' I r ;i i n i n)'.

specifications indicatling learning experiences or

i 11 fj L 1; tic L iuiui 1 inu L e i" i a J ;J , I. inn: I.'IMJ U .i i ;i:d i n ,'uu'li

learning, place, method of instruction to be used,

cost of training trainees and people responsible

for giving such training.

a) Types of Training

The training desired for Maji, staff can be

grouped into throe L y | ><*-•; of I. r;i i n i. ng , namely

management or supervisory courses, performance

improvement courses and academic qualification

advancement. ; >
i •'''

'• • \

i ) M a n a g e m en \j I S u p e r v i s o r y
i j ':

It has b'e^n a common practice for most

of the tcchn i ca J ( s f.a f."J: m considering

management courses as clerical type of

a profcsjsion. It, was not fe.lt from the

beginning .,: ; tha t teclinicians or engineers

could be manager.1;;. Most of the technical

staff irij, the water, sector arc not nworc

of management styles . a 11hough they can

perform well i n! l.he.ir field of specia-

l i s t ion . : •'••'-• ;: :

The technical staff seem to be reasonably

compe ten t ;i| on technical matters but they

have no training' or experience in m a n a g e -

me n t . Very few of those in management

p o s i t i o n s l h a v e had any management

training. Many have .inherited poor

. ; . ./J.2
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management procedures and practices

that were in place be lore they came

into their jobs.

it has been earlier thought that m a n a g e -

ment is a talent, it cannot be tought in

schools. 1 1'he experience has proved that

even those talented type of people can

do well if there are exposed to m a n a g e -

ment styles. The Advisor will take this

opportunity to expose the top cream m a n a g e -

ment to courses leading to managerial

styles. ' rjjjhe guid i.ng f actor in selecting

the p a r t ;i c! i pants f o r m a n a g e m e n t courses

is the resjponsib:i 1 i. t y . The I)i s t r i c t W a t e r

E n g i n c e r s ,, ; L ho Heads and .suh-lio a d s o f

sections- <and also the Regional Water

Engineers and the Makondc Water Supply

Resident,, I£ni g j,n cfe r •; w .i. .1. J. be re q u i r e d to

qua 1 i Cy j.n .!ma nagc. inen t cou r H e .

There will be a not lie r group of people who

will be required to join the above mentioned

group because they are in .senior job

category. Some 11 ines , these peop 1 e arc

requiredito act on behalf of their heads

when they are absent.

i i ) Performance imp ro'v e m e_n_t_

The major objective of this training, pro-

gramme is to.improve Maji workers in per-

formance,,., X h e p e r f o r m a n c e courses can be

grouped into job categories with respect

to the options,. that is the water oriented



aiffijBiia^'i^|fi$^^*iB#^

I.;

courses and the :•; uppoi: t. i njj uuui: JL;;I .

Wirhout p e r f o r m a n c e training I: he1 e f f i c i e n c y

of a work e r is expected to reduce as years

pass away!, e s p e c i a l l y with this new tech-

nology eotirinj1, inlo the .system. The brain

is equate!d ' to a sharp k n i f e , if it is

u s e d sever a 1 t ;i in e s w i l. h o u t s h arpc ti i n g

it, it b e c o m e s b l u n t . s o , the brain lias

to be s h a r p e n e d using p e r f o r m a n c e

oriented t ra i n in;1, .

Before t h e : d e v e l o p m e n t of the course o u t -

lined for the pe r f o r m a n c e i m p r o v e m e n t the

wo r k e r s have to be i n t e r v i e w e d then the

course outlined has to focus towards the

difference, bet.wecu what they know and

what they arc supposed to know in order

In work <) ff i c i e n I 1 y . The course outl ines

a re? .shown on a ppiMid i x '"> .

i i i ) A c a d e m i c ; Q u aJ__L f :i, c:;11 -i_o_n__A d v a n c e m e n t

A c c o r d i n g to the i n t e r v i e w s c o n d u c t e d ,

m o s t of l̂aj.i i envp'lfoyecs a r e i n t e r e s t e d in

a c a d e in i c; qu a 1 i f i c a t i o n a d v a n c e m e n t . T h e

r I. % i.d i. t y ; o'f*. , t he sy s 1: eni f or p r o m o t. i on a n d

s a 1 a r y i. n e i: e a s e b as e d o n (| u ;.i J. i f i, c at ion ;•;

d o e s n o t c o u r a g e tlie '.Improvement of w o r k

q u a 1 i t y a nd ri.ua n t i, t y .

Due to financial strains, employees have not

been considered in academic qualification

advancement. there were obv.i, our, c:a.s(-.s

'"7 related t.q ,the shortage of qualified staff.

For example Maji - Ml: war a does not have

f enough engir^eers__ arid in most of the

Districts, technicians are filling the

post of District Water Engineer. Although

they are, apparently able to do the jobs of

- ' ...Ilk



DWF1, their pay sca l e s are those of

I c c l m . i . e . i a n ; ; . T h e s e p e o p l e d<> n o l . l u i v c

the confidence and the ability to

exercise their authority. It has been
! . i

recommended thai, l.he.si* l. e.c hn i. <: i. a in; shou 1.(1

go for academic qualification advancement

and become engineers, otherwise they

should be replaced by engineers.

The main governing factor for offering the

a c a d e in i c qua 1.1 f i c a t i o n advancement i s t h e

vacancies at higher posts. A cautionary

note must be introduced concerning the

limitations of training. Training by

itself i s not enoupji to improve employee' s

performance some of the other factors which

a r c v :i t a 1J. y i hip o r 1. a i I I: i n c 1 u d e , i. n c e n I" i. v e s ,

w o r k i n g c o n d i t iou.s , :>upe r v i s i o n , tool:-; a nd

eq u i p m c n t , s t an d a r c I s a n d p r o c e d u r e s . T h u s ,

I n o r d e r to'iop t i mi z."e' I he be n e f i t s t o

d e r i v e d f r o m i n v e s t m e n t s i n t r a i n i n g , t he

p r e c e d i n g f a c t o r s inu.si: be p r o s e n t and

h o m u n i o u s l y ilinked t o g e t h e r .

C o m p r e h e n s i v e Tra j. n i n g Pro£ ramine A p p r o a c h

S i n c e the t r a i n i n g is m a i n l y based on p e r f o r m a n c e

i m p r o v e m e n t , the l o c a l i n s t i t u t i o n s are e x p e c t e d

to be the best t r a i n e r s . 1 n H p .i t e o f b e :i. 11 g c h e a p

to h a n d l e , it is e a s y V f o r them to d e t e c t the

c o m m o n p r o b l e m s and e x e c u t e the c o u r s e o u t l i n e '

a c c o r d i n g 1 y . '!,'rainirig ins 11 tut i o n s 11ave b e e n

. s e l e c t e d b a s i n g on their repu U i b i e t r a i n i n g

e x p e r i e n c e s w h i c h are r e f l e c t e d f r o m f o r m e r

t r a i n e e s .

. . . . / 15
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The s u m m a r y o I' the typos o I.' c o u r s e s d e s i r e d

and t r a i n e r s is cl e a r l y .shown on a p p e n d i x A.

Each course: will be cond ur I .ed by one external

t r a i n e r , being a s s i s t e d by a Ma'ji c o u n t e r p a r t .

T h e n u m b e r o f p a r I. i. r i p a n I .•;' l o r e v e r y e o u r : ; e w i. I I

be 20, that is 10 participants from each region,

preferably 2 parti, ci i. p a n L. s f" r o in c very d 1 K L r i c l; ,

The combination of participants working in

different areas with different problems and with

assistance of external trainers, the exchange

of experiences among themselves will be very

useful in gaining knowledge and skills . Due

to limited funds tne training will be focused

towards the key people. The people who can

easily disseminate,': their knowledge and skills

to their work mates.

Xhe training centers haye becn se 1 ec t.ed by puttinj>,

in t o cons id e r a 11 on"':'l lie a'va i .1 a

f a c i 1 i t i e s a n d t e a c h i. n g a j. d s .

L i 1 i J ! ['••••:

i n t o con s i d e r a t i' o n ' :L iVe av a' i .1 a b i. 1 i t. y o f t r a i n i n g

.I1'or the p u r p o s e of e v a l u a t i n g the full training,

p r o g r a m m e , the pa'r Lie i pan t;« w i l l be r e q u i r e d i. o

fill in the evaluation forms. The objective of

forms will be, to get the 'feed-back from the

course contents and targets of training needs.

The evaluation form is shoVn on the next page.

...'./
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COURSE EVALUATION FORM •

This form is designed to givq a feedback from course

p;.: r 1. i c i pants. The rat i n g ranges j: r o m 5 being t h e h i g best

to 1 being the lowest. The participant will be required

to write only a number in the box against each statement

which .indicates a true imp r e ,*> s 1 on about the. course :-

5 - V e r y G o o d 3 - Satisfactory

A - G o o d 2 - P o o r

1 - Very Poor

1. How would you rate the contents of the course? I

2. What is your feeling on tutor presentations?

3. How would you rate the coverage of topics?

4. Were practical s, discussions or field visits

useful?

'j . D o y o u t h i n k t h e c o u r s e i l u r a l i o n i s e n o u g h ?

6 . Did t h e course bring a positive p e r f o r in n n c e

attitude to you?

7. What is overall assessment .of. the course?

8. Were there any topics of least effectiveness?

y. What points were you expecting from the course

but were not talked about? Name at least three

points:- - ^

i .... ....
2

3 . . j , . : . ; . . . . . ; .

10. Put down your c o mm e nt's 'and recommenda t. i ons wh 1 e.h

you feel will be helpful to course organisers.

-2

3
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6. TKAIMING TUJDCET" V ' :

Many of the costs associated with training programmes

can be assessed fairly and accurately. The training

budget can be prepared in : terms of allowances of

participants and fees f or1,: ins true tors or tutors:-

; i '

a ) Local Training 1n s t it ut i o n

Night allowance for participants away from their

rcgu.1.ar places of work i s paid at the government

rate, which varies 'according to location and

grade of the employee- The rate which applies to

cities and towns, varies from 2400 to 3800 Tas

per day. /:

i

W h e n the e m p l o y e e is1 taking a c o u r s e at the

work ing s t a 11 on or w;hcn :i ,ci ,s t: ny i ng a t f u 11 b o a r d i ng

i n s t i t u t i o n s , w i l l h/o required to get a po c k e t

m o n e y of 500 Tas per^ ,fl,ay,,. i.'l'his p o c k e t m o n e y is

va l i d for short c o u r s e s which arc not more than

three m o n t h s . For f u.11 boa i:d ing , a t .Iong t erin

of m o r e , than 3 m u n t h s : , o n I. y I. c x t b o o k s and

s La t i o n a r y a 1 lowance;;^! s p r o v i d e d .

The fees for the tu t o r s f r;o)n WK I. has been

c a 1 c u 1 a t e d by t a k i n g, a n i j j; h I; a 1.1 o w a nee o f 3 0 0 0

T a s per day plus tjic , teacli :i. i;ig a l l o w a n c e of 3 600

Tas per d a y . The fees for o t h e r l o c a l i n s t i t u -

tion has been taken ,,!1 umpsonie a c c o r d i n g to the

round figures o b t a i n e d from them.



h. Average Cost Uslinmieu 1'cr 1/UUI::JI;

External Trainer : :; :

Jas.

Air Ticket: % 20,000.00

Airport charges ,: Z, 000.00

Consul tance fee •'••'
14 days each 6, 600. Op 92,400.00

Total :' •• 114,400.-00

Local Instructor (counterpart)

Teaching allowance ;,
12 working days ' K
each 1,800.00 -.- ]), 21,600.00

Night allowance i :;:i
14 days ! i;

each 3,400.00 j* 4 7,600.00

Total • ; 69,200.00

20 l'ar 1. :i.c. j. pan L.s

INight allowance I
14" days x 20 Parti -.!.
cipaius each 2,H00,()0 ! 784,000.00

Training materials '•< • 2 5,000.00

Fuel , ; -, •,,. 2 2,4 00.00

The cost per coursej ; ; :• • " 1,015,000.00

Short Term Consultancy ,• ,

In order to make.'; sure t;iial:' the developed training

programme is executed .according to the plan, it

has been agreed upon, that a yhurt lerin consul-

tant will be available to monitor and evaluate the
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progress of the planned programme . J.L has also

been recommended thajt the; person involved in the

development of this training programme should be-

employed as a short term consultant.

1 'i'

This consultant will also assist in the adjust-

ment of the staffing, pattern. lie will be avail-

able for 10 days period in the month of December

every year. The totial payment sum for monitoring

and evaluation work will be taken as US$ 50 per

day. The training budget for every year, extracted

from appendix 4 is c:learly .indicated on the next

page.

SUMMARY OF COURSES AND COSTS (TAS)
_ ______ - __ |:

AUGUST - D EC EM.13 E R 1 9'9 2

1. Management Trailing 800,000.00
7. . S u p p o r t ing Ac t i y! i t irr;

Computer programming 2,000,000.00
- Safe Driving-' .. ... , 1,015,000.00
- Electricity' : ' ! : 1,01.5,000.00

1 \ : 4,8 30,000.00

JANUARY - DECEMBER 1:9 9 3
^ — - r ~ — 1 . ^ . < ; • ;' . • '• : • . • ; :

1 . Hand pump Sec:to"r ! ':'"

- Shallow Wei l,;,Surv(?y i: • 1,015,000.00
- Store Keeping i!. :• •.';•'.: 1,015,000.00

2. Supporting Activity

- Office ProcCdurcK',: ; 1,015,000.00

3,04 5,000.00

/20
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J A N U A R Y - nr;Ch'MH!';:R : 1 9')/|

Water Works Sector

- Pump mechanics 1,015,000.00
- Water Treatment 1,015,000.00

Supporting Act r v ;i t i e s

- M V Mechanics 1,015,000.00
- Plumbing i: ; 1,015,000.00
- Carpentry ^ 1,015,000.00
- Masonry : : 1,015,000.00
- Welding 1,015,000.00

GRAND TOTAL 14,980,000-00

q.;:,3KRVATIONS AND RECOMMENDATIONS

1 . T h e r e is n o c e n t r a l i Z<MI p'ci r.-ionne I d e pa r I. m e n t , I. ho r e f' n r v

col l e d ing i n I'u nn;i I ion on ;|HM •.•; on neJ. , thc.ii: g r a d e , t h e i r

job function and so fort K m e a n s t h at sov e r ;.i J. .i. n for-

mation sources have to be Mconsulted . A frequent

routine on manpower inventpry should be introduced,

which will act as a data base 'for HKD.
I'1 ;

•:; • >ii i . ; :>

• 1 1 ' / : •

2. The rigidity of the systenf for promotion and salary

increase based on qualifications does not encourage

the improvement of the wrirk-quality and quantity. Ways

should be found for rewarding better than average

perfo rma nee but care must, be taken to a.] locate such
•• 'i v "'

rewards judiciously. . \ :

• • • • \ \ \

There is a great demand 'O'n;;;thc itcclni ica I cadre

especially at the senior lleye I , (.hi:-; may be due lo lack

of qualified people, or .po.i promotion or negotiated

transfers are provided without replacement. It is

therefore recommended that fthe employees should be

highly motivated by providing them with academic

qualification advancement 'and timely promotions.

/21 •. '[
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The main o b j e c t i v e of f. he ;• train j.nj> p r o g r a m m e is

to avoid ad-hoc training^; therefore the arrangement

of the course in the sequencial order should be

followed.



TRAINING ADVISOR

(POSTED IN MTWARA)

,,'Oi1, D l i l S C R I P T I N

APPENDIX 1

To prepare with the relevant MAJI personnel a

proposal for a sustainable.deli very system including

training facilities and training: aids.
t

To prepare in cooperation "with the relevant MAJI

personnel and other advisors a comprehensive training

programme for Phase VI. ,;

To advise the Training Coqrdinators for both regions
ii •

in a r r a n g e m e n t of in d i v i d u a l t r a .1 n 1. n g events accord in g

to the c o m p r e h e n s i v e training pi:ogramme.

To e s t a b l i s h together with"; the relevant MAJI p e r s o n n e l

c o o p e r a t i o n with c x i y t ing 'I'anzan i ,un training, hist j tule.s

to obtain their a s s i s t a n c e in carrying out the

co m p r e h e n s i v e training

To supervise the pro par a t Ijon of performance oriented

training materials by training1 institutes and

individual trainers. i|

To prepare with the relevant MAJI personnel and other
i •

advisors a performance -• driented evaluation system

of the results of training;

To instruct the MAJI personnel and advisors giving

training to other in the use of the appropriate

training methods. • U •

To assist the relevant MAJll. personnel in evaluating

the results of training ,uq,ing ; the. .per l.'ormance -

oriented evaluation system.r: .

To advise the relevant MAJ/I personnel j. n the collection

and use of follow-up data;;jOn training.


