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SUMMARY OF FINDINGS AND RECOMMENDATIONS

The evaluation of Abidjan development banking _Prograns was conducted at

two levels, viz. management of DFIs and participants who had attended
these programs. The management reaction was highly satisfying; it was,

-~ however, suggested that more time in these programs should be devoted to

sessions on project identification and development and follow-up and -
“supervision. ~This suggestion is aimed at developing institutional

capabilities for project premotion work and portfolioc mansgement
(para. 2.3).

While acknowledging the usefulness of Abidjan programs, participants
made some valuable practical suggestions regarding subject coverage,
Teading materials, training methodology, use of guest lecturers, field
workshop:, selection procedutes durution, etc. (para. 2.4).

Out of 27 institutions visited during the field survey, only 4 have well
2stablished internal training programs for its staff. The lack of
foterpal training facilities in Africa has clear implications for
sub-regional and regional training (para. 3. 130.1). Seven DFls sTe
likely to commence internal training shortly and they require external
assistance for training some internal trainers and developuent of

teaching materials, mainly case studies (para. 4.4).

The assessed training needs mainly pertain to middle-genior opersting
professionals and have been classified into 14 broad segments (including
training of trainers and specialized training needs of DFIs financing
agricultural “and ruTal development projects) (para. 3.131).

It was found that there werc very few top-management trnlning

opportunities in Africa and that & majority of the chief exccutives
interviewed would like to sttend short-ters high level policy seminars.

The identified top management trasining needs fall into 5 broad aress:
policy forlulation, Tesources, clients, new directions and support

systens (paras. 3.132-3.133),

operating managers, wvho are well-conversant with technical sspects
of development banking, require training in policy and managerial issues

having a bearing on institution-building activities (para. 3.134).

their area of expertise. An ability to train local officers in aadition
to basic specialization -hEGIH bécome an imjortant criterion 1z the
@ZIgction process of these advisers {pars. 4.6).

Many institutions in Africa sttach great importance to oversess higher

education in economics, finance and management for tueir staff in view




of the lack of comparable educational opportunities in many of these
countries. While wve have to drav s distinction between education sad
post-experience training, it {s important that the existing and the
proposed programs should have s core "educational® companent $c as to
iniciate s self-learning process on the part of the trainees. Increased
use of case studies vill be helpful in this regard (para. &.8).

The delivery system outlined in the report takes note of strategic
operational priorities of DFls (para. 5.2), typical features of Sub-
Sahara Africa (para. 5. 3. The key considerations in this connection are
institution-building activities, training of teams in national and
sub-regional programs and strengthening of internal training systems
(para. S5.4).

A new design for the Development Banking Program at Abidjan has been
proposed. The program duration has been marginally increased to 8 veeka,
but it is suggested that third country field workshop be dropped. This~
will resylt ip substantial cost-saving. About 311 of the total program
time has been allocated for project identification and project follow-up/
supervision sessions. Project appraisal component still gets 682 of the
program time (para. 5.6).

It is suggested that a new program on project follow-up and_supervision
should be developed in association with NIDB (Lagos, Nigeris), which has
excellent training facilities and resources (para.5.7).

In order to strengthen intermal training capabilities of DFIs, st least

2 training of trainers programg should be offered during the next 3 years
(para. 5.8).

At least one high-level policy seminar (preferably bi-lingual) for the
DFI chief executives should be organized either at Vashington, D.C. or_
Abidjan during FY 1985 to reinforce the ongoing institution dcvelopncnt
efforts (para 5.9).

Senjor DFI mansgers vho require training inm policy and msnagerial issues
may be allowed to participate in ADFIAT s executive development programs,
starting 1984. This will not only foster greater cooperstion between
AADFT and ADFIAP, but expose & mumber of senior DFI managers to the
policies and practices of Asian DFIs (para. 5.10).

There is a oeed to offer sn agricultural finance/rural development
projects course every alternate year (para. 5.11).

In order to facilitate decentralization of Development Banking Trainin
in Africa, it {s proposed that sub-regional/nationsal programs should be

initiated i{n Kenya (ﬁairobi), Zambia (Lusaka) and Zimbabwe (Harare)
(para. 5.12). -




There is an urgent need for AADFI-ADFIAP %o evolve a coordinated approach

tovards development banking training and interchange of professional -
experiences betveen Asian and African DFIs (para. 5.13).




PART 1

INTRODUCTION
Background
1.1 The Association of African Development Finance Institutions (AADF1),

the Training Center of the African Development Bank, and the Economic
Development Institute (EDI) of the World Bank hsve been involved since 1979 in
training managers and professional staff of development financing institutions
(DF1s) in Africa. In pursuance of s Memorandum of Understanding signed by
AADFI, ADB-TC and EDI in December 1978 two courses in development banking were
offered at Abidjan each year, one of them in English and the other in Prench.
Although co-directors for these courses were provided by ADB-TC gnd EDI,
course administration and implementation rested emtirely with AD:-TC. The
duration of these courses has varied over the years, between 7 and 9 weeks.
The last of the six courses in Inglish as per the originsl plam took place in
July-August 1982 and, pending creatior of new training programs for DF{s in
Africa for another 3 years, i.e. 1984-86, it was repeated during early 1983
roughly along the pattern established in the past. At the initiative of the
concerned institutions = AADFI, ADB and EDI - UNIDO agreed to finance a
comprehensive study of Anglophone and Francophone African DFIs covering a
fairly representative sawple in order to determine the training needs and
develop nevw progrsms in response to those peeds. It was also expected that
findings of these studies would enable AADFI to modilize technical and

financial support from national and international institutions interested in
DF training in Africa.

Objectives
1.2 The objectives of the study were identified as under:

(1) To evaluate the effectiveness of training courses conducted by
AADFI-ADB-FDI st Abidjan during 1979-1982;

(11) To assess the training needs of each DFI included in the study
for s period of next three years, i.e. 1984-86;

(114) To understand the present train'ng policies of DFIs and to
prepare an inventory of iv-house training facilities/support
systems with a viev to suggesting specific measures to enhance
internal training capabilities; and

(iv) To recommend specific action plans for designing new training
programs 88 a response to the sssessed training needs.

1.3 The main outcomes (end results) of this study are:
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(1) An evaluatioa of the Abidjan course containing views of
management of DFIs and professional staff who had actually
participated in these courses {Part II).

(11) An assessmeat of training needs at aicroscopic, sub-rcgional
and regional levels (Part III);

(111) An account of preseat training policies, training arrangements,
and imhouse training capabilities (Part IV); and

(iv) A set of recommendations concerning redesigning the existing
program and developing new programs/activities at national,
sub~regional and regional levels through increased ianter-
institutional cooperation and greater local initiative
(Part V).

Approach and Methodology

1.4 Two experts were nominaced by AADFI to conduct the study separately
in English and French speaking countries. They were selected on the basis of
their long experience in the field of training and understanding of the
operational agpects of development banking. Dr. Moncef Cheikh-Rouhou,
Director, Institute de Financement de Developpement (IFID), Tunis (Tunisia)
was entrusted the responsibility of Francophone countries and Mr. S.P.S. Deol,
consultant and formerly Director of Development Banking Center, New Delhi
(Iodia), was asked to cover Anglophcoe countries. Mr. Decl was also a member
of the expert team, appointed by UNIDO, at the request of the Association of
Development Financing Institutions in Asia and the Pacific (ADFIAP), Manila,
which conducted a similar study in 1981.

1.5 This report covers DFIs in selected English speakiag countries.
Mr. Deol visited 22 national DFls located in 9 countries during January 22 -
February 24, 1983 (Annex 1). These are: DIB, MIDB, PBDAC (Egypt); AIDB
(Bthiopia); DFCK, ICDC, IDB (Kenya); NACB, NBCI, NIDB, NNDC (Nigeria); ABS,
I8S, SDC (Sudan); TDFL, TIB (Tanzania); UDB (Uganda); DBZ, RDCZ, ZADB
(Zambia); and DFC, IDC (Zimbabwe)}. Besides, visits were paid to two regional
institutions, namely BADEA and EADB, in order to explore the possibility of
their association with future AADF] programs. Three DFIs in Liberia (ACDB,
LDBI, NHSB) were visited by Mr. L.W. Thorson, EDI staff member, during early
March ]1983, and his findings are included in this report.

1.6 All these institutions were informed of the visit by the AADFI
Secretariat and comsequeatly, the agsistance and courtesies extended to the
expert were indeed generous in terms of coverage.

1.7 The approach and methodology was principally determined by the
availability of time in the field. Considering that only around 18 working
days (excluding travel time and weekends) were available for the field study,

less than one day was spent in each DFI. The methods of iaquiry may be
divided into following broad categories:
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(2)

(3)

(%)

(5)

)

N

Contacts and discussions with Chairman of AADFI,
Secretary~General and officials of ADB-TC during the prepara-

tory visit of the experts to Abidjan during December 13 - 17,
1982,

Contact and discussions with high level officials of the World
Bank in the conceined Regions in Washington, D.C. during
January 10 - 22, 1983.

Interviews with high level DFI officials (chief executives,
near | Jp managers, mansgers responsible for training and

staff development) to discuss training policies, present
training arrangements, training needs, plans and strategies to
meet those needs. A list of these offficials 1is attached
(Annex 2).

Interviews with 2 number of participants of Abidjan courses
during 1981-82 to assess the effectiveness of these courses
from user’s viewpoint. As the discussions with these partici-
pants took place in an unstructured and informal stmosphere to
obtain free and uninhibited reactions, their names are not
being mentioned in the report. Most of the participants
desired that their names should not be disclosad in any
official document.

Data collection through a pre-designed questionnaire, developed
in consultation with AADF] Secretariat in December 1982. The
same questionnaire has been used for study in Francophone
countries.

Visits to training facilities of DFls, wherever such facilities
exist, and discussions with the training sdministrators and

their associates. In many cases, ve also met with officisls
from operations.

In some cases meetings were arranged with officials of
banks/institutions /government not specifically included in the
report to have a feel of the local operating environmment. In
tvo countries, facilities of local training institutions ware
also seen to have an idea of the local training facilitdies.
This had to be done on s restricted scale due to extreme
paucity of time.




PART II

AN EVALUATION OF THE EXISTING DEVELOPMENT BANKING PROGRAMS

2.1 An important outcome of this study is s post-training (follow-up)
evaluation of the development banking programs conducted by AADFI-ADB-EDI at
Abidjan during the past 3 years. The evaluation was carried out at two
levels, namely management of beneficiary DFIs (through discussions with chief
executives, their deputies, senior officials in charge of persounnel and/or
training functions) and participants who had attended these programs. The
identity of these participants is not being disclosed as the idea was to
obtain their free and frank opinion about the effectiveness of programs in a
relaxed and informal setting. The outcome, as presented here, justifies the
usefulness of this approach.

2.2 As far as management reaction is concerned, we can say that the
programs were extremely valuable in terms of exposing a mmber of middle~
senior officers to the techniques of development banking and that the wanage-
ment could easily perceive improvements in knowledge and skill levels of these
officers. In many cases, it was pointed out, this training resulted in a
greater amount of confidence in handling the more complex operational respon-
sibilities and inculcation of a more positive attitude towards promotional
role of the development banks. One of the major problems in post-training
evaluation is that it is difficult to establish a cause-effect relationship in
the sense that these improvements could have taken place (say, on a different
time scale) even without these programs. 1t is difficult to say whether or
not this hypothesis is valid, but it has clear implications for the very
purpose of training. Is it possible to train people and/or change their
behaviors? One can only go by the circumstantial evidence. The management
believes that there was an improvement in the job performance after their
officers had received this training. The officers feel that they gained
knowledge of certain techniques and assumptions underlying the philosophy of
development banking because they were chosen to attend these courses. And it
was interesting to note that there was not even one opinion vhich conveyed a
different impression. On the contrary, there was a coocern to make this
training more meaningful from the operational point of view. This was an
encoursging feedback inasmuch as officers had spent as many as 2 to 3 years on
the job after receiving this training.

2.3 The management reaction is summar{zed below:

- A program of this kind is extremely useful and should be
conducted st least twice a year. The training programs offered
by many other overseas institutions/universities, though useful
in many ways, are not specific to the operations of development
banks as the one at Abidjan. This kind of foundation training in
project appraisal and supervision is essential for every middle/

senior officer and therefore the request for more participation
opportunities.




Many institutions wanted more time to be devoted to follow-up and
supervision sessions in view of the post-sanction prcbleas faced
by almost every DFI in Africa. In view of the fact that develop-
ment banking training has been tradiiionally appraisal oriented,
institutfions have by and large attained a level of expertise in
this area, though there is scope for greater sophistication in
economic, technical and market aspects. Since officers in DFls
have uever been exposed to training in post-sanction aspects,
they are less equipped to handle restructuring of ailing enter-
prises, informatiorn management, loan rescheduling, interventions
at the policy formulation level (role as nominee directors),
wilful defaulters, among others. What the institutions are
really looking for is not a segmented treatment of certain
post-sanction topics, but the framework of an institutional
approach including installation of a good information system
(just as there is established appraisal system). The increase
in the staff members in follow-up units has not helped the
institutions to solve their problems. Bowever, some DFls which
introduced a systematic approach, i.e. established & monitoring
systen, have done better even with less staff. The chief
executives, therefore, feel that besides reorienting the basic
thrust of Abidjan program, there is a need for a specialized
follow-up and supervision program as a measure of practical
assistance to DFIs. This suggestion deserves highest considera-
tion if the capability of DFls to handle post-sanction problems
is to be appreciably enhanced.

Some DFIs are also concerned about the lack of suitable management
training to senior staff members. Although heavy investment has
been made in the past to enable many ;oung professionals to

attend MBA courses (mostly in American universities), the present
resources constraint is making further assistaoce for the purpose
extremely difficult. A question was therefore posed whether EDI
could take the initiative to design a course aimed at relating
managenent theories to various phases of the project cycle. A
perfect answer to the question is not possible, but perhaps a
closer look at the executive development program (EDP) conducted

by ADFIAP and its applicability to the African setting should be
useful for making & beginning in this direction.

Another area, according DFI managements, which has received
relatively less sttention in the progran is project identifica-
tion and preparation. Another related aspect is entrepreneur
development. The chief executives delieve that the promotional
role of DFls would continue to occupy a8 secondery position in the
overall scheme of operational priorities unless steps are
ipitiated to train officers in these two areas. We feel that
efforts in this area should go beyond training and should include
a nechanism for exchange of information and experiences amongst




African DFls and greater cooperation among African and Asian
DFls.

2.4 The discussions with the former participants touched upon several
specific aspects of the programs conducted during the last 3 years.

Subject Coverage:

(a)

()

(e)

The present coverage of project identification and preparation
provides useful insights, but in order to transform this
knovledge to the operational realities the participants require
s systematic framework. An experimental workshop will be
highly useful to locate data sources, definition of project
ideas and reshaping. The participants would appreciate it if
this traizing can help them to evolve a set of checklists,
adapted to their own enviromment, which may be used to facili-
tate projesct promotion work in DFls.

There was a sense of satisfaction with the extensive coverage
given to financial and economic aspects. One of the partici-
pants suggested that EDI should try to prepare a more compact
training package on economic analysis on the lines of TVM

package. Many other participants supported this idea and felt

that there was a scope for improving the "presentational” part
of econowuic analysis.

About the market anslysis, opinions vere sharply divided. Some
participants vanted sore ("this aspect is important and 1s oot
satisfactorily dealt with in asnraisal notes at present”) wvhile
others asked for less ("this 1 1 market specialist’s jodb").
However, there was an sgreement that market aspects should be
discussed at the pre-appraisal stage. This suggestion may not
be universally acceptable, but 1t makes a lot of practical
sense. The emphasis on market analysis may, however, differ in
various segments of the course depending on the following
questions:

= Vhat market analysis techniques are available and how to use
thea? (Pre-sppraisal stage)

= How to assess matrket demand forecasts prepared by project
promoters /consultants? (Appraisal stage)

= #hat assistance can ve provide to the assisted enterprises
to overcome marketing problems? (Operationsl stage)

These distinctions are important and vould make presentations
on the subject more relevant from the practical viewpoint.




(d)

(e)

(£

Materials:

(8)

®)

(c)

Methodology:
(a)

The present emphasis on technical aspects is somevhat marginal
and many participants agreed that it should remein so due to
the fact that noo—engineers were not interested in more extea-
sive discussions on the subject. While there is some logic in
this, even non-engineers need to gain sppreciatiom cf matters
1ike project locatiom, contracting, equipment supply, raw
paterials and utilities, quality comtrol and plant maintenaunce.

Most of the participants showed dissatisfaction with the
treatment of management appraisal. Most of them would prefer
~-me practical guidelines which could be used in the appraisal
process.

Without any exception, the participants felt that the programs
had attached much less importance to post-sanction aspects than
required under the present operational realities. Only a few
participants believed that their institutions were doing a good
job in this area.

The participants were very happy with the reading materials and
pone of them wished that the quantum be reduced. However, not
all participants were pleased with the mamer of distribution.
Overloading at certain times had s pegative impact.

The program sponsors should make a clear distinction betveen
compulsory and optional readings. When too many papers vere
distributed for s particular topic participants did not read
any of them due to lack of time. Compulsory reading, one or
tw~ papers per topic, should be distributed in the class by the
lecturer as s "home" assignment. Optional readings may be
distributed in packages at suitable intervals. This approach,

it vas felt, will help raise the level of discussion in the
classroom.

A convincing evidence of the post-training utility of progras
materials was seen during the field visit. At least half the
participants kept the materisls in files/binders in their
offices and consulted them from time to time. Mamy of them
had shared these papers with their other colleagues and/or
training units.

There was a feeling that training methodology was hesvily
oriented tovards lecture method. The preference wvas clesrly

for more case studies, small group discussions, and experience
sharing.




(d) The course director(s) generally showed great sensitivity to
participants’ needs and used participatory tesching methods.

Discussion Leaders

The participants vere not very pleased with the performance of guest
lecturers. Not being fully iavolved in the course implementation, they tended
to be repetitive aund less sensitive to training needs of the participants. In
some cases, highly personalized experiences of these lecturers tended to be
mancedotal™ and consequently there was little learning value. The participants
highly recommended careful selection of outside speakers, proper briefing and
tactful interveations by the course director to avoid the "drifc."

7ield Workshops:

Almost all the participants vere highly critical of field
vorkshops. Sierra Leone was often quoted as aun example.
Considering that much money was spent on air travel and
subsistence, the outcome was of doubtful utility in most of the
cases. The participants would 1{ke to see a better use of the
resources iovested in these field workshops.

Course Administratiom:

The participants vere highly pleased with the overall course
administration and were full of praise for the very helpful attitude of the
course director(s) and the support staff.

Venue:

Many participants mentioned that they had problems ocutside the
classroom due to their insbility to speak or understand French. Also during
some of the factory visits interpretation facilities were not available and
therefore the learning impact of these visits was adversely affected.

Selection of Participants:

Some participants felt that the level of expertise of trainees was
parkedly different. This posed many problems in the sense that much valuable
time was spent on clarifying some very basic issues/techniques/concepts. It
vas suggested that the Selection Committee should strongly enforce admission
criteria to reach a common level of understanding.

Duration:

Excepting one or two participaants, there was an agreement that a
duration of 8 veeks for a course like this vas most appropriate. This
duration should be sufficient to provide more time to pre-appraisal and

post-appraisal aspects, and a comprehensive case study workshop at the end of
the course.




2.5 An sttempt has been made in Part V of the report to integrate these
diverse expectations with s view to making existing and proposed prograas
operationally more useful.

\r>v




PART III

AN ASSESSMENT OF TRAINING NEEDS OF DFIs

3.1 In Part III of this report an attempt has been made to present an
overviev of the trainiog needs of DFIs visited during the field survey and
based on this some broad generalizations have been arrived at regarding
training needs of DFIs in the English speaking African countries. All these
DFls, with the exception of Egypt, Liberia and Nigeria are iocated in East
Africa. Reports on individual DFIs provide an account of their management
structure, nature of activicies, current operational priorities, levels of
skills of existing professional staff and most preferred areas of staff
development. The assessment of training needs has been made based on discus-
sions with senior officials, studies conducted by the institutions from time
to time, operational strategies and levels of present and desired staff
expertise. An inventory of learning needs is presented at the end of this
part of the report (paragraphs 3.130 - 3.133).

Development Industrial Bank (DIB)

3.2 DIB was established by decree of Minister of Finance in 1975 and
commenced operations in 1976. Its paid-in capital of LE 20 million is owned
entirely by the Central Bank of Egypt (CBE). DIB is subject to control and
supervision, under Egyptian banking law, by CBE. As a public sector bank, DIB
has to operate within an institutional framework which prevents direct recruit-
ment at senior levels at competitive salaries. The head office of the bank is
located i{n Cairo with branch offices at Cairo, Alerandria and Tanta. It is
proposed to expand the branch setwork by two more branches shortly.

3.3 DIB i3 managed by a Board of Directors consisting of seven directors
(fixed by law) including five internal directors, viz. Chairman, Vice-Chairman,
and three General Managers. The Board has an advisory committee of seven
members with wide experience in trade, industry and finsace. This committee
advises the Board on matters concerning policy formulation and constitutes an
important link with trade and industry.

3.4 DIB's objectives and operational policies were comprehensively
stated in che policy statement approved by the Bosrd in Jspuary 1980. The
principal objective of DIB is the promotion of industrial and 27 related
activities in Egypt through financial assistance for the establishment of
essentially industrisl new enterprises snd for modernization, expansion and
improvenment of existing ones. In this connection priority is attached to
cooperative enterprises, including artisans and small-scale industries. An
important operating objective is {ncreasing the rate of industrial capacity
utilization. In line with Government's eccnomic policies, DIB has endeavored
to spread its resources among different regions snd industrial sub~sectors.
Project assistance is principally determined by financial and econocuic rates
of return. DIB's financing takes the form of loans (short and long both in
local and foreign currencies), diract participation in equity and guarantees,




Norms of assistance and financial policies of the bank have been well
articulated. DIB has also been playing an importaat role in promoting new
industrial prospects and it proposes to intensify its efforts to further
strengthen this role.

3.5 An important internal objective is institutioo-building and staff
development. In this regard DIB has received valuable assistance from USAID,
OECD, and the World Bank. Although the top—management has remained virtually
uochanged since its inception, DIB has faced the problem of high staff turn-
over due toc cpportunities abroad and high salary scales offered by the private
sector banks in Egypt. This problem, though not fully overcome, has been
considerably minimized through intensive training both within and outside the
organization and increasing bonus payments to the maximum level. The organi-
zation structure is being revised with the help of some well-known comsultancy
companies and many new positions bave been created with a view to expanding

and diversifying DIB's activities. These developments are bound to have a
favorable and motivating influence on the existing staff.

3.6 The number of staff which stood at 344 (including about 200
professionals) as of December 31, 1980 increased to 411 (including around 220
professionals) as of June 30, 198]. More additions in the professional staff
are oo the way. This pattern of organizational growth has necessitated
strengthening of internal training set-up, which is already well-equipped.
The training policy and arrangements for staff development are examined
separately in parsgraphs 4.10 - 4.15.

3.7 Baged on its operational priorities, DIB attaches importance to
training its staff io the following areas:

(1) Project Follow—up and Supervision

(11) Identification and Promotion of New Projects (Market and
Feasibility Studies)

(111) Resource Mobilization (Internsl and Externsl)
(1v) Diversification of DIB's Activities

(v) Pinancing of SSI

(vi) General Management (particulsrly Communication)
(vii) Training of Traivers

Misr Iran Development Bank (MIDB)

3.8 MIDB was established in 1975 as an Egyptian-Irsnian joint venture

under the provisions of Law 43 of 1974 aimed at encouraging foreign invest-
ments, principally to promote “he inflow of new technology. Law 43 (as
anended) companies enjoy tax and other incentives and are free from many




restrictions generally imposed on state-owned corporations. Initially, the
share capital vas subscrided by the Egyptisn and the Iranian promoters om a
$0:50 basis but the subsequent increase in t:e peaid-in capital has cnanged
chis racio to 75:25 in favor of the Egyptian cwuers (nsmely, Bank of
Alexandria and Misr Insurance Company). Altuough the Egyptian share-holders
are public sector instituvtioms, MIDB is established and msanaged as a private
financial {nstitution in view of the provisions of Law 43.

3.9 MIDB is macaged by a Board of Directors consisting of 8 directors,

of which 6 are Egyptian (including the Chairman and Managing Director, who is
the chief executive officer). The top management team comprises a general
manager and five asgistant general sanagers. While the general manager
directly supervises investment activities, other sectors like banking, finance,
legal affairs, administration and data processing center are under the charge
of assistant general mansgers. The Board has constituted a Management Committee
which approves all long-tera loans and equity investments. The management

team is well-experienced and coumands great respect in the banking community

for its dynamism and specialization in investment banking.

3.10 The organization structure of MIDB reveals some interesting
innovations in development banking, such as combination of operating and staff
functions (projects & research and investment promotion & follow—up). A
significant addition 1a support units is that of s data processing center
which is divided into information systems department and systems and programs
planning department, During 1982 the bank moved into an impressive 2’ story
buiiding which houses MIDE's new headquarters. This has helped to ease
pressure on space experienced in the old building.

3.11 As a development and investaent bank, the activities of MIDB may be
divided into the following broad categories:*

(1) Llong-term loans

(11) Participation in equity (direct)

(111) Co~financing and loan syndicatior

(iv) Project promotion (investment surveys and feasibility studies)
(v) Short-term facilities to assisted projects

(vi) Mobilizacion of internal and external resources

* It is {mportant to note that all MIDB operations are in foreign currency
(U.S. dollar).




(vii) Close supervision of assisted projects during implementation
and operation besides active participation in management
through board membership.

3.12 An important role played by MIDB (which has a significant promotional
value) has been the rotation of its investment portfolio to activate the local
capital market. Equally notable is the bank's contribution in the area of

project planning and preparstion (pre-appraisal stage) which tends to receive
less attention in many DFIs.

3.13 MIDB's operational priorities have undergone some changes consistent
with its own maturity as a progressive investmwent institution and shifts in
the national economic enviroment, but the emphasis seems to be on financing
nore of capital goods and construction projects in the private sector. Norms
of project assistance are well-defined and the main consideration seems to be
the long-~term financial and economic viability of the project. Supervision
activities, which evolved with the expansion of project assistance, presently
receive as much attention as project appraisal. In fact, the sophistication

of follow-up information system within MIDB deserves attention of uther DFIs
in the region.

3.14 Consistent with basic objectives and operating strategies, MIDB
seeks staff development through training in the following key areas:

(i) Feasibility studies, with particular reference to marketing
analysis in the face of inadequate external data sources

(11) Techniques of economic analysis of projects

(111) Procurement procedures, particularly international competitive
bidding

(iv) 1Internal and external resource mobilization

(v) Co-financing and loan syndications, particularly legal
implications

(vi) Diversification of activities (euch as leasing operations)
(vii) Project follow-up and supervision.

MIDB's staff development and training policy, present arrangements
and prospects are examined separately (paragraphs 4.15 - 4.18).

The Principal Bank for Development and Agricultural Credit (PBDAC)

3.15 PBDAC, wvholly-owned by the Govermment of Egypt, is a large apex
organization for providing agricultural finance. The total structure
encoupasses 8 branches of the bank and 17 governate banks. The Bosrd is
fairly broad-based and provides representation to several govermment




ministries, central bank, specialists in the field of agriculture and
cooperation, goveruate banks, among others. The Chairman of the Board is the
chief executive officer of the bank, who is assisted by two deputy chairmen.
The third level of management, equivalent to general aanagers, is in charge of
various functional areas, namely

- Development and banking affairs
- Finance and administrative affairs
- Credit and marketing
- Planning, ovganization and research
= Legal
- Production and storage, including training
3.16 In view of the total spread of the bank's activities and the

responsibility for developing affiliate institutions, the bank has rightly
accorded training the desired priority., The bank's own training department

handles a bulk of management, specialized, orientation and cultural training
for the bank staff and invitees from the governate banks. The main area of
concern at the moment is oot so much the content-oriented training for
individual staff members, but reinforcing the capabilities of trainers to

of fer better designed programs covering a wider array of topics to meet the
growing training needs of a very large population; in fact the largest single
trainee group anywhere in Africa and the Middle East.

3.17 From the viewpoint of bank's operations, it is possible to identify
training needs of a major staff segment, which are:

0 Accounting

o Banking Practices

o TFeasibility Studies

0 Rural Development

o Appraisal of Fara Loans

0 Implementation of Agro Projects
o Interpersonsl Relations

Agricultural and industrial Developmer. Bank (AIDB)

3.18 AIDB was incorporated in November 1970 as a result of the merger of
two Ethiopian DFIs, namely the Development Bank of Ethiopia (DBE) and the
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Ethiopian Investment Corporatiom (EIC). Although it was established as &
vholly-owned share company, AIDB was reestablished as a public corporation
under a proclamation of 1979 following the political changes in 1974, The
proclsmation defines the basic activities 33 extending loans to the agricul-
tural, industrial and other sectors of economy. Some other activities which
may be undertaken by the bank include issue of guarantees, ensuring a balanced
regional distribution of projects, managing funds of .ther Govermment institu-
tions and international agencies to be used for special lending purposes,
attracting financial resources from other countries and internstional agencies,
mobilizing private and public savings, cooperating with development agencies
in project identification and promotional activities and expediting the flow
of technical, mansgerial, and financial knowledge. Not all these activities
are presently undertaken partly on account of constraints of staff and

partly due to certain structural changes ip the institutional framework for
evaluating public investments. All public industrial investment projects in
Ethiopia require approval by the Central Planning Supreme Council, but the
system permits independent appraisal and approval or rejection by financial
institutions. Ir this connection it =iy be relevant to mention the role of a
specialized autonomous sgency, namely Development Projects Study Agency under
the control and direction of the Central Planning Supreme Council, which
undertakes technical, financial, and economic evaluation of Govermment invest-
ment projects in all sectors. This bhas somewhat limited the role of AIDB in
project identification and preparation, except in the small scale industrial
sector. AIDB has also given up equity participation as all medium and large
industrial enterprises are being set up as public corporations. The dissemina-
tion of managerial and financial knowledge is perhaps one function which AIDB
has to pursue more vigorously in the coming years as the base of professional
expertise within the »ank is further expanded.

3.19 AIDE is unique in certain respects: first, it is the only
agricultural and development bank in the covatry; and second it has a Board
wvhich is common for all financial institucions in Ethiopia. The Poard, which
is chaired by the Minister of Finance, includes the Governor of NBE (the
Central Bank) as vice~chairman, six ministers and key officials. The chief
executive of AIDB is general manager who has authority to sanction financial

assistance less than Birr 3.0 million.* The msnagement system also includes
two committees, namely

- & management coumittee, consisting of all heads of departments
and chaired by the general manager; the committee meets at least

once & veek to review all important developments concerning the
bank;

~ 2 loan committee chaired by the bead of legal department and

comprising heads of other operational departments; this comamittee
recommends a definite course of action to the general manager.

*1USs s e 2.07 Birr (approx.)
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3.20 The loans above the general manager's authority are required to be
submitted to the Board for a decisioa. A sub-committee of the Board comprising
NBE Governor, his deputy, the general manager of AIDB and three others
exercisss the Board's authority in between its iafrequent meetings.

3.21 AIDB is organized into four departments (agriculture and industry
being the largest), five support units and 8 bdranch offices outside Addis.

The organization structure, which was re-evaluated recently, 13 well-designed
for AIDB's tasks and activities. The oumber of professionals, which was 99 as
of April 1981, bas increased to 116 by the end of 1982 and covers various
disciplines such as economics, law, accounts and finance, agronomy, civil and
agricultural engineering, among others. The 116 professionals are divided
{nto three levels of management as under:

Top and genior 38
Middle 31
Junior 47

18

The number of support staff is around 200. AIDB proposes to

appoint an expatriate industrial engineer for a period of two years to provide
engineering support to industrial project appraisai.

3.22 The operational strategies and priorities of AIDB in the coming few
years will be aimed at:

(4{) increasing lending for peasant agricultural production;

(11) 1increasing lending to medium and large scale industrial
enterprises (mining, for instar-e), expanding production of
basic consumer goods necess.ry to satisfy domestic demand,
especially in the rural sector, so as to provide appropriate
incentives for agricultural production;

(111) {ocreasing lending to small and cottage industries tc help
expand their output, improving productivity and absorbing more
labor, especially the urban uneamployed; and

(iv) widening the scope of lending to contractors by reaching down
to smaller contractors who do the bulk of the work in private
bousing and other private sector coustruction jobs.

3.23 The training implications of these operational priorities are:

(1) ctraining io ;sojcct appraisal, particularly financial analysis
(calculation of FPIRR) and economic analysis (calculation of
EIRR); this is considered important to improve the project
selection procedures as also to meet the expectations of
overseas lenders (IFAD, IDA etc.);
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(11) management development prograas, particularly in decision
making and systems analysis;

(411) preparation, plannircg and sppraisal of agricultural projects;
(iv) promotion and appraisal of small industry projects;

(v) promotion and financing of cottage industries;
(vi) onanaging rural development projects; and

(vii) training of trainers to train the new and Junior staff of the
bank and cooperatives in the agricultural and rural sectors.

3.24 AIDB 18 in the process of finalizing a comprehensive staff
development plan (to be ready by the end of June 1983) which will ipclude
detailed projections regarding staff training in the next 3 years.

Development Finance Company of Kenya Ltd. (DFCK)

3.25 DFCK was incorporated under the Companies Act in September 1963,

The main shareholders are ICDC (33.33%), CDC of Britain (11.112), DOWZ of
Germany (22.22%), Netherlands Finance Company for Developing Countries (22.22%)
and IFC (11.11%Z).. The Board has a mixed representation of local (ICDC and
Government) and foreign shareholders. The Managing Director is assisted by

two senior officials, namely Head of Operatinns and Financial Controller. The
aain 3perating departments are ipvestigations, investments, small gcale
industries, legal and accounts.

3.26 DFCK's financing activities are primarily directed towards the
establistment and/or expansion of manufacturing and agricultural processing

enterprises, In addition, consultancy services are provided to needy
entrepreneurs.

3.27 DFCK has a total staff of 93, of which 34 are professicnals. No

training programs sre conducted internmally mainly because of the small mmber
of the professional staff.

3.28 Consideriyy the existing levels of staff skills and operational

priorities, DFCK feels that priority training needs for the coming few yvears
would be as below:

o Economic Analysis
© Technical Analysis

o Project Supervision and Follow—up

0 Market Studies
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Industrial and Commercial Developmweut Co cration (ICDC

3.29 1CDC was originally escablished under .an act of Parlisment in 1954
to promote economic developmeut of Kenya. After the country attained its
independence in 1963 the Corporation undervent several policy and structural
changes and the present name was adopted in 1967. The Bosrd, consisting of 10
directors, is appointed by the Minister for Industry. The Executive Director,
who is the Chisf Executive, is a member of the Board. The main operating
departments are Industrial, Conmercial, Management Services, Investment
Supervision, Administrationm, Finance/Accounts. The HO is located in Nairobi
and there are seven field offices all over the country.

3.30 The main banking activities of ICDC may be divided into 3 broad
categories:

- Participation in equity (The companies are classified into
subsidiaries or associates depending upon ICDC’s shareholding.)

- Small Loans (These are further divided intc industrial,

commercial, property (real estate), purchase of shares and
machinery.)

- Large and medium size loans.

3.31 On the promotional side, ICDC is engaged in project identification,
project preparation and feasibility studies. In the case of wholly-owned
subsidiary companies, Appraisal and Implepentation Division of the Industry
Department assumes active responsibility for project implementstion, including
preparation of tender isvitations, bid evalustion, selection of contractors,
negotiations, acquisition of necessary site and utilities, organization and
mobilization of local venture partners and other finsncial facilities. The
project is handed over to the company’s Board for start-up and operation.

Investment Supervision remains am important responsibility in both small and
large inovestments.

3.32 1CDC has & total staff (excluding subsidiary companies) of 157,
including professional staff of 69. The Corporation does not have an internal
training unit, but it has evolved s system of in-company training, vhereby an
external training institutiom (KIA or a private training institution) is
entrusted the responsidility of training a group of ICDC staff members. This
{s 4in addition to specific participation in local and overseas courses.

3.33 ICDC’s training priorities are:

o Project FPo.low-up and Supervision (particularly financial

performance evaluation, programming and budgeting, role of
nominee directors)

o Project Management (project renmewal and grovth strategies)
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© Financial Analysis

o Economic Analysis

© Manugement or Attitudinal Training

o Training of Trainers (This is considered important as ICDC would
like to organize training for its own staff and the staff of
subsidiary companies in future.)

Industrial Development Bank (IDB)

3.34 IDB was incorporated in 1973 under the Companies Act as a result of
the joint efforts of the Government, ICDC and the World Bank. The Govermment
is largest single shareholder of IDB (471), followed by ICDC (14.3%) and three
public sector institutions (12.92 each). The Board consists of 8 directors
(including the Managing Director) appointed by institutional shareholders (2)
and the Ministries of Finsnce and Industry (6).

3.35 The main activities of IDB are provision of medium and long-term
loans, direct equity investments/underwriting and provision of guarantees.
The main area of specialization of IDB is the grant of long~term loans to

industry, particularly foreign exchange requirements.

3.36 IDB has a complement of highly competent and experienced professional

staff of 45; the total staff strength is around 125. 1In terms of their
educationai background, the professional staff may be divided as under:

Economists

MBAs

Lawyers

Accountants

Engineers

Couputer Specialists
Others 2

Total ]

W N W o

In terms of the levels of management, 21 are senior managers,
15 middle and 9 junior officers.

3.37 IDB does not conduct any ip-house training at the moment, though
during 1977-79 a mumber of short courses were organized.

3.38 From the operational viewpoint the most important ares of concern
lately has been project supervision and recovery (debt-collection). The bank
has initiated a number of additional steps to augment its debt-collection
incluaing: (1) dividing companies ir arresrs into three categories, those
that are able but unwilling to pay, those unable to pay, and those that may
require involvement of highest level management to assist in collection; (11)
preparing a quarterly debt-collection report showing changes in arrears for




these accounts by category in addition to the normal sonthly arrears reports;
and (111) reinforcement of the debt collection committee. The training aneeds
of IDB, ia order of priority, are therefore as under:

o FPollow-up and Supervision

o Financial Analysis

o Economic Analysis

o Project Promotion

Agricultural and Cooperative Development Bank (ACDB)

3.39 ACDB, vhich is the principal lending institution to the agricultural
sector in Liberia, is jointly owned by the Govermment (65%) and credit unions
and cooperatives (35X). The headquarters is located in Monrovia and the bank
has 4 branches in other parts of the country. The management is headed by a
Managing Director under the supervision of a Board which broadly represents
interests of owners. The total staff strength is 95, of which 37 are
professionals. The professionals represent mainly three academic disciplines,
namely agro-economics, accounting and financial analysis.

3.40 ACDB does not conduct any regular in-house training due to small
size of its professional atalf. There is, however, occasional participation
in the overseas courses/programs (paragraph 4.44) and the new employees are

given training in financial analysis, project evsluation and basic sccounting
for about 2 weeks.

3.41 The more important training needs of ACDB staff are primarily in the
following areas:

o Financial Analysis

o Economic Analysis

o Project Identification

o Project Follow-up and Supervision
o Training of Internal Trainers

Liberian Bank for Development and Investment (LBDI)

P
3.62 LBDI {s a national development bank owned by Govermment (24.1%),
overseas institutions/agencies (74.62) and private Liberians (1.3%). The
Board consists of 14 directors representing various shareholder interssts

(including IFC). There is an executive committee of the Board which exercises
some management control functions.
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3.43 LBDI's present activities are provision of term finance, like most

of the other DFls, but it is actively considering entry into short-term
financing and the deposit business.

3.44 The bank has a staff of 60, of which 29 are professionals, mainly
specializing in sconomics, finance, accounting and lav.

3.45 In viev of the several envirommental constraints, the operstional
priorities of LBD1 are focused on consolidation of its existing portfolio and
rehabilitation of enterprises which are not doing well. The shortage of
working capital finance is seen to be a major operational constraint for many
assisted enterprises. The entry into commercial banking activities would ease
this position and also help the bank in raising more domestic resources.

3.46 In view of to the current situation, LBDI {is attaching inportance
to training its staff in the following areas:

© Rehabilitation and Restructuring of Sick Units
o Follow-up and Supervision Techniques

o Financial and Economic Analysis

o Domestic and External Resource Mobilization

Some comments regarding current training arrangements may be seen in
paragraphs 4.45-4.46.

National Housing and Savings Bank { NHSB)

3.47 NHSB is a Govermment owned institution set up mainly for providing
housing finance. The BO is located in Monrovias and it has no branches.
Temporarily the bank has suspended its housing mortgage activities and the
enphasgis at present seems to be on collection of old debts and commercial
banking activities aimed at expanding the resource base. The Chief Executive,
vi.0 has been deputed by the National Bank of Liberia, is attaching high
priority to restructuring of the bank's operations and restoring it back to
sound financial bealth.

3.48 NHSB has a staff of 120, of which 90 are professionals. Staff
training principally takes the form of institutional attachment (for iastance,
Ist National Bank of Chicago) though there are plans to conduct some in-house
training in commercial banking activities. NHSP has not participated in any
of the Abidjan courses; some staff members attend 2-4 week long courses at the
Liberian Institute of Public Administration. One of the staff members is
attending an MBA course at one of the American universities. The felt training
needs are mainly in commercial banking activities, which may be met through
io~house training and attachment with foreign commercial banks.
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Nigerian y Agricultural and Cooperative Bank Ltd. (NACB)

3.49 NACB {s a nationsl agricultural development bank with headquarters
ac Xaduna (Xaduna State). The bank is jointly owned by the Federal Govermment
of Nigeria and the Central Bank in the ratio of 60:40. It has established
branches in all the states in order to reach the faraing sector, particularly
small fammers.

3.50 NACB's Board has a broad representation of all interests connected
wvith agriculture and agro development. The Managing Director (who is the
chief executive) is assisted by three executive directors, each looking after
specialized tasks like services, projects and operations and finance and
investaents.

3.51 The main activity of the bank is provision of loans to agro and
agro-related activities (poultry, cattle, arable, tree crop, fishing, piggery,
horticulture, mixed farming and marketing). In recent years, the bank has
given highest priority to meeting the credit needs of small farmers. These
loans cover infrastructural facilities, such as improved storage, transport
and marketing systems. Two other areas have assuned prominence in the last
few years—these are financing of agro-based industries and provision of
technical services to individual farmers and organizations.

3.52 NACB attaches importance to training its staff to meet the emerging

training needs. The total staff strength is around 600, of which nearly 125
are professionals.

3.53 The main training needs of the bank have been identified as under:
o Appraisal of farming snd agro-industry loans
o Financial and economic aspects
o Project Supervision (recovery methods)
o Accounting and suditing
0 General mansgement

Comments on the existing training system msy be seen in paras.
‘.b7 - A.SO.

Nigerian Bank for Commerce and Industry (NBCI)

3.54 NBCI was established in 1973 as a wvholly-owned govermment company
for assisting, mainly, small and medium size eaterprises by vay of loans and
equity support. It also undertskes merchant banking activities. The bank's
Board consists of directors, aominated by the President, who represent the
Federal Govermment, Central Bank and specialized functions and interests. The
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headquarters of the bank are located in Lagos but it has branches (19) in all
the states.

3.55 The Managing Director, who is the chief executive, bas & team of

four general managers to assisi him in policy formulation and implementation.
The geners]l managers look after specific functional areas such as banking,
administration, inovestment, corporate services and legal affairs. Appraisal
and supervision functions are looked after by the general manager in charge of
iovestaents.

3.56 In view of the rapid growth in operations the bank's staff strength
has increased sharply during the last few years. The total staff at present
is around 650, of which nearly 200 are professionals.

3.57 In terms of bank's operational priorities, training is required in
the following areas:

o PFinancial analysis and loan supervision

0 Accounting

o Coumercial banking operations

o Staff administration

o Training of trainers

In spite of the fact that the bank has a large staff complement and

there is rising trend in terms of activities, no training is undertaken on an

in-house basis. The manner in which these training needs are met is described
in paras. 4.51 - 4,55,

Nigerian Industrial Development Bank, Ltd. (NIDB)

3.58 NIDB is among the oldest and highly respected national DFIs in the
West African region for its progressive operational and staff development
policies. Federal Govermment and the Central Bank together hold 992 shares
and the remaining 12 is held by the private Nigerian interests. The Board
congists of 12 directors, including the Managing Director (Chief Executive),

nominated by the Ministry of Finance and the Central Bank in the ratio of 2:1,
respectively.

3.59 The main sctivity of the bank is provision of financial assistance
to industrial projects (mew, expansion, rehabilitstion) in the form of loans
and equity. DBesides, the bank undertakes development activities such as
reshaping of poorly conceived projects prior to appraisal, initiation and
development of projects for less developed regions of the country, and provi-
sion of management consultancy services covering executive selection, design
of organization structures, financial planning, business reactivation and
feagibility studies.




3.60 The headquarters of the bank are located at Lagos and there are
five area administration offices, i{ncluding one for Lagos. The Managing
Director is assisted by three Deputy General Managers who are in charge of a
group of functional sreas as explained below:

Dy. G.M.-1 = Area Administration O0ffices

D’- G-H.‘Z

Administration and Finance Division

- Administration Department
- FPinance Department

Investuent Management Division

- Investment Supervision Department
- Management Consultancy Department

Dy. G.M.~3 -~ Projects Division
- Appraisal Department

Research and Development Division

= Research Department
- Promotion and Development Department

The Corporate Affairs Division (Secretariat and Legal) and Manpower
Development Department are under the direct control of the Chief Executive.

3.61 " The bank had a total staff of 569, including 18.J professionals (as of
January 1983). The break-down of professional staff by educational background

is given below:

Economists 33
Pinanci{al Analysts 41
Engineers 32
Accountants 11
Lawyers 8
Market Specialists 6
Others 56

133

It may be seen that NIDB has not only a fairly large group of
qualified professionals, all relevant disciplines sre well representad. 1In
terms of the levels of management, 12 form part of the senior management,
33 are in the middle management and 138 are junior officers.

3.62 NIDB {s perhaps among the selected few African DFIs who pioneered
staff training on an ip~-house basis and created support and physical facilities
for the purpose, which are of international standard. At the saxz: time, NIDB
has continued to avail of traianing opportunities abroad which are of strategic

importance in terms of its operations.

The training policies of NIDB and the

manpower development system are explained in detail in paras. 4.56-4.63.

3.63 In terms of its operational priorities and the availability of
skills, NIDB has identified its professional staff training needs as below:
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o Training for the Technical Staff

o Project Identification and Promotion

o Project Follow-cp and Supervision

¢ Training of Trainers
3.64 Induction training needs and training in project analysis, though
important from the operational angle, can be handled by the training unit

without any external assistance.

New Nigeria Development Company, Ltd. (NNDC)

3.65 NNDC can trace its origin to the two development corporations set up
in Northern Nigeria during 1949. These corporations were merged in 1956 to
create what was then called Northern Region Development Corporation. This
corporation was dissolved in 1967 and s new company (NNDC) was established in

1968. NNDC is quite unicue in its ownership pattern inasmuch as its share
capital is subscribed by a group of 10 Nigerian states in the North. The
shareholding varies between 5.771 and 191. The Board of Directors consists of
15 directors, including Chairman and Group Managing Director (Chief Executive).
The BO is located in Kaduna (Kaduna St-te).

3.66 The organization is divided into 7 operating divisions, nsmely
Textiles, Agriculture and Agro-Allied Industries, Construction, Manufacturing,
Financial Institutions and Commerce, Hotels, Food and Beverage, and
Adainistration. As the organization structure makes it clear, NNDC is dif-
ferent from other DFIs in Africa. It is more like a holding company having

12 main subsidiary companies and more than 100 associate companies operating
in a particular sector of the economy. NNDC's subsidiary company, viz.
Newdevco, provides corporate financial services. Eleven other associate
companies are engaged in capital market services, merchant banking, insurance,
commercial banking, smong others.

3.67 As a3 financisl institution, the main activities of NNDC are:
o provision bf medium and long-term loans
0 equity participation
o Consultancy services (particularly hotels)
© promotion and management of joint ventures

o promotion of agriculture and agro-allied industries

3.68 NNDC has a total staff of 340, of which 70 are professionals. The
total number of professionals in NNDC group is around 250. The training needs
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are of diverse nature in view of the vast spread of NNDC's operations, ! q"
the moment no training is organized on in-house basis.

3.69 According to an assessment by NNDC management, training needs féé-"~“““"‘
professional staff fall in the following broad categories:

(1) General Management (for senior level officers to identify and
improve areas of weakness in the organization)

(2) Project/Investment Appraisal

(a) Peasibility studies (identification and preparation of
projects)

(b) Appraisal (technical, market, financisl and econonic)
(¢) Procurement (raw materials and equipment)
(3) Project Management and Consultancy
(a) Search and choice of technical partmers
(b) Project supervision
(¢) Mansgement of ailing industries (trouble-shooting)
(It may be mentioned that NNDC has developed expertise in
consulting for the hotel industry; this expertise base is
now proposed to be expanded to agro-sllied snd other
economic projects. Consulting expertise msay also be
offered to the member State Govermments.)
(4) Product Marketing
(a) Market appraisal

(b) Distribution, advertising and other sales promotion
techniques

(¢) 1Inveatory plamning and control
(5) Financial Mansgement
(a) Budgeting, forecasting and control
(b) Interpretation of financial statements

(¢) FPipancing of new, existing and ailing enterprises

3.70 In the past most of these training needs have been met tarough
participation in nstional and overseas courses. The managexent his recently
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decided on the establishment of a Msnagement Development Center for meeting
most of the group training needs. This 1s a step in the right direction and
NKDC deserves full support of EDI and ADB in designing and setting up of this
Center. NNDC has engaged the services of a British consulting firm to prepare
the preliminary propossl but the experience and guidance of EDI would be most
valuable in giving a final shape to the project. The Center can have tremen~
dous developmental impect in North Rigeria by training professionals of not
only NNDC group but corporsations and enterprises of member State govermments.
I1f this proposal goes through NNDC will be required to hire some experienced

trainers and in addition train some of its more experienced staff in training
techniques.

Agricultural Bank of Sudan (ABS)

.n ABS was established in 1957 as a public sector statutory financial
institution to provide financial assistance for the development of agricul-
tural sector. The paid-ip capital of the bank, entirely subscribed by the
Government, has been gradually raised from LS 5 million (US$3.91 million) in
1957 to LS 16 million (US$12.5 million) in 1982. The head office is located
in Khartounm and there are 26 agricultural and 7 commercial benking branches
besides 2 grain silo offices.

3.72 The bank is managed by a Board of Directors consisting of

11 directors, including Chairman and Managing Director, a Deputy Managing
Director, 4 representatives of concerned government ministries, s represen-
tative of the Bank of Sudan (Central Bank), and advisor to Head of State, two
representatives of the private sector and a2 wniversity professor.

3.73 In its lending operations ABS attaches priority to meeting financial
needs of small and medium cultivators ss vell as to cooperatives, increasing
productivity by supplring improved seeds, insecticides, fertilizers as well as
extension services, and helping producers in handling storage and marketing of
their crops and to provide expert knowledge and informstion regarding merket
conditions. The financial assistance takes the form of short or seasonal,
medium or long term loesns depending on the purpose for which the loan is to be
utilized. The appraisal procedures are fairly decentralized and all small
loans are sanctioned by the branch managers /managers at HO.

3.74 The commercial activities of ABS mainly comprise import of needed
inputs/spare parts, sorghum purchase and storage facilities. The commercial
branches provide commercial banking facilities to sgriculturists in unbanked
centers to encourage rural savings and mobilize local currency resources for
operations. An agricultural services project being implemented by ABS has
been financed by an IDA credit. The main objectives of this project, comp-
rising four sub-projects, are provisiorn of supervised package of credit and
complementary services, establishment of 2 system based on private dealers for

the supply of farm sessonsl inputs, farm equipment and machinery and servicing,
and institutional development of ABS.
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3.75 ABS has a total professional staff (up to Grade IV) of 219 allocated
as under:

BO 133 (excluding MD and Dy. MD)
Agricultural branches 60

Commercial branches

Grain silos 1

21

=

-

Professional staff constitutes around 34X of the total staff
strength (638).

3.76 Based on ABS's activities and availability of skills and knowledge,
the training and staff development needs were determined as under:

(1) Monitoring and Supervision of Projects
(11) Accounting
(11i) Project Preparation
(iv) Economic Appraisal
(v) Assessment of Market Trends
(vi) Technicel Training
(vii) Training of Trainers

The existing and proposed training arrangements are discussed in
pll’ll. 6066 - 6-70.

Industrial Bank of Sudan (IBS)

.n IBS was established as a public sector statutory corporation ian 1961
and its paid-in capital was entirely subscribed by the Bank of Sudan (Central
Bank). The ownership pattern was diversified in 1980 whereby the Govermment
of Sudan now holds 22X of capital vhile the remainicg 787 {s held by the Bank
of Sudan. The head office of IBS is located in Khartous and it has no branch
offices at present. There is, however, a proposal to establish an office at

Port Sudan for facilitating customs clearasnce and shipping of imported equip-~
ment for bank's assisted projects.

3.78 The Board of Directors consists of Chairman and Managing Director; a
Deputy Chairman and Deputy Msnaging Director; three reptcscntativei of the
Ministry of Finance and National Economy, the Ministry of Industry, and the
Bank of Sudan; and three representsatives of the private sector. Total profes-
sional staff of 25 makes IBS a modest size financial institution.
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3.79 The main functional areas of the bank are granting of loans (medium
and long term), participation in equity and issuing guarantees. The legisla-
\ tion alio empowers the bank to extend managerial, technical and administrative
\ assistaace to private sector. Further, the bank can coordinate ('cooperate')
2 with otler govermment institutions in conducting research relating to new
projectt (which means project promotion). But it seems that due to several
constraints the last two functions have not yet assumed the thrust to have a
visible impact on operations.

-

3.80 Several of the problems faced by the bank are imposed by the external
environment such as migration of skilled workers to other Arad countries,
inadequate infrastructural support, shortages of essential raw materials, lack
of coordinatinn among several govermment agencies and deficiencies normally
associated with financing new enterpreneurs (high default rate, etc.). These

. constraints are not unique in the sense that every development bank operates
in the face of such limitations or imperfections of the task enviromment. The
organizational responses vary from institution to institution but generally
development banks have chosen, under these circumstances, to be selective in
lending operations (tightening of appraisal standards), focus more attention
on follow-up activities and intensify project promotion and development
efforts. In a sense these issues are linked to the process of institution
building, i.e., infusing such dynamism in the institution that it is able to
respond to all or most of these adverse situations.

3.81 The management of IBS has shown awareness of underlying problems as
is seen from successive annual reports. Its response to the situation is a
nev strategy of diversification involving greater attention to financing
saall/cottage/handicraft/artissn enterprises; new schemes for meeting financing
oeeds of self-employed professionals; financing of such sudb~sectors as storage
facilities, transportation, and tourism. This seems to be a welcome shift in
accordance with national priorities and the bank's own experience of financing
mostly medium or large enterprises. Other components of this organizatioa
change strategy are an entry into the arena of deposit banking (time and
demand deposits) and working capital financing. Deposit banking is a step
towvards mobilization of local currency resources while short-term financing

| will be aimed at mitigating acute working capital shortages faced by assisted
units. Most, if not all, of these changes require an saendment of the legisla-
tion which might in turn involve a reviev of the financial sector policies by

the Govermment. The implementstion of these measures will therefore take
tine.

3.82 In view of the uncertainties associated with the proposed
diversification, the training needs assessment has been based on the existing

activities and orgzanizational issues. Priority sreas for staff development
appear to be:

(1) Project ldentification and Promotion

|
|
(14) Management Appraisal
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({11) Finsncial Analysis
(iv) Simplified Approaches to ecouomic analysis

(v) Follow-up and Supervision (particularly rehabilitation of sick
units)

(vi) Small and Tiny Project Financing

The existing staff training arrangements are examined in paras.
6.71 - ‘o74.

Sudan Development Corporation (SDC)

3.83 SDC was established in March 1974 (Act 93) with the principal
objective of acting as a catalyst by combining in industrial joint ventures
local funds and entrepreneurship with advanced technology and finance from
foreign and Arab sources., The entire paid-in capital of U0S$200 million has
been subscribed by the Govermment of Sudan. The head office of the Corporation
is located in Khartoum and it has no branches. Consistent with {ts basic
objective, the main activities of the Corporation are (1) identification and
promotion of new development projects involving feasibility studies and
provision of technical assistance, (11i) direct investment in equity capital,
(i14) short, medium or long-term loans, aad (iv) issue of guarantees and
counter guarantees.

3.84 The Corporation is managed by a Board of Directors consisting of a
Chairman and Managing Director, & Deputy Chairman and Deputy Managing Director,
State Minister of National Planning, Governor of Central Bank (Bank of Sudan)
and two representatives of the private sector. The main operational wing of
SDC is the Projects Departnent which has three sub-units, namely project
promotion and economic research, sppraisal and follow-up. There are three
support units looking after personnel, administration, finance, accounts,
board matters and public relatious.

3.85 As of December 1981, SDC had promoted/financed 26 projects in
textile, food prucessing and real estate sectors. This excludes equity
participation in 5 financial institutions/joint venture banks in Sudan. SDC
had taken a bold i{nitiative in 1978 to set up Sudan Rural Development Co.,
Ltd. (SRDC) for promoting development of rural areas. SRDC has in turn set up
two affiliates, viz. Sudan Rural Development Finance Company Ltd. (SRDFC) and
Sudan Rural Development Promotion Center Ltd. (SRDPC). These three coapsnies
together now constitute a network to identify, promote and finance small rural
development projects. Another operational strategy, recently adopted, is to
undertake s rehabilitation program to restructure, modernize and stresmline
the operations of some existing private sector industrial veatures. Criteria
selected for the purpose require that the industry must (1) have substantial
development value, (11) be potentially ~iable, (iii) have good prospects for
growth and expansion, and (4iv) help bridge supply gaps of basic consumer
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commodities. The activities of SDC therefore cover a wide spectrum from

project promotion to project rehabilitationm, vhich makes operational tasks
more challenging.

3.86 Since the Corporation is involved in a variety of promotional and
financing activities, it looks upon training as an essential tool to upgrade
the knowledge and skills of its 42 professional staff members. The priovities
in this regard are:

(1) Project identification and promotion
(i1) Economic aspects of project appraisal
(i11) Project follow-up, more particularly interpretation of
finsncial results, improved coordination betveen appraisal and
follow-up functions and training for nominee directors who

serve on the boards of joint venture companies.

(iv) Impact evaluation of projects, especisl - its policy
implications.

The present position regarding training and staff development is
examined in paras. 4.75 = 4.76.

Tanganyika Development Finance Comwpany Ltd. (TDFL)

3.87 TDF.. was established in 1962 as a limited liability company under
the Tanzanis companies ordinance. 1Its msjor objective is to extend financial
assistance to small and medium sized projects in the private sector (nomn-
parastatal projects) in the form of loans in local and foreign currencies and
direct participation ir equity. The paid-in capital at T Shs 88 million has
been subscribed by TL .27%), CDC of UK (121), DEG cf West Germany (271) and
M0 of Netherlands (342). TDFL is therefore majority foreign owned institu~
tion. The composition of the Board also reflects the ownership pattern; esch
of four shareholders vominate two directors each sand the Managing Director
(who is the chief executive) is appointed dy the Board.

3.88 The organization structure is divided into five depsrtments; finance
and plannirg, manpover development and administration, project supervision,
project appraisal snd iovestment, secretarisl snd legal. Besides, there is an
internal sudit unit. TDFL has a professional staff of 31, of which 4 are
presently seconded to subsidiary companies. The professional staff is
allocated to various departments as follows: finance and planning - 5;
manpover development and administration - 3; project supervision - 9; project
appraisal and investnents - 8; secretarial and legal - 1; others - 1. Most of
the staff members had be3ic degrees in economics, finance, accounts and other
relevant disciplines. There are, however, only two engineers, cne of which 1s
an expatriste consultant. The total size of the organization is small, but it
is looked upon by foreign lending ageacies as an able and dedicated group.

The actual increase in professional staff has been lower than 1979 projections,
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mainly on sccount of slow-down in operations during tha last two years due to a
combination of external factors.

3.89 The management of TDFL .s deeply committed to training as a means of
staff development and the institution has a clearly stated policy to offer
training to all categories of staff. As far as professional staff is con-
cerned, they are deputed to attend local as well as foreign courses according
to the annual training plan. TDFL, like TIB (para. 3.93), feels that manage-
ment education is necessary for promotiom to senior positions. If due to
funding constraints staff cannot be deputed to attend foreign management
courses, TDFL would expect AADFI-ADB to meet this gap by launching a new
management oriented course for development banks in Africa. A similar view
has been forcefully expressed by TIB. Other two areas for training are
follow-up and supervision, and economic aspects of project appraisal. TDFL
would also welcome any opportunity to train its operational staff in the
methods and techniques cf training in order to intitiate some in-house
training for the staff. Some additional comments on TDFL's training policy
and system are contained in paras. 4.77 - 4.80.

Tanzania Investment Bank (TIB)

3.90 TIB was established in 1970 as a public sector parastatal
organization. 1Its paid-in capital of T Shs 100 million is owned 601 by the
Governmen”., 307 by the National Bank of Commerce (NBC) and 101 by the National
Insurance Corporation (NIC). Both NBC and NIC are wholly Govermment owned.
The curreat Chairman of the Board of Directors, appointed by the President, is
also Chairman of NBC. There sre eight other members nominated by the share~
holders (five by the Minister of Finance, two by NBC and one by NIC). As the
post of the Managing Director is vacant at preseat, General Manager of TIB is
acting as the chief executive. The General Manager is assisted by four
committees: Loan, Management, Staff Appointment and Housing Allocation. The

Loan Coumittee meets every week and considers all financing proposals before
their presentation to the Board.

3.91 The organization structure consists of five departments: Operations,
Projects, Planning and Development, Finance, and Administration. Till January
1982, both appraisal and follow-up functions were combined in Operations
Department. In view of the importance of follow—-up function and sudden rise

io arrears it was considered necessary to create a separate department for

this function. TIB has a total staff of 128, of which around 60 are profes-
sionals. The distridution of professional staff is as follows: operations -

15; projects - 10; plaaning and development - 11; finance - 10; administration
- 7; others - 7.

3.92 TIB's major activities are provision of medium and long-term finance
for large industrial and agricultural projects, most of which are i{n the
public sector. TIB also enjoys a very high reputation in activities relating
to project identification and promotion and various sectoral studies. The
initiatives in this respect included capacity utilization and efficiency
studies of large parastatal borrowers, which were experiencing operational
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problems. More recently, the focus has shifted to project supervision, as a
number of existing projects are facing problems due to several envirommental
constraints. The financing strategy of TIB now favours projects which

(1) increase export earnings, (ii) are import substitutive without excessive
dependence on imported rav materials, (iii) increase availability of food
grains/agricultural production as a major source of export earning, (iv)
conserve energy, (v) increase capacity utilization of existing industries, and
(vi) improve directly the country's balance of payment situation.

3.93 TIB looks upon management education and training ss an essential
ingredient of its overall organizational erfectiveness. It has drawn on the
IDA technical assistance to provide management education and training to its
staff in reputed institutions sbroad. Due to this emphasis in the past, TIB
bas been able to build up a cadre of competent managers, who are regarded as
biggest asset of the institution during difficult times. In view of this, the
management of TIB attaches highest importance to basic management education to
all its professional staff. The other priorities include training in research
and planning, follow-up and supervision and economic/financial aspects of

project appraisal. TIB's training policies and systems are explained in
paras. 4.8]1 -~ 4.85.

Uganda Development Bank (UDB)

3.94 UDB was established in 1972 to finance development of agriculture,
industry, tourism, housing and commerce. It provides assistance in the form
of short, medium and long term loans, equity investments, guarantees, and
managerial or technical services. The share capital is fully subscribed by
the Govermment., The Board consists of 7 members, including the Governor of
the Central Bank and the Secretary of the Treasury as permanent ex-officio
members. A General Manager, appointed by the Minister of Finance, is the
chief executive of UDB. The present incumbent is an experienced banker.

3.95 The organization structure consists of three departments, naaely
Operations, Pinance and Administration, and Secretary's. Operations consists
of five divisions - agriculture, industry, commerce and trsde, livestock and
research, and promotion. Finance and Administration has two divisions; one
responsible for finance and accounting, and the other for personnel and
administration., Secretary is responsible for legal work and Board papers,
etc. The organization structure is being strengthened by two assistant
general managers, who will be expatriates, to head Operations and Finance and
Administration Departments respectively. Besides, a chief accountant, another
expatriaste, will be appointed to manage finance and accounting division. UDB
is also thinking of phasing out commerce and trade financing and creating a
nev division for follow-up and recovery. This sounds logical as the function
of providing short-term commercial credit was entrusted to UDB in 1972
followiag the mass exodus of non-Ugandan citizens. In order to strengthen its
developnental r>le, UDB should restrict its activities to providing long and
medium terv rroject finance., The need for follow-up and recovery division has
arisen ms’ on asccount of problems faced by the assisted projects at implemen-
tation et operation staze. UDB is required, under the cizcumstances, to
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focus greater attention on consolidation and rehabiliation of its existing
portfolio.

3.96 UDB has a professioual staff of around 60, of which nearly !5 have
joined the bank during 1982. The number is expected to increase marginally
with addition of expatriate advisors and some qualified Ugandans. UDB has
received assistance of EEC, UNDP and IDA in recruiting and funding of

expatriate staff and fellowships for training Ugandan staff in overseas
institutions.

3.97 The training priorities of UDB currently are induction/orientation
training to newly recruited staff sembers and exposure of the existing staff
to follow-up techniques, mainly rehabilitation of sick units, and financial/
economic aspects of project appraisal., The bank has no formal in-house
training system and depends entirely on insfitutions abroad for trainiang its
staff in development danking, but with the addition of more professional staff
and a very challenging operational enviroment, it is felt that the bank
should at least assume the responsibility of induction/orientation training.

Some specific recommendations in this regard are contained in paras. 4.96 -
4.87.

The Development Bank of Zambia (DBZ)

3.98 DBZ was established as a statutory corporation in 1972 for providing
sedium and long-term loans and equity financing for projects in industry and
large scale agriculture, including coustruction, transport, power, tourism and
mining. Over the past ten years DBZ has emerged as a significant institution
in the Zambian economy providing development finance to a wide variety of
projects.

3.99 The bank has s three tier capital structure. The ordinary capital
is divided into class A and B shares; class A shares are reserved for
Goverument and parastatal organizations. Class B shares are subscribed by
private local and international organizations (including IFC). There is oo
limitation on class C preference shares which carry s dividend right of 8-1/2%
p.a. As of Deceaber 31, 1981 issued and fully paid-up capital stood at

K 17.425 nillion (A and B - K 10 afllion; C - K 7.425 aillion)*.

3.100 DBZ's Board consists of ten members, including the Managing Director.
The ratio of Goverment and class B shareholders appointed directors 1is 6:4,
respectively. Oue of the major factors which has contridbuted to the growth
ani soundness of DBZ is the dedicated efforts of the current chief executive
aimed at institution building activities. There is not only a clearly laid

out operational strategy, DBZ can boast of general guidelines on project
appraisal and follow-up for use by the staff In these endeavors, DBZ has

*10S$=1.10 K (approx.)
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effectively used expatriate staff and training opportunities available in
foreign institutions for its own staff. These investments are shoving
encouraging returns and it is only a matter of time before the dependence on
outside expertise is reduced to the minimum. Iz this context, DBZ's decision
to initiate in-house training activities is most appropriate to maximize the
benefits of external training and sttain a higher training coverage ratio.

3.101 DBZ's organization structure is well-designed and appropriate for
its needs. The Managing Director is sssisted by a General Manager and an
expatriate Management Advisor. At operational level, the organization is
divided into three divisions; project promotion, project appraisal (industry
and agriculture) and project supervision (industry and agriculture loan
administration). There is & se )arate small-scale financing unit under the
charge of an expatriate advisor. The support units include finance, legal,
adzinistration and personnel, audit.

3.102 In October 1980, DBZ had a staff of 95 (37 professionals). This
number has since increased to about 134, including 50 professionals. The
professional staff is allocated as follows: project appraisal {17), project
supervision (10), legal (3), internal audit (2), SSE financing (2), project
promotion (6), finance (5), persomnel and administration (5). There are four
vacant positions. The responsibility for training activities is divided
between an expatriate chief economist-cum—training coordinator and chief of
administration and personnel. It is expected that this duality will
ipcreasingly give way to a centrality of this function in the hands of a
training officer reporting to & fairly senior level in the management hier-
archy. DBZ has the problem of inadequate engineering staff who presently
mmber only 5, including the expstriate engineering staff. Steps are being

initiated to augment the strength of engineers through the recruitment of
locally qualified candidates.

3.103 A discussion with the division chiefs of DBZ helped the mission in
setting the training priorities, which are given below:

o warket, financial and economic aspects of project appraisal
o training of the engineering staff

o project follow-up and supervision

o in-house training capabilities (training of trainers)

A brief description of the existing and proposed training
arrangenents is contained in paras. 4.88 - 4.89.

Rural Development Corporation of Zaabis Ltd. (RDCZ)

3.104 RDCZ was incorporsted under the Companies Ordinance in 1968 as a
parastatal holding company for agro-rural related activities. 1Its subsidiary
coupanies provide agricultural credit {(AFC), cattle finance, rural aid
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services; samfacture of dairy and pork products; produce tea; and manage
poultry operations. As of March 31, 1982 the corporatiou had a net worth of
K 34 aillion (equivalent US$3]1 aillion). The Board counsists of 11 directors,
including high-level Govermment representatives and chief executives of
parastatal organizatiouns.

3.105 The corporation (including its subsidiary companies) is large in
teras of sanpower resources; about 200 staff, including 150 professionals.
There is 00 system of internal training; staff is deputed to some overseas
courses as and when financial assistance is provided by the course organizers
or other international sgencies. It seems that the management appreciates the
need for a training policy. It is hoped that necessary steps would be
initiated in this direction. The corporation is considering AADFI membership
and may approach EDI for assistance {n installing an internal training aystea.

3.106 The current training needs fall in the area of planning, appraising
and managing rural development projects. Thers is also need for human
relations training to reinforce the organization's interface with rural
coumunities. The available evidence shows that this training need is largely
unsatisfied but can be easily met, in a cost-effective manner, through internal
training. There are also some technical training needs (of subsidiary

companies) which are generally met out of technical assistance allocatioans/
project funds.

Zambia Agricultural Development Bank (ZADB)

3.107 ZADB was established in 1979 under an enactment by the Parliament

for the purpose of providing financial assistance to agricultural and fishing
activities. The bank has yet to become fully operational though some key
officials have already been appointed. The main reasons causing delay is the
question of capital and operating resources. The Govermment has not defined
the precise role of the bank as agricultural credit is being presently provided

both by DBZ and Agriculture Finance Company, & subsidiary of Rural Development
Corporation of Zambia Ltd.

3.108 The bank has a staff of around 30 but after the operations are
conmenced, it is expected to be a large size institution baving professionals
with experience {n financing crops, fisheries, livestock, agricultural estates,
agricultural equipment, among other agro related activities. ZADB will also
provide technical and extension services to farmers. Although it is rather
early to determine precise training needs, it is expected that training would
be required in all aspects of agro project planning, preparation, sppraisal

and supervision. The management seems to be committed to provide training,
both in-house and external, so that desired capabilities are devaloped.

3.109 ZADB is approsching AADFI for membership shortly and expects to
psrticipate in EDI-ADB programs, particularly those relating to agricultural
projects. There are likely to be some specialized training needs, which will
be met through technical assistance components in foreign credits.
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Finsncial Institutions in Zimbabwe

3.110 The primary objective of the mission to Zimbabwe was to look into
the progress made in the setting up of a new development bank and to assess
the training implications of the proposed structural changes. In this connec-
tion it is appropriate to examine the role of two existing institutions,
namely the Industrial Development Corporation (IDC) and the Development
Pinance Company (DFC).

3.111 IDC wvas established im 1962 for the purpose of promoting and
financing new industrial projects. Its shareholders are Govermment of
Zimbabwe, princip-l commercial banks (public as well as private) operating in
Zimbabwe, an insurance company, and some private sector companies. For all
purposes 1DC {s treated as a parastatal organization under the control and the
direction of the Govermment of Zimbabwe. IDC has played an important role in
promoting new industrial ventures through equity participation. As of June
1982, IDC had controlling interest (ranging between 5]-1001) in 11 subsidiary
companies, including DPC. The companies were engaged in the manufacture of
asbestos fibers, industrial minerals; assembly of cars and trucks; mining, and
film processing. There were 8 associate companies (with corporation's share-
holding ranging between 20-50%) engaged in motor assembly, mining and the
manufacture of alumimm, hosiery, copper oxychloride products and high tech-
nology communication equipment. The performance of IDC companies was by and
large encouraging despite several external constraints.

3.112 The loans portfolio principally consists of loans granted to IDC's

subsidiary and associate companies. Loans and short-terz facilities consti-
tute about 281 of total IDC investaments.

3.113 DFC was established in 1980 for financing emergent small business
enterprises, mostly in rural areas and has functioned under the control of IDC
since January 198]. The working of the company has not been entireiy satisfac-
tory; it has heavy accumulated losses and nearly 481 of its portfolio is in
siTears. Looking at the task of financing new entrepreneurs in the context of
national development policy, there is a need for s nev organization, wvith a
larger expertise base and adequate financial resources. The Govermment of
Zinbabwe has decided to establish s Small Enterprises Development Corporation
(SEDCO) in response to this need. It is proposed to merge DFC {n SEDCO and
IDC's shareholding will be transferred to the Govermment, This new develop-
ment, which 1s in an advanced stage of implementation, is to be welcomed as
the country required such an institution to identify, promote and finance
saall enterprises in the rural areas which lack proper industrial infrastruc~
ture at the moment. The new corporation will not only finance new small
enterprises but msore importantly involve itself in the identification and
development of new local entrepreneurs. The legislation clearly confers onm

SEDCO a training-cum—development role, which seems highly appropriste under
the circumstances,

3.114 The need for a nev development bank in Zimbabwe has been felt as the
existing institutional structure is inadequate to meet the need of long-term,




viable growth of industrial enterprises in the sedium and large sectors. There
is oo financial institution at praesent to provide foraign exchange for acquisi-
tion of fixed assets on a long term basis. A major portion of the fixed assets
is financed out of self-gensrated funds. This position is unsatisfactory for
a major industrialization effort, particularly with a view to encouraging more
new local entreprensurs. The Govermment has therefore decided to set up a new
developuent bank to provide loan (local as well as foreign currency) and

equity investments on a much wider scale consistent with the national develop-
ment policy. The decision is timely and covers a major gap in the national
financing structure.

3.115 The enabling legislation has been passed by the Parliament and
avaits approval by the senate and presidential assent. According to tentative
schedule, the new development bank will come into being omn July 1 this year
and will coomence operations soon thereafter. The Govermment will own 51X of
share capital of DB and the remaining 497 will be issued mainly to foreign
investors, including EDG (Germany), CED (UK) and IFC. The bank will be
empowered to finance private as well as public enterprises though the orienta-
tion will be dominantly public sector. The Board will have 1]l members; of
which 6 will represent Govermment interests and 5 private foreign invegtors.
The Chief Executive will be assisted by s General Manager and a highly exper-
ienced team of senior officers in charge of various operations. According to
the indications received, DB will have an important training and development
role. It will undertake institution building activities right from the
inception stage so that degsired capabilities are developed within the shortest
time possidble. IDC, after the establishment of the new bank, will cease its
lending operations and will concentrate on project promotion, implementation
and management activities, which seems to be a rational approach to aveid
duplication of efforts.

3.116 The new institutional structure (including existing staff of IDC and
proposed staff of SEDCO) is likely to have a professional staff of 100-150 in
the next two years. These professionsls will require training in:

o identification and development of new entrepreneurs;

o {dentification, plaoning and preparation of new projects;

o market and technical studies;

0 project appraisal: management, market, technical, financial and
economic;

o counselling and extension services;
o appraisal of small loans;
o documentation;

0 project implementation follow-up;
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o folivw-up at the operation stage;
0 Jjoint venture management;
o impact evaluation of projects.

3.117 The above list seems to cover almost everything presently covered in
the development banking training. But this is the way it has to be. We are
sbout to witness the emergence of s new financing structure in a country which
is launching planned development to cope with the problems of unemployment,
inequitable distribution of wealth and opportunities, and economic dependence.
Looking at the situstion in its broader perspective, we are inclined to recom
mend that the new development bank should assume a major responsibility to
train its own staff, the staff of SEDCO and IDC, other support organizations,
and even commercial banks in project promotion, appraisal and followup. There
is no doubt that both EDI and ADB will provide suitable assistance in orgao-
izing the nev training system if and when required. The dependence on
external training alome will not be an efficient solution to the problem.
Besides, the time spent on institution building activities will have to be
compressed substantially to make up for the time already lost.

Arab Bank for Economic Development in Africa (BADEA)

3.118 BADEA was established in 1975 in response to & resolution adopted at
the sixth Arab League Summit Conference held in Algiers in November 1973. The
headquarters are located in Xhartoum and the bank does not have any offices at
pational o1 subregional level. The basic purpose or mission of this institu-
tion, which has been set up and funded by Arad Goverments, is to contribute
to the economic development of non-Argb African countries. The supreme
authority within the bank is beld by the Board of Governors which is composed
of the Finance Ministers of menber states. The Governors maeet once & year.
The Board of Directors which consists of a Chairman and eleven other members
is responsible for day to day functioning of the bank sand meets three times a
year. Seven countries each holding 200 shares or more have permanent seats on
the Board. These countries are Algeria, Iraq, Kuwait, Lidbya, Qatar, Saudi
Arabia and the United Arab Emirates. The remaining 4 seats on the Board are
filled by the Governors among the meaber countries with less than 200 shares.
As of December 1981, the dank's paid-in capital stood at US$738.25 million.

3.119 A total of 4] countries are eligible for BADEA's assistance. These
countries are menber states of OAU which are not st the same time members of
the League of Arab States. The bank's assistance takes the form of (i) loans
on concessional terms to support the implementation of specific projects, (ii)
technical assistance for project feasibility studies (usually supplied as s
free grant or as ac sGvance on the loan if the bank decides to participate in
the financing of the project), and (iii) modilization of additional flow of
assistance from Arsb countries to non—Arab Africa. During the seven years of

operation ended December 1981, the bank's financing showed the following
sectoral priorities:




(1) Economic Infrastructure (45.442)

(11) Agriculture (25.062)
(111) Industry (19.042)
(iv) Energy (10.46)
3.120 BADEA had initiated a reorganization study in 1979 and the

recoomendations were implemented in 1981. The work of the bank is organized
in three departments-operations; administration; information and externmal
relations and documentation. The operatious department consists of three
divisions, unamely East Africa; West Africa; Programming, Coordination and
Studies. The Chairman of the Board of Directors, vho is also President and
Director General of the bank, is assisted by an advisory cosmittee on invest-
ments and an executive committee. The new impressive headquarters building of
the bank was inaugurated in March [981.

3.121 The primary objective of the visit to BADEA was to ascertsin {its
role in sponsoring or co-funding training for the professional staff of DFIs
in Africa in view of its special status as a regional development bank

in Africa. It was gathered that BADEA is primarily engaged in assisting high
priority development projects sponsored by govermments of eligible states.

Its involvement vith national DFIs in Africa bas been minimal. In terms

of operational priorities, technical assistance (including training) to
development bankers (as against training to the staff of assisted projects and
goverment planners) figures rather low. Any departure from this will require
policy adaptation and approval by the appropriate authority and will have to
be linked to a sufficiently well-designed program of technical assistance
having substantial development impact. However, BADEA will favorably consider
requests for use of its professional staff for teaching in project relaced
courses sponsored by ADB-EDI-AADFI i{f and when required.

3.122 It may be menticned that BADEA has very competent and experienced
professional staff from several Arsb and African countries. The staff aembers
do participste at times in seminars or conferences, but there are no firm
internal or external training srrangements. Sowe of the staff members of the
bank have attended EDI courses in their previous employment. BADEA has not
participsted in Abidjan courses.

East African Development Bank (EADB)

3.123 EADB was established in December 1967, simultaneously with the Rast
African Community of Kenya, Tanzania sad Uganda. Its Charter, which was an
Annex to the Treaty for East African Cooperation, stated EADB's principal
objective as reducing 'the substantial industrisl imbalances’' among the
Partner States and to make their economies 'increasingly complementary in the

{ndustrial field.' 1In light of this basic objective, EADB's functions were
defined as:
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© making loans and equity investments and giving financial
guarantees for specific industrial projects;

© providing technical assistance;

0 working with national DFIs and cooperating with any other
institutions to further EADB's objectives.

3.124 As EADB vas essentially designed as a development financing organ of
the Community, it lost its raison d'etre when the Community broke up in 1977.
The initiastive for financing industrial development, under the circumstances,
gradually passed on to national DFIs in Kenya, Tanzania and Uganda. The
period between 1977-1980 was difficult for the bank in view of the prevailing
political tensions, loss of leadership at the top, resources constraints,

deterioration in the investment climate, among others. It was the time when
the bank faced the possibility of dissolution.

3.125 Things changed radically in 1980 with the appointment of a new
Director General from Sweden. Equally significant were the changes in the

EADB Charter of 1967, which provided a pew expanded role and a new mission to
the bank. The main changes were as f llows:

(1) EADB was designated as an international organization in its own
right;

(11) Membership of the bank was extended beyond the three Partner

States “to any state in the region” (Eastern and Southern
Africa);

(111) The principal objective of the bank was restated to include
development in the member states "in such fields as industry,
tourisa, sgriculture, infrastructure such as transport and
telecommunications, and similar and related fields of
development™; and

(1v) A pew objective was added; the bank was suthorized to "provide

consulting, promotion, agency and other similar services for
the region.”

3.126 The development Tole of the bank will be further reinforced with the

possible establishment of s Preferential Trade Ares for 18 states in Eagtern
and Southern Africa.

3.127 Two other deveJ:op-entu need to be mentioned: first, during 198] the
bank decided to adopt SDRs as the unit of account; and second, it set up an

International Advisory Panel consisting of members enjoying high reputation in
international banking and finance.

3.128 With the changes mentioned above, EADB has emerged as a strong
regional development finance institution which not only provides finance for
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development projects but is rapidly becoming a source for research, cousulting
and advisory activities {n the region. The bank has a professional staff of
around 40 which is well-equipped to handle financing and promotional responsi-
bilities. Although there is no internal training within the bank, the craff
is deputed to attend overseas courses/seminars with the assistance of several
national, international and mult{-lateral agencies. The bank has collaborated
vith FPAO for an agricultural projects course at ESAMI, Arusha. It is expected
that the bank will increasingly participata in such activitias now that
internal and operating problems have been nearly resolved.

3.129 One of the main reasous of the visit to EADB HQs at Kampala was to
ascertain the role which the bank might play in training the staff of DFIs
within its srea of operation. This objactive vas not fully met due to extreme
paucity of time and lack of prior understanding of the management structure of
the bank. BHowever, it is suggested that AADPI-EDI-ADB should establish a
channel of communication with the top management of EADB and ascertain how
best it could be associated in the future training programs for DFIs in the
English speaking countries in Africa. It seems highly desirable that EADB
should be involved in such endeavors (more particularly training in East
Africa), but precise arrangements need to be evolved after consultation at the
appropriate level. EADB staff has deep understanding of the development
issues relevant to countries in East Africa; its increasing involvement in
promotional activities, besides existing collaborative relatiounships with
national DFls, demand its participation in professional staff development
activities, particularly at the sub-regional level.

An Inventory of Training Needs

3.130 The above description of individual DFIs provided a general
microscopic assessment of training needs. While there are areas of agreement
regarding the felt and the perceived training needs, soze DFIs have unique
requirements consistent with their aission, socio-economic situation in the

country and levels of skills/expertise of staff. Some comments are therefore
io order:

(1) Out of 27 institutions visited during the field survey, oaly &
have well established internal training programs for its staff.
This is {n sharp contrast to the findings of a similar survey
of Asian and the Pacific DFIs conducted during 1¢8] by UNIDO
for ADFIAP. It wvas found that 27 out of 40 institutions had
well-developed training facilities. The lack of internal
training facilities in Africa has clear implications for
sub~regional and regional training. Till the time internsl
training capabilities are fully developed, sub-regionsl and
regional programs will have to be designed in such a way that a
large part of these needs is fully sacisfied.

(2) Agricultural or mixed development banks constituted a small
minority (around 8) in the sample of institucions selected for
this survey. Therefore, in the aggregation process training
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needs of these institutions, which are more specific to
financing of agricultural and rural projects, ranked rather
lov. In fact, these are mentioned st the end of the prioritized
list of training needs given below. Bowvever, from the perspec-
tive of these institutions these needs are ®»ost important. It
does not imply that an industry oriented development banking
Program is completely irrelevant to these institutions. Most
of the techniques for project appraisal and supervision are
neutral in the sense that they are equally applicable to
industrial, agricultural or any other kinds of development
projects. However, agricultural financing has some unique
attributes which can best be dealt with in & progran designed
for the purpose. This note of caution is important and must be

kept 1n view while exanmining the overall inventory of training
needs.

The training needs have been rank-ordered depending on the
number of responses received from individual DFIs. This
approach serves only one purpose, {.e. focusing attertion on
the most critical and comparatively urgent training nceds, but
certainly it does not mean that lower ranked needs can be
ignored for the time being. In fact, the strategy advocated in
this report is to meet all these needs in a systematic way
within the shortest time possible.

One of the more importent tasks assigned to the mission was to
evaluate the effectiveness of the present Abidjan (English)
course conducted by EDI~-ADB~AADFI. Although Abidjan course with
& little bit of restructuring can effectively respond to the
identified training needs, it would be naive to imagine that
all these needs can be met by just one course, however well-
organized it might be. Therefore, we would like to address the

question of designing appropriate programs for meeting those
training needs in the last part of this report.

The training needs mentioned below relate main.y to the junior
snd middle-senior level operational staff - The t{zaining needs

of top and near top managers are assessed separately (paragraph
3.133).

3.13] The identified training needs have been classified into 14 broad
segments. Each segment contains some specific topics, deemed to be nore

critical from the operational viewpoint, to facilitate designing of
appropriate training msodules/prograas.

(1)

Project Pollow-up and Supervision
© Importance of follow-up and supervision

© Project scheduling techniques
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o Disbursement proceduras

o0 Procurement procedures

o Covenant and security arrangements
o Programming and budgeting

o Pollow-up information system at implementation and operation
stage

0 Role of nominee directors

o PFinancial performance svaluation

o Why projects fail (an overview of managerial, technical,
marketing and financial probleas and suggested remedial
meagsures)

o Rehabilitation of sick units (restructuring capital
base, change of management, moderunization of equipment,
diversification of activities, etc.)

o Joint-venture management

(2) Economic Analysis (Appraisal)

o Importance (Why economic analysis?)

o Basic concepts

o Principal approaches

o Calculation of EIRR (World Bank approach)

o Calculation of DRC

(3) Financial Analvsis (Appraisal)

o Interpretation of financial statements

o Calculation and interpretation of financial ratios

o Financial projections

0 The concept of time value of money

o Calculation of FIRE

o Capital and operating coscs
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o Working capital
o Sources of finance (including debt-equity relationship)
0 Breakeven and sensitivity analysis
© Debt Service Coverage Ratio (DSCR)
(4) Training of Trainers
0 Management of training function
0 Training skills and methods
o Use of teaching aids
o Development of teaching materials
(5) Project Identification and Preparation
o Data colle “ion, storage and retrieval
o Project identification technigues
o Project preparation
0 Project reshaping
o Preparation of feasibility and project reports
(6) General Management
0 Communication
0 Teanbuilding
© Decision making
o Motivation
0 Leadership
0 Negotistion
0 Personnel Management
(7) Market Analysis

¢ Techniques of market analysis
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o Collection of information (information systeam for market
analysis)

(8) Technical Analysis

-~

0 Selection of site
o Infrastructure support
o Selectior of technmology
0 Procurement of equiprent
o Civil comstruction
© Raw materials
o Utilities
0 Product quality control
o Contracting
(9) Development Bank Policies and Managemeat
o Objectives/basic purposes
o Internal and external resource mobilization
0 Diversification of DFI activities
o Co-financing
© Management advisory and consulting services to clients
o Entrepreneur development programs
o DFI financial policies
(10) SsSEs
o Importance of SSE
0 Promotion of SSEs

o Special problems of SSEs, tiny/cottage industries

o Counseling
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(11) Management Appraisal
¢ Importance
o Curreat practices

o Evaluation of personal, managerial and entrepreneurial
attributes

(12) Accounting and Auditing

(13) Impact Pvaluation
o Project completion reports
o lImpact evaluation
o Policy implications

(14) Agricultural Sector (See subparagraph 3.130(2) above)
© Planning and preparaticn of agricultural projects
0 Appraisal of agricultural/farm loans
0 Implementation and supervision of sgricultural projects
o Planning and appraisal rural development projects
o Agro-industrial projects

3.132 An interesting point made during several high level discussions
touched upon the training needs of chief executives, general managers and
other near top mansgers in several institutions. The available information
revealed that (a) there were very fev top-managerent training opportunities in
Africa, (b) a majority of the chief executives intervieved would like to
&ttend one to two veek seminars relating to operational aspects of development
banking, management of people, growth and development of their organizations,
(c) there was insufficient contact between chief executives of African DFls
and contacts with DFIs in other parts of the developing worid vere almost
nop-existent. In this connection, it was mentioned, that EDI coursee/seminars
served an important purpose by exposing the perticipants to ideas and practices
of high level officials from almost all parts of the world. World Bank
missions also served the same purpose somewhat differently.

3.133 The top-management iraining needs may be divided into 5 broad
sTeas:

(1) Policy Formulation




(2)

(3)
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Preparation of policies, selection of operating strategies
in terms of basic purposes and aission of the institution

Nexus between DFI policies and national developaeat goals
accepted by the govermment

Participation in sector level policy formulation (industrial,
agricultural, financial, etc.)

Linkages with govermment and other para-statal organizations

Coping with rapid changes in DFI's operating eaviromment
through appropriate policy responses

Business forecast plans and performance evaluation

Resources

Mobilization of local currency and foreign exchange resources

Attracting high quality staff, training and developing them,
building a highly motivating work climate, performance
appraisal, levels of compensation, etc.

Meeting gaps in key expertise areas (mostly technical),

selection of expatriate advisors and involving them in the
process of institution building

Negotiations with officials of internstional/regional
institutions (World Bank, ADB, aid agencies, etc.)

Clients

Identification and development of new entrepreneurs
Identifying nev projects/investment opportunities

Instituting sound systems for project appraisal/project
selection criteria

Introducing a sound (dependable) system for project reporting
and monitoring

Bringing about structural changes in sick/ailing projects
and rehabilitating their operations

Improving recovery (debt collection) practices
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(4) New Directions
= Diversifying operations of DFIs to include high revenue
, yielding activities
} = Finding new ways to meet the needs of clients
~ Helping diversificstion and relocation of industrial ventures
(moving industries to comparatively less developed sreas)
= Improving staff productivity, morale and reducing staff
turnover
(5) Support Systems/Services
- Introducing computerization
= Personnel and aduinistrative services
- Internal training (Why training?)
3.134 As far as senior managers are concerned (particularly those who are

well couversant with technical aspects of development banking), it was found
that management training, mainly relating to imstitutional building aspects,
was crucial. This training will comnsist of following core segments:

(1)

(2)

(3)

Policy related issues (some of which are included in the
training for chief executives).

NManagement and institutional building aspects (problem solving,

decision making, lesdership, motivation, comaunication,
negotiation and OD).

Training aod staff developwent capabilities. (The officers at

this level are generally used by DFIs in internal training
activities; for those institutions which are about to start

in-house training this aspect is extremely important.)
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PART IV

TRAINING POLICIES, ARRANGEMENTS AND IN-HOUSE TRAINING CAPABILITIES

General Observations

4.1 In Part IV of the report we shall examine the present training
policies, arrangements for staff training and in-house training capabilities
of DFIs included in this study.

4.2 It is observed that training policies in most of the institutions
are aimed at enhancing and updating technical and managerial skills of the
professional staff besides motivating them to higher levels of performance.
However, it is oot a commou practice to explicitly articulate these policies
as is dooe in the case of, say, financial/credit policies which are clearly
addressed to the potential clients. This invariably leads to ambiguity and

ad-hoc planning in the area of staff development. At least some DFIs are in

the process of preparing staff development plans covering & period of next 2/3
years under the guidance of some international lending institutions. However,
looking to the general lack of experience in this area, it is worthwhile
suggesting that some training be provided to personnel and training adminis-
trators either within or outside Africa. This should be in addition to the
training of trainers programs, the need for which has been clearly established
(paragraph 3.131).

4.3 Out of 25 national DFIs included {n this study, it was found that
only 4 DFIs (located in 2 countries) have vell-established internal training
programs and facilities (Annex 3). Altogether these DFIs train nearly 350
professionals every year, which constitutes about 402 of their total
professional staff. In some cases, training is also provided to the

oon-professional staff though principally it is focused at the professional
staff.

4.4 Seven DFIs are likely to commence internal training programs in the
near future and they require external assistance particularly for training
some internsl trainers and developing case studies (Annex 4). The physical
facilities may be financed ocut of own funds or, as in some cases, out of TA
compouent of foreign institutional loans. But in several other cases (where
internal training is still a noo-priority consideration), stringent foreign

exchange controls make it rather difficult, if not impogsible, to import
pedagogical aids.

4.5 There seeas to be a strong link between the total staff strength and
the internal training effort and organization (Annex S). Those institutions
which conduct training sessions have s staff strength of nearly 500 or more
emsployees. Some DFls which are sctively considering coamencement of internal
training have in excess of 100 emplovees, It was, however, found that even
some small DFIs (total staff less than 100) are also keen to start some kind
of internal training, which may take the form of occasional staff seminars,
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lectures by visiting experts and contact program with clients in major
industrial segments. The main constraint for launching such a program seeas
to be inadequacy of space (it may be mentioned that many DFIs are willing to
allov the use of the boardroom for this purpose) and undeveloped pedagogical
skills on the part of the professional staff. 1In this context, programs like
training of trainers will be of great value to those DFIs and should provide
desired stimulus to undertake such an effort on an organized basis.

4.6 Many DFIs in Africa have expatriate advisers funded by several
international agencies and some more are on the point of appointing such
advisers. However, it was found that these advisers do not participate in
institution—building activities outside their area of expertise. A thought
was shared by some chief executives to the effect that expatriate advisers
should play an active role in staff development activities. Furthemmore, an
ability to train in addition to one's basic specialization should be an

important criterion in the selecticn process., This idea needs serious
consideration.

4.7 Some of the institutions are showing interest in training certain
categories of specialists (engineers, for instance) for whom classroom
sessions have limited value., In-house attachment is traditionally considered
to be a useful method of training those specialists, but at least onme DFI is
considering a multi-dimensional approach covering individual work plans,
special assigmments, specially tailored attachments, among others

(paragraph 4.61).

4.8 Institutions in Africa generally attach great importance to graduate
and post-graduate education (particularly in economics, finance and management)
in foreign universities for their younger staff members. This is considered
necessary as there are no comparable educational opportunities in many of
these countries. The cocst of such educstion is met through TA components in
loans raised from international institutions, particuarly the World Bank and
IDA. In other cases where TA is not available, funding of those programs is
becoming extremely difficult. It is highly unlikely that AADFI or institu-
tions supporting AADF1's activities would spare funding for such long-term
educational prograns. Nevertheless, there seens to be & need to focus greater
attention on economic and managerial issués in the existing as well as new
programs. Such orientation will not be a substitute for the basic education
ip certain relevant disciplines, yet it cap serve & useful purpose by
initiating a self-learning process on the part of the ‘trainees whereby they
improve their skills through reading and application of concepts. Increased
use of case studies will be belpful in this regard.

4.9 The comments given above provided ap overview of training issues at
the cross-national level. The position at (micro) imstitutional level is
quite different (there are differences between countries and imstitutions
within the same country). The institutional profiles contained in the
following psragraphs should therefore help in deepening one's understanding of
the situation as it exists at present.
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Development Industrial Bank (DIB)

4.10 Training has played an important role in the growth and evolutiom of
DIB. Major assistance in this regard has been received from USAID which has
funded project oriented courses by A. D. Little for DIB staff and has provided
technical assistance by a counsortium of two management consultancy companies,
viz. Price Waterhouse and R. Robert Nathan Associates. Advisory services were
also funded by OECD. The World Bank has channelised technical assistance for
SMIs through DIB besides allocating provisions in its credits for meeting
those tech:zical assistance needs which are not covered by USAID or OECD
grants. This included (1) provision of oo-the-jod training to DIB staff inm
specific aspects of project appraisal, particularly market analysis and
economic evaluation, (1i1) training of DIB staff in overseas financial
institutions; and (1ii) acquisition of training aids.

.11 The above-mentioned arrangements have enabled DIB to train its scaff
in UK, Japan, West Germany besides ADB and EDI courses. This coupled with
local and internal training programs has enabled DIB to attain a training

coverage ratio of over 50Z in a particular year, which is very high compared
to other institytions in the region.

4.12 The physical facilities for internal training are quite good and
modern teaching aids have been acquired and are being used. The training
set-up is being strengthened by two new positions-—a deputy manager and

an assistant zanager. DIB has also evolved its own teaching materials,
particularly in the ares of fsasibility studies. Eowever, DIB considers that
its need for trained trainers has not been fully met and would welcome
assistance from EDI-ADB-AADPI in this regard.

4.13 The training policy, as reflected in the training plan for 1982-83,
emphasizes development of new skills through concept learning and practice.
DIB bas sade efforts to determine training needs of its staff through job
descriptions, new job regulations/rules, manageaent decisions, reactions of

staff and performance appraisal reviews. Based on this needs assessment,
following areas have been selected for internal courses:
(1) 1Induction Course for New Staff Members

(1i) Term Lending and Development Banking (with emphasis on SSI
financing, external resources, follow-up and supervision,
finance and accounting, auditing, personnel administration)

(111) Langusge Training (English)
(iv) Training for Secretaries and Support Staff

(v) Training in Computing and Word Processing

4.14 Other specialized training needs, as mentioned in paragraph 3.7
vill be met be deputing professional staff to courses at Bradford (UK),
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Abidjan (ADB-EDI), Japan, and training offered by CBE (Central Bank) locallr.
Poreign experts are also expected to provide sssistance in running more
specialized courses on in-house bais.

Misr Iran Development Bank (MIDB)

4.15 The preseat staff strength of MIDB is around 150, of which 100 are
professionals. like many other private DFIs the accent seeas to be on a high
degree of professionslization. The professionals come from various academic
disciplines such as economics, law, finance and accounting, market and
narketing, among others. The total strength of the professional staff is
divided into three layers (senior, middle and junior) almost in equal
proportion.

4.16 While the bank attaches great importance to staff development, no
explicit statement of training policy is available. This is due to two
reasons: first, preference for prior job experience in investment banking
{which is supplemented by on-the-jodb training) and, second, dependence on
outside training (both local and overseas). The bank is yet to evolve its
internal training programs, though 10-15 professional staff are trained
outside every year. The professional training institutions seem to be
universities (particularly American University at Cairo), central bank's
training facilities, EDI and EDI-ADB courses at Abidjan, short seminars
offered by the local institutions (particularly those which are industry
related). By making effective use of opportunities outside the bank, it has
been possible to achieve a satisfactory training coverage ratio. Yet for the
grovth of the institution in future, it is critical that training within the
bank is undertsken on s planned basis. This seeas to be necessary for a
variety of reasons: it would facilitate greater integration of training
efforts, i.e. passing on the benefit of externmal training to those members
of the staff who are not s0 exposed; evolution of s distinctive style of
functioning and MIDB's operating philosophy; more balanced attention to the
development of required skills in the context of a fast changing operational
milieu; effective imnvolvement of the senior staff in the development of the
nev and junior staff. Internal training could also lead to substantial
savings in costs and executive time as nominations for externmal programs would
then be more selective and cover only those areas which are outside the
purviev of the internal training programs.

4.17 MIDB has received full support of external lending agencies
(particularly the World Bank) in its efforts of sound institution~building.
These efforts, at this juncture of the evolution of MIDB, call for an intermal
training strategy to supplement oo—the-job training and external training
programs. And there seem to be no major impediments ir the speedier imple-
mentation of this strategy as (i) constraints of office space have been
overcome, (i1) MIDB has adequate resources to procure needed equipment, (1iii)
well-experienced and competent resource persons are available within the bank,
and (4v) expansion/ diversification of sctivities means unsatisfied training
needs if the dependence on external training is to continue. There might well
be a shift in the hiring policy of the bank so that prior job experience may
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not be cousidered an essential requirement as it was in the early days of
operations when the staff base was rather limited. In fact, this may be the
right time to induct more fresh graduates at comparatively lower wage costs
and to train them as per operational needs. This approach has worked
extremely well in many other private or private oriented DFls.

4.18 The steps in formulating {nternal training programs (as an
illustration) may be as under:

(1) Training of some key operational staff in the methods and
techniques of training;

(11) Development of case materials based on MIDB's o'm experiences;

(111) Creation of physical infrastructure so that training may be
conducted for 15-20 participants at a time;

(iv) Concentration i{n the beginning on areas such as investment
promotion and joint venture management*;

(v) Making internal training an integral part of MIDB's overall
promotional strategy, which means opening internal training
programs for participation, ou a selective basis, by the staff
of joint-venture projects assisted by it and staff of other
banks in Egypt and outside who may require specialized training
in investment/development banking. Such participation would
help MIDB's staff in gaining an understanding of diverse
viewpoints as such as it would help others to appreciate the
bank's procedures and practices.

The Principal Bank for Development and Agricultural Credit (PBDAC)

4,19 The Principal Bank, in view of the apex character of its operations,
has an immense responsibility to train not only its own staff, but also the
staff of affiliate governat) banks. The oumbers are large; the Principal Bank

has 8 staff of 3200 and the sffiliate banks have around 30,000 people working
for them.

4,20 The bank prepares & training plan every year which includes an
assessment of the training neads of the bank and its affiliates. Specific
programs are designed to meet those needs. The plan is taken up for
implementation after it is approved by the Chsirman and the Board.

4.21 An interesting aspect of the bank’'s training is the emphasis on
management training. Nearly 200 trainees attend management oriented courses

* It may be mentioned that there are few opportunities for such training
locally and MIDB has accumulated valuable experience in these areas.
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every year. The second category of training is, what is called, the
specialized training. These are function related courses which are attended
by nearly 2000 staff of the bank and its affiliates. Some of these programs
are repeated from year to year and include topics like banking, accounting,
feasibility studies, rural development, use of fertilizers and insecticides,
farm machinery, general administration and language training.

4.22 As far as training facilities are concernmed, there are two rooas
which are available for classwork. The equipment includes public address
system, projectors, flip charts, etc. The bank is proposing to acquire a
closed circuit TV system for language training for which there is felt need.
In order to diversify its instructional methodology, the training department

has used in the past role plays, self-assessment exercises, sudio—-visual
presentations with encouraging results.

$.23 In addition to the internal training activities the bank sponsors

about 400 staff members every year to local training and educational
institutions such as the Natioval Planning Institute, Management Training
Center, American University and Arab Management Work Group.

4,24 The bank also participated in training programs outside Egypt
(including EDI) though precise data in this respect was not easily available.

Agricultural and Industrial Development Bank (AIDB)

4.25 As already mentioned (paragraph 3.21), AIDB has highly qualified and
experienced professional staff of 116, s majority of whom has served the bank
for 5 years and more. Strengthening of staff has become essential as a mumber
of experienced professional staff members were moved to other public corpora-
tions after 1974. 17 professionals were added during April 198] and January
1983. The process of staff expansion is expected to continue ip view of
projected growth of agricultural and industrial project lending. Further,
being the sole development bank in Ethiopia AIDB is looked upon as a store-
house of professional expertise by Govermment and public corporations. It is
expected that the total mmber of professional staff would rise to 150 during
the next three years,

4.26 AIDB has & Training Division under the charge of a training officer,
vhose main function is coordination and management (scrutiny of program
announcements, nomination of participants with the approval of the management,
feedback/evaluation, etc.) of training outside the dank. No training 1is
imparted in-house. The three main centers for staff training locally are
Ethiopian Institute for Banking and Insurance (EIBl), Rational Productivity
Center (NPC), and Training Department of the Ethiopian Airlines., Of these
institutions EIBI needs special mention.

4.27 EIBI was established in 1965 by the Commercial Bank of Ethiopia, the
only commercial bank in Ethiopia. Pollowing the reorganization of the banking
industry in 1974 EIBI was takem—over by NBE (Central Bank) and it now functions
as a specialized wing to impart training to the staff of commercial bank,
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AIDB, housing and savings bank and insurance corporation. The institute has a
B80ard of Trustees comprising Govermor, his deputy, general managers of & finan-
cial institutions, a professor of the local university and the director of
EIBI. The director is assisted by an assistant director and 3 department
heads of diploma classes, management development and technical (operationsl)
training. The core course offered by EIBI is a three year (part-time/evening)
diploma in banking and insurance. The classes are heid 6 days a week 1-1/2
hours per day in two semesters viz. September - February and March - July each
academic year. The course components include basic economics, bookkeeping,
law, economy, accounting, {nternational trade and finance, financial manage-
meant, money and backing, banking practice, elements of management, credit
analysis, among others. Eleven and 9 staff members of AIDB were attending
this diploma course during 1981 and 1982, respectively. Seven staff meabers
have already obtained the diploma. This course, which intensively covers
basics of banking, 1s well-suited to meet the needs of clerical and junior
staff in banks.

4,28 The second category of course organized by EIBI is ATEM (Arts and
Techniques of Effective Management) which is of three days duration and held 4
times a year in locations outside Addis. The course has been primarily
designed for bank branch managers. The contents include basic management.
Operations oriented technical programs constitute the third type of courses
offered by EIBI. These courses are short-term (3 days to 3 weeks) and are
aimed at meeting training needs of coumercial bank and insurance corporation.

4.29 Although the banking industry is by and large satisfied with the
quality of instruction provided by EIBI, the institute is unable to meet the

training needs of AIDB's professional staff on account of following reasons:

(1) EIBI does not offer any training in project appraisal, follow-up
and supervision;

(11) The teaching faculty, which nuabers 3 department heads, has no
experience of development banking;

(111) Most of the teachers are drawn from the university, and other
institutions on a part-time basis;

(iv) With the exception of diploma course, training progrsms are of
a very short duration to have any strong impact on the
participants; and

(v) Training methodology seems to be heavy on lectures and provides
little action learning except diploma course which employs
substantial practical work.

4.30 As already mentioned, these limitations are relevant oaly from
AIDB's operational angle and do not constitute any reflection on EIBI's
quality of instruction in banking and insurance. 1n fact, EIBI seems to be
very well-organized and may be included among few really effective banking
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ingtitutes at the national level in East Africa. EIBI is planning to
construct a new six story building and expand its training operations during
the next few years. It is proposed to upgrade the existing diploma into a
degree in banking through both whole-time and part-time instruction. In these
efforts EIBI deserves support of internationsl trsining institutions.

4.31 The other two local training institutions, viz. NPC and Ethiopian
Airlines are relevant to AIDB for the general management training provided by
them in short-term courses. Ethiopian Airlines courses enjoy good reputation
locally. NPC, which is supported by ILO and UNDP, offers training in rural

development projects, corporate planning, management accounting, personnel
management besides production related and inplant training.

4,32 The above description of local training opportunities shows how
badly AIDB is dependent, and rightly so, on overseas training in development
banking. During 1981 and 1982 it sponsored 8 professionals each to attend
courses ip Italy, Ivory Coast, United States, India, Finland, Senegal, Kenya,
Netherlands and United Kingdom. This included one participant who attended
EDI's Rural Projects Course and three participants who were deputed to Abidjan
courses. As the relevant courses abroad are few in mmber, an effective staff
development strategy has to focus on developing in-house training capabilities.
There are many factors vhich favor this approach such as availability of
professionals trained at EDI and Abidjan who have brought with them valuable
training materials and experiences; possibility of developing more appropriate
training materials based on AIDB's rich experience in industrial and agricul-
tural fipancing; availability of foreign exchange funds in IDA aud -IFAD credit

projects for use in institution building, training of key personnel abroad
(vho could be used as resource persons).

4,33 The present management of AIDB is deeply comaitted to staff
development and seems to favor the ides of in-house training. The principal
constraint in this regard is the availability of trained trainers. Only one
staff member has so far received such training in Pinland. AIDB feels that
the availability of 3/4 similarly trsined personnel would insure s good
quality internal training program. While this objective could be achieved
over a period of time, it was suggested and agreed that

(1) AIDB will commence some internal training in 1983;

(11) the initial thrust of this effort will be induction training
for pewcomers and training in financial/economic snalysis;

(141) a training room, sufficient to seat about 20 people, will be
furnished in the bank's premises;

(iv) some essential equipment needed for trszining will be procured
under training components of IDA and IFAD priects;

(v) the bank will aim to depute abroad during 1983 sabout 15
professionals, with the funding available under foreign
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credits, io various relevant areas to strengthen organization's
professional base for implementation of some key industrial and
agricultural projects and AIDB's routine expansion needs;

(vi) should the preparation of internsl physical facilities be
delayed, EIBI's existing facilities will be used for the
purpose of internal training; aod

(vii) AIDB will expect EDI-ADB-AADFI to help it train 3/4 trainers
from i{ts operational staff during the next "kree years so that
internal training program has a strong faculty input from
inside the organization.

4,34 For reasons already explained, AIDB has not propounded any training
policy so far. This aspect is likely to find fuller expression in the staff
developuent plan under preparation. But some of the compounents which are
likely to figure in this policy are:

(1) careful selection of personnel for overseas training,

particularly the potential to act as an internal change agent
through participation in training and organization development
activities;

(11) except diploma and degree courses, management training shall
not exceed 6 months;

(1i1) junior and junior-middle staff will be provided more opportuni-
ties to participate in internal and local training programs;

(iv) training activities shall be aimed at achieving greater coordi-
nation and harmony between instruction and operational needs.

Development Finance Company of Kenya Ltd. (DFCK)

4.35 DFCK has a professional staff of nearly 34 (as of February 1983) and
as such it is not considered feasible to conduct any in-house training.
However, training has enjoyed a high priority with the sanagement as may be
seen from data concerning participation in training programs given below:

Overseas

Year Local/National Training Attachment
1977-78 4 11 1
1979 4 9 -
1980 13 4 -
1981 2 9 2
1982 2 9 1

1} [y} ‘
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4.36 It may be seen that almost every professional staff meabder is
exposed to some form of training once in two or three years, which is quite a
satisfactory position. The foreign insitutions where DFCK staff has been
deputed for training or attachment are Bradford Umiversity, Georgetown

University, EDI, IDA (Dublin), ADB (Abidjsu), ESAMI (Arusha), ICICI, among
others.

Industrial and Commercial Development Corporation (ICDC)

4.37 As mentioned in paragraphs 3.29 - 3.33, ICDC depends on external
institutions (mainly KIA) for training its staff. Such training is often
conducted on an in—company basis. About 5/6 officers are also sponsored every
year for overseas training. This number is not consistent as much depends on
available opportunities and funding.

4.38 Baving regard to the apex character of ICDC in the hierarchy of
Kenyan institutiouns, it seems appropriste that ICDC should take the initiative
to organize a Management Training Center for training its own staff, staff of
subsidiary companies, IDB and DFCK. The mmber of professionals in 3 Kenyan
DFIs st 148 (IDB 45, DFCK 34, ICDC 69) besides several other development
corporations (KIE, Housing Finance Company of Kenya etc.) and wholly-owned
enterprises of ICDC makes it a viable and attractive proposition from the
viewpoint of not only the target market (participants) but also the diversity
of resource persons available in these institutions for teaching., The Center
can alsc take up the National Development Banking Course, which has been
successfully tried in many Asian countries. Provided that ICDC is willing

to invest in physical infrastructure (lecture rooms, training aids, printing
etc.) along with some permanent staff, it should be possidble for other insti-
tutions like ADB and EDI to provide assistance through AADFI in planning and
designing of programs as well as teaching support during the initial few
years. The initiative for this, however, has to come principally from ICDC,
IDB and DFCK. The expsunsioc of local training would undoubtedly minimize the
dependence on foreign training institutions. The foreign institutions which
are presently funding the major cost of overseas training for individual
officers may also be spproached for some funding support, if necessary.

4.39 Another alternative worth consideration is a Sub-regional
Development Banking Program in association with financial imstitutiors in
Tanzania and Ugands under the joint directorial responsibility of ICDC and
EADB. In this case too ADB and EDI should be in a position to provide the
desired teaching support as may be required.

Industrial Development Bank (IDB)

4.40 As mentioned in paragraph 3.37 earlier, IDB is mot conducting any
internal training at present. Some short-term seminars were conducted during
1977-79 and thereafter it has been depending upon local and foreign institu-
tions for training its staff with assistance from s variety of international
institutions including the World Bank.
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The oumber of IDB professional staff members who attended

seainars/courses locally/nationally and abrosd during the period 1977-82 is
shown below:

Year Natiounal or Local Overseas

1977 4 4

1978 - 8

1979 4 9

1980 1? 4

1981 - 13

1982 1 1

22 49 (This includes some overseas

1983 (projectred) 5 16 institutional attachmeats)

4,41 It may be seen that though IDB is not conducting any in-house
training, training coverage ratio is quite good. Some of the important
overseas institutions where IDB staff has received training include University

of Bradford, ESAMI (Arusha), IDA (Dublin), PDCP (Manila), ADB (Abidjan) a.-
mII

4,42 1v3 1s showing keen awareness of the importance of in-house

training, particularly the need to recycle inputs received from the foreiga
training {nstizutions. It is therefore expected that IDB may recommence
short seminars in the near future.

Agricultural and ¢ . ~ative Development Bank (ACDB)

4,43 The management of ACDB attaches grear importances to training and
staff development for its loung range benefits in performance improvement and
as a tool of institution-building. Training is {n & way also 2 necessity
inasmuch as most of the newv employees enter the bank without any exposure to
the banking practices. It is essential for the bank to provide them with
training opportunities so that the staff {s fully involved in the operations
of the bank. The present internsl training activities are limited to induc-
tion training to new employees. There are no regular training facilities and
no full time trainers. ACDB, therefors, fesls that training of some intermal

trainers and the availability of teaching materials and aids would reinforce
the present system.

4,44 As far as external (overseas) training is concerned, normally &
professional staff are selected every year for training at West Africa Center
for Agricultural Development (Sierra Leoue), CDC (Malawi), ADB (Abidjs~),
Arthur D. Little's Institute and American Universities such as Wisconsin, Ohio

and Syracuse. :CDB participated in Abidjan course for the first time in
February 1983.
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Liberian 3ank for Development and Investment (LBDI)

4.45 With a professional staff base of only 29, LBDI does not consider it
feasible to conduct regular internal training programs. REfforts are, there-
fore, made to depute staff for external training programs as and when possible.
The participation in the Abidjan course was found to be of use to the bank and
it is proposed to depute more staff members ir similar future courses.

4.46 1BDI also attaches great importance to basic education in ecomomics
and business administration and presently 5 professional staff members are
studying in the U.S. for master's degrees in these disciplines at American
universities. These staff members will be located in projects and supervision
departments on their return.

Nigerian Agricultural and Cooperative Bank (NACB)

4 .47 Training and staff development have enjoyed great priority with the
managenent of RACB. A Manpower Development and Training Division was set up

to take charge of all matters concerning manpower develcpment and a senfor
officer was entrusted charge of this division.

4.48 Training is broadly divided into two categories——in-house and
external. For the purpose of extermal training NACB makes use of universities
in Nigeria and other professional organizations. Training outside Nigeria
takes place in some reputed Western universities besides EDI-ADB courses in
agriculture and agro-industries.

4.49 Internal training has five well designed segments, namely
o Accounting
0 Administration

0 Secretarial

o Project Appraisal and Implementation
o Branch Managers' Program

4,50 These programs are organized on a zonal basis, wvhich is an effective
approach ¢ 1sidering the nationwide spread of bank': zctiviiles. The bank
has 5 full-time trainers and around 10 part-time resource persons. This is
extremely satisfying considering that a large majority of African institutions
lsck trained teachirg staff. As most of the courses are held in the regions
NACB makes use of hotel facilities outside its offices. 1n order to further
reinforce its internal training systems, NACB is sttaching great importance

to the development of more trainers and preparation of suitable training
saterials.
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Kigerian Bank for Commerce and Industry (NBCI)

4.51 Since its inception NBCI has attached great importance to training
and sctaff development. But appareatly due to certain constraints such as
office space and nou—-availability of trainers, no training unit has been
established. Lately this aspect has received sanagement's attention and it
may be hoped that after shifting to the naw building some space will be
reserved for training activities. However, it is critical that the bank

should take steps to train a few of its staff members who car manage and
ruo the courses.

4.52 Due to the lack of internal training facilities, the bank has been
deputing its staff to attend courses locally, namely universities,
Administrative Staff College, Center for Management Development. However,

the relevant local opportunities sre so few that the bank has to depend on
overseas training though the cost is very high. The favored places for
overseas training are American universities, Arthur D. Little's Institute, IDA
(Dublin), FINAFRICA {Milan) besides ADB-EDI's course at Abidjan. A few of

the bank's staff members have roceived training at EDI, Washington, D.C.

4.53 It 1s interesting to note the way training opportunities are
scanned, on a world-wide basis, by the Administration Department. The whole
effort is to diversify the range and coverage of courses so that staff members
are exposed to a larger variety of experiences. There is still a large number
of young officers who are sent abroad for education oriented courses. The
effort which goes into consolidation of training information becomes a
valuable tool for planning staff training and management decision—making.

4,54 NBCI also attaches great importance to in~house attachmeant of its
staff with leading foreign banks. This has greatly helped staff members in
gaining skills which are somewhat difficult to impart in classroom training.

4,55 Looking at the total effort and the expense incurred by the bank 1n
training its officers in foreign training centers, it would seea that the bank
would be well-advised to set-up its own training center to organize initially
some routine type of courses. Further, the availability of training
facilities would help training staff at the lower levels, which are expc ° to
overseas training. This is important in the context of widening the rs - of
purely banking services,

Nigerian Industrial Development Bank Led. (NIDB)

4.56 NIDB has endeavored to strike a fine balance between in-house and
external training and in retrospect one can say that the system has worked
extremely well. The internal training unit provides training which covers

=~ 1Induction training for the newly recruited staff; at least 2
courses of 1 week each every year
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~ The Industrial Project Analysis and Msunagement Course; 2 courses
of 6 veek duration each every year. This course is meant for
experienced middle level staff and is very comprehensive in
nature. In terms of imstructional methodology and faculty inputs
the course is comparable to several regional and international
programs conducted within and outside Africa.

4.57 The training unit also conducts some cou'ses for junior and
non-professinsl staff such as accounting course for supervisors, secretaries
course and skill improvement course for drivers. The total output of training
unit i{s about 30 professionals and 75 other staff every year.

4,58 While developing and enhancing internal training capabilities, NIDB
has continued to avail of training opportunities abroad, particularly in areas
such as development planning, development administration, project analysis,
and development finance. The preferred institutions for this kind of
training are EDI, DBC (India), PDCP (the Philippines), Irish Management
Institute, IDA (Dublin), ADB (Abidjan), IMEDE, Project Planning Center, Arthur

D. Little's Institute, Mass., JDB (Japan) besides attachnent with leading
international banks.

4.59 The Manpower Development Department (MDD), which handles internal
training, has access to the following support facilities:

Trainers - Nearly 12 experienced operationasl staff
members who provide faculty support. There

are also 5 exteroal experts who are cslled in
as and when requirad.

Teaching Materials -~ 83 course notes for project analysis courses
and 20 course notes for induction training.
There are 6 well-developed and tested case
studies with solutions.

Physical Faci{lities -~ One large seminar roca with a seating capacity
of about 30, 2 tutorial rooms for small group
discussions, built-in chalk boards, overhead
projectors, slide projectors, radio/cassette

recorders; video tape recorder (VIR) may be
added in the near future.

4,60 Needless to mention that NIDB trainiag support facilities are not

only outstanding among West and East African DFls, they are fit to be used
for a regional course/seminar.

4.61 One of the complicated training issues faced by DFIs all over the
world is training of the technical staff (engineers) inasmuch as classroom
training in the conventional sense serves only a limited purpose. NIDB is
trying to grapple with this issue in consultation with visiting World Bank

missions and the provisional action plan in this regard may have the following
components:




(1) MDD to prepare specific individual work programs along with
souitoring of progress and perforamance.

(2) Utilization of senior mansgers with engineering background in
the iaplementation of (1) above.

(3) Specially tailored “attachment™ programs with institutious like
ICICI, PDCP, IDBI, Korea Long Term Credit Bank.

(4) Short—tern staff assigments with major contracting or
construction companies in Nigeria.

(5) Short-term seminars on specific industries/sub-sectors
(typically assisted by NIDB in collaboration with industry
associations.)

(6) Greater interual coordination and cross-fertilization of ideas
and feedback.

(7) Establishment of an NIDB engineering consulting firm or pending

this use of external consultants with NIDB staff assigned as
counterpart.

(8) Recruitment cf a higly experienced expatriate technical advisor
for 1-2 years.

(9) Linkages vith national institutions, particularly Federal
Institute of Industrial Research, Institute of Techmology,
Engineering Faculties of Nigerian Universities for access to
technical iaformation, library, documentation and new
industrial developments.

4.62 The above action plan is well-conceived and there is no doubt that
it will go a long way in enhancing capabilities of engineering staff of NIDB
besides setting up a good example for other DFls to emulate.

6.63 In the light of what is stated sbove about NIDB's training
capabilities, it {s recommended that both EDI and ADB should forge a closer
working relationship with MDD which is well-equipped to handle a regional
course. The management of NIDB is willing to assume such additionsal responsi-
bilicies as may be required for the purpose. Such an approach would be in line
with vhat has been successfully tried in other parts of the world, particularly
Asia (for {nstance PDCP, DBP, MIDF, IFCT, KDB, IDBI) where institutions with
well developed training facilities have handled regional or international
programs sponsored by ADFIAP, EDI, Asian DB, DSE, UNIDO and UNDP. Such
experiences have been extremely valusble not only to the collaborating DFIs

but also to other DFIs which participated in these courses insofar as the
course gets the professional backup support of an experienced DFI. This
approach to the development banking training in Africa on a large cross-
national basis will result in progressive numerical increase in well-developed
sub~regional training centers whereby both ADB and EDI will be able to




- 65 -

delegate responsibilities for course design and implementation to the
collaborating DFIs. This proposal merits serious consideration.

Nev Nigeria Development Company Ltd. (NNDC)

4.64 As mentioned in paragraph 3.68 above, NNDC does mot conduct any
ir-house training. This position is unsatisfactory inasmuch as NNDC has a
responsibility for a very large oumber of sssociate and subsidiary companies
and is financially well-placed to offer training to the professional staff of
the entire group. In this context, NNDC's proposal to establish a Management

Development Center with sdequate trained staff is a sound proposition and
deserves full support.

4.65 For this purpose NNDC neede assistance in planning and designing
physical facilities, selection and training of trainers and tesching wmaterials.

NNDC is in the process of selecting suitadle consultancy arrangement for the
project.

Agricultural Bank of Sudan (ABS)

4.66 ABS has a total staff strength of 638, of which 219 are
professionals. The size of the organization and variety of tasks, require

an intensive in—house training effort. But due to several comnstraints, no
internal training is being currently undertaken. An important step in

this direction was the setting—up of a training section in 1982 at BO for
coordinating and managing the training function. The important centers of
staff training locally are Banking Studies lnstitute of the Bank of Sudan,
Managenent Development and Productivity Center and University of Khartoum.

The most preferred center for training abroad is Near East North Africa
Regional Agricultural Credit Associstion in Jordan. Besides, four officials
bave so far participated in EDI courses and one of thea has sttended an
agro-industry course at Abidjan. During the period of last 20 years 36
eaployees were sponsored to obtain post-graduate degrees locally and abroad
and 27 of them continue to be in the service of the bank. The number of
employees, for the same time~span, sponsored for short-term training was adbout
283, and 240 of them contimue to be in the service of the bank. The number of
employees presently being sponsored for graduate, post-graduate studies and
short~tern training is around 15 per annum, which gives an extremely low
training exposure ratio.

4.67 The management is keenly aware of the inadequacies of the existing
training arrangement and rightly feels that peeds of staff development cannot

be fully met unless an organized effort is initiated internally. The creation
of the training section vas an expression of these feelings.

4.68 The training plan for the four years (1983~1986) envisages

0 training abrosd (including post-graduate studies) for 18-20
professionals, The number of these trainees is likely to
decresse gradually from 6 in 1983 to 2 in 1986 as the institution
bopes to develop internal training abilities during this period.




0 internal training for about 50 participents (on an average)
divided into 4 programs/seminars of 2 to 8 weeks duration each.
If these plans materialize there will be internal teaching of
about 540 hrs p.a. The areas selected for intermal training are
project planning and appraisal, collection and recovery of dues,
coumercial banking, agricultural credit, grain storage, narketing
for agro-projects, accountiag and auditing and support staff
training.

4.69 The major coustraints for the commencenent of intermal training
are:

o Space (Pending completio of the new building, training may be
undertaken in a vacant voom which can seat about 15-20
participants.)

o Materials (The development of internal materisls will take time,
but the Training Sectiom cian try to mobilize English and Arabic
materials/case studies from EDI, other training institutions and
participants who attend overseas courses.)

o Teachers (This is going to be a major problem. No officer of the
bank has been exposed to a trainer's course. This should be
ranked the first training priority and the bank should explore
the possibility of training at least 2-3 operations staff in
pedagogical skills during 1983-84.) ’

o Equipment (Not much of the equipment is oeeded initially. TA
funds should be utilized for the acquisition of equipment such as
slide and overhead projectors, 16 ma movie projector, and audio
aid'-) :

4.70 It !s recommended that EDI-ADB-AADFI should try to assist ABS to the
maximum extent possible so that internal training capabilities are developed
vithin the shortest time possible. The implementation of projects financed/
undertasken by the bank depend on these institutional development efforts. And
in the context of national ecooomic development the success of agricultural
projects is of highest importance. There is 0o other way the bank can achieve

an adequate training exposure for its staff except through such internal
inftiatives.

Industrisl Bank of Sudan (1BS)

4,71 In view of the very small sizs of the trainable population (25 pro~
fessional staff), no internsl training 1is conducted in IBS. The opportunities
for deputing staff for foreign courses over the years have been reasonably
good. Most of the professional staff have attended courses at such institu-
tions as Arab Planning Institute (Kuwait), FINAFRICA (Milan), RVB (Nether~
lands), ESAMI (Arusha), and ADB's Training Center (Abidjan). As many as

6 professionals have attended EDI courses, mostly in Washingtom, D.C.




4.72 A beginning, even on a modest scale, in internsl training depends
oo (1) availability of space (this problem will be overcome when the new

building is completed), (1i) incresse in professional staff with or without
pev activities, (1i{1) availability of one/two trainers, and (iv) a clearer
definition of the bank's promotiounal role.

4.73 What seems to be within the range of immediate possidbilities is the
following:

(1) Arranging discussion-oriented lectures by people from outside

the bank. This will inject new experiences and professional
knowledge into the systea.

(11) Combining coaching with oo-the-job training.

(111) Small group problem—solving meetings to improve appraisal and
follow—up procedures.

(iv) A well-structured customer 'contact' program. This will not

only expose the staff to the realities of the outside world
but also help the quality of follow-up.

(v) Arranging short-seminars (1/2 day) to share experiences of
staff memdbers who attend foreigm courses.

4.74 These measures, which fall short of a formally designed internal

training system, can be equally effective tools of staff development given
careful attention.

Sudan Developwent Corporation (SDC)

4.75 The total staff strength of SDC is 101, of which 42 are professionals,
In view of the small number of professional staff, no training programs are
organized internally. There are not many relevant courses availabdle locally
either. Therefore, training needs are met entirely by participation in

foreign training institutions, including Washington (EDI), Abidjan (ADB) and
Arusha (ESAMI). This does not provide adequate opportunities and therefore

the training coverage ratio is rather low. Llooking at the tasks and operational
priorities of SDC, 1t is of utmost importance that a training and staff
development policy is formulated at an early date. This policy should also
address the question of internal training-—to what exteant the corporation can
meet its training needs in-house. Ome important question to consider in this
regard is the apex nature of the organizstion involving affiliate financial

and development institutions and joint-venture projects. It would be a
worttwhile effort to initiate ir-house training and extend it to cover the
staff of above institutions on s selective basis. Nothing can reinforce the

promotional thrust of the corporation more than such an initiative at this
juncture.

4.76 There are no major constraints in implementing the above strategy;
SDC has some highly experienced and competent professiopals who can provide




necessary stimulus for growth in this oew area. Soues middle level profes-
siooals may be trained as trainers to supplement the availability of resource
persons. Office space may be a constraint for the time being, but once the
oey building is ready it will be overcome. Similarly, acquisition of teaching
aids 1{s a very small investment compared to the total resources at the command

of SDC. What is required is a well-articulated action plan in conformity with
the stateament of operatiounal policies.

Tanganyika Developument Finance Company Ltd. (TDFL)

4.77 TDFL is a small and well-mansged DFI which has always seen training
as a valuable investment in reinforcing and upgrading the capabilities of its
staff. Due to the very small number of professiopal staff (27) it has not
been counsidered necessary to conduct classroom type {nternal training; however
there has been proper emphasis on ou-the-job training vhich is supplemented by
outside courses. The training scheme covers all employees, irrespective of
their position or rank i{n the organization. All available local opportunities
are fully utilized before staff is deputed to any overseas program. For
instance, accountants attend the local CPA course though training in UK would
be most preferred if funds were not a constraint. While in the past senior
professional staff has attended courses at RVB (Netherlands), IDA (Dublin),
Bradford (UK), International law Institute (Washington, D.C.), Arthur D.
Little Institute, Cambridge, Mass., it is increasingly becoming difficult for
TDFL to continue to depute staff f & these courses due to non-availability of
funds. For instance, during 1982-83 4 professional staff could oot be sent
abroad as no fellowships were available.

4.78 Under these circumstances, TDFL strongly favours institution of
another management oriented course at Abidjan to prepare aiddle level officers
to occupy senior positions. It was also suggested that AADFI should raise
funds to offer a few scholarships every year for higher management education
to the staff of African DFIs. Since the demand for such fellowships is going
to be much in excess of any available funding, the acceptable alternative
seemg to be an ADFIAP-EDP type of course which would benefit many DFIs in
Africa, including TDFL.

4.79 The present Managing Director of TDFL is keen to start {iternsl
training in the form of occasional lectures and seminars. In this context,
TDFL would welcoms any opportunity to train its staff in pedagogical skills.

4.80 TDFL has been in a position to participate in all Abidjan courses
during 1980-83., 1Its reaztion to this foundation type of training i{s very
positive and a view was expressed that not only the present course should be
continued but also soms new courses should be launched so that training needs
at various levels are fully satisfied.

Tanzania Investment Bank (TIB)

4,81 TIB is perhaps unique in respect of its well-articulated training

policy and system. As early as 1976, TIB Board had expressed its commitment
to provide training to every staff{ member irrespective of his/her rank or
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position ip the organization. The training policy aimed at developing the
local staff to occupy higher positions in the bank. Management education up
to one or two years in local or foreign institutions was therefore accepted as
an essential tool to upgrade the capatility of tbe local staff. The basic
approach to training was reconsidered by the Board more recently and the new
scheme of training covers nmot only mansgement and professionals but all
categories of staff down to clerks, messengers, drivers, watchmen and
gardeners. For this purpose, TIB has prepared a profile of every position in
the bank which includes job designation, on-the-job and im-service training
required and criteria for selection in training courses. Such detailed
planning for staff development is rarely seen even in most training conscious
organizations. For this the management of TIB deserves full praise.

4.82 The training policy makes it clear that selection for outside
training will not be sutomatic but it will depend on individual performance,
potential for advancement and the availability of funds. This thoughtful note
underlines the linkage between performance appraisal and training, which is
very often ignored by many organizations. In general the method of training
13 as follows: every new officer is inducted into the orientation progras
which lasts up to one year, with 6 months on—the-job training in operations/
projects, 3 wmonths in finance, planning and development after which the
trainee will be sponsored for s three month course at ESAMI (Arusha), Insti-
tute of Development Management at Morogoro, or other reputed training institu-
tions. After 2/3 years service, the officer will be sponsored for a course
overseas; Abidjan, Manila, Ireland, among others, After entry into the middle
nanagement cadre, the officer is deputed to attend s senior management course,
preferably at Arthur D. Little's Institute st Cambridge, Mass. This is
considered to be an essential qualification for entry into the senior manage-
ment besides performance reviews. After this, training is restricted only to
short-term policy oriented courses.

4.83 While this scheme has largely worked well so far, TIEB is now facing
problems in deputing its staff for overseas management training, from 3 months
to one year. The funding required for the system to be continued is around
US $ 100,000 p.a. The management feels that this scheme of training should be
continued for at least 3 more years. The problem has arisen msinly on account
of utilization of available TA allocations and not many donor agencies are
coming forward to finance long-term management training/educaticn.

4,84 The msnagement of TIB therefore expects AADFI-ADB to make available
fev scholarships every year or failing which new management oriented programs
sbould be launched for development banks, broadly on the lines of 5 week
ADFIAP sponsored EDPs. 1t also feels that a pev program for training the

trainers would also be useful in creating management type courses op in—house
basis.

4.85 It may be mentioned that TIB's training plan for 1982/83 envisaged
training for 59 staff members in various positions. While local component of
the training plan will be fully izplemented, as many as 7 professionals will
not be in a position to attend overseas courses/management programs due to a
severe funding constraint.
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Uganda Developaent Bank (UDB)

4.86 As aentioned in para 3.96, the professional staff strength of UDB
now stands at around 60. Thare may dbe some more additions during 1983. As
long as the staff base was small, dependence on external (foreign) training
was in order, though purely oo quantitative basis UDB did oot get many
opportunities to depute its staff for overseas training ian recent years. The
new situation demands that UDB takes initiative for some formsl classroom and

on-the~job training, particularly for its new staff. The specific recommen—
dations in this regard are as follows:

(1) An induction-cum—orientation program may be finalized for the
new staff, consisting of half-day classroom sessions on spe-
cific topics and planned oo-the-jod training with coaching by
the senior staff and periodical evaluation feedback.

(11) UDB should organize some part-time seminars to strengthen
organizational effectiveness in certain key areas like follow-up
and recovery. UDB approves this suggestion but requests that
an EDI staff member should be deputed to run a short seminar
with the primary objective of installation of a follow—up
information system within the bank. Looking at the operational
problems which UDB is required to tackle, the request seems to
be genuine and needs attention.

(1i1) UDB should carefully plan training for its staff at overseas
institutions under TA allocation. For this purpose, it is
important that information regarding various available courses
be obtained and their relevance established at an early date.

This plan, covering a period of at least 2 years, should be
finalized by middle 1983,

(iv) The internal training activities critically depend on the
availability of one or two trainers. UDB expects that EDI-ADB
would provide assistance in the next 3 years so that some
operational staff is exposed to training methods and techniques.

(v) Pending availability of some other space the Board room may be
used for trainicg.

{vi) Preparation of locally oriented training materials will take
tize, but UDB can use EDI training materials or those materials
vhich are brought back by its participants in overseas courses.

(vii) 1It i3 not necessary at this stage to go in for sophisticated
teaching aids, but the minimum requirement in this regard may

be met through TA component available {n the curreat IDA
credit,
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4.87 Though placed in a difficult economic enviroment, UDB has great
potential for development. The quality and morale of the staff is high.
Given a proper business climate and a free hand to manage its affairs, UDB can
contribute significantly to the national development and rehabilitation.

The Development Bank of Zambia (DBZ)

4.88 DBZ is st present dependent on externsl training for developing the
capabilities of its staff, which is not a very satisfactory position. The
management would like to develop internal training programs at an early date.
This has especially become important as the size of the organization is
expsuding fast and the availability of adequate funds for overseas training
is becoming scarce. The sbsence of staff for loag periods om foreign training
also creates operational bottlenecks. Although in the past DBZ officers have
received training at Arthur D. Little's Institute and Harvard (USA), Bradford
(UK), MDI (India), ESAMI (Arusha, Tanzania), among others, there would be
‘reater reliance under the changed circumstances on EDI-ADB-AADFI courses and

.or-house training. This strategy may lead to a sharp increase in the mmber
of staff trained every year.,

4.89 There sre no mejor constraints to the setting up of an internal
training unit. In fact, DBZ has organized from time to time gome short
induction programs and seminars om topics of operational interest. What is
needed at the moment is the centralization of authority for managing and
coordinating the training function. It would be appropriate if a separate
training unit is constituted within the administration and personnel division
to look after all matters relating to training and staff development. This
unit should foraulate an annual training plan covering a set of internal
training programs and listing all available opportunities outside Zambia.
Some of the areas where internal training can be of great assistance are
induction, short industry related seminars for the operational staff and
engineers, organization systems and procedures. Engineering and legal staff
will require additional training, which may be provided through overseas
institutional sttachments. DBZ should increasingly use the Govermment spon—
sored Management Development Service (Institute) for basic training to its
junior staff in project analysis and manageasent. MDS has reasonably good
facilities and competent faculty to assist DBZ in this kind of raining.
These arrangements will not only reduce dependence on outside training but
will mske training more relevant to DBZ's operational needs. The association
of operational staff in staff development activities would help in forging
greater links between operations and training. No doubt the operations staff
needs to be trained in training techniques and for this purpose regional
trainer oriented courses should be of great assistance.
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PART V
THE DESIGN OF A DELIVERY SYSTEM -
5.1 In this last part of the report, we shall examine the suitability of

existing programs to ueet the training needs identified in Part III

(paras. 3.130-3.133) and consider what new initiatives are required to offer a
package of programs as constituent elements of s delivery system in order to
meet training needs at various layers of authority and responsibility. Before
this aspect is closely examined, it would be in order to explain, in brief,
the current operational strategies/priorities of African DFIs.

5.2 One general statement of organizational strategies covering a number
of institutions would suffer from the limitation of deing too broad a generali-
zation, as strategies differ from one organization to another. However, we
find that there are certain (strategic) concerns which cut across national
boundaries and are indicative of a "regional” approach, shared by many institu-
tions. These concerns are:

- Strengthening of staff capabilities to handle various phases of
the project cycle, viz. project development, appraisal, super—
vision and rehabilitation.

- Diversification of DFI activities/services and exploring a
broadened range of services (short-term lending for working
capital finance, accepting public deposits to augment resources
base, initiating programs for entrepreneur development, leasing
operations, etc.);

- Initiating measures (financial and/or technical assistance) for
improving capacity utilization of assisted enterprises in order
to attain efficient ecoonomic use of existing capacities;

= Providing techknical support and liberal finaacing for emhancing
export capibilities of agro-processing industries;

~ Attaining a minimun degree of self-reliance in some key
industries (light engineering, services, etc.);

= Reaching a larger oumber of marginal clients in agriculture and
agro~related occupations in highly dispersed rural locations and
providing them credit and other facilities for incressed agricul-
tural production and to ensure ainiaum life support employmeant;

- Developing in-house training and staff developmest capabilities.

5.3 The coacerns, mentioned above, have to be understood in terms of
three typical features of Sub-Sahara Africa, viz., low level of institutional
development, relative instability of socio—political structures and balance of
payment crisis.




-73 -

S.4 Any training effort in Africa in order to be effective and have a
lasting impact should therefore be centered around certain key considerations, ’
as a logical extension of the concerns mentioned gbove. There may be more

than one wvay to react to this situation, but the following suggestive frame-

work appears to be consistent with the present thrust of institutional
operations,

(1) All future training activities should be related one way or the
other to a single goal, which is institutional development.
Those programs, which directly subserve this goal, should have
a distinct priority over all other programs.

(2) Updating and enhancing knowledge and skills of individual
officers can also serve the above objective (institutionmal
development) if (a) the training design advances on-the-job
problem solving and client service capabilities of trainees,
(b) 211 key levels of management are appropriately covered in 1
the training framework, (2) attention is focused on imstitu—
tional development issues in a systematic way and (d) training
is not restricted to learning tools and techniques of develop-
ment banking per se.

(3) Efforts will nave to be made to introduce the concept of

. training operating teams besides training individuals in
specific tasks., For this purpose, we need to develop many new
national and sub-regional programs so that participation from

each institution is increased to include a small team of

.officers, who go back to work as s compact tesm in a particular
area of operations,

(4) Many training programs in the past, while successful in
increasing knowledge and skill levels of individual officers,
have not equally succeeded in providing an action oriented
approach to facilitate application of pew knowledge and skills ‘
in real on-the-job situations. Training of each DFI officer in
a regional program does not appear to be a feasible proposition,
but those officers who attend these programs should de trained
to act as change agents; which means thsat sufficient attention
will have to be paid to the applied aspects and each participant
will have to be encouraged to relate training inputs to his/her
job situstion. This has clear implications for selection
criteria of participsnts and training sethodologies used in
training programs.

(5) Training should increasingly decome an organizational concern
and each institutior should either launch an in-house training
program or initiate messures short of forsal training such as
coaching, structured on-the~job training, client contact
programs, etc. In-house training should basically include
induction training for new staff and training in tools and
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techniques (including sccounting). In some countries (Kenya
for instance) there is scope for inter-institutional coopera-
tion in organizing training programs to serve the needs of a
cluster of local institutions. The focus of regional training
should be institution development aspects, i.s., application of
knowledge and skills to enhance organizational effect{veness
and bringing about procedural and other changes so that the
organization bacomes more sensitive to the needs of the
community {t serves. It is also time that a process of decen-
tralization in regional training is started during the forth-
coming planning phase. Some of the new programs should be
located outside Abidjan, in East or West Africa.

Development Banking Program (Abidjan)

5.5 Before we suggest any new programs, it is appropriate to propose
some structural changes in the existing Abidjan program in line with what has
been stated above and as & response to the reactions included in Part II of
this repcrt.

5.6 A summary of subject coverage and allocation of time for sub-themes
in the program conducted during February-April 1983 is attached (Annex 6).
This pattern was by aod large observed in the previous programs conducted
during 1980-82. It may be seen that nearly 351 of the sessions were devoted
to project appraisal, followed by field visits/workshop (27%), follow-up and
supervision (152) snd all other aresas (23%). The time spent or project
appraisal was in fact such higher as seminar workshop also principally dealt
vith project appraisal issues. Pust-sanction sspects, in comparison, got much
less attention. A new design for this program, which shoulid be of 8 weeks
duration (40 workdays/120 sessions of two hours each) is actached (Annex 7).
Some of the important changes proposed are explained hereunder:

(1) The program duratiocn is sarginally extended from 109 segsions
to 120 sessions.

(2) All topics have been divided into !4 training modules. Care has
bsen taken to reinforce learning in project iden:ification and
project follow-up/supervision.

{3) Thres sessions have been allocated for action plananing, i.e.,
preparation for re—entry of participants into their {nstitu-

tional systems. These sessions will be scheduled a day before
the closing.

(4) Third country field workshop has desn dropped based on the
feedback received. This will result in gubstantial saving in
the cost incurred on participant travel and subsistence.

(5) In-house project worksh~n (spread over $ workdays/l5 sessions)
has been included. This workshop will be scheduled towards
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the end of the course for two case studies: one on appraisal
and another on follow~up. It may also be possible to use omne
aulti-stage case study covering both the aspects. In some of
the earlier workshops case studies were not distributed until
the last minute. The participants would have much more time to
read and even work on case studies if they are distributed soon
after their arrival in Abidjan.

(6) The allocation of time between 3 inportant themes of the
program, viz. project identification, pruject appraisal and
follow—up supervisioo will be as under:

Existing Proposed
Sesgions I Time Sesgions 1 Time
Project Identification (Not separately provided) 7 5.8
Project Appraisal 42 39.4 57 47.5
Project Follow-up and
Supervision 15 13.9 - 30 258.4

Comparative details of these two designs are given in Annex 8.

Project Follow-up and Supervision Program

5.7 The peed for extensive and in-depth training im follow-up and
supervision was highlighted during the field survey (para. 3.131). The
structural changes suggested in Abidjan program partially reflect this concern
and the mmber of sessions in this area is proposed to be increased by nearly
100Z. However, it 1s felt that it would mot suffice to restrict training in
this area only tn Abidjan program. Considering that no such program has been
conducted in the past and that health of the portfolio is the most dominant
concern of almost every DFI in Africa, there is a need for a new program of
about 4 weeks duration, as a measure of practical assistance to DFls as soon
as possible, but certainly no later than mid-1984. It is further suggested
that this program should be organized in association with NIDB (Lagos), which
has excellent training and trainiug support facilities of international
standard. NIDB has tentatively given its assent to the prospect of such
collaboration. EDI-ADB-AADFI should initiate early negotiations .sith NIDB to
finalize the details. NIDB will assume the responsibility of administering
the course and provide the institutionsl support to make it a success. It
will also contridbute case studies for the program. A tentative outline of

the progran is enclosed (Annex 9). It is, however, suggested that 3 curriculum
preparation workshop may be convened by EDI during 1983 or early 1986¢ consgider—
ing that it will be first effort of this kind. Depending on the outcome of
the first program, it may be repeated during the subsequent years, not only in
Africa but in other regions. It may be a good idea to talk with regional

institutions like BADEA whether they would like to co-sponsor/finance this
program.
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Training of Trainers

5.8 As pointed out i{n Part III of the report, African DFIs are heavily
dependent on external training for its staff. The number of DFIs conducting
vell~organized training is very small. However, there are many institutions
which are planning to launch internal training programs and need sssistance
to train a core group of internal trainers. It is, thersfore, recoumended
that at least 2 training of trainers programs be organized during the anext 3
years. Each program may be of 2/3 weeks duration. The most suitable location
for a program like this is Washington, D.C. &s the participants will get to
know EDI training system and methodologies. As a very effective and well-
tested design for such programs already exists (EDI-ADFIAP programs at
Washington, D.C. during Jaouary 1981 and November/Deceaber 1981), no specific
outline is proposed here for this program.

Bigh Level Policy Seminar

5.9 The need for a high level policy seminar (for chief executives) was
identified in paras. 3.132-3.133. A seminar of this kind (bilingual for one
week or 10 days) may be organized either at Washington, D.C. or Abidjan during
FY 1985. The suggested coverage (see above-mentioned paragraphs) is need
based. The seminar will be a major step towards institutional development.
The bilingual nature of the seminar should help in fostering greater
understanding of policy issues between Anglophone and Francophone DFls.

Executive Development Program

5.10 Some of the senior DFI managers pointed out the need for a management
oriented program (see pars. 3.134). Such a program, {f feasible, will have to
be in the nature 2f an execut!ve development program, someihing like EDPs
conducted by ADFIAP in India and the Philippines since 1980. It is expected
that ADFIAP, with the assistance of EDI and other international sponsors, will
continue this program beyond 1984 4o view of its usefulness arising out of an
innovative design, wvhich combines technical, policy and management issues. It
is suggested that instead of duplicating such an effort in Africa, it would be
highly desirable if the As{an EDP can be opened for participation by senior
aanagers of African DFIs. An important couplementary outcome of such partici-
pation will be exposure o? African managers to the policies and practices of
Asian DFIs besides promotlng greater cooperation between ADFIAP and AADFI.

Training for Agricultural Financing

5.11 A mmber of African DFIs finance both agricultural and {ndustrial
projects (ADB for instance). Besides, there are some very large agricultural
development banks (NACB, PBDAC smong others) havirg specialized training needs
wvith regard to financing of agricultural/rural development projects. These
training needs are not fully met by Abidjan program, which is mainly industry
oriented. EDI~ADB are organizing s program for planning, preparation,
appraisal and implamentation of ugricultural projects in m1d-1983 at Nairobi.
Looking at the very enthusiastic response of DFIs to this program, it {s
suggested that this program may be repeated every alternate year.
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National Development Banking Programs

5.12 As a part of the effort to decentralize future training in develop-
meat banking, it is suggested that natiooal/subregional programs may be
developed in the following countries:

(1) Kenya (Nairobi): A joint East-African program sponsored by
DFIs in Kenys, Tanzania and Ugandas under the aegis of EADB
and/or ICDC. ICDC, DFCK and IDB may also collaborate in

developing a program for Kenyan institutions and commercial
banks.

(2) Zambias (Lusaka): National program in development banking

sponsored by DBZ. A number of Zambian institutions (including
commercial banks) will bepefit fros such a program.

(3) Zimbabwe (Harare): A national progran msy be developed by the
new developnent bank, soon after its establishment, for the

benefit of its own staff, and the staff of other institutions
and commercial banks.

Need for AADFI-ADFIAP Cooperation

5.13 Looking to the recent experiences in development banking training in
Africe and Asis, it 18 of utmost importance that the two regiounal associations
(AADFI-ADFIAP) asdopt a more coordinated approach and the expertise of ADFIAP
and its member institutions is gainfully utilized in future African programs
on a much wider scale than has been possible in the past. DFIs in Africa
strongly favor such an interchange of experiences. A separate report on the
subject will be prepared as a part of the action agenda required for the

successful implementation of programs/activities suggested as a part of the
delivery system.




Survey of Training Needs of African DFls

Itinerary of Mr. S.P.S. Deol, Consultant

Date City Institutions
Jan 24-27 Cairo 1. Development Industrial Bank

2. Misr Iran Development Bank
3. The Principal Bank for Development
and Agricultural Credit

Jan 29-Fedb 1 Khartoun 1. Sudan Development Corporation

2. Agricultural Bank of Sudan
3. Industrial Bank of Sudan

4. Aradb Bank for Bconomic Development
in Africa

Feb 2-4 Addis—Ababa 1. Agricultural and Industrial
Development Bank

Feb 5-10 Nairobi 1. Development Finance Co. of Kenya Ltd.
2. Industrial Development Bank Ltd.
3. Industrial and Commercial Development
Corporation Ltd.

Feb 11 Kampals 1. Uganda Development Bank
2. East African Development Bank

Feb 12-15 Dares—-Salam 1. Tanzania Investment Bank

2. Tanganyika Development Finance
Company Ltd.

Fed 16 Lusaka l. Development Bank of Zambia

2. Rural Development Corporation of
Zanbia Ltd.

3. Zanbis Agricultural Development Bank

Feb 17-18 Harare 1. Development Finance Company
2. Industrial Development Corporation

Feb 19-22 , Lagos 1. Nigerian Bank for Commerce and
Industry
2. Nigerian Industrial Development Bank

Fed 23 Kaduna 1. New Nigeria Development Company Ltd.

2, Nigerian Agricultural and Cooperstive
Bank Ltd.




SOP.S. ml

Country

Egypt
(Jan 24~27)

Sudan
(Jan 29~
Fed 1)

Names of Institutions and Officials Contacted

Institution

Development Industrial
Bank (DIB)

Misr Iran Development
Bank (MIDB)

The Principal Bank for
Development and Agricul-
tural Credit

Central Bank of Egypt

Capital Market Authority

Bank's issociation of
Egypt

National Bank of Egvpt

Sadat Acadeny

Sudan Development
Corporation

Agricultural Bank of
Sudan (ABS)

Nawe and Designation

1. Mr. Abdel Rahman 0. Osman,
Vice Chairman

2. Mr. Abdel Sattar A. El Hakei,
GM & Member of the Board

Dr. Ibrahim Mokhtar, Assistant
General Manager

Mr. Adel Mohamed Shanadb, GM,
Development & Sanking Affairs

Mr. Mohamed Amin Shalabi,
Governor

l. Mr. Matmoud M. Falmy,
Chairman

2. Mr, Ismail Bassan Mohammed,
Deputy Chairman

Mr. Mohammed 0. Taha,
Executive Director

Mr. Abdel Ghani Gameh, Director
and General Manager

Dr. Hassan Easni

1. Mr. Mubarak Abdel Azim,
Project Director

2. Mr. Yousif Adam Yousif,
Executive Manager and
Secretary to the Board

1. Mr. Sid Ahman Oeman,
Chairman & Managing
Director




Country

Sudan
(cont.)

Ethiopia
(Peb 2-4)

Kenaya
(Feb 5-10)

Institution

ABS (cont.)

Industrial Bank of Sudan
(IBS)

Arab Bank for Economic
Development in Africa
(BADEA)

Agricultural and Industrial
Development Bank (AIDB)

Ethiopian Instituce of
Banking and Insurance

Development Finance
Company of Kenya Ltd.

Industrial Development
Bank Ltd. (IDB)

Industrial §&§ Commercial
Development Corporation
(ICDC)

2.

Dr.

Name and Designation

Mr. Nazeih H. Andrawis,
Manager

Mr. Hassan A. Mekki, Chairman
and Managing Director

Mr. Farouk Yousif Mustafa,
Deputy Chairman and Deputy
Managing Director

Hussein E1 Sayed Osman,

Director, Operations Department

l.

3.

Mr. Tsegaye Asfan, General
Manager

Mr. Zewdie Tibabu, Senior
Officer

Mrs. Tsahai Tedla, Training
Officer

Ato Ayele Demissie, Director

Mr. C. Njomo Kamau, Head of
Operations

Mr. Andrev K. Kitonyi,
Manager SSI

Mr. M. P. Kunguru, Chief of
Operacions

Mrs. Rose W. Karinki, Chief
Establishment Officer

Mr. P, M. Waweru, Executive
Director

Mr. J. P. N. Simba,
Corporation Secretary

Mr. L. K. Kimondo, Personnel
& Admn, Manager




Country

Uganda
(Feb 11)

Tanzania
(Feb 12-15)

Zambia
(Feb 16)

Zimbabwe
(Feb 17-18)

Institution

Ugenda Development Bank
(UDB)

East African Developaent
Bank (EADB)

Tanzania Investment Bank

Tanganyika Developaent
Finance Company Ltd. (TDFL)

The Development Bank of
Zambia (ZDB)

Rural Development
Corporation of Zambia Ltd.

Zambias Agricultural
Development Bank (ZADB)

Development Finance
Company (DFC)

Iodustzial Development
Corporation (IDC)

Rame and Designation

l. Mr. A. K. Mavanda, General
Manager

2. F. S. Kassuja, Head, Dept.
of Industry

mo E. G. wlllpl‘nanlﬂhl
Regional Manager (Uganda) and
formerly Director of Administration

Mr. J. C. Kilembe, Director of

Administration and Secretary to
the Bank

Mr. S. W. Prederick, Director of
Manpower Dev. & Administration

1. Mr. L. M. Nyambe, Managing
Director

2. Mr. 0. B. Chilembe, General
Manager

3. Mr. John Jere, Personnel
Manager

4. Mr. A. Muchanga, Agricultural
Projects Manager

5. Mr. J.D. K. Mtumbi, Projects
Supervision Manager

6. Mrs. J. M. Situmbeko, Legal
Counsel

Mr. N, Jobvu, Personnel Officer
Mr. Amon J. Chibiya, Managing
Director

Mr. A. E. 4. M, Hopkins,
General Manager

Mr. C. M. D. Sanyanga, General
Manager




Country

Zinbabwve
(cont.)

Nigeria
(Feb.19-23)

L. W, Thorson

Libteria
{March 7-11)

Institution

Govermment of Zimbabwe,
Mini{stry of Finance

Nigerian Bank f~or Commerce
and Industry (NBCI)

Nigerian Industrial
Development Bank (NIDB)

New Nigeria Development
Company Ltd. (NNDC)

Nigerian Agricultural &
Cooperative Bank Led.
(NACB)

Agricultural and Cooperative
Development Bank (ACDB)

Liberian Bank for Develop-
ment and Investment (LBDI)

National Housing and
Saving Bank (NHSB)

Name and Designation

Mr. I. G. Takanira, Deputy
Secretary

1.

2.

Mr. B. A. Olateru-Olagbegi,
General Manager (Banking)

Mr. A. I. Galadanci, General
Manager (Administration)

Mr. Adenrele Orimalade,
Controller

Mr. 0. Famuyiwa, Deputy
Controller

Mr. M. A. Fashanu, Controller
Manpower Development

Mr. Alhaj{ Abubakar Abdulkadir,
Managing Director

Mr. Muhammad M. Marshanu,
Director of Personnel

Mr. Dogara Mcdibo Shehu,
Corporate Planner

Dr. Tunji Olagunju, Director
of Agric. & Agro-Allied
Industries Div.

Mr. J. Idirisu Omali, Chief
Manpower Development

Mr. Wilson K. Tarpeh, Managing
Director

Mr. David K. Vinton, President

Mr. Johnie Safth, Assistant
Manager

Mr. T. Diggs, Chief Executive




List of DFIs Which Conduct Internal Training Programs and Facilities

1. Development Industrial Bank (DIB)

o Training room
o Teaching aids
o Teaching materials

o Training staff

2. The Principal Bank for Development and Agricultural Credit (PBDAC)

o Training rooms
o Training staff
0 Teaching aids
o Teaching materials

3. Nigerian Agricultural and Cooperative Bank {NACB)

0 Training staff

© Teaching materials

4., Nigerian Industrial Development Bank (NIDB)

0 Training room
o Syndicate rooms
o Teaching staff
o Teaching aids

o Teaching materials




Annex &

DFIs which are likely to commence internal training in the near future and
external support (mainly training of trainers and teaching materials)
required for the purpose

1. Misr-Iran Development Bank (MIDB)

o Training of trainers
o Teaching materials

2. Agricultural snd Industrial Development Bank (AIDB)

o Training of trainers
o Teaching materials
o Teaching aids

3. Industrial & Commercial Development Corporation (ICDC)

o0 Training of trainers
o Teaching materials
o Teaching aids

. 4. New Nigeria Development Company Ltd (NNDC)

(Proposes to set up a large training center for NNDC Group and
member states)

Training of trainers
Teaching materials
Teaching aids
Physical facilities
Adninistration staff

0 00 OO0

5. Agricultural Bank of Sudan (ABS)

o Training of trainers
0 Teaching aids
0 Teaching materials

6. Uganda Development Bank (UDB)

o Training of trainers
o Teaching aids
o Teaching materials

7. Development Bank of Zambia (DBZ)

o Training of trainers
o Teaching aids
o Teaching materials




Annex S

Staffing Position of DFIs

More than Less than
500 200-50¢ 100-200 50-100 50
]
M PBDAC 3200
- ( N
NACB 600
(125)
NBCI 650
(200)
NIDB 569
(183)
ABS 638
(219)
DIB 411
(220)
AIDB 316
(116)
NNDC 340
(70)
RDCZ 200
(150)
MIDB 150
(100)
1CDC 157
(69)
IDB 125
(45)
SDC 100
(42)
TIB 128
(60)
UDB 120
(60)
DB2Z 134
(50)
NHSB 120
(90)
DFCK 93
(34)
Note: Figures within brackets LBDI 60
Telate to the (29)
professional staff IBS 50
(25)
1/Break-up not available TDFL 30
2/Not yet operational (31
ACDB 95
(37

ZADB 302
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Development Banking Seminar, Abidjan

Subject Coverage and Scheduligg_

(14 February - 6 April, 1983)

X of
No. of Sessions Total Time

Seminar Opening 1 1 0.9
Group Dynamics 3 3 2.7
Project Cycle L3 4 3.7
(Project preparation and appraisal)
Financial Analysis

Financial statements .

Financial ratios 2

Financial projections 3

Time value of money 3

Estimating capital/ptojeci costs

Operating and working capital 2

Breakeven and sensitivity analysis

Financial planning 2 20 18.3
Market Analysis 4 4 3.7
Economic Analysis 11 11 10.0
Technical Analysis 2 2 1.8
Management Appraisal 1 1 0.9
SMEs (including field visits) ya 7 6.4
Agro-Industries 5 5 4.6

Follow-up and Supervision

Project implementation 1




Development Banking Seminar, Abidjan

Subject Coverage and Scheduling

(14 Pebruary - 6 April, 1983)

e s L .

2 of
No. of Sessions Total Time
Seminar Opening 1 1 0.9
Group Dynamics 3 3 2.7
Project Cycle 4 4 3.7
(Project preparation and appraisal)
Financial Analysis
A Financial statements 4
' Pinancial ratios 2
§ Financial projections 3
g Time value of money 3
Estimating capita)./ptojecf costs 2
’1‘ Operating and working capital 2
Breakeven and sensitivity analysis 2
Financial planning 2 20 18.3
* Market Analysis 4 4 3.7
' Econonic Analysis u 1 10.0
j Technical Analysis 2 2 1.8
3 Management Appraisal 1 1 0.9
: SMEs (including field visits) 7 7 6.4
%" Agro-Industries S 5 4.6
g / Follow-up and Supervision
;; Project implementation 1
! ,

e




2 of

No. of Sessions Total Time

Project scheduling 2

Techniques of supervision A 1

Case study 1

Disbursements 1

Covenants and security arrangements 2

Why projects fail 1

Negotiation with foreign investors 5

Role of DFCs in management of

assisted projects 1 15 13.9
Development Banks

Objectives and problems cf DFCs 1

DFC and Govermment relationship 1

Promotion and innovation 1

DFCs financing policies and

mobilization of resources !

ADB experience in subpruject finanmcing 2 5 5.6
Project Visit 3 3 2.8
Field Workshop 25 25 22.9
Post Evaluation 1 1 c.9
Seminar Closing 1 1 _0.9

109 100.0




2 of

No. of Sessions Total Time
SUMMARY

Seminar Opening/Closing . 1.8
Group Dynamics 3 2.7
Project Cycle 4 3.7
Project Appraisal as 34.7
SMEs 7 6.4
Agro-Industries 5 4.6
Follow-up and Supervision 15 13.9
Development Banks 6 5.6
Pield Visits/Workshop _29 26.6

109 100.0

e e e e e ey




The Nev Proposed Design for Abidjan Program

An OQutline

- Opening and closing ceremonies

Learning needs of participants

= Action planning-preparation for

= The role of DFIs in national economic

- Internal and external resource

= Diversification of DFI activities OR
ADB experience in sub-project financing

Module 1 General
= Group dynamics (defreezing)
re~entry into the system
= Program evaluation
Module 2 Development Banking
development
mobilization
Module 3 Project Cycle

= Project cycle -~ an overview or a
simulation on project cycle

No. of
Sessions

2 Time

LY

o

|

Jo—

7.5

3.3

0.8




Module 4

Project Identification & Development

Module 5

- Sources of new project ideas and
project definition

- Market/demand analysis for project
identification

- Project development and reshaping

- Checklist (Guidelines) for project
identification and development

Management Appraisal and Entrepreneurial

Module 6

Module 7

Development

-~ Mapagement appraisal - preseat practices
and systematic framework to examine
managerial and entrepreneurial asgpects

- Entrepreneurial development - an action
plan for implementation

Market Appraisal

- Appraisal of market fore:aets

-~ Information sources for market appraisal

Financial Analysis

- Basic financial concepts
- Interpretation of financial statements

- Financial ratios

No. of
Sessions

2 Time

jw

o

5.8

5.0

2.5




No. of

Sessions 1 Time

Module 7 = Financial projections 3
(cont.)

= Concept of TVM 1

= Calculation of IRR 2

= Estimating capital costs 1

- Financial plan (including

debt-equity ratio) 2

- Working capital 1

- Breakeven and sensitivity analvsis 2

= An integrated case study on financial

appraisal 4
21 17.5

Module 8 Economic Analysis

= Why economic analysis? 1

- Basic concepts 2

= Calculation of ERR and DRC 3

= A case study on economic analysis _6

12 10.0

Module 9 SMEs

= SMEs (including tiny and cottage industries)
= importance, promotion, special probtlems

jw

jw

2.5




No. of
Sessions 2 Time

Module 10 Managesent

\ = Workshop on cosmunication and tesm building 3
’ - Managerial issues in DFIs 1
4
Module 11} Technical Appraisal
-~ Technical aspects of project appraisal 2
= Technology selection issues 1
~ Project scheduling techniques 3
] 5.0
Module 12 Follow-up and Supervision
-~ Disbursemeat procedures . 1
- Covenant and security arrangements 1
= Procuremer: (local and intermational) 1
- Follow-up infomation system (implemenca-
tion and operational stages) 2
- Role of nominee directors 1
~ Financial performance evaluation 2
- Predicting sickness (use of financial
indicators) 1

- Management, technical and marketing problems 3

- Rehabilitacion of sick enterprises (with
particular reference to management and
financial restructuring) 3

- Joint-venture management 1




No. of

Sessions Z Tine
Module 12 - Management advisory and consulting
cont. services to clients 2
= Recovery and reschedulement 2
- Role of DFI branch offices in follow—up
and supervision 1
- Impact evaluation of assisted projects
and policy implications thereof 3
24 20.0
Module 13 Agro and Agro Industrial Projects
= Planning, preparation and appraisal of
agro and agro related projects 3
3 4.3
Module 14 Project Workshop
- Project Workshop I ~
Appraisal - preparation 8
- Presentation before a simulated "Board” 1
=~ Project Workshop 1I ~
Follow-up - preparation 5
= Presentation before a simulated “Board” 1
15 12.5
140 100.0




Comparison of Subject Coverage and Time Allocation

Between Existing and Proposed Abidjan Programs

Opening, closing, etc.
Development banking
Project cycle

Project identification
Management appraisal
Market appraisal
Financial appraisal
Economic appraisal
SMEs

Managerial issues
Technical sppraisal
Follow—up and gupervision
Agro and agro-industry
Field workshop

Project workshop

Existing
Sessions 2 Time

5 4.5
6 5.6
4 3.7
1 0.9
4 3.7
20 18.3
11 10.0
7 6.4
2 1.8
15 13.9
5 4.6
25 22.9
4 32
109 100.0

Annex 8

Proposed
Sessions 2 Time

9 7.5
4 3.3
1 0.8
7 5.8
6 5.0
3 2.5
21 17.5
12 10.0
3 2.5
4 3.3
6 5.0
24 20.0
5 4.3
s 125
120 100.0
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Annex 9

Project FPollow-up and Supervision Program

A Tentative OQutline

The concept and objectives of project follow-up

Follow-up organization, particularly structural relationship between
appraisal and follow-up/supervision departments

Disbursement procedures and documentation
How to cut delays in disbursements?
Follow-up information system
- Implementation stage
- Operational stage
Cost and time escalations - causes, impact and remedies
Early warning signals of sickness
- Financial (use of ratios)
- Non-financial
Project completion reports
Managerial issues and problems at implementation and operation stages

Marketing framework ’product mix, pricing, promotion, distribution,
competition and timing)

Technical problems - causes and remedial actions

Rehabilitation and restructuring of sick units (management, technical
and financial)

Management advisory and consulting services to clients
Rescheduling debt liabilities

Negotiating recovery of dues

Legal intervencions snd foreclosures

Decentralization of follow-up functions

Impact evaluation






