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"The Human Resource DPevelcocpment (HRD) Unit of HESAWA

Frogramme was, ag from August, 19391, strergtherned by the
recruitment through a Tanzania consultancy firm — Busiress
Care Services Ltd, of three zonal staff i.e the Zonal
Training Officer, the Ccourse FPlarming Officer and the
Curriculuh Develocpmernt OQfficer. This was im response to the
urgent .demand of such reinforcement as per Agreed Minutes

paragraph.s.l of Nnvember'14, 1330,

During the first thPEE“mahthS, the HRD zonal staff made
several field visits to integrated and norn—inteograted
districts of the Ffrogramme. Apart from familiarization
aspects of the visits, we had an apporturnity to @valuate the
extert to which the plarnned tréining pragrammes were beirng
implemented and identify the” StPéﬂgthS and weakrnesses of

the process.

This document therefore is partly a resﬁlt of  the
imformaticon gathered by these nmewly—-recruited staff from
various literature on the HESAWA Programme especially the
HMRD activities, arnd partly onm their discussicons with pecple
who have beer involved ivn  the programme for a rumber of
years. '

The purpose of this document mainly emarnates from the reed
to establish anm improved plan of operaticorn of HRD activities
within HESAWA, It is however, riot intended ta be an all
prablem—solving  document  but rather to facilitate the
plarming of performance—oriented HRD activities which we
halievekcauld eliminate gome precent deficiemncies. Rlsao, the
document intends ta-maiﬂtain the existing HRD structure and
objectives so that any proposed charpe should be within the

Zframewcrk of the MESAWA Conicept.
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HRD GENERAL OEJECTIVES FOR_HESAWR FROGRAMME.

The primary Ebjective of HRD in the HESAWA Frogramme is to
raise awareress capacity and capability amcng the rural
peaple and implementing cadres particularly thase operating
at village level. For the purpose of precigicrm this
cbjective carn be paraphased . . as fullows:

To create awarerness among the pecople especially in the rural
areas about health hazards broupht about by paor sanitation
and bad water; anmd how this situation can be improved.

To train emcough pecple to sustain the HESAWA activities.

To traih, build capacity and empower villagers, with special
emphasis on womern, sc that they may command their cwn sccial
development proacess. .

Tae support institutio%s which are in some way related to
HESAWA activities so as to emable them assist more
efficiently in these development initiatives.

Thus, wunder the HRD programme, traivning has beern carried out
far' villagers, village leadéﬁship) administrative arnd
techrnical staff at all levels of implemerntaticn irn the form
of seminars, meet ings, workshaps, study touwwrs etc... in
order to facilitate smocth. implementation of HESAWA
activities.

CURRENT_HRD_ACTIVITIES.

The following fields of 5tugy will comtivive to preaccupy the
HRD programmes: -
HESAWAR Cericept awareress

Gender awarerness

Village Klarming and EBudgeting

Imparting variocus skills to implementing cadres
Operation and Maintenance

Health awd hygierne education

Mariagement and Urpganization for village leadership
Programme/Froiect Monitorimnmg and Evaluation

Trainming of Traivers (TOT's) for all courses in HESAWA

Course filer and job-guides developmernt.,
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. SUMMARY OF FIELD OBSERVATIONS/FINDINGS

im

3.1 The visits to the HESAWA districts have ernabled us to learn
‘more abaout Moew the HRD programmes are plarmed and
implemented. Our observations and/or findings can be

summarised as follows:
3.1.1 Inter—sectaral caondinatign.
Iy many areas training programmes are plarmed arnd carried
out by implementirng agencies i.e. AFYA, MRENDELEDO and MAJI,
but with little or ra coordinatiom/consultation with each
‘. aother. Each agercy therefore plans its HRD activities in
isclation of the cthers. Similarly,despite the availability
of some course files e.g. Fump Care Takers, Village Flarming
etc... other districtyg especially the rnion—integrated ones,
. da not use these standardised curricula; hence lack of
urii formity in  training programmes. Alsa, accarding ta
training requests/budget§‘ it seems there is very little
- ‘cocrdinaticrn with  ZHCO-HRD Urnit “in determining training
needs, N

B—%-- 50NN e —

S.1.2 Identifying Traininng negds:
The guegtion .of assessing &and identifying training reeds
{i.e required skills/behavicur minus existing
skillg/behavicur) seems to be pgiven little attenticori. In
mary instaﬂceé it is the gerneral cobjectives rather than
. specific wnes which have been guidinmg HRD plarmers in
determining whi&h‘traihiﬂg was a pricrity. For instance, you
may find reguests such as "Trainmino &t ESAMIY witﬁout
. mentioming specific cobjectives of the training. Such
seemingly haphazard HRD plarming sometimes may lead plarmers
to comfuse as to whileh training metiod, &g seminar, meeting,

workshop ete.... shauld be applied durivmg the trairning.
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Closely related to 3.1.2 is the selection Ef trairiees. We
have observed that this is not, in some cases, done
systematically in terms of reed, aptitude, interest or
village pricority. gExcept for the VHWs whose selection
criteria are set rnaticonally, the questiorn of who to train
and e which course 1s  very often decided uwporn without
taking much attention to specific oriteria. For example,
same pecple have been identified ferr training programmes
which require basic experiernce such as village furndis,
without !haviﬂg any slightest noticonm about the oraft.
Likewise, cther pecple might be rnaominated for iﬂfensive
short courses eg in watér Sustainability Manégement o the
belief that these are mere study toulars.

Of cocurse the result of poor selectionm of trainees which may
be based orn either unsystematic procedures or motives cther
tharn training c¢an be very_djsappoiﬂtiﬂg since such trainees

weauld rnever perform their-duties as expected.
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These include rescurce persornmel (facilitators), verues,

trairning facilities arnd course finarce.

Most districts have managed to identify competent and
reliable facilitatars especially those drawr froam "tHe
implementing agencies. But one  surprising cobservation is
fhat very few TOT'’s training for Maendelex and Maji have

beern conducted in compariscon to Afva.

vernue:

The selected venues eg training centres, sohocals  are
ntilised whenever circumstarnces allow. Nevertheless, it has
beew noted that at times it is rot easy to get appropriate

course venue in villages.
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3.1.% Irnadeguate pramotional _activities:

LA R —R— P IR i e S M B ) L IR A AT . -

In some districts particularly the rnonm—~integrated ores,
{nsufficiEﬁt pramaticonal initiatives were adversely
affecting the HRD proprammes. In other words, training
emphasizes o imparting shills rather thar an
mobilizatiom/promotion  which plays a orucial role in
programme sustainability.

Issues concerned with selecticn of trainees, women
participaticrn and moral and material support of VHW?! s,
village furndis by the village leadership etc.. can easily be

impaired because of the lack of pramoticonal activities,

. Training facilities:

Though there is no proper ivnventory of these facilities, the
major covicern for every TOT is the irnadequacy of training
aids such as flipcharts,pbaards and other audic—visual aids
for both pramoticnal anﬂ‘traiﬂiﬂg purposes,

The library at the ZHCO in Mwanza is a useful rescwrce
especially for making references. But at pregent)because e
urnicomtr ol led exposure, marny titles/dacuments have been

barrawed by unkmown peaple,
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The guidelivnwes for reqguesting for HRD  furdes are being
fallowed as per Budget Marnual. However, the mewly—adopted
decentralization apprcach of charmelling HRD furmds through
respective RED's is still causing some srnags which, with
time anmd adjiuvstment, could be solved. Froblems wnich have
beern cited iwiclude: '

. Delayé caused by bank cleararce

. Undue bureaucratic procedures of releasing funds from

DED's to respective HRD corpganisers.
. Urnmecessary publicity of whern and whao is té draw the

funds, which could caugse insecurity of the funds.



3.1.6 Monitoring

pervisicn _and lmpact Evaluaticr:

Thie is not dorne spontarneously and to relevant autharities.

It is not surprising that some pecole did not evenn kKriow to

whom they were to report HRD activities. There is also a

darnger of corncentrating aly) guantitative rather than

agualitative aspects of trairning. Briefly this aspect of HRD

plaﬁgng has beewn oaverlaocked inm that,

- Course reporting is scanty and very oftern missivig scme
vital information.

- Zoval and regional supervision in the field is
sporadico.

- Same training are incomplete in that they begirn a day
or two after the specified date.

- Same RHC's + DHC's wha have duties other than
supervision of HESAWA ~ activities seem to be

averburderied to momitor HRD activities.

4. RECOMMENDAT IONS:: GENEéﬁL AND SPECIFIC.

4.1 The above mentiorned observatiorngsdo rnot recessarily mean that
all HRD activities have, in the past. beern plarned
haphazardly., Indeed, the work dorne deserves commendations,
takirg intc account the extensity and intensity of the
HESRAKWA P;Ggwamme. However, these cobservaticors will serve as |
arn in—house evaluatiorn which has led us come up with the

uricderment icned perneral and specific prapoasals.

=P GENERAL _RECOMMENDATION
HRD _FLANNI

o
wn
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_STRATELY

Humarn resouwrce development is given pricority 1»m the HESAWA
Frogramme because it is intended to agssist in the process of
charmpe 1i.e—-social develoapment. it is aimed at piving an
cppcrtunity to implementing cadres, wfficials arnd
‘bermeficiaries to acguire riew krowledoe, skille and
understanding, and comseguently to chanpe. 7o achieve these
averall ara specific objectives, careful plarmming is

essential.
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We therefore prapose that a standard HRD plarming should be
adapted for more effective training. The plan should assist
those who are ivvolved in organising and or coovdirnating
training in assessing training needs, selecting trainees,

moriitoring and supervision and impact evaluation.

Irn crvder to come up with a realistic HRD plan we recommend
that each HESAWA district avail itself with the folloawing
basic informaticon:

- . (a) An_ invertory of the existing manpower at all levels
which will ernable the programme to determire marnpower
reeds and priorities, and,

. {b} An invertory of "the existing trainirig resources i.e
facilitators, veriues, facilities ete... which will

enable the programme to find cut germeral and specific

- impravemenrt. -

- e

S5.1.&8 Having collected this basic infarmation, a more detailed
plam answering the following questions will be esserntial sa

that real performarice deficiencies due to lack of traiving

are identified:

- Who mneeds the training?
. - How marny weed the training?
. . Which tyrairing do they rneed and to what standards?
. How much training do they need i.e Timescale?
. What' form of trairning would suit them best?
® Where should this training be done?
- Which materials/facilities are required?
- Wher should it be done?
" Who (facilitators) should do the trainming?

. What is the Budget/Estimated cost?



EIE

-

5.3

In actuality, if these qguesticorsare arnswered correctly and
gertirely by respective agencies, problems of meeds arnalysis,
selection of traineeﬁ,methudologies and training resources
woutld be solved, given that the furnds are available. We
recommerd that this exercise be carried out vearly by each
district bpefore the reguestg for Ffurther HED activities are

made. The Zonal HRD persormel will assist iv this exercise.

COURSE_PLAN

Apart from the averall plan of HRD activities each ccourse
has to have its specific plarn which will iwclude:

Course title

Objectives Varisiﬁg fraom the training neéds i.e the
skill/knowledge expected‘af the trairnee arfter training.
Course ocutline

Methadology

Target groaup i.e participants (and their riumber) -
Timescale/duraticr

Locatian of the training programmne

Trairners/ Facilitators

A detailed & estimated cost/budget.

TRAINING EVALUATION |
Training evaluaticon refers to the systematic assessment of
the effectiveness of the trairning programmes. By
‘systematic? is meant an evaluaticn which is objective,
valid and reliable. Obvicusly, this evaluaticn will be based
or bath  broad and specific objectives ofF the training
proprammes.
In the HESAWA Fronramme traivning evaiuwation will involve:
(&l Evaluating training cojectives l.o  naw . eviective was

the couwrse cowviducted, and,

(b)) Ewvaluating outeome abjectives/impact evaluaticon —-the
externt to which the trainee utilizes the knowledge or

=kill irvm the work situatioonm.



This information is valuwable to the entire programme in
that: -

- it will enable the appraisal of the effectiveress of
investment irn HROD.

- it will provide feedback about trairnees' pertormance
which car be used by trainers in follow—up training.

- It will ernable HRD plarmers to improve training
pragrammes.

- It will promate a sense of achievement on the part of

" the trairee, which is a motivating factor in wanting to

participate more in the Programme activities.

S.3.1 How_te_geo_about_it ,

. In pr‘actii:e it is ;'m.u:h easier to evaluate Trairning
Objectives than it is to evaluate Outcome Objectives.
Nevertheless, we recommend that both evaluaticws should take

.place regularly by following the pracedures suggested here

belaw: .

(&) ASince 411 HRD activities in the HESRWA Frogramme are
riot Followed by formal tests we recommend any one of
the following methods to be used im evaluating Training
Objectives:

(i) A checklist or guestiormaire showld be
~administered at the end of the training programme

" to measuve the participaﬁt% impressicrm i.e to

- check the degree to wﬁich the traimimwg has come up
to his/her expectatiomg ang has increased

. his/her krowledpe. A self-assessmernt checklist for

facilitators 18 also essential. The HRD Unit

should be responsible to desipn these checklists.

(1i1)Graup discussiarn of the participante at the end of
the coaurse may be organised provided there 1s &
clear framework to npuide such discussicon e.n &

lizt of points regarding the trairning programme.
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tii1i) Individuals ar groups of people wha attend study

taurs o caurses at ESAMI arvd  or elgewhere should

- write detailed reparts mentioning the positive and

negative aspects of the programme, and their

recommendat ions.

(iv) In some cther training, trairnees should be
required to compile actiorm plarns at  the end of a

training prooramme.

AR A 0. gL . LSV A A R L Ll

The baselire from which to measure the cutcome cbjectives is
to compare the pre-training and post-training performance of

the trainee, The most reliable report/informaticn can be

derived from the immediate supervisors, cclleagues or other

pecple familiar with the performarce of the trainee.
We are suggesting the following acticns to be taken:

(a) Inter-sectorial_cogrdinaticon

= Implementing agencies at all levels shauld meet
pericodically to discuss the performarce of the trained
perscrmel so that full effects can be evaluated and

fedback to the HRD plarnners/organisers.

(b) At wvillage level +the village leaderghip . should be
requested to give regular reports to coocrdinating staff
about the performance of the ‘trained village fundis,
pump attendants, VHWs etcf..ﬂlsa, trained perscrmel

shouwld be encouraged to give their cown sglf-assessment.

(c) Regular monitoring and evaluaticonm throupgh field visits
by the coordinating staff at ZIHCO, RHLO and DHCO are
strongly encouraged and feedback should be formally

communicated to HRD plarnmers/organizers immediately.
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Specific recommerndaticons arise due to the aforementicrned co—

spot observatioms/findings during ouwr field visits, They are

suppestiong which are directed to specific short—-cominps in

the or—goirng HRD activities.
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With the assistance of the Zonal HRD staff and the DT0O, (See
&.7.1), each implemernting agerncy will have to determine
trainivig needs based on the overall abjectives of the
pragramme and job specifications. To & limited extent
individuals may initiate their training rneeds,but care
should be taken that such proposals fall under the programme

cbiectives, and more importantly, overall plans.

-~
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This should deperd qn.fhe specific training programme and &s
such, certain criteria should be set. However, we propose
the following general coriteria to be takern into account
during this exercise:

. Village priority/choice eg. command of gereral respect

ard imtegrity, permanent village resident

. Aptitude/ability of prospective trairnee to perform the
intended tasks
. Interest in the training ih guesticon
. Basic educaticral standards
. A trairee should be drawn from the programme area and

mast importantly anm official, implementing cadre o

bereficiary.

What €houwld be emphasized here is that a personm gshould not be

selected for a training which sheshe does not agualify or the

programme cannot benefit Trom.
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Also, when selecting trainees it is advisable that the size of

the group and mix of participants (both womeys and mer) be taken

intc. account.

6.4 Training _Rescurces

{b)

Ae)

(d)

Competert and experiericed trairersg/facilitators should
be selected. Emphasis sheould be fat g adult
educators/facilitators. In addition TOT!'sfrom agerncies
cther tharn Afya should as well undergo regular training

in adult educatiorn aoproach which is learrer—centred.

Each district should take stock of all the available
training facilities and consequently assess, with the
assistance fram ZHCO, the reguired facilities and ather

resaurces.

Sirnce process (b) may take & considerable time to
éccompliah, we strongly feel  there is an urgernt need
for each district to be supplied with orne flipchart
baard to easily facilitate the arngoinmg HRD activities.

Similarly, each rvepgiorn requires to have its, awn OGHF.

Audic=VYisual nids )

The HESAWA programme\is as a matter of fact lagging in
the utilizaticnm of these vital training equipment eg
tact i o picture .prujectar, ‘slide ﬁwajector, video
facilities etc... Their usefulrness in promoticomal awnd
HRD activities carmot be overemphasized,

The marming anmd managinp of these egquipment will be the
responsibility of the HMRD unit in collaboration with
the Healtn and Sanitatiorn departmernt. No rneed therefaore
af  an extra staftf. Alsa, the HRD unit container
requires Some small moedifications eq counling
facilities, roofing etce.. in order to store  thiem

safely.
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the library at Zornal - HESHWA UCoordination Uftice 1s an
impcrtant resource which should be eguipped witn dacuments,
refererce boaks, pericdical ete related to the HESAWR rieeds.
fhe situation at present is that manmy titles are missimg and
no systematic subscriptions are made to relevant publishers.
We recommend its urgent rehabilitation. Alsa, we recommend
each district to maintain a small bock— shelf of referernce
bocks eg on health educatiorn, Majyi, Community Develapment

etCew e

e i P L 2 T e T e S e o e e T S i Rl e e o

The exercise of developing rew course files and revising
cthers is to continue As a pricrity. However,.we irmsist that
RHC' & should make sure that all districts whether irtegrated
o norm—integrated be supplied with the available course
files s that uniformity 1irn course content arnd procedures

-~

are maintaired.
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Ary irntegrated approach to adult-learning which aims at
community participation should be applied 1n all districts.
Henice, HRD plarmirng should be accomparnied by promcoticonal
activities.

We recommend that in districts where there are no DRQO's
either the existing LDFPO's should externd their services to
those districts o the regional Maendeleo staff should
involve themselves fully in pramcoticomal activities in tﬁase

areas.

Moritoring and Supervisidon:
Sirce this aspect aof HRD plarming tas ot neern  done
sufficierntly in the past we recommernd the foliowirmg thinmgs

toe e done:d
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€.7.1 A district Training Organiser (DT be appoainted in
districts where the DHC is rnot a full—-time HESAWA
cacrdinator, The DTO should be aorne of the HESAWA
implement ing cadres from either Maerdeleo,ffya ¢ Maji, and
together with her/his other duties she/he will pasiecxlly be
responsible for:
. RAssisting all implemeriting agencies i plarming

training programmes

. Implement ing and assessing HRD activities

. Asslisting in impact evaluatian.

The DTO will directly.report to DHC. She/he will liase with

DHC & DFO cn all matters covicerning HRD and pramoticr.

L A

A systematic reporting procedure of all HRD activities has

to be developed. Firstly;( course crgamisers have to submit

their actual HRD action plans‘ each quarter to the ZHCO.

Secondly, arter each course a detailed repert has to be

submitted toc the DED capied to RHC arnd z7T0.

The reporﬁ should specifically give the fallowing

informaticn:

{a) Desigmation/title of the course

(b) Course ocutline (time~table)

(c) Duration

(d) Verue

{e) Atterndarce list with signatures arnd place of domicgile
of participants.

(f) Actual cost plus suppoerting documerts e receipts or

cournter—signed paying documernts etc..

We insist that course vreporting should be reparded by all HRD
crganisers as & prereqgulisite to any further HRD plarvivng. This
means that mno extra Tunds shoyld be released if & detailed course

report is nict made.
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3 Field vigits:

The Zonal HRD staff especially the Course RPlarnming Officer,
shaould make regular visits to HESAWA districts to evaluate
arn spot what is being implemented and, if need be, advise an

how best to do it.

THE STUDY GROUF FROGRAMME (SGFR) is still a valid supportive

comporent in adult learning which is very crucial in the

villages. It can continue to be used as a methcodolagy to:

(a) Mobilize fellaow villagers in implementing HESAWA
activities -

{b) Facilitate community—based activities in villapges.

So far there are 687 groups in the programme area.

—r—

Repcrts ffem respective graoups/districtss  are

ewcmuragiﬁé in terms of acceptarnce and adaptability b
the HESAWA ivmoavations.

However, in order to achieve the intended objectives we

recommend that certain improvement ivi administering SGF be

made. These include,

(a) A claser coaordinatiorn between DOs  and impleménting
agencies ie Maendelex, . Afya and Maji staff is
imperatiQe if we are to avaoid duplication éf efforts

ard urnecessary administrative conflicts.

() Ivnn additionr, the DUs should »eport directly to their
respective DHCs in all matters which relate tao theiw
work. In the paat)ta A certain extent todate, same DOs
regard themselves as being directly regsponsible tao
ZHCO-HRD Unit.

(c) Some SG6F budpget requests do mot include materials such
as cement, wire mesh etec.. All these items have to be

irncluded in these budgets.
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Finally, we underscore the importance of building capacity
at wvillage and district levels. HRD plarming should

therefore be based on encouraging contirnucus involvemernt of

district and village leadership in varicus ways such as:

{a) DEPs to be involved fully in plarming for HRD
activities and caontinue to be the accounting cofficers
af the HRD funrds.

(b) Wheriever appoartunity arises the village and distriet
leaders should be called upon to participate in

maniagement development training programmes.



