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SUMMARY OF FINDINGS AND RECOMHtMDATIONS 

The evaluation of Abidjan developaeDt bankiog progr ... was conducted at 
two levei5;-v1&: -unagu.;utof- DF11- and_pa_iti.Cipanti Who bad attended 
these prograas. The unageaent reaction va1 highly satiafyiog; it was, 

.... however, suggested that aore t~ in these prograa •hould be devoted to 
sessions on project ident1fi"cat1on ~ deve1oiiae-nt and ..lollow-u.P and 

scnervision. -Thb suggestion ii aiaed at developing institution&! -
-capaoi!~tie1 for project premotion work and portfolio aanageaent 
(para. 2.3). 

While acknowledging the usefulness of Abidjan p~ogrmas, participants 
made some valuable practic:a.l •uggestions regardi11g subject covera1,,e, 
reading uteriaJ•, tr~ning aetbodology, uae of guest lecturers~ field 
WOrkih?p1;-aelectiou- procedures, ~uration; ·uc.- (para. 2.4). --- . -
Out of 27 izwtitutions visited duriQg the field survey, onlt 4 have well 
~stablished internal training progrma1_for_its_1taff •• The ~aclt_Rf 
i"nteriiil training facilities in-Africa bas clear implication.a for 
sub-regional and regional training (para. 3.r3o~if. Seven DFI& are 
likely to comm~nce internal training shortly and they require external 
a&sistance for training some internal trainers and developaent of 
teaching materials, mainly case studies (para. 4.4). 

The asse11ed training needs uinly pertain to fiddlc=scQiQ...LO.J>eratiqa 
~.i>{~_!sio~s and have been claHif .&.ed into 14 broad aegmenu {including 
trainiQS of trainers and specialis.d trainiQS needs of Dll1 financing 
agricultural--and :ural develo~~v_roJ~-c..!•> (para. 3.131). 

It was found that there were nry fev top-wanag~nt_t_ra~ni!I 
op~rtunities in Africa and that a .. jority of tbe chief ezecutive1 
intervieV"ed-¥ould lib-to attend ahon-tera high level policy aellinar1. 
The identifie4...SJ!P_~gement tra1DiQS_!!..~4' fall into 5 broad are,s: 
po1icy fomulation, resources, clients, new directions and SUJlpot't 
systeas {paraa. 3.132-3.133). 

st¢oI operatig U°'..lll•, vbo are well-conversant with ttr.hnica:. aspects 
of de\"elopaent baoking, require training iu policy and managerial 1£sues 
having a beariQS on institution-buildiQS activities (para. 3.134). 

Many DFls in Africa have expatriate 8:'!!11•~· It was found that these 
advisers do not pariiCipafe-fniDati.tuUon-buildiQS activities outside 
their area of expertise. An ability t~ tr~n_l~e&!_ off_icera ill ~dition 
to basic apec1al1zation 1h0Uld bicome an iaf ortant critedon l1f tbe.:. ---­
selection procell Of tbeH 8dviaert {para. 4.6) • 

Many institutions in Africa attach great iaponance to over1ea1 hiJhet 
education in economic~, finani:e and managaaent for t:1eir staff in view 
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of the lack of cowparable educational opportunitiu in uoy of these 
countries. '#tlile ve have to drav a distioct1on between education a·ld 
poet~erience tra1Ding, it u important that the aieting and the 
2ropoaed progrmu should have a core "e4_uca.t1a~_caapoDllDtJo as to 
initiate a self-learning proces1 oo the part of the trainees. Increased 
use of c&1e studies will be helpful in tbia ngud (para. 4.8). 

'l11e delivery aystea outlined in the report takes note of 1trateg!s_ 
operational priorities~~_!>J!..! (para. 5.2). typical features of Sub­
Sahara Africa (para. 5.3). The key consideration• in this connection are 
institution-building activities, training of teams in national and 
sub-regiou.a.l programs and strengthening of internal training systems 
(para. 5.4). 

A new design for the Development Banking Program at Abidjan has beeo 
proposed. the progrm duratioa has been marginally inc;_r~_!~-;~...!_ weeks, 
but it is suggested that third country field workshop be dropped. Tliii .. 
will result in substantial cost-saving. About 31% of the total program 
time bas been allocated for project identification and project follov-up/ 
sui)ervisiou sessions. Project appraisal coaponent still gets 48% of the 
program time (para. 5.6). --. 

It u suggested that a new program on project follaw-uLa_l!.d_s~11..eIYisio,!l 
should be devel~ed in_u~oci_!.~ion_ vj,t!i_JfJJ1B __ {Lagos._ Nigeru), which has 
excellent training facilitie1 and resources (para.5.7). 

In order to strengthen internal training capabilities of DFis, at least 
2 tTaining of trainers progr!!IJ should be offered during the next 3 years 
(para. 5.8). 

At least one high-level policy seaina!_ (preferably bi-lingual) for the 
on chief executives should be organized either at Vasbig_to~_. o.c. ~r­
Abidjan during n 1985 to reinforce the oogot.q iutitution dwelop•nt 
efforti (para ~.9). 

Senior on managus vbo require trainiq in policy and •nagerial iHues 
may be allowed toparticipate in ADTL.A¥'a executive develop•nt pt'ograu, 
starting 1984. This will not only foster areater cooperatiou between 
AADn and AD11AP, but expose a aumber of senior Dn unagen to the 
policies and practice& of A9ian DPI1 (para. 5.10). 

There is a a.eed to offer an agricultural finance_/ru_!al develop11111!.t 
projects court• every alternate year {para. 5.11). 

ID order to facilitate decentralization of ~el~•nt. Banking Training_ 
in Africa, it is proposed that sub-regional/national pt'ograma 1hould be 
initiated in teaya (Nairobi), Zambia (Lusaka) and Zimbabwe (llarare) 
(para. s.12). - - • - • 



There ia an urgent need for AADFI-ADFI.AP ~o evolve a c~~dinated approach 
tovarda development banking training-and interchange of profeaaional -
experiences between .A.aian and African DFla (para. S.13). 
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PAl.T 1 

IRTlODUCTION 

!acltground 

1.1 The Association of African Development Finance Institutions (AADFI), 
the Training Center of the African I>evelop•nt Bank, and the EcODOllic 
Development Institute (EDI) of the World Bank have been involved since 1979 in 
training unagers and professional staff of development financing iDBtitutions 
(DF11) in Africa. In punuance of a Memorandua of Underatauding signed by 
UJ>Fl, ADB-TC and EDI iu December 1978 two coursu in development banking were 
offered at Abidjan each year, one of them in English and the other in French. 
Although co-directors for these courses were prO'."ided by ADB-TC and EDI, 
course admini1tration and implementation rested entirely With AD~-TC. The 
duration of these courses bu varied over the years, between 7 and 9 weeJu:. 
The last of the au courses in !ngllsh as per the original plan took place in 
July-August 1982 and, pending creatiM! of new training programs for DFis in 
Africa for another 3 years, i.e. 1984-86, it was repeated during early 1983 
roughly along the pattern established in the paat. At the initiative of the 
concerned ins ti tut ions - AADFI, ADB and EDI - tJNIDO agreed to finance a 
comprehensive study of Anglophone and Francophone African DFI• covering a 
fairly representative sample in order to determine the training needs and 
develop new progr.111118 in response to those needs. It was al.80 expected that 
finding• of these studies would enable AADFI to 110b1lue technical and 
financial support from national and international 1natitutio118 interested in 
DF! training in Africa. 

ObjectivH 

1.2 'lbe objective• of the study were identified ae under: 

(i) To evaluate the effectivene.s of training couraea conducted by 
AADFI-AI>B-EDI at Abidjan during 1979-1922; 

(ii) To aa1es1 the training needs of each DFI included in the study 
for a period of nelet three years, 1.e. 1984-86; 

(iii) To understand the present train:1.ng policies of DFla and to 
prepare an inventory of iD-houae training facilities/support 
systems With a view to augguting specific measures to enhance 
intenial trainina capabilities; and 

(iv) To recO"llllend specific action plans for designing new training 
programs as a r .. ponH to the aaaeaaed training needs. 

1.3 '!'he main outcomes (end result•) of this study are: 
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(i) An evaluatioa of the Abidjan cour1e containing view1 of 
management of DFI• and prof e1aiooal staff who bad actually 
participated in these courses (Part II). 

(ii) An aa1es ... ~t of training need• at aicro1copic, sub-regional 
and regional 11~•1• (Part III); 

(iii) An account of prese:ic training policiH, training arrangement•, 
and in-bouae training capabilities (Part IV); and 

(iv) A 1et of reccaiaeadation1 concerning redesignins the existing 
progr .. and developing new program1/activities at national, 
sub-regional and regional levels through increased inter­
inatitutiooal cooperation and greater local initiative 
(Part V). 

Approach and Methodolo11 

1.4 Two ~.xperta •ere DOID.inaced 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 aspects of development banking. Dr. Moncef Cheikb-Roubou, 
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, Nev Delhi 
(India), vaa uked to cover qlopbcae countriH. Kr. Deol VH also a member 
of the expert tea, appointed by tJHIDO, at the request of the Aasociation of 
Development Financing Inatitutiot11 in Aaia and the Pacific (ADF!AP), Manila, 
which conducted a aiailar study in 1981. 

1.5 This rapgrt covers DFia in 1elected English speaking countries. 
Mr. Deol visited 22 national DFb located in 9 countriu during January 22 -
February 24, 1983 (Amla 1). TbeH are: DIB, MIDB, PIDAC (Egypt); AIDB 
{Ethiopia); DFCX, !CDC, IDB (~aya); RACB, Oct, NIDB, HNDC {lfigeria); ABS, 
llS, SDC (Sudan); TDFL, TU (Tanzania); UDB (Uganda); DBZ, RDCZ, ZADB 
(Zabia); and DfC, IDC (Zillbabve). BeddH, vilitl wre paid to tvo regional 
inatit~tiona, naaely BADIA and !ADB, in order to explore the possibility of 
their usociatioo vi th future AADn progr-.. Three DFI1 in Liberia (ACDB, 
I.DBI, NBSB) wre •ilitad by Hr. L.W. Thor100, !DI staff member, during early 
Karch J 983, and bi• finding• are included iu thil report. 

1.6 All theH 1nat1tut1ona were informed of the Yilit by the AADFI 
Secretariat and con1equaatly, the &8li1taace and courtesies •~tended to the 
expert were indeed g1aarou1 in teras of coverage. 

1.7 The approach and methodology va1 principally determined by the 
availability uf time in the field. Cot191der1ag that only around 18 working 
days (excluding travel tiJDe and weekend•) were available £or the field stujy, 
less than one day wa1 spent in eacb DFI. The methods of inquiry may be 
divided into following broad categorie1: 



' ' \ 

- 3 -

(1) Contacts and diacuaaiona vi th Chairun of AAI>Fl, 
Secretary-General and of f1c1al1 of ADI-TC during the prepara­
tory viait of the expert• to Abidjan during J>ecember 13 - 17, 
1982, 

(2) Contact and cliacuaaiona with high level official• of the World 
lank in the conce~ued ltegiona in Waahington, D.c. during 
January 10 - 22, 1983. 

(3) Intem ewa With high level DFI official• (chief executives, 
ne.ar : ·.ip unagers, mnagen responaible for training and 
at:aff developmeut) to diacuaa training policiea, preaeut 
training arrangement•, training needs, plans and atrategies to 
111eet tho•~ neede. A liet of theae officials is attached 
(Annex 2). 

(4) Interviews with a number of participant• of Abidjan courses 
during 1981-82 to aseeea the ufectiveneaa of these courses 
from user'• viewpoint. As the diacue1iou vith theee partici­
pants toolt place in an unstructured and informal atmosphere to 
obtain free and uninhibited reactiona, their IUllllea are not 
being mentioned in the report. Most of the participants 
desired that their names should not be disclosed in any 
official document. 

(5) Data collection through a pre-desigued queationnaire, developed 
1n consultation vitb AAI>n Secretariat 1Ji December 1982. Tbe 
same questionnaire bu been uaed for study in francophone 
countries. 

(6) Viaita to training facilities of DFls, wherever aucb facilities 
Gist, ~Dd cliacuaaiona with the training adainistratora and 
their uaociatea. In uny cues, ve also Mt vith officials 
from operation•• 

(7) In aome caeu Meting• were ananged vith officialt of 
banka/institutions/govera.ent not specifically included in the 
nport to have a feel of th• local operating •DViroament. ln 
tvo countries, facilities of local training institutions were 
aleo eeen to have an idea of the local training facilities. 
Thie had to be done on a restricted scale due to utreme 
paucity of ti!lle• 
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PAllT II 

AN EVALUATION OF THE EXISTING DEV!LOPMENT ·aANXlNG PROGRAMS 

2.1 .\n important outc011e of this study is a po1t-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, nam~ly management of beneficiary DFis (through discussions with chief 
executives, their deputits, senior officials in charge of personnel and/or 
training functiona) aod participants vho had attended these programs. The 
identity of these participants i• not being disclosed as the idea was to 
obtain their free and frank opinion about the etfectiveaess_ of programs in a 
relaxed and informal setting. The outcoaae, as presented here, justifies the 
usefulness of this approach. 

2.2 M far u management reaction is concerned, w can say that the 
programs were extremely valuable in teraa of exposing a number of middle­
sellior officers to the techniques of development banking aod that the manage­
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 haDdliog the more complex operational respon­
sibilities and inculcation of a more positive attitude toward1 promotional 
role of the development banks. One of the major problems in post-training 
evaluation i~ that it is difficult to establish a cause-effect relationship in 
the sense that these 1.aproveaents could have taken place (say, on a different 
time scale) even without these progTaas. It is difficult to say whether or 
aot this hypothesis is valid, but it bas clear :lmplicationa for the very 
p•Jrpose of training. 11 it poesible to train people aod/ or change their 
behaviors? One can only go by the circuastantial evidence. The management 
believes that th•re was an illprove:iaent in the job performance after their 
officers bad received this training. The officers feel that they gained 
knowledge of certain techniques and assumption.a uaderlying the philosophy of 
development bankiag because they were chosen to attend these courses. And it 
was interesting to aote that there was not even one opinion which conveyed a 
different 1apres1ion. On the contrary, there vaa a coacern to make this 
training 11are uaniagful frOll the operational point of view. This was an 
encouraging feedback ina111UCh .. officers bad spent as aany as 2 to 3 years on 
the job after receiving thia training. 

2.3 The aanageaent reaction is 1UJ1111arized below: 

- A progra of this kiod 1a extremely useful aod should be 
conducted at least twice a year. The training programs offered 
by many other overaeas institutiona/univeraities, though useful 
in aaoy ways, are aot specific to the operationa of development 
banks as the one at Abidjan. Thia kiod of foundation training in 
projec~ appraisal and supervision is essential for every middle/ 
senior officer and therefore the request for more participation 
opportunities. 
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- Many iutitutions wanted 90re tiae to be devoted to follow-up and 
supervision 1es1ions in view of the poat-eanction problea1 faced 
by aholt every DFI in Africa. In view of the fact that develop­
.ent banking training bu been tr.d1':1.onally appra11&l oriented, 
in1titutions have by and larae attained a level of expertiae in 
this area, though there i1 scope for greater sophistication in 
ecoDOllic, technical and aark.et a1pects. Since officers in DFI• 
have ~ever been exposed to training in post-sanction aspects, 
they are le11 equipped to handle restructuring of ailing enter­
prises, inf onnation aanageaent, loan rescheduling, intervention,; 
at the policy formulation level (role as DOllinee directors), 
w:ilf ul defaul ten, among others. What the ins ti tution1 are 
really looking for is not a segmented treataent of certain 
po5t-1anction topics, but the framework of an institutional 
approach including installation of a good inforaation system 
(just as there ia established appraisal system). The increase 
in tbe staff members in follow-up units bu not belp•d the 
institutions to solve their problea1. Bowever, SOiie DFl1 which 
introduced a systematic approach, i.e. established a 11<>n1toring 
system, 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. Thi• suggestion deserves highest considera­
tion if the capability of DFis to handle post-sanction problems 
ii to be appreciably enhanced. 

- Some DFl1 are also concerned about the lack of 9Uitable man.agement 
training to senior staff 11e11ben. Although heavy investment bu 
been aade in the past to ~nable uay J"o:>Ung profeHional1 to 
attend MBA cour1e1 (mostly in American universities), the present 
resources con1traint ii ultinc further udstaoce for the purpose 
extremely difficult. A q~stion vas therefore posed whether EDI 
could take the initiative to de1i1n a course aiaed at relating 
management tbeoriea to various pba1e1 of the project cycle. A 
perfect answer to the question is not possible, but perhaps a 
closer look at the executive develo~nt prosraa (EDP) conducted 
by ADFIAP and its applicability to the African aetting should be 
useful for making a begiuniog in thi1 direction. 

- Another area, according DFI unagementl, which bu received 
relatively le11 attention in the proer .. is project identifica­
tion and preparation. Another related as~ct is entrepreneur 
development. The chief executives believe that the pr0110tional 
role of DFl1 would continue to occupy a 1econdary position in the 
overall 1che:me of operational prioritie1 unless steps are 
initiated to train officers in these two area1. We feel that 
efforts in this area should 10 beyond training and should include 
a •echanin for exchange of infonution and experiences aong1t 
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African DFI• and greater cooperati01l a.ong African and Asian 
on •• 

2.4 The d11cu1aiotu1 with the former participants touched upon several 
specific .. pecta of the programs conducted during the last 3 years. 

Sub1ect Coverage: 

(a) The present coverage of project identification and preparation 
provides useful inaigbts, but in order to transform this 
knowledge to the operational realities the participants require 
a systematic framework. An experimental workshop will be 
highly useful to locate data sources, definition of project 
ideas and reshaping. The parti~ipanta would appreciate it if 
this trai~tna can help them to evolve a set of checklists, 
adapted to their OWll environment, which .. , be used to facili­
tate projeet pr~otion work in D~Is. 

lb) 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 waa a scope for improving the "presentational" part 
of econoUli.c analysi.9. 

(c) About the market analysu, opinions were sharply divided. Some 
participant• wanted 90re ("this aspect u important and is aot 
satufactorily dealt with in •~·rraiaal notu at present") vhile 
others ukad for len ("th11 1 s. .. net 1pec1alist 's job"). 
However, there was an qreement that market aspects should be 
discu11ed at the pre-appraisal staae. l'bis su11estion may not 
be univeraally acceptable, but it makes a lot of practical 
senae. The eaphaaia on market analy1i1 uy, however, differ in 
variou1 segment• of the coune depending on the following 
queatiou: 

- What market analysis techniques are available and hov to use 
them? (Pre-appraisal stage) 

- Bow to as1es1 market d211Ltnd foreca1t1 prepared by project 
pr01D0ters/coasultant1? (Appraisal 1tage) 

- What &Hiltance can n provide to the assisted enterprhes 
to overc011M1 marketing probl1119? (Operational stage) 

These distinctioua are important and would make preaentatiou. 
on the subject more relevant from the practical viewpoint. 
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(d) The present emphasis on technical aspects is somewhat aarginal 
and many participants agreed that it should re•in •o due to 
the fact that non-engineer. were not intere•ted in 1D0re eztca­
sive discuasions on the subject. While there 1a some logic in 
this, even non-engineers need to gain appreciation cf •tten 
like project location, contracting, equipment supply, raw 
11&teriala and utilities, quality control and plant maintenance. 

Materials: 

(e) Kost of the participants shoved diasati1factiou with the 
treatment of unage11ent appraisal. Most of them would prefer 
~--me practical guidelines which could be used in the appraisal 
process. 

(f) Without any exception, the participant• felt that the programs 
had attached 11a1ch less importance to post-sanction aspects than 
required under the present operational realities. Only a f~ 
participant• believed that their in1titutiom1 were doing a good 
job in this area. 

(a) The participants were very happy with the reading materials and 
none of them wished that the quantum be reduced. However, not 
all participants were pleased with the 11anner of distribution. 
Overloading at certain ti.:21ie& bad a negative impact. · 

(b) The program 1ponaors ahould make a clear distinction between 
compulsory and optional readings. When too -DY paper. vere 
distributed for a particular topic participant• did not read 
any of them due to lack of ti•. Compulsory reading, one or 
tv" papers per topic, should be di1tributed iu the claH by the 
lecturer aa a "home" aaaignment. Optional readings uy be 
dietributed in pack.lg~• at suitable intervals. Thi.a approach, 
it vaa felt, will help raise the level of discusdon in the 
classroom. 

(c) A convincing evidence of the post-training utility of progr .. 
material• wa1 seen during the field visit. At least half the 
participants kept the .. teriala in files/binders in their 
offices and consulted them from tille to time. Many of th• 
had shared these paper. vi.th their other colleagues and/or 
training uniU· 

Methodology: 

(a) There vu a feeling that training •tbodology vas heavily 
oriented towards lecture method. The preference vaa clearly 
for eore case studies, small group di1cu11iOD8, and experience 
aha ring. 
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(b) 'r.le course director(•) aenerally •haued sreat •ensitivity to 
participants' n .. da and used participatory teaching •thods. 

Discussion Leader• 

The participants vere not very pleased with the perfona.ance of guest 
lecturers. Not being fully involved in the course implementation, they tended 
to be repetitive and leas sensitive to trainilll needs of the participants. In 
some cases, highly personalized exJ»eriencea of these lecturers tended to be 
"ancedotal" and consequently there was little learuing value. The participants 
highly recomiaended careful selection of outside speakers, proper briefing and 
tactful interventions by the course director to avoid the "drift." 

7ield Workshops: 

Almost all the participant• were hiahly critical of field 
workshops. Sierra Leone va.l often quoted u an es.ample. 
Cousidering that much money was Sl)ent on ur travel and 
subsistence, the outcome was of doubtful utility in moat of the 
cases. The participants would liKe to see a better use of the 
resources iuveste~ in these field workshops. 

Course Administration: 

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

Venue: 

Many participants mentiooed that they had problem outside the 
classrooa due to their inability to speak or 1111derstand French. Also during 
some of the factory visits interpretation facilities were not available and 
therefore the learning impact of these visit• was adversely affected• 

Selectioo of Participants: 

Solle participants felt that the level of expertise of trainees waa 
markedly different• Thi• posed uuy proble• in the HU.H that much valuable 
ti.me vas spent ou clarifying 1ome very basic issues/techniques/concepts• It 
vas suggested that the Selecti011 Committee should stToagly eaforce admission 
criteria to reach a common l.vel of understanding. 

Duration: 

!scepting one or tvo participants, there was au agreement that a 
duration of 8 week• for a course like this was ao•t appropriate. 'nlis 
1uration 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 cour••· 
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2.5 AD attempt baa been aade in Part V of the report to integrate tbeae 
d1ver1e expectations with a •iew to aaking ex~ating and propoaed prograaa 
operationally aore uaeful. 
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PilT III 

AN ASSESSMENT or TIAINING NEEDS OF DF!s 

3.1 In Part III of this report an atteapt bas been .. de co present an 
overview of the tra1Diac needs of DPis visited d~ring the field survey and 
based on thi1 some broad generalizations have been arrived at regarding 
training needs of DPis in the English speaking African countries. All these 
DFis, with the exception of Egypt, Liberia and Nigeria are !ocated in East 
Africa. Reporu on individual DPls provide an account of their management 
structure, nature of activiLies, current operational priorities, levels of 
skills of existing professional staff and llOSt preferred areas of staff 
development. The asses&11ent of training needs bas been made bued on discus­
sions with senior officials, studies conducted by the ia.titutioa from time 
to time, operational strategies and levels of present and desired 1taff 
expertise. An inventory of learning needs i1 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 llillion is owned 
entirely by the Central BanJt of Egypt (CB!). DIB is subject to control and 
supervision, under Egyptian banking law, by CBE. As a public sector bank, DU 
bas to operate within an institutional framework which prevent• direct recnit­
aent at senior levels at coapetitive salaries. The head office of the bank is 
located in Cairo with branch offices at Cairo, Al~1andria and Tanta. It is 
proposed to expand tbe branch aetvorlt by two more branches ahonly. 

3.3 DU i~ managed by a Board of Directors consisting of seven directors 
(fixed by law) including five interual directors, viz. Cbair11an, Vice-chairman, 
and three General Managers. The Board bas u advisory cOllll.ittee of seven 
aeabers vi th wide experience in trade, industry and Una.ice. Thia cOllllittee 
advises the Board on matters concerning policy fonaulation and constitute• an 
illportant link with trade and induetry. 

3.4 DIB's objectives and operational policies were coaapreheaaively 
stated in tbe policy J!atement approved by tbe Board in January 1980. The 
principal objective of DU is the pr0110tion of industrial and 27 related 
activities in Egypt through financial .. aistance for the eatablielment of 
essentially industrial nev enterpri1ea aad for aodenlization, expanaion and 
illprovesaent of existing ones. In this connection priority is attached to 
cooperative enterpriaea, including 1rti1a1U1 and Sll&ll-scale induatri••· An 
important operating objective ia increasing tbe rate of industrial capacity 
utilization. In line with Govert111eot 1 1 eccoOllic pol1c1e1, D~ has endeavored 
to spread its re1ources among different region.s and industrial sub-sectors. 
Project as1istance it principally deterained by financial and ecoOOlaic rates 
of return. DIB's financing takes tbe for11 of loans (short and long both io 
local aod foreign currencies), direct participation in equ.ity and guarantees. 
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Noru of uaiaunce and financial policies of tbe bank have been well 
articulated. DII bu abo been playiac u laportaat role in proaoting new 
iDdu1trial proepect• and it propo••• to inteoaify it• effort• to further 
•t~eagthen thia role. 

3.5 An laportant internal objective is 'iDltitutioa-building and etaff 
developaent. ln tbia regard DII has received valuable aesietance lroa USAID, 
OECD, and the World Bank. Altbouab the top-.nageaent has reaained nttually 
unchanged since itl inception, DD bu faced the problea of high etaff turn­
over due to opportunities abroad and high salary acalea offered by tbe private 
eector banlta in Egypt. Thia problea, though not fully overcome. baa been 
considerably ldnlaized through intensive train111g both within and outside the 
organization and increui11g bonua pa,.enta to the ux1aua level. Tbe organi­
zation structure i1 being revised vith the help of ao.e vell-luiovn consultancy 
companies and aany nev positions have been created with a view to apanding 
and diversifying DIB'a activitiee. These develo~nta are bound to have a 
favorable and 80tivatiQg influence on the existing ataff. 

3.6 The number of staff vb.icb stood at 344 (includii.g about 200 
professionals) as of December 31, 1980 increased to 411 (including around 220 
professionals) aa of June 30, 1981. More additions in the professional staff 
are on tbe vay. This patten of organizational growth has necessitated 
str£ogthening of internal training set-up, which ii already well-equipped. 
The trainiag policy and arrangements for staff development ue examined 
eeparately in paragraphs 4.10 - 4.15. 

3.7 Baaed on ita operational priorities, DD attaches laportance to 
training ita etaff in the following areas: 

(i) Project FollOtr-Up and Supervision 

(ii) Identification and Proaotion of Nev Project• (Market and 
Feasibility Studies) 

(iii) le•ource Mobilization (Internal and !sternal) 

(iv) Divereification of DII'• Activities 

(v) linanciag of SSI 

(vi) General Management (particularly Coaalunication) 

(vii) Trainiqg of Trainers 

Miar Iran Development lank (MIDI) 

3.8 MIDI VH Htablisbed in 1975 ae an Egyptian-Iranian joint venture 
under the provi1iont of Lav 43 of 1974 aimed at encouraging foreign inveat­
aenu, principally to promote ':be inflow of new technology. Lav 43 (aa 
amended) companies enjoy tax and other incentives and are free from aany 
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reatrictiooa generally iApoaed ou atate-ovued corporatiou. Iuitially, the 
sbar• capital vaa 1ubacr1bed by tbe ~ti&a aDd the Ir&Diau pro.oters on a 
50:50 basis but the subaequent increaae in t~• paid-in capital baa cnanged 
this ratio to 75:25 iD f~vor of tbe Egyptian cvners (a.aaely. BaDJt of 
Alexandria and Min Inaurauce COll.pany). Altuough the EcYPtian share-holders 
are public aector iuatitvtioua, MIDI is establiabed and aaaaged •• a private 
finan.:ial institution in view of tbe proviaioaa of Lav 43. 

3.9 MIDI is aac.aged by a Board of Directors consisting of 8 directors, 
of which 6 are Egyptian (includiDC the Cbait"lll&n and Managing Director, who is 
the chief executive officer). 'the top aanageaent teaa coaprisea a general 
manager and five assistant general .. a.agera. While the general unager 
directly superviae• iuveac.ent activities, other sectors like banking, finance, 
legal affair•, adainistratiou aad data proceasiag center are under the charge 
of assistant general unagera. The Board U. constituted a Kanageaent eo-ittee 
which approves all loag-tem loana and equity iaveat:llenta. The uaageaent 
tem is well-experienced and cQll!lands great respect in the banking commuuity 
for its dynaia and apecialiiation in iavestllent banking. 

3.10 The organization structure of MIDI reveals some interesting 
innovations in development banking, such aa coabiaatiou of operating and staff 
functions (projects & a.·esearch and investment promotion & follow-up). A 
significant addition in support units is that of a data processing center 
which is divided into information system.a depa~ent and systeaa aad programs 
planning department. During 1982 the bank aoved into an illpreHive 2'• story 
building which houses MIDE'• uev headquarters. Thi• bu helped to ease 
pressure on space experienced in the old buildias. 

3.11 As a developeent aud inveataent bank, the activities of MIDB uy be 
divided into the followiag broad categories:* 

* 

( i) Long-tem loans 

(ii) Participation in equity (direct) 

(111) Co-financing and loan 1yadicatio~ 

(iv) Project promotion (i11Ve1tment survey• aad feaaibility 1tudie1) 

(v) Sbort-ter11 facilitie1 to assiated project• 

(vi) Mobilization of internal and mcteraal resource• 

It is important to note that all KIDB operations are in foreign currency 
( U .s. dollar). 
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(vii) Close auperYi1ion of aa1iated project• during iapleaenta~ion 
and operation be1ide1 active participation in aanageaent 
through board ... ber1h1~. 

3.12 AD iaportant role played by MIDB (which baa a significant promotional 
value) bas been the rotation of it1 inveat.ent portfolio to activate the local 
capital aarket. Equally notable 11 the ?>&nit'• contribution in the area of 
project planning and preparation (pre-appraisal 1tage) vbich tends to receive 
leas attention in aany DFia. 

3.13 KIDB's operational. priorities have undergone aoaae change• consistent 
with its own maturity aa a progresaive iuveataent institution and 1hift1 in 
the national. econOIDic enviromaent, but the emphaais seeaa to be on financing 
aore of capital good• and construction projects in the private sector. Not'111B 
of project asaiatance are well-defined and the aain consideration 1eea. to be 
the long-ter. financial and economic viability of the project. Supervi1ion 
activities, which evolved with the expansion of project aaaiatance, presently 
receive as much attention aa project appraisal. In fact, the sophi•tication 
of follow-up information system within MIDB deserves attention of vther DFis 
in the region. 

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

(i) Peuibility studies, with particular reference to marketiug 
analy•t. in the face of inadequate external. data sources 

(ii) Techniques of ecoooaaic &naly1i1 of project• 

(iii) Procureaent procedures, particularly international. competitive 
bidding 

(iv) Internal. aad mcternal reaource •obili%ation 

(v) Co-financing and loan syndicatiou, particularly legal 
illplicationa 

(vi) Diversification of activitiea (rucb as leasing operations) 

(vii) Project follow-up and supervision. 

KIDB' s ataf f development and trainiq policy, present arrangeaents 
and prospects are exllllined 1eparately (paragraphs 4.15 - 4.18). 

The Principal Bank f'>r Development and Agricultural Credit (PBDAC) 

3 .15 PBl>AC, vbolly-ovaed by the Goverment of Egypt, ii a .lar1e ape::a: 
organization for providing agricultural finance. The total structure 
enc01Dpas1e1 8 brancbe1 of the bank and 17 governate banks. The Bo&rd is 
fairly broad-baaed and provides representation to several goverm11ent 
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llin11triu, central bank, 1pec1al.11ta in the flelcl of agriculture and 
cooperation, goveruata bent., among others. The Chairman of tbe Board 11 the 
chief executive officer of the bank, vbo is asaistecl by two deputy chairraen. 
The third level of unageaent, equivalent to general aanagers, is in charge of 
various functional areas, n ... ly 

- Developaent aod banking af faira 

Finance and adainistrative affairs 

- Credit and aark.etiag 

- Planning, o>:ganization and research 

- Legal 

- Production and storage, includiag training 

3.16 In view of the total spread of the bank's activities and the 
responsibility for developing affiliate institutiollS, the bank baa rightly 
accorded training the desired priority. The bank's own training departllent 
handles a bulk of uaagement, specialized, orientation and cultural training 
for the bank staff and invitees froa the governate banks. 'The main area of 
concern at the moment is aot so auch the content-oriented training for 
individual staff anbera, but reinforcing the capabilities of trainers to 
offer better designed progr ... covering a wider array of topics to meet the 
growiag training needs of a very large population; in fact the largest lingle 
trainee group anywhere in AfriC4 and the Middle !&at. 

3.17 Frm the vievpoiut of bank's operatio11S, it is possible to identify 
training needs of a aajor staff segment, which are: 

o Accountiag 

o Banking Practices 

o Fea.ibility Studte1 

o Rural Development 

o Appraisal of Fam Loans 

o Iapl ... ntatioo of Agro Project• 

o Interpersonal aelations 

yricultural and :industrial Developaec·. BanJt (AIDB) 

3.18 AIDB was incorporated in November 1970 as a result of the merger of 
two Ethiopian OFis, namely the Development Bank of Ethiopia (DBE) and the 
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Ethiopian InvHtaent Corporation (EIC). Although it wa1 e1tabli1bed &1 a 
vbolly-owned 1bare coiapaoy, AIDB va1 ree1tabl11hed u a public corporation 
under a proclaation of 1979 folloviag the political cbaagee in 1974. Tbe 
proclamation defiDel the basic activitie1 "18 eztendi111 loans to the agricul­
tural, iodu1trial and other 1ector1 of econoay. Soae other activities vbich 
uy be undertaken by tbe bank include iHue of gi;..arantee1, euuring a balanced 
regional diatribution of projecu, aanagiag fund1 of ,tber Goverment in1t1tu­
t1ona and international agenciH to be u1ed for special lendiqg purpolH , 
attracting financial resource• frOll other countries and international agencies, 
aobilizing private and public saviags, cooperating with development agencies 
in project identification and proaotional activities and expeditiqg the flow 
of technical, managerial, and financial knowledge. Not all these activities 
are presently undertaken partly on account of constraint• of ataff and 
partly due to certain 1tructural changes in tbe institutional framework for 
evaluating public inveat111ent1. All public industrial inveetaent projects in 
Et hfopia require approval by the Central Planning Supreme Council, but the 
1yatem permits independent appraisal and approval or rejection by financial 
institution£. In thi• connection it -...-y be relevant to mention the role of a 
specialized autonomous agency, namely Development Project• Study Agency under 
the control and direction of the Central Planning Supreme Council, which 
undertake& technical, financial, and economic evaluation of Government invest-
ment projects in all sectors. This bas somewhat liaited the role of AIDB in 
project identification and preparation, except in the small scale industrial 
sector. AIDB bu also given up equity participation u all aediu:n and large 
industrial enterprises are being set up u public corporation.a. The dissemina­
tion of managerial and financial knowledge is perhaps one function which AIDB 
baa to pur1ue aore vigorously in the cOlling years as the base of professional 
expertise vi thin the 'Jank 11 further expanded. 

3.19 ill>B is unique in certain respecu: fint, it ii the only 
agricultural and development bank in the country; and 1econd it ha .. a Board 
which ii comaon for all financial inatit•.itiona iD Ethiopia. The foard, which 
ii chaired by the Minister of Finance, includu the Governor of NBE (the 
Central Bank) a1 vice-cbairaan, au llini1ter1 and key official•. The chief 
executive of ill>B is general aanager who baa authority to 1&nct1on financial 

* u1i1tance lea1 than Birr 3.0 llillion. The aanageaeot ey1tea al10 ioclude1 
two commi tteH, nmely 

a manageaent committee, cons ii ting of all beado of depart111ent1 
and chaired by the general manager; the committee meets at least 
once a week to review all 1mport8Dt 4~velopment1 concerning the 
bank; 

a loan committee chaired by the bead ~f legal department and 
ca11priaing bead1 of other operational departaent1; this comai.ittee 
rec011menda a definite course of action to tbe general manager. 

* l US $ • 2.07 Birr (appro~.) 

-- l 
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3.20 The loana above the general unager'1 authority are required to be 
submitted to the Board for a decilio~. A sub-comaittee of the Board cOtRprising 
NB! Governor, his de11uty, the gaaeral manager of AIDI aad three others 
exercise• th• Board'• authority in between it1 infrequent meetings. 

3 .21 AIDI is organized into four departaentl (agriculture and industry 
being the largest), five support unit• and 8 branch offices outside Addis. 
The organization acructure, which was re-evaluated recently, 1:1 well-designed 
for AIDB'1 talks aod activitie1. The DU11ber of profe1aionals, which was 99 aa 
of April 1981, baa increased to 116 by the end of 1982 aad covers various 
discipline• auch as economics, lav, account• and finance, agronollly, civil and 
agricultural engineering, among others. The 116 profe1aioaals .are divided 
into three levels of management aa under: 

Top and senior 
Middle 
Junior 

38 
31 
47 

116 

The DUD1ber 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 appraisal. 

3.22 The operational strategies and priorities of AIDB in the coming few 
years will be a:llled ac: 

(i) incre .. ing lending for peasant agricultural production; 

(11) increaaing lending to medium and large scale industrial 
enterprises (aining, for instar~e), expanding production of 
basic cooaumer g0Qd1 nece11.ry to satisfy domestic demaad, 
especially in the rural 1ector, so aa to provide appropriate 
incentives for agricultural production; 

(iii) increaaing lendiag to 111&11 and cotta1e iadu1trie1 tc help 
apand their output, iaproviag prodi:ictivity and abaorbing more 
labor, e1pecially the urban un•ployed; aad 

(iv) widening the acope of lending to contractors by reaching down 
to naller contractors who do the blllk of the work in private 
housing and other private 1ector cooatruction jobs. 

3.23 The training illplicatioaa of these operational priorities are: 

(i) training in ;;v;cct appraisal, particularly financial analysis 
(calculation oi PI~) aad economic analysi1 (calculation of 
EIR.lt); thi• is considered important to improve the project 
selection procedures as also to meet the expectations of 
overseas lenders (IFAD, IDA etc.); 

I 

. 



' I 

It 

- 17 -

(11) aanagesaent development progr ... , particularly in deciaion 
uking and 1y1teu analyaia; 

(iii) preparation, plannir.g and appraiaal of agricultural projecta; 

(iv) praaotion and appraiaal of 811&1.l industry project•; 

(v) prOGOtiou and financing of cottage industriea; 

(vi) ~oaging rural development projects; and 

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

3.24 AIDB is iu the process of finalizing a coeprebensive staff 
development ;>lan (to be ready by the end of June 1983) which will include 
detailed projections regarding staff training in the nezt 3 years. 

Development Finance Company of Kenya Ltd. (DFCIC.) 

3.25 DFCK was incorporated under the Companies Act in September 1963. 
The main shareholders are ICDC (33.33%), CDC of Britain (ll .11%), DGWZ of 
Germany (22.22%), Netherlands Finance Company for Developing Countries (22.22%) 
and IFC ( 11.11%) •. The Board bas a lllled representation of local ( ICDC and 
Government) and foreign shareholders. Tbe Managing Director is &Histed by 
two senior off1c:ial1, naely Bead of Operations and Financial Controller. The 
main 'peratiog depart11ent1 are investigations, investaenta, saal.l acale 
induatriea, legal and accounta. 

3.26 DFCK'• financing activities are priaarily directed towards the 
eatablishaent and/or expansion of aaaufacturing and agricultural proceaaiag 
enterpri1e1. I~ addition, consultancy aervice1 are provided to needy 
entrepreneur•. 

3.27 DFCK h&1 a total staff of 93, of vb.icb 34 are profe11icnal1. No 
training progra1 are conducted internally .. inly becauH of the nall number 
of the professional 1taff. 

3.28 Consideri~ the ezi1tiag levels of staff akill1 and operational 
priori tiea, DFCK feels that priority training needs for tbe COiling few years 
would be u below: 

o Ecooomic Analy1i1 

o Technical Analy1i1 

o Project Supervision and Follow-up 

o Market Studies 



! 

' ' ' ) 

- 18 -

Industrial and Commercial Develop!!nt Corporation (ICDC) 

3.29 !CDC was originally eacablished ll!lder .an act of Parli ... nt in 1954 
to promote econcaic develop•nt of lanya. After the cOUDtty attained U:s 
independence in 1963 the Corporation underwent several policy and structural 
changes and the present name vaa adopted in 1967. The Board, cooaiating of 10 
directors, is appointed by the Minister for Industry. The Executive Director, 
vbo is the Chbf !zecutive, i• a umber of the Board. The main operating 
departments are Industrial, Commercial, Management Services, Investment 
Supervision, Administrat1oo, Finance/Accounts. The BO ii located in Nairobi 
and there are seven field offices all over the country. 

3.30 'nle aain banking activities of ICDC •Y be divided into 3 broad 
categories: 

- Participation in equity (The companies are classified into 
subsidiaries or associates depending upon ICDC'e 1hareholding.} 

- Small Loans (These are further divided intc:; industrial, 
cOlll1Dercial, property (real estate), purchase of shares and 
mad inery.) 

- Large and •dium size loans. 

3.31 On the promotional side, ICDC ie engaged in project identification, 
project preparation and feuibility studies. In die cue of wholly-owned 
subsidiary companies, Appraisal and Implementation Division of the Industry 
Depanment assume• active responsibility for project impl8111!otatiou, including 
p~eparation of tender iuvitationa, bid evalua~ion, 1election of contractors, 
negotiations, acquisition of nec .. aary 1it• and utilitie1, organization and 
mobilization of local venture partnen am other financial facilities. The 
project ii hauded over to the company'• Board for start-up and ope rat ion. 
Iavestment Supervision rem.aim an illponant rupon.tibility in both 1all and 
large 1.nvestmentl• 

3. 32 Ia>C bu a total staff (a:cluding 1ubddiary compani•) of 157, 
including profesa1onal 1taff of 69. The Corporation doe• not have an internal 
training unit, but it baa evolved a system of in-.:ompany training, whereby an 
external training institution ('IL\ or a private traiuing in.ttitution) i• 
entrusted the respouibil1ty of training a group of ICDC ltaff meabera. This 
i• in addition to specific participation ill local and averseaa cour1e1. 

3.33 ICDC'• training priorities are: 

o Project Po.low-up and Supervision (particularly financial 
performance evaluation, progr...U.ug 4.Dd budgeting, role of 
nominee directors} 

o Project Management (project renewal and growth strategies) 
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o Financial An&ly•i• 

o EcoDOllic Anal.yai1 

o Mani&gement or Attitudinal Training 

o Training of Trainers (Thi• 1a considered illportant aa ICDC would 
like to organize training for it• own 1taff and the ataff of 
subaidiary companies in future.) 

Industrial Development Bank (IDB) 

3.34 IDB wa1 incorporated in 1973 under the Coapanie• Act a1 a re1ult of 
the joint efforts of the Goverment, ICDC and the World Bank. The Goverment 
is largest single shareholder of IDB (47%), followed by ICDC (14.3%) and three 
public sector institutions (12.9% each). The Board conai1U of 8 directors 
(including the Managing Director) appointed by iutitutional ahareholden (2) 
and the Kiniatriea of Finance and Industry (6). 

3.35 The main activities of IDB are provision of medium and long-term 
loans, direct equity invest.Jaents/uDderwritiqg and proviaion of guarantees. 
The main area of specialization of IDB 11 the grant of long-te1'11 loans to 
industry, particularly foreign exchange requirements. 

3.36 lDB baa a complement of highly competent and ezperienced professional 
staff of 4S; the total staff strength is around l.2S. ln teme of their 
educational background, the profeHional 1taff aay be divided u under: 

Econom11t1 8 
MBAs 3 
Lawyers 4 
Accountants 4 
Engineers 2 
Computer Speciali1t1 3 
Others 21 

Total 4S 

In tet'lll of the levels of aanagement, 21 are senior aanagers, 
15 middle and 9 junior officers. 

3.37 IDB does not conduct any in-bou1e traininc at the •oaent, though 
during 1977-79 a number of short courses were organized. 

3.38 Frcmi the operational viewpoint the most :laportant area of concern 
lately has been project 1upervi1ion and recovery (debt-collection). The bank 
baa initiated a number of additional 1tep1 to auraent it• debt-collection 
incluaing: (1) dividing companie1 iD arrear• into three cate1orie1, thoee 
that are able but unwilliag to pay, those unable to pay, and tboH that uy 
reGuire involvement of h1ghe1t level management to a11i1t in collection; (ii} 
preparing a quarterly debt-collection report ahowinc changes in arrear• for 
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these accounts by cate1ory in addition to tba aot11&.l 80Dthly arrears reports; 
and (111) reioforceaent of the debt collection comaittee. The training needs 
of IDB, in order of priority, are therefore aa under: 

o Follow-up and Supervision 

o Financi.\l Analyeia 

o Project Promotion 

Agricultural and Cooperative Development Bank (ACDB) 

3.39 ACDB, which ii the principal lending institution to the qdcultural 
sector in Liberia, ia jointly owned by the Gove~ment (65%) and credit uniooa 
and cooperatives (35%). The headquarters is located in Monrovia and the bank 
baa 4 branches in other parts of the country. The management 11 beaded by a 
Ma~ing Director under the supervision of a Board which broadly represents 
interests of owner1. The total 1taff strength is 95, of which 37 are 
professionals. The professionals represent mainly three azademic disciplines, 
namely agro-economic1, accounting and financial analysis. 

3.40 ACDB does not conduct any regular in-house training due to small 
size of its professional •ta!f. There ls, however, occasional participation 
in the overseu courses/progr•• (paragraph 4.44) and the aew •ployees are 
given training in financial analyeia, project evaluation and balic accounting 
for about 2 weeu. 

3.41 The •ore iaportant training needs of ACDB staff are priaarily in the 
following areaa: 

o Financial Analysis 

o EcoDOllic Anal.ysia 

o Project Identification 

o Project Follow-u~ and Supervision 

o Trainiag of Internal Trainer• 

Liberian Bank for Development and Investment (LBDI) 
~ 

3 .42 LBDI 11 a national development bank owned by Govermeat ( 24. U), 
over1eaa in1tltution1/agencie• (74.6%) and private LiberiaDS (1.31). The 
Board conai1t1 of 14 directors representing various shareholder iatere•ts 
(including IFC). 'nlere i• an executive committee of the Board which exercises 
some management control functions. 
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3.43 LBDI'• pr .. ent activitie• are pro.i•ion of tera finance, like aost 
of the other DFl1, but it 1• actively coDSidering entry into sbort-te1'11 
financing and the deposit busineaa. 

3 .44 The ballk baa a 1taf f of 60, of 1'hich 29 are profeHional.1, aa1Dly 
apecializing in aconoa.1c1, finance, accountb& and law. 

3.45 In viev of the 1everal eoviroa.ental. constraint•, the operational 
prioritiea of LBDI are focu•ed on conaolidation of it• exiating portfolio and 
rehabilitation of enterpri1e1 which are not doing well. The sho~age of 
working capital finance ii aeen to be a ujor operational conatraint for aany 
a1sisted enterpriaea. The entry into ce11111ercial bankiag activitiea would ea1e 
thi• position and al.10 help the bank in rai1iag 11e>re doae1tic re1ource1. 

3.46 In view of to the current situation, LBDI ia attaching iaportance 
to training itl staff in the following area•: 

o Rehabilitation and Restructuring of Sick UDita 

o Follow-up and Supervision Techniques 

o Financial and Econaaic Analysis 

o Domestic and External Resource Mobilization 

Some c01111ent1 regarding current training arrangements aay be seen in 
paragraphs 4.4.5-4.46. 

National Housing and Saving• Bank (RHSB) 

3.47 NBSB i• a Government owned inatitution aet up aainly for providing 
housing finance. The BO ii located in Monrovia and it ba• no brauchea. 
Temporarily the bank baa auapended its bouaing 11e>rtgage activitiea and the 
empbui• at preaent 1ee1aa to be on collection of old debts and commercial 
banking activitie• aiaed at expanding tbe reaource baae. The Chief Executive, 
vto baa been deputed by the Rational Bank of Liberia, ii attaching high 
priority to re1tructuring of the bank'• operationa and reatorinc it back to 
aound financial health. 

3.48 NRSB baa a ataff of 120, of which 90 are profea•ionala. Staff 
training princip4lly take• the fora of inatitutional attachment (for ioetance, 
lit National lank of Chicago) though there are pl.au to conduct IOlll in-house 
training in ccm1'!rcial banking .ac:tivitiH. 1'BSI bu DOt participated in any 
of the Abidjan cour1ea; 1oae ataff aeaber1 attend 2-4 week long cour1e1 at the 
Liberian ln1titute of Public Adaimacration. One of tbe ataff aeabers i1 
attendi~ an MIA courae at one of tbe Aaer1can uD1ver1iti11. The felt training 
need• are mainly in comaercial bankinc acti•itiea, vbicb .. Y be Mt through 
in-house train!~ and attacbaent with foreign c01111erc1al bankl. 
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Migerian Agricultural and Cooperative lank Ltd. (KACI) 

3 .49 NACB is a aatioaal agricultural developaent bank vi th beadquarura 
at Iaduna (Kaduna State). the bank 1• jointly owned by the Federal Government 
of Nigeria and th• Central lank in tba ratio of 60:40. It baa established 
branches in all the 1tat•• in order to reach th• faraiag 1ector, particularly 
S11&ll f a:me rs • 

3.50 NA.CB'• Board h .. a broad representation of all interests connected 
with agriculture and agro develo.,.ent. the Managing Director (who is the 
chief executive) i• assisted by three executive directors, each looking after 
specialized taak• like 1ervices, projects and operations and finance and 

investaents. 

3 .51 The uin activity of the bank is provision of loana to agro and 
agro-related activities (poultry, cattle, arable, tree crop, fishing, piggery, 
horticulture, mixed faraing and urkat1ng). In recent years, the bank baa 
given highest priority to aeet1ng the credit needs of a.all famers. These 
loans cover infrasuuctural facilitiea, such u iaproved storage, transport 
and marketing systems. Two other areas have assumed proainence 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 illportance to training its staff to meet the emerging 
training needs. The total staff strength is around 600, of which nearly 125 
are professioaala. 

3 .53 The main training needs of the bank have been identified as under: 

o Appraisal of faraing •nd agro-industry loans 

o Financial and ecoDOlli.c aspects 

o Project Superv1.aion (recovery Mthoda) 

o AccountiDI and auditing 

o General management 

Comments on the existing training syst• uy be seen in paras. 
4.47 - 4.50. 

Nigerian Bank for Commerce and Industry (MBCI) 

3 .54 NICI WH eetablisbed in 1973 ae a wbolly-oVDed 1overmeat c011pany 
for assisting, mainly, 1aall and mediua 1ize enterpri1e1 by vay of loans and 
equity 1upport. It also undertakes Mrchant banking activitiH. The bank'• 
Board consists of director•, oOlliaated by the Prestdeat, who represent the 
Federal Government, Central Bank and specialized functions and interests. The 
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headquarters of the bank are located in Lago• but it ba• brancbea (19) in all 
the atatea. 

3.55 The Managing Director, vbo 1a the chief executive, bu a tea of 
four general •nagers to aHiat h1a in policy foraulation and iapleaentation. 
The generd aanagen look after •pecific functional area• •uch u banking, 
adaini1trat1on, iuveuaent, corporate aervices and legal affaira. Appra11al 
and supervision functions are looked after by the 1eneral aanager in charge of 
iovestaents. 

3.56 In view of the rapid growth in operationa the bank'• staff strength 
has increased eharply during the laat few yean. The total staff at preaent 
is around 650, of which nearly 200 are professionals. 

3.57 In ter.s of bank'• operational prioritiet, training is required in 
the following areas: 

o Financial analysis and loan superviaion 

o Accounting 

o Coamercial banking operations 

o Staff adrainistration 

o Training of trainert 

In apite of the fact chat the bank baa a large staff complement and 
there i• rising trend in teras of activitiea, no training i• undertaken on an 
in-bouae ba1i1. The aanner in which theH training needa are aet 11 described 
in para1. 4.51 - 4.55. 

Nigerian Industrial DevelOf!!Dt Bank, Ltd. (HII>I) 

3.58 NIDB i• .aong the olde1t and highly respected national DFI• in the 
West African region for it• progre11ive operational and 1taff development 
policiea. Federal Goverment and the Central laDk together bold 99% shares 
and the rmain1D1 1% ia beld by tbe private Rigerlan interen1. The Board 
consi1t1 of 12 directors, including the Managiaa Director (Chief Executive), 
nominated by the Ministry of 11unce and the Cenual Jank in the ratio of 2:1, 
reapectively. 

3.59 The aain activity of the bank i1 provision of financial a11istance 
to industrial projects (new, upanaion, rebabilit.ation) in the foni of loans 
and equity. Be1ide1, the bank undertake• developmeat activities such •• 
reshaping of poorly conceived project• prior to appra11al, initiation and 
development of project• for le11 developed regions of the country. and provi­
sioa of aanagemeat co1111ultanc1 1ervice• covering executive selection. de1ign 
of organization 1tructure1, finaacial planning, bu1ine11 reactivation and 
feasibility atudies. 
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3.60 The headquarters of the bank are located at Lagoa and there are 
five area administration offices, including one for ~oa. The Managing 
Director is aa1i1ted by three Deputy General Managers vbo are in charg• of a 
group of functional areas aa explained below: 

Dy. G.M.-1 - Area Administration Office• 

Dy. G.K.-2 - Administration and Finance Division 
- Administration Department 
- Finance Department 

- Inve1t1lent Management Division 
- Investment Supervision Department 
- Kanageaent Consultancy Department 

Dy. G.M.-3 - Project• Division 
- Appraisal. Departaent 

- Reaearch and Developaent Division 
- lesearch Department 
- PrOllOtion 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:.l professionals (as of 
January 1983). The break-down of professional staff by educational background 
is given below: 

!coDOllists 33 
Financial Analysts 41 
Engin .. rs 32 
Accountants 11 
Lawyers 8 
Market Specialists 4 
Others 54 

m 
It uy be seen that lflJ)I has not only a f airli large group of 

qualified profe11ional1, all relevant disciplinea are well represented. In 
terms of the levels of management, 12 fom part of the senior management, 
33 are in the middle manageaent aad 138 are junior officers. 

3.62 NIDB is perhap• •one tlw 1elected few African DFI1 vbo pioneered 
staff trainiag on an in-hou .. basis aad created support and physical facilities 
ior the purpose, vbicb are of intenatioaal standard. At the s•~ tille, RIDB 
has c:outinued to avail of train.inc opportunitiet abroad which are of strategic 
importance in ta nu of its operatioa.. The training policies of NIDB and the 
manpower development systea are explained in detail in paras. 4.56-4.63. 

3.63 In ter.as of its operational priorities and the availability of 
skills, NIDB baa identified it• profe1siooal staff training aef'ds as below: 
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o Training for the Technical Staff 

o Project Identification and Proaotion 

o Project Pollov-~p and Superviaion 

o Training of Trainers 

3.64 Induction training needs and training in project analysis, though 
important from the operation.al angle, can be handled by the training unit 
without any external assiatance. 

New Nigeria Development Coapany 1 Ltd. (NMDC) 

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 legion Developaent Corporation. This 
corporation was distolved in 1967 and a new company (NMDC) waa established in 
1968. NNDC ii quite uni~ue in ita ownership pattern inasauch aa its share 
capital is subscribed by a group of 10 Nigerian atatea in the North. Tbe 
shareholding varies between 5.77% and 19%. The Board of Directors consists of 
15 directors, includitig Chairman and Group Managing Director (Chief Executive). 
The BO is located in laduna (ltaduna St~te). 

3.66 The organization is divided into 7 operating diviaiona, namely 
Textiles, Agriculture and Agt'o-Allled lnduatriea, Comtruction, Manufacturing, 
Financial Inatitutions and Collllerce, Botell, Food and leverage, and 
Adllinistration. Aa tbe organization structure aakes it clear, NNDC is dif­
ferent frOll other DPla in Africa. lt 1a aore like a holding cOllpany having 
12 aain subsidiary companiea and 11ere than 100 aHociate coapaDiea operating 
in a particular aector of the ecoD011y. 1'NDC'1 1ublidiary coapany, viz. 
Nevdevco, provides corporate financial 1ervices. Eleven other asaociate 
companies are engaged in capital urk.et 1ervice1 1 aerchant banking, inaurance, 
comaercial banking, aoag other•. 

3.67 Aa a financial iDltitution, tbe aain activitie1 of NHDC are: 

o provision of aedium and long-term loans 

o equity participation 

o Consultancy aervice1 (particularly hotel•) 

o proaotion and unqement of joint venture• 

o promotion of agriculture and agro-allied 1Dduttries 

3.68 NNDC has a total staff of 340, of vhicb 70 are professionals. The 
total nUJ11ber of professional1 in NNDC group 11 around 250. Tbe training needs 
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are of diverse nature in view of the vast spread of NMDC's operations, I 
the aaoaent oo training i• organized on in-bouae baai1. 

-,. ... -~ --
3 .69 According to an usessaent by MMDC unagement, training needs for ·- - -
professional staff fall in the following broad categories: 

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

(2) Project/Investment Appraisal 

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

(b) Appraisal (technical. urket. financial and economic) 

(c) Procurement (raw aaterials and equipment) 

(3) Project Maoageaent and Consultancy 

(a) Search and choice of technical partners 

(b) Project supervision 

(c) Management of ailing industries (trouble-shooting) 
(It aay be mentioned that ~ has developed expertiae in 
conaulting for the hotel indu8tryi this expertise base is 
aov proposed to be upanded to agro-allied and other 
ecoucaic projects. Conaulting expertise aay also be 
offered to the aaber State Goverments.) 

(4) Product Marketing 

(a) Market appraisal 

(b) Distribution, advertising and other •alea proaotion 
techniques 

{c) Inventory planning and control 

(5) Financial Management 

(a) Budgeting, foreca1tiD1 and control 

(b) Interpretation of financial statements 

(c) Financing of nev, esisting and ailing enterprises 

3.70 In the past most of these training needs have been met through 
participation in nation.al and overseas courses. The aanagesent bias recently 
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decided on the eetabliahment of a Kanage11ent Develop9tnt Center for meeting 
.,.t of the group training needs. Thia i• a etep in the right direction and 
'RRDC deeervee full eupport of EDI and ADB in designing and eetting up of this 
Center. RNDC baa engaged the services of a Britieb consulting fina to prepare 
the prelillinary propoa~l but the experience and guidance of EDI would be 80St 
valuable in giving a fiual shape to the project. The Center can lurve tremen­
dous developmental imp&ct in North Nigeria by traiDing professional• of not 
only NNDC group but corporations and enterprises of 11e1tber State governments. 
If this proposal goes through RNDC will be required to hire some experienced 
trainers and in addition train some of it• aore experienced staff in training 
techniques. 

Agricultural Bank of Sudan (ABS) 

3.71 ABS was established in 1957 as a public sector statutory financial 
institution to provide financial aasistance for the development of agricul­
tural sector. The paid-in capital of the bank, entirely subacribed by the 
Government, baa been !radually raised from LS S lllillion (tJS$3.91 lllillion) in 
1957 to LS 16 million (tJS$12.5 million) in 1982. The head office is located 
in Khartoum 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, !Deluding Chairman and Managing Director, a Deputy Managing 
Director, 4 represent:tives of concerned govetnment ministries, a represen­
tative of the Bank of Sudan (Central Bank), and advisor to Bead of State, tvo 
representatives of the private sector and a university professor. 

3.73 In it• lending operations ABS attaches priority to meeting financial 
needs of emall and 11edi1111 cultivator• as well as to cooperatives, increasing 
productivity by supplying improved aeede, itleecticides, fertilizers u well u 
extension services, and helping producers in handling storage and •rketing of 
their crop• and to provide expert knowledge and infol'lllltion regarding .. rket 
conditions. The financial assistance takes the fora of abort or aeuonal, 
medium or long tera loans depending on the purpoae for which the loan 1a to be 
atili&ed. The apprai•al procedures are fairly decentralized and all 8111&11 
loans are eanct ione4 by tbe branch unagen /unagen at BO. 

3.74 The c011111ercial activities of ABS mainly comprise illlport of needed 
iaput1/1pare part1, 1orgbu. purchaee and storage facilit1ee. The commercial 
branchee provide commercial banking facilitie9 to agriculturi9t• in unbanlted 
center• to encourage rural saving• and 1D0blli&e local currency reeourcea for 
operations. AD agricultural services project being hlplemented by ABS bas 
been financed by an IDA credit. The .. in objective• of thi• project, comp­
rising four 1ub-projecta, are provision of supervised package of credit and 
complementary services, establishment of a syatea based on private dealers for 
the supply of fam Huoul inpuu, farm equipment and machinery and aervicing, 
and institutional development of ABS. 
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ABS baa a total profaaaiooal ataff (up to Gr.de IV) of 219 allocated 

BO 
Agricultural branches 
Comlercial branch•• 
Grain silo• 

133 (excluding MD and Dy. MD) 
60 

9 
17 

219 

PTofessional staff coll9titutes around 34% of the total staff 
strength (638). 

3.76 Based on ABS's activities and availability of skill• and knowledge, 
the training and 1taff development needs were determined as under: 

(1) MoDitoriug and Supervision of Proj~cu 

(U) Accounting 

(iii) Project Preparation 

(iv) Economic Appraisal 

( v) A.sseanent of Market Trend• 

(vi) Technical Tra1Diug 

(vii) Training of Trainer• 

The es11ting and p~opoeed training arrangement• are discussed in 
par••· 4.66 - 4.70. 

Induetrial Bank of SudaD (IBS) 

3.77 IJS vaa a1tabl11bed u a public aector atatutory corporation in 1961 
and ita paid-in capital waa entirely tub1cribed by the lank of Sudan (Central 
lank) • The ownenhip patten was diversified in 1980 wbenby the Goverment 
of Sudan now bold• 22% of capital while the remainivg 78% 1• held by the Bank 
of Sudan. The bead office of IJS ii located in lthartoua and it baa no branch 
office• at preaent. There ia, however, a propoaal to establiah an office at 
Port Sudau for facilitatiac ~tou clearance and ahipping of iaported equip­
aent for bank'• aa1i1ted project1. 

3.78 The Board of Director• co11111ts of Chairman and Managing Director; a 
Deputy Chairaan and Deputy Managiug Director; three representativei of the 
Miniatry of Fioance and Rational !coD011y, the Mi Dia try of Industry, and the 
Bank of Sudan; and three representatives of the private sector. Total profes­
sional ataf f of 25 aakes ~S a modest size financial ill9titution. 
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3.79 The aain functional areu of the bank are granting of loau (aedium 
and lo~ ter11), participation in equity and iHuillg guarantees. The legilla­
tion abo empowers the bank to utend unagerial, technical and Ma!Diatrative 
aaaista.~ce to private aector. Further, the bank can coordinate ('cooperate') 
with otl~r govermaent inatitutiona 1n conduc~ing reaearcb relating to new 
projectt (which aeana project pr090tion). But it 1eeaa that due to several 
coutrainu the last two functions have not yet assumed the thruat to have a 
visible i•~•ct on operations. 

3.80 Several of the problem• faced by the bank are iapoaed by the external 
enviroament such as aigration of •killed workers to other Arab countries, 
inadequate infrastructural support, abortagea of euential raw .. terial1, lack 
of coordinatinn among several government 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 l1Ditations or 1JaperfectioD8 of the task enviroiaent. The 
organizational responaea vary from institution to inatituUon but generally 
develop111ent banks have chosen, under these circuaatance1, to be selective in 
lending operations (tightening of appraisal standards), focus aore attention 
on follow-up activities and inteDSify project proaaotion and developaent 
efforts. In a sense these issue• are linked to the procee1 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 US bu shown awareneH of underlying problem aa 
it seen fr011 succeaaive annual reports. Its response to the situation 1• a 
new strategy of di~eraification involving greater attention to financing 
aaall/cottage/bandicraft/arti1an enterpriae1; new acheaes for .eeting financing 
needs of self-employed profes1ional.1; financing of such 1ulraector1 as 1torage 
facilities, tran.portation, and tourin. Thi• seaa to be a wlcC111e ehift in 
accordance w1 th national priori ties and the bank's own experience of financing 
mostly aediua or large enterpriaea. Other ccaponents of thi• organizatio:i 
change •trategy are an entry into the arena of deposit banking (tiae and 
deaand deposits) and working capital financing. Deposit banking 1• a atep 
towards aobilization of local currency reeources while 1bort-tera f1nanci11g 
will be aiaed at llit11ating acute working capital shortages faced by &Hilted 
units. Moat, if not all, of these changes require an amendment of the legiela­
tion which aight in turn involve a review of the financial 1ector policies by 
the Goverment. The illplaentatioo of these aeuurea will therefore take 
tiae. 

3.82 lo view of the uncertainties a1sociated vitb the propoaed 
diversification, the training need• as1essaeot bas been baaed on the existing 
activities and organizational issues. Priority areas for staff development 
appear to be: 

(i) Project Identification and Promotion 

(11) Management Appra11al 
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(iii) Financial Analy1i1 

(iv) Sillplified Approaches to ecoGOlaic analysis 

{ v) Follov-up and Supervision ( panicularly rebabili ta ti on of sick 
units) 

(vi) Su.11 and Tiny Project Financing 

The existing staff training arrangements are examined in paras. 
4.71 - 4.74. 

Sudan Development Corporation (SDC) 

3.83 SDC was established in March 1974 (Act 93) with the principal 
objective of acting as a catalyst by cmbioiag in industrial joint ventures 
local funds and entrepreneurship with advanced technology and finance froa 
foreign and Arab sources. The entire paid-in capital of US$200 million bas 
been subscribed by the Govenment of Sudan. The head office of the Corporation 
is located in IChartoum aod it has no branches. Consistent with its basic 
objective, the main activities of the Corporation are (i) identification and 
promotion of new development projects involving feasibility studies and 
provision of technical assistance, (ii) direct investment in equity capital, 
{iii) short, medium or long-term loan.a, and (iv) issue of guarantees and 
counter guarantees. 

3.84 The Corporation i1 aanaged by a Board of Directors consisting of a 
Chairman and Managing Director, a Depucy Chairman and Deputy Managing Director, 
State Minister of Rational Planning, Governor of Central Bank (Bank of Sudan) 
and two representatives of the private sector. The uin operational wing of 
SDC is the Project• Department which baa three tub-units, n811ely ~roject 
promotion and ecoDOllic research, appraisal aod follow-up. There are three 
support units loolr.iag after personnel, admini1tratioo, finance, accounts, 
board matters and public relations. 

3 .SS Aa of December 1981, S1>C had prcaoted/ financed 26 proj ecu in 
textile, food pr"ceseiag and real estate Hctors. This excludes equity 
participation in .5 financial institutions/ joint venture banks in Sudan. SDC 
bad taken a bold initiative in 1978 to sec up Sudan Rural Development Co., 
Ltd. (SIDC) for prOllOtiag development of rural area1. SIDC has in turn set up 
two affiliatH, viz. Sudan Rural Development PiD&Dce Collpany Ltd. ( SIDFC) and 
Sudan Rural Development Promotion Center Ltd. (SIDPC). These three c011panies 
to1etbar aow constitute a network to ideneify, prOllOte and finance laall rural 
development project1. Another operational 1trategy, recently adopted, i• to 
undertake a rehabilitation proeraa to restructure, modernize and streamline 
the operationa of 1oae existing private sector industrial venture•. Criteria 
selected for the purpose require that the industry must (i) have subatantial 
development value, (11) be potentially "iable, (ii1) have good prospects for 
growth and expansion, and {iv) help bridg~ supply gaps of basic consumer 
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commoditiea. The activitie• of SDC therefore cover a vi.de apectrum frOID 
project proaotiou to project rebabilitatiou, which ultu operational taab 
110re challenging. 

3.86 Since the CoTporatiOD 1s involved in a variety of promotional and 
financing activities, it look• upon training u au essential tool to upgrade 
the knowledge and at.ill.a of ita 42 profeHional staff H11bers. The priorities 
in thi• regard are: 

(i) Project identificatiun and pr0110tion 

(11) Economic upecta of project appraisal 

(i1i) Project follow-up, 1110re particularly inteTpretation of 
financial results, 1.mproved coordination benreen appraisal and 
follow-up functions and trai'lling for nominee directors who 
serve on the boards of joint venture compauiea. 

(iv) Impact evaluation of projects, especial. ~ its policy 
implications. 

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

Tanganyika Development Finance Coppany Ltd· (TD7L) 

3.87 TDFl. was establiahed b 1962 as a lisited liability company under 
the Tanzania companies ordinance. lta aajor objective 1• to eztend financial 
a••i•tance to 81Dall and mediua aised project• in tbe private aector (nou­
parutatal projects) in the foni of loam in local and fonign currenciu and 
direct participation in equity. The paid-in capital at T Sha 88 111111011 hu 
been subacribed by Tli :27%), CDC of ~ (12%), DIG cf Veit Germany (271) and 
n«> of Netherlands (34%). TDPL i• therefore majority foreig11 awned institu­
tion. The compoaition of the Board also reflect• the ovnerahip pattern; each 
of four ahareholden nominate two directors each and the Managing Director 
(who is the chief aecutive) 1a appointed 'by the Joard. 

3.88 The organisation atructure ia divided into five depart .. nts; finance 
and plannir.g, •npover development and admiwtration, project tupervi1ion, 
project appra11al and iavestmeut, 1ecretarial ad leaal· Besides, there i• an 
internal audit unit· TDFL bu a profeasional ataff of 31, of which 4 are 
prueutly Hconded to tu'blidiary companiea• 'the prof e11ional a ta ff i.a 
allocated to various depart.entl u follOVI: finanre and planning - 5; 
.. npower development and admin11tratiOD - 3; project tuperviliou - 9; project 
arpraiaal and inveatmentl - 8; •ecretarial .and legal - 1; otbera - 1. Moat of 
tbe staff meabers had b.:Jic degreu ill economics, finance, accounu and otber 
relevant dbciplinea. There are, however, ouly tvo engineers, oae of which ii 
an expatriate consultant. The total liH of the oraanization i.a aull, 'but it 
i• looked upon 'by foreigu lending ageociea a• aa able and dedicated group. 
The actual increase in profe11~onal etaff ha• been lower than 1979 projections, 
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.. !Illy on account of llov-dovn in operationa during the last two years due to a 
c09b1nat1on of external factors. 

3 .89 The management of TDn ... 1 deeply comaitted to training a• a means of 
staff development and the iD&titution baa a clearly stated policy to offer 
training to all categori•• of ataff. Aa far aa profesaioual ataff is con­
cerned, they are deputed to attend local •• vell aa foreign course• according 
to the annual training plan. TDFL, like TU (para. 3 .93), feels that unage­
ment education is necessary for promotion to senior positions. If due to 
funding constraints staff cannot be deputed to attend foreign management 
courses, TDFL would expect AADPI-ADB to meet thia gap by launching a new 
11.anagement oriented course for development banks in Africa. A silll.ilar view 
has been forcefully expresaed by TU. Other two areas for training are 
follow-up and supervision, and ecoDOllic aspects of project appraisal. TDFL 
would alao welcOlle any opportuuity to train ita operatioual ataf f in the 
methods and techniques of training in order to intitiate eoae in-house 
training for the staff. Some additional comments on TDFL'• training policy 
and syatem are contained in paras. 4.77 - 4.80. 

Tanzania Investment Ban1t (TIB) 

3.90 TIB was established in 1970 as a public sector parastatal 
organization. Its paid-in capital of T Shs 100 million is owned 60% by the 
Governmen~, 30% by the National Bank of Commerce (NBC) aad 10% by the National 
Insurance Corporation (NIC). Both MBC and NlC are wholly Goverment owned. 
The current Chairman of the Board of Directors, appointed by the President, is 
also Chairman of NBC. Tb.ere are eight other ambers naainated by the share­
holders (five by tbe Minister of Finance, tvo by DC and one by MIC). Aa the 
po1t of the Managing Director 1a vacant et preeent, General Maoqer of TU is 
actiag aa the chief executive. The General Manager u uai1tld by four 
cOlllLi ttees: Loan, Management, Staff Appointment and Housing Allocation. The 
Loan Comaittee meet• every week and considers all financing proposals before 
their preeentation to the Board. 

3.91 The organization structure co09i1t1 of five departments: Operations, 
PToject1, Planning and Development, Finance, aad Administration. Till January 
1982, both appraisal and follow-up functiona were coabiDed ill Operations 
Department. In view of the illportance of follow-up function and audden rise 
in arrears it vaa contidered oecea1ary to create a separate department for 
this function. TIB baa a total staff of 128, of which around 60 are profe1-
aiooals. The d11tribution of profea1iooal staff ia aa follows: operationa -
1~; projects - 10; plaaning and development - 11; finance - 10; adllin11tration 
- 7; others - 7. 

3 .92 nB' s major activities are provision of 11ediU11 and long-tena finance 
for large industrial and agricultural projects, mo1t of which are in the 
public sector. TII al10 enjoys a very high reputation in activities relating 
to project identification and promotion and variou1 1ectoral studies. The 
initiatives in this respect included capacity utilization and efficiency 
studiH of large parutatal bonoven, which were experiencing operational 
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problea1. More recently, tbe focus baa shifted to project aupervi1ioo, a1 a 
ouaber of existing projectl are facing probleaa due to 1everal enviromeotal 
conatraiot1. The financing atrategy of TIB now favoura project• which 
(i) incre.a1e export earning•, (ii) are iaport eub•titutive without excea1ive 
dtpeodeoce on iaported raw aaterial1, (iii) iocreaae availability of food 
graina/agricultural production aa a ujor aourc.e of upon earning, (iv) 
comerve energy, (v) increue capacity utilization of aiatiug ioduatriea, and 
{vi) iaprove directly the country'• balance of payaeot aituatioo. 

3.93 TIB look.a upon aaoageaeot education and training as an essential 
ingredient of it• overall organi1ational eifectivene11. It baa drawn on the 
IDA technical assistance to provide management education and training to its 
staff in reputed institutiona abroad. Due to this eapbasb in the past, TIB 
has been able to build up a cadre of competent aanagers, who are regarded as 
biggest asset of the institution during difficult tillea. In view of thia, the 
aanageaent of TIB attaches hl.gbeat iaportance to bade -.nagement education to 
all ita professional staff. The other priorities include training in research 
and planning, follow-up and 1upervi1ion and economic/financial aspects of 
project appraisal. nB's training policies and systems are explained in 
paras. 4.81 - 4.85. 

Uganda Development BanJt (UDB) 

3.94 UDB was established in 1972 to finance development of agriculture, 
industry, tourism, housing and commerce. It provides uaistance in tbe form 
of short, aedium and long tera loau, equity i'DVHT:ments, guarantees, and 
unagerial or technical aervicet. The abare capital 1a fully aubscribed by 
the Goverment. The Board consiltl of 7 meabers, including the Goveruor of 
the Central Bank and the Secretary of the Treasury u peraanent a-officio 
aembers. A General Manager, appointed by the Minister of Finance, is the 
chief executive of UDB. The present incuabent is an aperienced banker. 

3.95 The organization structure consists of three depart:11ent1, naaely 
Operatiooa, Finance and Adainistration, and Secretary' 1. Operations consilts 
of five divi1iona - agriculture, industry, commerce and trade, liveatock and 
research, and prOllOtion. Finance and Adainistration baa two divi1iona; one 
reapooaible for finance and accounting, and tbe other for personnel. and 
administration. Secretary ii retpoosible for legal work and Board papen, 
etc. The organization structure ii being 1trengtbened by two aHiltant 
general managers, vbo vill be expatriates, to bead Operations and Finance and 
Adminiltratioo Departaentl respectively. Besides, a chief accountant, another 
expatriate, vill be appointed to unage finance and accounting division. UDB 
i1 alao thinking of phasing out C01111erce and trade financi11g and creating a 
new d1vi5ion for follow-up and recovery. This aound1 logical aa the function 
of providing 1bort-ttm commercial credit was entrusted to UDB in 1972 
following the ma11 exodus of non-Ugandan cit.inu. In order to strengthen its 
developaental tJle, UDB should restrict it• activities to providing loug and 
medium tenr ~roject finance. The need for follow-up and recovery division ba1 
arisen •a· on account of problems faced by the a11i1ted projects at iaplemen­
tation t:.Y. ?~eration staze. UDB i1 require~. under the ci~cumstances, to 
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focua greater attention on conaolidatiou and rebabiliation of it• existing 
portfolio. 

3.96 ODB haa a profesaiooal. 1taff of around 60, of which nearly 15 have 
joined the bank duriag 1982. The nuaber la expected to increue urginally 
with addition of upatriate adviaora.and aoae qualified Ugandaa..a. ODB baa 
received assistance of !EC, UNDP and IDA in recruiting and funding of 
expatriate staff and fellowship• for trainiDC Ugandan staff in overseas 
institutions. 

3.97 The training prioritiea of ODB currently are induction/orientation 
training to newly recruited staff members and exposure of the existing staff 
to follow-up tecbniquH, mainly rehabilitation of lick units, and financial/ 
economic upecta of project appraisal. The bank baa no foru.l. i~bou.e 
training ayatem and depends eqtirely on inat.itutiona abroad for training ita 
staff in development banking, but with the addition of 110re professional staff 
and a very challenging operational eaviromeot, it 18 felt that the bank 
should at least assume the responsibility of inductioa/orieotation 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 1tatutory corporation in 1972 for providing 
medium and loag-tera loans aod equity financing for projecta in industry and 
large scale agriculture, iocludiq coo1tructioo, transport, power, touri• and 
mining. over the past ten years DBZ has eaerged aa a significant institution 
in the Zambian e~oaoay pro•idiag develop11eot finance to a wide variety of 
projects. 

3.99 The bank bas a three tier capital 1tructure. The ordinary capital 
is divided into cl••• A and a share•; cl••• A 1h&re1 are re1erved for 
GovermiaeAt and par&1tatal orgaoizationa. Cla11 B lbarH are 1ub1cribed by 
private local and international organizatioDI {iacludinc I.FC). There 11 ao 
limitation on cl••• C preference 1harea which carry a dividend right of 8-1/2% 
p.a. As of Deceaber 31, 1981 istued and fully paid-up capital atood at 
K 17.425 million {A and B - ~ 10 million; C - 1 7.425 ail.lion)*. 

3 .100 DBZ' • Board con811ts of ten uaben, iacluding the Managi111 Director. 
Tbe ratio of Govermaent aod cla11 a 1bareholders appointed director• ia 6:4, 
reapectively. One of the major factor• which ba1 contributed to tbe growth 
atiU 1oundoes1 of DBZ ii the dedicated ef fort1 of tbe current chief executive 
ailled at inatitution building activitiH. There 1s not only a clearly laid 
out operational strategy, DBZ can boa1t of general guideline• on project 
appraisal and follow-up for u1e by the staff Io these endeavors, DBZ bas 

* l CS $ • 1.10 K (approx.) 
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effectively uaed expatriate ataff and training opportunitie1 available in 
foreign inatitutiOD8 for it• own ataff. Tbeae 111Ve1t11eut1 are 1boviD1 
encouraging returna and it i1 only a utter of tae before the dependence on 
outside apertiae ii reduced to the aiuiaua. In this con.tat, DIZ'1 decision 
to initiate in-bou1e training activities i• moat appropriate to ••xt•1ze the 
benefit• of external. training and attain a higher training coverage ratio. 

3.101 DBZ'1 organization structure ii ...ii-designed and appropriate for 
it• needs. The Managing Director i1 a111ated by a General Manager and an 
expatriate Management Advisor. At operational. level, the organization is 
divided into three divisions; project proaotion, project appra11al (industry 
and agriculture) and project supervision (industry and agriculture loan 
adm.iniat:-ation). There is a n:srate small-scale financing unit under the 
charge of an expatriate advisor. The support units include finance, legal, 
acf~n11tration and personnel, audit. 

3.102 In October 1980, DBZ had a staff of 95 (37 profeasiona.11). Thi• 
number ha• since increased to about 134, including SO profe11ioual1. The 
professional staff is allocated as follows: project appraiaal {17) 1 project 
supervision (10), legal (3), internal audit (2), SS! fiD.ancing (2), project 
promotion (6), finance (5), personnel and adaini1tration (5). There are four 
vacant positiona. The responsibility for training activities 1a divided 
between an expatriate chief econoadst-cum-training coordinator and chief of 
administration and personnel. It is expected that tb11 duality will 
iocreasingly give way to a centrality of this function in the band• of a 
training officer reporting to a fairly senior level in the .. aagmeot hier­
archy. DBZ has the problea of in.dequate engineering staff vbo presently 
number only S, includitlg tbe apatriate engineering ataff. Steps are being 
initiated to augmellt the strength of engineers through the recruitaeot of 
locally qualified caodidate1. 

3.103 A di1cu•1ion with the division chief• of DBZ he.lped the ai•sion in 
1ett1ag the training priorities, which are 1iveo below: 

o aarket, financial and economic aspects of project apprai•al 

o training of tbe engineering staff 

o project follow-up and 1upervision 

o J.D-bouse training capabilities (training of trainers) 

A brief de1cription of the ex11ting and propo•ed traininc 
arrangement• i• contained in paras. 4.88 - 4.89. 

Rural Development Corporation of z .. bia Ltd. (IJ>CZ) 

3.104 IDCZ was incorporated under tbe Companie• Ordinance in 1968 a1 a 
parutatal holding coapany for agro-rural related activities. Itl 1ublidiary 
cc~panies provide agricultural credit (AFC), cattle finance, rural aid 
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aeno1cea; umifacture of dairy and pork producta; produce tea; and unace 
poultry operatiom. Aa of March 31, 1982 the corporation bad a aet vorth of 
t 34 ailliou (equivalent OS$31 ailUou). The Board coiui•ts of 11 directors, 
iacluding high-level Goveraaent representative• aad chief executives of 
parastatal orgaaizationa. 

3 .105 The corporation ( i'GCludiag its subeidiary capani .. ) 1a large in 
tera8 of unpowr resourcH; about 200 staff, hc.luding 150 profesaionala. 
There ia no syst• of internal trainiag; staff is deputed to soae oversea• 
courses as and when financial assistance is provided by the course organizers 
or other international agencies. It aeeas that tbe management appreciate• the 
need for a training policy. It is hoped that necessary steps would be 
initiated in this direction. The corporation b considering AADPI aeabership 
and aay approach EDI for assistance in installing an internal traiaing aystea. 

3.106 The current training needs fall in the area of plaDDing, appraising 
and managing rural development projects. There u also need for huaan 
relations training to reinforce the organization'• interface with rural 
comaunitiH. The available evidence sbon that thi• training need is largely 
unsatisfied but can be easily aet, in a cost-effective aanner, through internal 
training. There are also some technical trainiQg needs (of subsidiary 
companies) which are generally 11et out of technical assistance allocations/ 
project funds. 

Zaabia Agricultural Development Bank {ZAI>B) 

3.107 ZADB was established in 1979 under an enactment by the Parliaaent 
for the purpose of providing f inaucial as•iatance to agricultural and fishiQg 
activities. The bank baa yet to becOM fully operational though sou key 
officials have already been appointed. The uin reasons causing delay is the 
question of capital and operatiQg resources. The Govenaeu baa not defined 
the precise role of the bank as agricultural credit is beiQg presently provided 
both by DBZ and Agriculture Finance Coapany • a eubeidiary of lural Development 
Corporation of Zambia Ltd. 

3 .108 The bank ba• a staff of around 30 but after the operations are 
COlllllenced, it is expected to be a large size institution having professionals 
with experience in financiQg crops. fisheries. livestock, agricultural estates, 
agricultural equipment. amoag other agro related activities. ZADB will also 
provide techn!cal and utenaion Hrvicu to farmen. Although it is rather 
early to deterai• precin training need• 1 it is apected tbat training would 
be required in all aspects of agro project planniQI, preparation, appraisal 
and supervision. The unaa••nt ..... to be coaaittecl to provide training. 
bot b 1 n-bouae and uternal, so that delired capabilities are developed. 

3.109 ZADB is approaching AADPl for aeabership shortly and ni»ects to 
participate in !DI-ADB progra11s 1 particularly those relating to agricultural 
projects. There are likely to be some speciali%ed training needs, which will 
be met through technical assistance components in foreign credits. 
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Financial lnatitut1ona in Ziababwe 

3 .110 Tbe pr:laary objecti•• of tbe ailaion to Ziababve va1 to look into 
the progrua ude ill the Htting up of a .., clevelo,.ent bank and to uaea1 
tbe trainiq iaplicadona of the propoaed atructural changea. In thia coD.Dec­
tion it ia appropriate to ex..iue the role of two esiat1ng inatitutiona, 
namely the Induatrial Development Corporation {lDC) and the Devdopaent 
Finance Cmpany {DFC). 

J.111 lDC vaa utabliahed in 1962 for the purpose of promoting and 
financing new indultrial projects. It• aharebolclers are Goven:aent of 
Zilababve, princip..·l C011Mrcial bank.1 (public u well u private) operating in 
Ziababwe, an insurance coapany, and IOIH private aector c011panie1. For all 
purposes lDC 1• treated u a paraatatal organization under the control and the 
direction of the Goverment of .ZiaDabwe. lDC bu played an iaportaot role in 
promoting new industrial ventures through equity participation. Al of June 
1982, IDC bad controlling interest (rangina between Sl-100%) in 11 aubddiary 
coapanies, including DFC. The coapanies were engaged in the unufacture of 
a1be1to1 fibers, indunrial ainerala; aueably of cars and trucu; aining, and 
f1la proceHing. There were 8 associate caapaniea (with corporation'• share­
holding ranging between 20-50%) engaged in 90tor assembly, llining and the 
aaoufacture of alalliuum., hosiery, copper o:ir:ychloride products and high tech­
nology communication equipment. The performance of IDC companiea was by and 
large encouraging despite aeveral external cooetrainte. 

3.112 The loana portfolio principally consiata of loans granted to IDC'1 
subsidiary and uaociate ~paniea. Loana and abort-tem facilities conati­
tute about 28% of total IDC inveataents. 

3.113 DFC va1 e1tabl11bed in 1980 for financing eaergent lla&ll bu1ioe11 
enterpriae1. 11e>1tly in rural areu and baa functioned under the control of lDC 
since January 1981. The working of the coapany baa not been entirely aatisfac­
tory; it bu heavy accuaulated losaea and nearly 48% of itl portfolio ia in 
uTears. Look!~ at tbe talt of f1nanc1111 new entrepreneur1 in the contut of 
national development policy, there ii a need for a new organization, vi th a 
larger upertiae NH and adequate financial re1ource1. The Goverment of 
Ziababve baa decided to e1tabl11h a Saall Enterpri1ea Development Corporation 
( SEDCO) in respoue to this need. It ii propoHd to urge DFC in SEDCO and 
IDC' 1 shareholding will be transferred to the Goverment. Tb.11 new develop­
aent. which 11 in an advanced atage of 1.apl•entation, b to be welcoaed as 
the country required 1ucb an institution to identify, promote and finance 
aall enterpriae1 1n the rural areas which lack proper industrial infrastruc­
ture at the aoment. The new corporation vill not only finance new saall 
enterpri1e1 but more illportantly involve itself in tbe identification acd 
develop11ent of DeW local entrepreneur1. The le1i1lation clearly confer• on 
SEDCO a trainin&-c\Dll-development role, which 1ea1 highly appropriate under 
tbe circua1tance1. 

3.114 The need for a new development bank in Zillbabve has been felt as the 
ex11ting institutional structure is inadequate to meet the need of long-tet'11, 
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viable growth of induetrial enterpriee• in the aediua and large Mctore. There 
i• ao financial inatitution at present to provide foreign exchange for acquisi­
tion of fixed aHets on a loas tera basis. .\ aajor portion of the fixed assets 
i• financed out of self-geD11raud funde. Thie poeition 1• Wll&tisfactory for 
a major industrialization effort, particularl1 with a view to encouraging aore 
aev local entrepreneurs. The Goveruaent has therefore decided to Ht up a new 
development bank to provide loan (local as well ae foretgu currency) aad 
equity investments on a much wider scale consistent with the national develop­
ment policy. The decision ii timely and covers a major gap in the national 
financing structure. 

3 .115 The enabling legislation bae been paased by the Parliament and 
await• approval by tbe 1eoate and presidential assent. According to tentative 
schedule, the new developaent bank will coae into being on July 1 this year 
and will c0111Deoce operatiODI 90011 thereafter. The Governaent will own 51% of 
1bare capital of DB and the r ... iDiag 49% will be issued aainly to foreign 
investors, including !DG (Gemauy), CED (ta) and 11C. Tbe bank will be 
empowered to finance private u well as public enterprise• though the orienta­
tion will be dominantly public aector. 'lbe Board will have 11 aeabers; of 
which 6 will represent Government interests and S private foreign investors. 
The Chief Executive will be assieted by a 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 ao that deeired capabilit1e1 are developed w:ltbin the shortest 
tillle pouible. me, after the Htablishment of the aev bank, will ceue it1 
lending operations and will concentrate on project prOISOtion, i.Jlplemeotation 
and management activities, which seems to be a rational approach to avoid 
duplieat.1011 of ef fort1. 

3.116 The new institutional structure (iacluding exiating staff of IDC and 
proposed staff of SEDCO) 11 likely to have a prof .. aiooal staff of 100-150 in 
the next two years. Tbeee profeeaioaa.11 will require training in: 

o identification and development of aev entrepreneurs; 

o identification, plaDDiag and preparation of nev projects; 

o market and technical 1tudiu; 

o project appraisal: aaaageaent, aarket, technical, fia.ancial. and 
ecoDOllic; 

o cou.naelling and uteutiion services; 

o appraisal of saall loane; 

o documentation; 

o project illplementatioo follow-up; 
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o folla-up at the operation 1tqe; 

o joiut venture .. uageaent; 

o 1apact evaluation of projecta. 

3.117 The above lilt sea1 to cover al.most everything preseutly covered in 
the development banking trailliQB. lut thia ii the way it ba• to be. We are 
about to v1tne11 the emergence of a new financing 1tructure in a country vhicb 
ia launching planned development to cope with the problem.a of unemployment, 
inequitable diatribution of wealth and opportmdtiea, and ecoDOllic dependence. 
Looking at the Ii tuation in its broader perspective, w are inclined to recom­
aend that the new development bank ebould aasme a ujor respomibility to 
train ita own ataff, tbe naff of S!DCO and IDC, other 1upport orgallizatioDI, 
and even c01111ercial banka in project promotion, appra11al and followup. There 
i• no doubt that 'both EDI and ADB vill provide 1u1table a11i1tance in organ­
i&ing the new training ayat• if .and when required. The dependence OD 
external training alone will not be an efficient solution to the probla. 
Besides, the tille spent on institution b~ding activities will have to be 
compreued substantially to aake up for the tf.M already lost. 

Arab Banlt for Econo.ic Development in Africa (BADEA) 

3.118 BAD!A was established in 1975 in responee to a resolution adopted at 
the suth Arab League S..-it Conference held 1.Jl Algier• in Roveaber 1973. The 
headquarter• are located iD Ebarto• and the hank does not have any off icea at 
national or aubregional level. Tbe basic purpo1e or ai11ion of tbil imtitu­
tion, which bas been Ht up and funded by Arab Go•erments, ie to contribute 
to the econcaic developaeu of non-Arab Afdcan countriee. The euprae 
authority vi.thin the bank i• beld by the Board of GoYernore which ii coapoaed 
of the Finance Minbter1 of aeaber etate•. Tbe Governors aeet once a year. 
The Board of Director• which coaaieta of a Cbairaan and eleven other 11eaber1 
ia reaponaible for day to day fUllctioDiag of the bant and Mete three tiMa a 
year. Seven countriea each holding 200 1barea or 11are ~e penaanent eeau on 
the Board. These cou.ntriaa are Algeria, Iraq, luwit, Libya, Qatar, Saudi 
Arabia and the United Arab lairate•. The rmaia.1111 4 eeau on the Board are 
filled by the Go•enora DODI the ... ber countries with leH than 200 abares. 
Al of Dec•ber 1981, the bank'• paid-in capital atood at US$731J.25 aillion. 

3.119 A total of 41 countrie• are eligible for I.ADE.A'• aa11atance. Tbe1e 
countries are aeaber 1tate1 of OAD which are not at the same ti.Jle aembera of 
tbe League of Arab Sutea. The bank' 1 a11iatance takes the fora of (i) loaD1 
on concessional ter111 to 1upport the illpleaentatioa of epecific projects, (ii) 
technical &8Siat.ance for project feasibility 1tndies (usually aupplied at a 
free 1rant or u an advance on the loan if the bank decide• to participate in 
the financinc of tbe project), and (111) aobili&ation of additional flow of 
aalittance from Arab countriea to non-Arab Africa. Durinc the 1even years of 
or-ration ended Dec•ber 1981 , the banlt' 1 financing 1bowed the following 
sectoral priorities: 
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(1) !coaaaic Infrutructure (4.5.44%) 

(11) Agriculture 

(111) Induatry 

(iv) Energy 

(2.5.06%) 

(19 .04%) 

(10.46%) 

J .120 JW>li had initiated a reorgan1zation atudy 1D 1979 and the 
recoamaendatioua wre iapleaenud in 1981. The wort of the bank 18 organized 
in three department1-operatioaa; &daiDiatration; inforaation and esternal 
relationa and docU11entation. The operatiooa department couilta of three 
divisioae, naaely !aat Africa; Veat Africa; Progr-1•• Coordination and 
Studie•. The Cb.airaau of the Board of Directon, vbo 1a allo Preddent and 
Director General of tba bank, ii udated by an adviaory comaittee on inveat­
aenta and au. ezecutive comaittee. Tbe nev iapreaaive headquarter• building of 
the bank vaa inaugurated in Karch 1981. 

3.121 The pr:laary objective of the viait to BADE.A vaa to ascertain its 
role in sponaoring or co-funding training for the professional staff of DFis 
in Africa in view of it• apecial statue u a regional development bank 
in Africa. It was gathered that BADEA i• primarily engaged in assisting high 
priority development projects apoasored by governaents of eligible states. 
Its iDVoheaent vitb national DFis in Africa bas been 111.niaal. In tame 
of operational. priorities, techn1cal.uaiatance (includiag training) to 
development banker• (as agaiut train1ag to the ataff of ueiated projects and 
goverment plamiere) figures rather low. Ally departure frc. this will require 
policy adaptation and approval by the appropriate authority and will have to 
be linked to a sufficiently wll-dHiguM progr• of tecbn1cal usistance 
having subet&ntial development iapact. However, BADEA will favorably consider 
requeets for u•e of its profeeeional. •t&ff for teaching in project related 
courses sponaored by ADB-EDI-AADFI if and when required. 

3 .122 It uy be untioned tbat IADU ha very cmpetent end experienced 
profe11ional 1taff frm several Arab &Del African countries. Tb• etaf f ••bere 
do panicip•te at tille• 1D ••1Dar1 or conterancea, but there are DO lira 
internal or aternal. traiDing arrang•enu. Sou of tbe staff 11e11bere of tbe 
bank have attended !DI courses in their previous employment. BAD!A bas not 
participated in Abidjan cour1e1. 

East African Davelopaent Jank (!ADI) 

3.123 !ADI vas establisbecl in Dec .. ber 1967, 11aultaaeoualy with the !&at 
African Collllwlity of ~nya, Tanzania aad Uganda. Ita Charter, which waa an 
Annex to the Treaty for last .irican Cooperation, 1tated !ADI'• principal 
objective as reduciag 'tbe substantial indu•tri&l iabalaacee' amoQg the 
Pari:ner Statet and to aake their ecooocli.es 'iacru1iQgly complementary ia the 
1Dduatr1al field.' Ia light of this baaic objective, !ADI'• functions were 
defined as: 
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o aaking loana and equity inve1tment1 and giving financial 
auarantee1 for 1pecific indu1trial project•; 

o providing technical &11i1tance; 

o working vith natiollal DPII and cooperating vith any other 
institutiona to further !ADI'• objective1. 

3.124 As EADB was es1entially de1i.gned aa a developaent financiqg organ of 
the Comaunity, it lost its raison d'etre when the COllllUnity broke up in 1977. 
The initiative for financing iudustrial develoi-ent, under the circU1Utances, 
gradually passed on to national DFll in Kenya, Tanzania and Uganda. ?be 
period between 1977-1980 va1 difficult for the bank in view of the prevailing 
political tensiona, losa of leadership at the top, resources constraint a, 
deterioration in tbe iuvest.ent cliaate, aong otbera. It va1 the tiae when 
the bank faced the pos1ibility of d11aolution. 

3.12.5 ThiQgs changed radically in 1980 Yi.th the appointment of a new 
Director General from Sweden. Equally sigDif icant were the changes 111 the 
l.ADB Cb3rter of 1967, which provided a new expanded role and a new m11sio11 to 
the bal1E.. The aain changea were as f llon: 

(1) E.ADB was designated as an international organization in its own 
right; 

(11) Meabersbip of the bank vaa extended beyond the three Partner 
States •to any 1tate in the region• (Eaatern and Southeru 
Africa); 

(iii) The principal objective of the bank vaa reatated to include 
dnelopaeut in the aeaber lt&tH •in sucb fields u indu1try, 
touri•, ~1riculture, infra1tnacture sucb u tranapon and 
telecommunications, and 11a1lar and re.la tad fields of 
development•; and 

(iv) A new objective va1 added; the bank was authorized to •provide 
conaultiag, pr0110tion, agency and other 11ailar services for 
the regiou. • 

3.126 The development Tole of the bank will be further reinforced with the 
possible establisl:aent of a Preferential Trade Area for 18 1tate1 in Ea1ter11 
and Southern Africa. 

3.127 ho other develop11ent1 need to be 1HDt1oaed: firat, during 1981 the 
baDk decided to adopt Sl>Rt as the unit of Account; and 1econd, it 1et up an 
Interuational Adv11ory Panel conai1tiag of aeaber1 enjoyiDg bigb reputation in 
ioteruational banking and finance. 

3.128 With the change• aentioned above, EADI ha• emerged as a 1trong 
regional development finance institution which not only provides finance for 
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development project• but ia rapidly beca.J.nc a aource for reaearcb, consulting 
and advisory activitiet in the naion. The bank baa a profe1tional staff of 
arowid 40 vbicb 19 vell-.quipped to handle financing and pre11aotional responsi­
bilities. Although there ia ao internal training within the bank, the ~taff 
is deputed to attend over1eae coursea/seainar1 vitb the .. aistance of several 
national, international and aultt-lateral agencies. The bank baa collaborated 
vith FAD for an agricultural project• course at !SAKI, Arutha. It is expected 
that the baak vill increa1ingl7 participate in such activities now that 
internal and operating probleaa have been nearly resolved. 

J.129 One of the aain reaeoaa of the vi1it to !ADI HQ• at ltallpala was to 
ascertain the role which the bank aight play in training the staff of DPI1 
vi.thin its area of operation. ?hi• objective wa1 not fully aet due to extreme 
paucity of time and lack of prior understanding of the aaoageaent structure of 
the bank. However, it is 1uggeated that AADPI-IDI-ADB 1hould eetablisb a 
channel of cOllJDUnication vi th the top -nageaent of !ADB and ascertain bow 
best it could be aeaociated in the future training progrm1 for DFI• in the 
!ngl11h speaking countries in Africa. It seems highly desirable that !.ADB 
should be involved in such endeavors (110re particularly training in !ast 
Africa), but precise arTa.ogeaent1 need to be evolved after consultation at the 
appropriate level. EADB staff has deep understanding of the development 
issues relevant to countries in Eaat Africa; its increasing involvement in 
promotional activities, besides existing collaborative relationships with 
national DFia, demand its participation in professional staff development 
activities, particularly at the sub-regional level. · 

An Inventory of Trainig Need• 

3.130 The above description of individual DFls provided a general 
aicroacopic aasu ... nt of training need•. While there are areaa of agreement 
regardiug tbe felt aad the perceived training needs, sCNe DPia have unique 
requirements coDSiatent with their aission, socio-ecoDOllic situation io the 
country and levels of akilla/upertue of staff. Sou coamenta are therefore 
in order: 

(l) Out of 27 ins ti tutiona Yilited during the field 1urvey, only 4 
have wdl established internal training prograaa for its staff. 
Thia is in sharp contrast to the f indiaga of a silllilar survey 
of Asian and the Pacific DFI• conducted during 1~81 by UNIDO 
for ADFW. It was found that 27 out of 40 iaatitutions had 
well-developed training facilitie1. The lack of internal 
trainiug facilitiee in Africa ha• clear iaplicationt for 
sub-regional and regional training. Till the tiae internal 
training capabiliti•• are fully developed, sub-regional aad 
regional progr.., will have to be designed in such a way that a 
larae part of th••• needs 11 fully satisfied. 

(2) Agr.icultural or mixed development bank• constituted a small 
mioority (around 8) in the sample of institutions selected for 
this survey. Therefore, in the aggregation process training 
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needs of tbeae iutitutiou 1 which are more apecific to 
financing of agricultural and rural projecta

1 
ranked rather 

low. In fact, theae are aentioned at the end of the prioritized 
list of training needa gben below. However 

1 
froa tbe perapec­

tive of theae inatitutiona theae needa are 908t iaportant. It 
doea not iaply that u indu8try oriented development bankiag 
progra ii coapletely irrelevant to these inatitutiou. Molt 
of the techniques for project appraisal and auperviaion are 
neutral in the aenae that they are equally applicable to 
industrial, agricultural or any other 1tind1 of development 
projecta. However 1 agricultural financing bu aoae unique 
attributes which can ben be dealt with in a progr• designed 
for the purpose. Thb note of caution ia iaportant and auat be 
kept in view while uaaining the overall inventory of training 
needs. 

The training needs have been rank-ordered depending on the 
nuaber of re•Jponaee recebed froa individual DFb. Thia 
approach serves only one purpose, i.e. focusing atte~tioo on 
the aost critical and comparatively urgent training 111 eds, but 
certainly it does not mean that lower ranked needs can be 
ignored for the time 1'eing. lo fact, the 1trategy advocated in 
this report is to meet all these needs in a systematic way 
within the shortest tille possible. 

One of the aore important tub aHigned to the aisdon was to 
evaluate the effectiveneH of tbe present Abidjan (English) 
course conducted by !DI-ADB-AADFI. Although Abidjan courae with 
a little bit of reatructuring cau effectively reapond to the 
~dentified training needs, it would be naive to iaagine that 
all these needs can be ut by just one couree, however vell­
organized it might be. Therefore, ve would. like to addreH the 
queatioo of designing appropriate progr... for meeting tboae 
training need1 in the lHt part of tbb report. 

The training needs aent1oned bel.ov relate aain.·.,. to the junior 
and lliddle-senior level operational ltaff. The t:Uining needs 
of top and nea~ top aanager1 are u1e11ed aeparately (paragraph 
3.133). 

3.131 The identified training need1 have been cla11ified into 14 broad 
aepieots. Each aeg11ent contaiu aOlle specific topics, demed to be aore 
critical frOll the operational viewpoint, to facilitate deaigniac of 
appropriate training 1'?dules/progr1aa. 

(1) Pr~ject Follow-up and Supervi1ion 

o Importance of follow-up and 1upervi1ioo 

o Project scheduling technique• 
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o Di1bur1eaent procedure• 

o PTocurment proceduru 

c; Coveoant and security arraageaents 

o Prograaing and budgeting 

o Follow-up information systea at ilapleiaeotatioo and operation 
stage 

o Role of nominee director• 

o Financial performance '!Valuation 

o Why projecu fail (an overview of aanagerial, technical, 
aarketing and financial probleaa and suggeated remedial 
meaauru) 

o Rehabilitation of sick units (restructuring capital 
base, change of 11.&n.agement, modernization of equipment, 
diversification of activities, etc.) 

o Joint-venture management 

(2) !coniom.c Analysis (Appraisal) 

o Impottai..o;.e (Why econaaic analysia?) 

o Basic concepts 

o Principal approaches 

o Calculation of !Ill. (World Bank approach) 

o Calculation of D~C 

(3) Financial Analysis (Appraisal) 

o Interpretation of fiaancial statement• 

o Calculation and interpretation of financial ratios 

o Financial projections 

o The concept of time value of money 

o Calculation of FIIU 

0 Capital and operating COICI 
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' 
o Working capital 

I 
\ o Sourcea of finance (including debt-equity relat1onabip) . 

o Break.even and sensitivity enaly1i1 

o Debt Service Coverage btio (DSCl) 

(4) Training of Trainers 

o Management of trainiag function 

o Training 1lt1lls and •thods 

o Uee of teaching aids 

o Development of teaching aaterial1 

(5) Project Identification and Preparation 

o Data colle ~ion, storage and retrieval 

o Project identification techniques 

o Project preparation 

o Project reabapiqg 

o Preparation of feasibility and project reports 

(6) General Management 

o Corazunication 

o Teabuildiqg 

o Decilion aaldng 

o Motivation 

o Leadership 

o Negotiation 

o Personae! Manageaent 

(7) Market Anal.yd• 

o Techni~ue1 of market analy1i1 
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o Collection of infomation (information ayst• for market 
ana.lyaia) 

(8) Technical Analysis 

o Selection of site 

o Infrutructure support 

o Selection of technology 

o PTocurement of equipr~ot 

o Civil construction 

o Raw material• 

o Utilities 

o Product quality control 

o Contracting 

( 9) Development Banlt Policies and Management 

o Objectives/basic purposes 

o Internal. and external resource mob~atiou 

o Diversification of DFI activitie• 

o Co-financing 

o Management advisory and couultiag services to clients 

o Entrepreneur development progr ... 

o DFI financial policies 

(10) SSEa 

o Importance of SSE 

o Promotion of SSE1 

o Special problems of SS!s, tiny/cottage industries 

o Counseling 
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(11) Management Appraisal 

o Importance 

o Current practice• 

o Evaluation of personal, •nagerial and entrepreneurial 
attributes 

(12) Accounting and Auditing 

(13) Impact ?valuation 

o Project completion report1 

o Impact evaluation 

o Policy implications 

(14) Agricultural Sector (See subparagraph 3.130(2) above) 

o Planning and preparaticn of agricultural projects 

o Appraisal of agricultural/farm loans 

o lllplementation and 1upervi1ion of agricultural projects 

o Planning and appraiaal rural development projects 

o j,gro-indu1trial project• 

3 .132 An interesting point ude during several high level d11cu11ions 
touched upon the training need1 of chief uecut1ve1, general •nager1 and 
other nea~ top manager• in 1everal iutitutiona. The available information 
revealed that (a) there vere very few top-.anagef)eDt training opportunitiea in 
Africa, (b) a majority of the chief uecutive1 interviewed would like tv 
•ttend one to tvo veek 1eminar1 relating to operational aspect• of de7elopment 
banking, management of people, growth and develop.nt of their organizatiou, 
(c) there vaa in1ufficient ·contact betveesi chief azecutive1 of African DFl1 
and contacts with DF!i 1u othsr parti of the devalopiug world vere al.moat 
non-en•tent. In this connection, it vaa mentioned, that EDI courses/seminars 
aerved an important purpose by expo11ng the participants to ideas and practice• 
of high level official• fros al1101t all parta of tbe world. World Bank 
m111i011s allo 1erved the aame purpoae •omevbat differently. 

3.133 
areas: 

The top-management training needa uy be divided into .5 broad 

(1) Policy Formulation 
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- Preparation of policie1, selection of operati~ strategie1 
in terma of basic purpo1ea and aia1ioa of tbe io1titution 

- Nexus between DFI policies and national developaeot goals 
accepted by the govertmient 

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

- Link.ages with govertllleot and other para-statal organizations 

- Coping with rapid change1 in DFI'a operating enviroDllleot 
through appropriate policy responses 

- Business forecast plans and. perfonaaoce evaluation 

(2) 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 coapensation, etc. 

- Meeting gaps in key apettise areas (mostly technical) , 
selection of espatriate advisors and involving them in the 
proces1 of iaatitution building 

- Negotiations with official• of international/regional 
institution1 (World Jank, ADB, aid agenciea, etc.) 

(3) Clientl 

- Identification and development of new entrepreneurs 

- Identifying new projects/inve1taent opportunities 

- Instituting sound aysteas for project appraisal/project 
selection criteria 

- Introducing a tound (dependable) •Y•t• for project reporting 
and monitoring 

- Bringing about structural change• in sick/ailing project• 
and rehabilitating their operationa 

- Improving recovery (debt collection) practice• 
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(4) New Directiona 

- Dhenifying operatioaa of DFls to include high revenue 
yield! .. act1•1t1ea 

- Fimling new vays to Met the needs of client• 

- Helping diveraification and relocation of induatrial venture• 
(.avi111 induatriea to coaparatively lesa developed areas) 

- laproving at&ff productivity, aorale and reducing staff 
turnover 

(S) Support Syataa/Service• 

- Introducing computerization 

- Personnel and adaini•trathe aervicea 

- Internal training (Why training?) 

3.134 As far as senior managers are concerned (particularly those who are 
well conversant with technical aspects of development banking), it vas found 
that aanagement training, mainly relating to iutitutional building aspects, 
was crucial. Thia traini11g will comiat of follow11J1 core segments: 

(l) Policy related ia1ue1 (aoae of which are included in the 
tra1n1111 for chief aecutivea). 

(2) Managaent and imtitutioul building upecu (problem aolving, 
decision aaking, luderabip, aotivation, comaunication, 
negotiation and OD). 

(3) Training am! ataff development capabilitiee. (The officers at 
this level are generally used by DFI• in internal training 
acti•ities; for thote 1nat1tutions which are about to start 
i~bouae training tbit upect 1a atraely iaportant.) 
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PAJ.T IV 

!RAINING POLICIES, AlUWfGEMEMTS !ND IN-HOOSE TRAINING CAPABUITI!S 

General Observatioaa 

4 .1 In Part IV of the report • shall exaaine the present training 
policies, arrangements for staff training and in-house training capabilities 
of DFI• included in thb study. 

4.2 It is observed that training policies in aost of the institutions 
are aimed at enhancing aod updatiag technical and uaagerial skills of the 
profesaional staff besides aotivating them. to higher levels of performance. 
However, it is not a common practice to explicitly articulate these policies 
aa is done in the case of, say, financial/credit policies which are clearly 
addressed to the potential clieuu. Thia invariably leada to ambiguity and 
ad-hoc planning in the area of staff development. At least soae DFis are in 
the process of preparing staff development plana covering a period of next 2/3 
years under the guidance of soae international leading 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 bas been clearly established 
(paragraph 3.131). 

4.3 Out of 25 national DFis included in thia study, it was found that 
only 4 Dlls (located in 2 countries) have well-established internal training 
progrma and facilities (Annu 3). Altogether these DPia train nearly 350 
professioaal1 every year, wbich conatitutH about 40% of their total 
professional staff. In SOile cases, training is alao provided to the 
noa-profesaional staff though principally it ia focu1ed at the professional 
staff. 

4.4 Seven DFis are likely to com1ence interual training prograaa in the 
near future and they require external aeei.caoce particularly for training 
some internal -trainers ad developiag case studies (Annex 4). The physical 
facilities uy be financed out of ova funds or, as in some cues, out of TA 
component of foreign 108t1tut1onal loana. But in :Jeveral other cases (where 
internal trainiag is still a non-priority consideration), stringent foreign 
exchange controls uke it rather difficult, if not iapossible, to import 
pedagogical aids. 

4.5 There seell.8 to be a strong link between the total staff strength and 
the internal trainiDI effort and organization (Anno: 5). Those inatitutioaa 
which conduct trainiac sessioat have a staff strength of nearly 500 or more 
employees. Soae DPis vhicb are actively conaidering COllJl~ncement of internal 
trainiDIJ have in excess of 100 employeea. It was, however, found tbit even 
some small DFls (total 1taff less than 100) are also keen to start 101ae kind 
of internal training, which uy take the fora of occasional staff ••inars, 
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lecture• by viaiting ezperta and contact program with client• in aajor 
induatrial aegmenta. The aain constraint for launching auch a progr .. ae ... 
to be inadequacy of apace (it uy be aentioned that aany DFll are willhg to 
allow the uee of the boardrooa for thia purpose) and undeveloped pedagogical 
aldlla on the part of the profeaaional ataff. In thia contezt, prograaa like 
traini"Dg of trainers will be of great value to tbo...:e DFI1 and abould provide 
deaired 1tiaulu1 to undertake auch an effort on an organized basia. 

4.6 Many DFI• in Africa have expatriate advisers funded by aeveral 
international agenciea and aome aore are on the point of appointing such 
advisers. However, it vaa found that these adviaera do not participate in 
institutioirbuilding activitiea outside their area of experti1e. A thought 
was shared by aoae chief executives to the effect that expatriate adviser• 
should play an active role in staff developaent activities. Furthenaore, an 
ability to train in addition to one's basic specialization ahould be an 
important criterion in the aelectien process. This idea needs serious 
consideration. 

4.7 SOile of the institutions are shoving interest in training certain 
categories of specialist• (engineer•, for instance) for whom clasarooa 
sessions have limited value. In-house attachment is traditionally considered 
to be a useful method of training those specialists, but at least one DFI is 
considering a multi-dimensional approach covering individual work plans, 
special uaignmenta, specially tailored attachments, ~ong others 
(paragr~ph 4.61). 

4.8 In.atitutions in Africa generally attach great importance to graduate 
and post-graduate education (particularly in econoadca, finance and unagement) 
in foreigu univeraitie1 for their younger •taff 11e11bera. Thi• is considered 
ner.essary as there are no comparable educational opportunities in aany of 
these countries. Tbe coat of auch education 11 aet through TA components in 
loans raiaed froa international. institutions, particuarly the World Bank and 
IDA. In other cases where TA 1a not available, funding of t~ae progras is 
becom111g extremely difficult. It is highly unlikely that AADFI or iut1tu­
t1ona aupportinc AADPI'• activities would 1pare funding for auch long-tera 
educational prograa. MevertheleH, there seat ti) be a need to focua greater 
attention on ecoDOllic and aanagerial ia1ue1 in the exiatiug as well •• new 
programs. Such orientation will not be a substitute for the ba1ic education 
in certain relevant disciplines, y~t it can aerve a useful purpose by 
initiating a 1elf-learning procesa on the part of ~be ·trainee• whereby they 
illprove their 11tilla through reading and application of conceptl. Increased 
use of cue atudiea will be helpful in this regard. 

4.9 The commentl given above provided an overview of training iSBues at 
the cross-national level. The position at (llicro) institutional level 11 
quite different (there are differences between countries and institutions 
vi thin the aaae country). The institutional profiles contained in tbe 
following paragraph• should therefore help in deepeninc one'• understanding of 
the aituation aa it exi1ta at pre1ent. 
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Developaent Industrial lank (DII) 

4 .10 !raining baa playecl an 1Aportant role in the gro~b and evolution of 
DU. Major aaaiatance in this regard baa been received froa USAID which baa 
funded project orieoted courses by .&.. D. Little for DU ataff and baa provided 
techoical assistance by a conaortiua of two unageaent consultancy c<>11paniea, 
viz. Price Waterhouse and R.. l.obert Nathan Aasociates. Advisory services were 
also funded by OECD. The World Bank bu channelised technical assistance for 
SMis through DU besides allocating provisions in its credits for meeting 
those techL.ical assistance needs which are not covered by USAID or OfCD 
grants. This included (i) provision of on-the-job training to DIB staff in 
specific aspects of project appraisal, particularly market analysis and 
econollic evaluation, (ii) training of DIB staff in overseas financial 
institutions; aod (iii) acquisition of training aids. 

4.11 The above-mentioned arraogeaenta have enabled DIB to train its staff 
in UK, Japan, West Gemany besides ADI and EDI courses. This coupled with 
local and internal training progr ... has enabled Dll to attain a training 
coverage ratio of over 50% in a particular year, which ia very high COllpared 
to other institutions 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 streogtheoed by tvo new positions~a deputy manager and 
an assistant :aanager. DIB has also evolved its own teaching materials, 
particularly in the area of feuibility 1tudiH. However, DIB considers that 
1ta need for trained traiaera baa not been fully •t and would welcome 
assistance froa EDI-ADl-AADPI in thi1 regard. 

4.13 Tbe training policy, H reflected in the training plan for 1982-83, 
emphasizes development of aew skills through concept learning and practice. 
DIB bas aade effort• to deteraiae training needs of iu staff through job 
descriptions, new job regulatioaa/rulH, unage11ent deciaions, reactiou of 
staff a.ad performance appraiaal review. Baaed on this aeeds aHessment, 
following areas have been selected for intern.al cour1e1: 

(i) Induction Course for Bew Staff Members 

(11) Tera Leodiag aad Developunt Bankiq (with emphasis on SSI 
f inanciQg, external resource a, fol.\gv-up and auperviaion, 
finance aod accountias, auditing, personnel lda1Di1tration) 

(iii) Language Trainiag (!agliah) 

(iv) TrainiQI for Secretaries and Support Staff 

~ 1i) TrainiQI in Computing and Word Proceuiag 

4.14 Other specialized training needs, as ~entioned in paragraph 3.7 
vi.ll be met be deputiDI profes1ioaal 1taff to courses at Bradford (UK), 
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Abidjan (ADB-EDI), Japan, and train.ing offered by CIE (Central Bank) locallr. 
Foreign experts are alao expected to provide aaaiatance in running 90re 
specialized courses on in-house baia. 

Kiar Iran Developaent lank (MIDI) 

4.1.5 The present ataff atrength of MIDB 1• around 150, of which 100 are 
professionals. Ute .. DJ other private DFia the accent seesu to be on a high 
degree of profession.alization. The professional.a ca.e frOll various acadeaic 
dilcipline1 auch as econoaica, law, finance and accounting, aarltet and 
aarltet1ng, aaong others. The t,otal atrength of the profeasional ataff is 
divided into three layers (senior, 1Riddle and jun.ior) alllost in equal 
proportion. 

4.16 While the bank attaches great iaportance to staff development, no 
explicit statement of training policy i• available. Tb.b ia due to two 
reasons: first, pr•.ference for prior job experience in investment banJting 
(which ia supplemented by on-the-job training) and, second, dependence on 
outside training (both local and overseaa). The bank 1a yet to evolve its 
internal trainiog progrmu, though 10-lS professional naff are trained 
outside every year. The professional trainiog institutions seem to be 
universities (particularly American Un.iveraity at Cairo), central bank'• 
training facilities, !DI and EDI-ADB courses at Abidjan, abort seminars 
offered by the local inatitutions (particularly those which are industry 
related). By 11&ldng effective use of opponunitiea outside the bank, it baa 
been possible to achieve a satisfactory training coverage ratio. Yet for the 
grovt:b of the iDStitution 1D future, it ia critical that training within the 
bank i• undertaken on a plaaned ba9ia. Thi• ae•• to be neceHary for a 
variety of reasons: it would facilitate greater integration of training 
efforu, i.e. paHing on the benefit of external training to those •embers 
of the staff vbo are not ao exposed; evolution of a distinctive style of 
functioning and MIDB' • operatiag pbiloaopby; 90re balanced at ten ti on to the 
development of required •kill• in the cont9Zt of a fast changing operational 
ailieu; effective 1avolveaent of the aen.ior staff in the development of the 
oev and junior naff. Interul training could alao lead to aubatant1al 
savi .. s in coats and aecutive tiae u DDllJ.nationa for external progr ... would 
tben be more selective and cover only tbo•e areas which are outaide tbe 
purview of the lnternal train.ing progrmu. 

4 .17 KIDB bu received full auppon of external lendiqg agencies 
(particularly the World Bank) in ita efforts of sound 1natUut1on-bu1lding. 
These effona, at thi1 juncture of the evolution of KIDB, call for an internal 
trainiug 1trategy to 1uppleiaent on-the-job train1D1 and external training 
progras. And there aeea to be no ujor iapedilllentl iJI tbe speedier iaple­
aentation of th11 strategy a1 (1) conatraints of office apace have been 
overca11e, (11) Mil>B baa ..Sequate resources ~o procure needed equ1p11ent, (111) 
well-experienced and c011petent reaource persona are available within the 'bank, 
and (iv) e:r:panaion/ diveraif1cat1on of activitie• me&n1 unaat11fied training 
need• 1f the dependence on external training 18 to continue. There might well 
be a shift in the hiring policy of the bank 10 that prior job experience uy 
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not be coaaiderad au eaHntial requir•ent aa it •• in th• early day• of 
operatioaa when th• staff baH vaa rather lJ.aited. In fact, :his uy be tbe 
=ight till• to induct aore fresh graduates at coaparatively lower wage coats 
aod to train th• aa per operational aeeds. Tbia approach ha• worked 
extremely vell in many other private or private oriented DPts. 

4.18 The step• in foraulatiDI internal training programs (ae an 
illustration) uy be u under: 

(1) Training of SOiie key operational staff in the methods and 
techniques of tI aining; 

(11) Developaent of case materials baaed on MIDB'• 0'1111 experiences; 

(iii) Creation of physical infrutructure ao that training uy be 
conducted for u-20 participants at • tiae; 

(iv) Concentration in the begiDDing on areas such as investment 
promotion and joint venture unagement*; 

(v) Making internal training an integral part of MIDB's overall 
promotional strategy, which means opening internal training 
programs for participation, on a selective basis, by the staff 
of joint-venture projects assisted by it and staff of oth.:: 
bank.a ill !grpt and outside vho aay require specialiud training 
in imeataent/developeent banking. Such participation would 
belp MIDB'a ataff in gaining an understanding of diverse 
viewpoint• aa auch aa it would help others to appreciate the 
bank's procedures and practicea. 

The Principal Bank for Development and Agricultural Credit (PBDAC) 

4.19 The Principal Bank, in vie• of the apex character of ita operatiou, 
bu an immeaae respoaaibility to crain aot only its ovu staff 1 but also the 
eta.ff of affiliate 1overnat1 bank.a. The ouabera are large; the Principal Bank 
baa a 1taff of 3200 and the affiliate bank.a have around 30,000 people working 
for thea. 

4. 20 The bank prepares a training plan every year which includes an 
aues•ent of the training oeed1 of the bank and its affiliates. Specific 
prograae are deai&ned to meet tboae needs. The plan is taken up for 
iaplesuntation after it ii approved by the Chairman and tbe Board. 

4.21 An inuraating aspect of the bank'• traiDiac 11 the empha1i1 on 
management trainiDC. Nearly 200 trainee• attend unageaent oriented courses 

* It may be mentioned that there are few opportunities for such training 
locally and MIDB ha• accUllUlated valuable esperience in these areaa. 
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every year. The second category of training 11, what 1e called, tbe 
specialized training. Theae are function related couraes which are attended 
by nearly 2000 ataff of the bank and ita affiliatea. SOM of tbeae prograa 
are repeated froa year to year and include topics lib banking, accounting, 
feasibility atudiea, rural development, uae of fettilizera and inaect1c1dea, 
fan .. chinery, general .&liniatration and language training. 

4.22 As far as training facilitie• are concerned, there are two rooaa 
which are available for classwork. The equipment includes public address 
system, projectors, flip charts, etc. The bank ia proposing to acquire a 
closed circuit TV system for language training for vbich there ii felt need. 
In order to diversify it• inatructional aetbodology, tbe training departaent 
baa used in the past role play•, self-asees•ent exercieea, audio-visual 
presentations with encouraging results. 

4.23 In addition to the internal training act1Tities the bank sponsor• 
about 400 staff aembers every year to local training and educational 
institutions such as the National Planning Institute, Management Training 
Center, American University and Arab Management Work Group. 

4.24 The bank also participated in training program.a outside Egypt 
(including EDI) though precise data in this respect was not easily available. 

Agricultural and Industrial Development Bank (AIDB) 

4.2S I.a already Mntioned (paragraph 3.21), AIDB bu highly qualified and 
experienced prnfeu1ona1 •taff of 116, a majority of 1rbm baa aerved the bank 
for S years and 110re. Strengthening of staff baa become essential aa a DU11ber 
of experienced prof eaaional ataf f aembers were aoved to other public corpora­
tions after 1974. 17 profeuioaal.1 were added during April 1981 and January 
1983. The proceH of ataf f expansion ii apected to continue iD view of 
projected growth of agricultural and indu•trial project lending. Further, 
being the 1ole development bank in Ethiopia AIDB 1a looked upon as a ltore­
bouae of profealional apertiae by Goven.eot and public corporationa. It is 
expected that tbe total DU11ber of profe1aional ataff would rise to ISO during 
the out three 1ears. 

4.26 AIDB h .. a Training Division under the charge of a training officer, 
whose u1n function ii coordination and management ( acrutiny of progr• 
aonouncemenu, noaimtioo of patticipanu With ~be approval of the management, 
feedback/evaluation, etc.) of training outside the bank. No training 1a 
iapatted in-house. The three aain centers for staff training locall1 are 
Ethiopian Institute for Banking and Insurance (EDI), Rational Productivity 
Center (RPC), and Training J>epartaent of the Ethiopian Airlines. Of theH 
1natitutio09 £Ill need1 apeci&l .ention. 

4.27 Elll vu established in 196.5 by the Commercial Bank of Ethiopia, tbe 
only coaaercial bank in Ethiopia. Pollov1ag tbe reorganization of the banking 
industry in 1974 !Ill va1 taken-over by NB! (Central Bank) and it now function.a 
as a specialized wing to !apart trainiag to the staff of commercial bank, 
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AIDB, houliag and savings bank and in.surance corporation. The 1aat1tute bas a 
Board of trustees comprising Goveruor, bis deputy, general aaaagers of 4 finan­
cial 1oat1tut1ous, a professor of the local university and tbe director of 
EIJI. The director is aaaiated by an assistant director and 3 department 
bead• of diplOll& claa .. 1, aanageaent developaent and technical (operational) 
training. The core course offered by !IJI is a three year (part-time/evening) 
diploca in banking and inaurance. The cla11e1 are held 6 day1 a week 1-1/2 
hours per day in two 1emeater1 viz. September - February and March - July each 
academic year. The course coaponenta include baaic econoaics, bookkeeping, 
law, econoay, accounting, international trade and finance, financial unage-
11ent, ·money and banking, bankiD1 practice, element• of management, credit 
analysis, amoag others. Eleven and 9 1taff meabers of AIDB Wf're attending 
this diploma course during 1981 and 1982, respectively. Seven staff meaber1 
have already obtained the diploma. Thia course, which intensively covers 
basics of baaking, is well-suited to meet the needs of clerical and junior 
staff in banlta. 

4.28 The second category of course organized by EIJI is A?EM (Arts and 
Techniques of Effective Manageaent) which is of three days duration and held 4 
times a year in locations outside Addia. The course bas been primarily 
designed for bank branch managers. The contents include basic management. 
Operatioas oriented technical programs constitute the third type of courses 
offered by EIBI. These courses are ahort-teI'll (3 days to 3 weeks) and are 
aimed at meeting training needs of commercial bank and insurance corporation. 

4 .29 Although the banking induatry ia by and large satisfied vi th tbe 
quality of inatructiou provided by !IBI, the institute 11 unable to meet the 
training needs of AIDB' a profe11ioaal ataf f 011 account of following rectooa: 

(1) EDI doea not offer any training in project appraisal, follow-up 
aad supervision; 

(ii) The teaching faculty, which DU11ber1 3 department heads, has oo 
experience of developaent banking; 

(iii) Moat of tbe teachers are drawn froa the univer1ity, and other 
inatitutiooa oo a part-time baaia; 

(iv) With the exception of diploaa course, training prograaa are of 
a very abort duration to have any atroag impact oo the 
participaota; and 

( v) Training iaetbodology se-. to be heavy on lectures and provides 
little action learning except diploma course which employs 
1ub1tantial practical work. 

4.30 !ta already meotiooed, these limitationa are relevant only frOll 
AlDB's operational angle and do not conatitute any reflection on EIJI'a 
quality of instruction in baoking and insurance. In fact, EIJI seems to be 
very well-organized and may be included among fev really effective banking 
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inetitutea at the national level in !att Africa. EllI 11 planning to 
construct a new 11:& 1tory buildiq and upand itt trainiDC operationa during 
the ne.zt few year•. It it propoted to upgrade tbe ui1ting diploma into a 
degree i11 banking through both vbole-Ume and r.art-t!Jae inatruction. ID these 
effort• EIBI de1erve1 aupport of international trainiD& inttitutions. 

4.31 Tbe other two local training 1ut1tut1ona, viz. N'PC and Ethiopian 
Airl111ea are relevant to AIDB for the general .. nagement training provided by 
them in ahort-tera course1. Ethiopian Airlines courae1 enjoy good reputation 
locally. NPC, which 1a 1upported by ILO and UNDP, offers training 1D rural 
development projects, corporate planning, aanageae11t accounting, per1onne.l 
management beside• production related and inplant trainiQg. 

4.32 The above description of local training opportunitiea shows how 
badly AIDB ii dependent, and rightly 10, on overseas training in development 
baDking. During 1981 and 1982 it eponaored 8 profe11ionala each to attend 
courses in lta.!y, Ivory CoAst, United States, India, Finland, Senegal, lenya, 
Netherlands and United lingdom. Thil included one participant vbo attended 
EDl's Rural Projects Course and three participants who were deputed to Abidjan 
courses. ~ the relevant course• abroad are few in llUllber, an effective staff 
development strategy ba8 to focue on developing in-house training capabilities. 
There are aany factors which favor this approach such as availability of 
professionals trained at EDI and Abidjan who have brought with them valuable 
training materials and experience•; possibility of developing 1D0re appropriate 
training uterials baaed on AIDB' • rich experience in induatrial and agricul­
tural. financing; availability of foreign exchange fund1 in IDA aud ·UAD credit 
projects for uee in institution building, training of key peraonnel abroad 
(who could be uaed u reeource penona). 

4.33 The present aan.ageaent of AIDB 11 deeply comaitted to •t&ff 
development and Heat to favor the idea of in-bouae training. Tbe principal 
constraint in thi• regard 1• the availability of trained trainers. Only one 
staff member baa ao far received auch training in Finland. AII>B feel• that 
tbe availability of 3/4 aiailarly trained pertomiel would inture a good 
qualiey internal training progra. While this objective could be achieved 
over a period of tille, it vat euggeated and agreed that 

(1) ill>B will c0111Dence IOlle internal training in 1983; 

(ii) the initial thrust of thi• effort will be induction training 
for newcoaers and training in financial/econaaic analysis; 

(iii) a training room, eufficient to 1eat about 20 people, will be 
furnished in the bank'• premiaea; 

(iv) tome eHential equipment needed for truning will be procured 
under training coaaponenu of IDA and UAI> prjecu; 

(v) the bank will aim to depute abroad during 1983 about 15 
profes1iona11, with the funding available under foreign 
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credits, in variou1 relavant areaa to strengthen organization's 
profa11ioD&l ba1• for iapl ... ntatioo of soae key iaduatrial and 
~ricultural projects and AIDB's routine expaoaion needa; 

(vi) should the preparation of intarD&l physical facilities be 
delayed, EIBI'1 existing facilitie1 will be used for the 
purpoH of internal training; and 

(vii) A.IDB will expect EDI-ADB-AADFI to help it train 3/4 trainer• 
from its operation.al staff during the next ~hree year1 so that 
intern.al training program baa a 1trong faculty input froa 
inside the organization. 

4.34 For reasooa already explained, AIDB bas not propounded uy training 
policy so far. This aspect 11 likely to find fuller expression in the staff 
development plan under preparation. But 1ome of tbe c:omponenta which are 
likely to figure in this policy are: 

(i) careful selection of personnel for overseas training, 
particularly the potential to act u an internal change agent 
through participation in training and organization develo{Allent 
activities; 

(11) except diploma and degree courses, management training shall 
oot exceed 6 months; 

(iii) junior and junior-middle staff vill be provided more oppottuni­
ties to participate in internal and local training prograaa; 

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

Development Finance C011pany of Kenya Ltd. (DFCl) 

4.35 DFClt has a profe11ioD&l staff of nearly 34 (as of February 1983) and 
as such it is not conaidered feasible to conduct any in-house training. 
However, training ha1 enjoyed a high priority "1tb the aanageaent u uy be 
seen frOll data concerning participation in training progr811l8 given below: 

Oversea• 
Year Local/National Training Attachment 

1977-78 4 11 1 
1979 4 9 
1980 13 4 
1981 2 9 2 
1982 2 9 1 

25 42 4 
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4.36 It aay be eeen that al.aoet everJ profee1ional •taff aeaber 11 
upoaed to 1oae fom of trainiag once in tvo or three yean, whicb ii quite a 
Ht11factorJ polition. The foreigu inlitutiona where DPCZ ataff baa been 
deputed for training or attacbaent are Bradford lJniveraity, Georgetown 
Ollivenity, EDI, IDA (Dublin), A.DB (Abidjan), EUMI (Aruaba), ICICI, aoag 
others. 

Industrial and C01111Dercial Develop111ent Corporation (ICDC) 

4.37 AB •entioned in paragraphs 3.29 - 3.33, ICDC depends on external. 
inatitutiona (aaiDly CIA) for tra1Ding its staff. Such training 1a often 
conducted on an in-coapany basis. About 5/6 officer• are aleo sponsored every 
ye-!!' for overseas training. Thi• number 1e not coubtent u aucb depends on 
available opportunities and funding. 

4.38 Baviag regard to the apex character of ICDC in the hierarchy of 
Kenyan institutiona, it aeeaa appropriate that ICDC ahould take the initiative 
to organize a Management Training Center for trainiag it• own ataff, 1taff of 
subsidiary companies, IDB and DFCK. Tbe DUllber of profeasionala in 3 ltenyan 
DFls at 148 (IDB 45, DFCK 34, ICDC 69) besides •everal other development 
corporations (IU!, Housing Finance Company of Kenya etc.) and wholly-owned 
enterprise• of ICDC IUlltes it a viable and attractive proposition froa the 
viewpoint of not only the target market (participants) but also the diversity 
of resource persona available in these institutiona for teaching. The Center 
can als~ take up the National Development Banking Courae, which baa been 
successfully tried in .. DY Asian countries. Provided that ICDC ii willing 
to invest in physical iDfrutructure (lecture roou, trainiDI aids, printiag 
etc.) along with some permanent staff, it should be poHible for other lnati­
tutions like ADB and EDI to provide aali1tance through AADFI in planning and 
deliguin& of progr-• u wll u teachina aupport duriag the initial few 
years. Tbe initiative for th11 1 however, bu to come principally froa ICDC, 
IDB and DFCK. The expauioc of local trainiqg would undoubtedly ainiai&e the 
dependence on foreign training 1nat1tut1ona. The fo:reigu iutitutiou which 
are presently funding the aajor coat of overaeu tra1D1nc for individual 
officers uy also be approached for aoae f\mdiag aupport, if mceH•rJ• 

4 .39 Another alternative worth couideration 18 a Sub-regional 
Developaent Baoking Progra in uaociation with f1°•0 d•l iutitutiou in 
Tanzania and Uganda under the joint directorial reapouibility of ICDC and 
EADB. In this case too A.DB and EDI should be in a poll tion to provide tbe 
desired teaching 1upport .. aay be required. 

Industrial Developmeut Bank (IDB) 

4 .40 Aa aentioned in parqraph 3.37 earlier, ID8 1a not conducting any 
interual trainiQ& at present. Solle abort-tera 1ea1nara were conducted duriag 
1977-79 and thereafter it baa been depending upon local and foreign instltu­
t ions for training it• staff with a11iatance frOll a variety of international 
institutions including the World Banlt. 
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The auaber of tDI prof•••ional. •t&ff a .. ber1 who attended 
sesinars/~~urse1 locally/aationally and abroad during the period 1977-e2 is 
1bovn below: 

Year National. or Local Overseaa 

1977 4 4 
1978 8 
1979 4 9 
1980 l~ 4 
1981 13 
1982 1 11 

22 49 (This includes some overseas 
1983 (projected) 5 T6 institutional attachments) 

4.41 It say be seen that though IDB is uot conducting any in-hou•e 
training, training coverage ratio 1a quite good. Solle of the iaportant 
overseas institutioaa where IDB staff ha• received training include University 
of BraJford, ESAMI (Arusba), IDA (Dublin), PDCP (Manila), ADB (Abidjan) a. -i 

EDI. 

4 .42 Wll 1.s showing keen awareneu of the illportance of in-house 
training, patticularly the need to recycle inputs received from the foreign 
training inat:i.tutions. It is therefore upected that IDB uy recommence 
short seminars in the near future. 

Agricultural and <._ o•· '"'.ative Development Bank. (ACDB) 

4 .43 The unagement of ACDB attaches great iaportanca to training and 
staff development for iu loag range benefits in performance iaprov•ent and 
as a tool of in8t1tution-building. Training ii in a way al10 a necHlity 
iaaS1Ducb as aaost of tbe nev .. ~1oyee1 enter the bank without any exposure to 
the banking pract1ce1. It 18 esaential for the bank to provide thea with 
training opportunities so that the staff is fully iavolved in the operatioa.9 
of the bank. The present interua.l training activitie1 are lillited to induc­
tion training to new aployeu. There are no regular trainiag facilities and 
ao full tiae trainera. ACDB. therefore, feel• that training of 1011e internal 
trainers and the availability of teaching material• and aids would reinforce 
the present system. 

4.44 Al far .. external (oversea•) training ii concerned, normally 4 
professional staff are selected every year for training at West Africa Center 
for Agricultural Development (Sierra Leone). CDC (Malawi), AJ>B (Abidj1-~), 
Arthur D. Little'• Institute and Allericao Univer1ities such .. Wisconsin, Ohio 
and Syracuse. 1 CDI participated in Abidjan course for the fir1t time in 
February 1983. 
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Liberian Janlt for DeveloJ:D!nt and lnvesment (LBDI) 

4.45 With a profe••ional 1taff base of oaly 29, LBDI doe• not consider it 
feuible to conduct regular internal tra1DiD1 prograa. tf foru are, there­
fore, aade to depute •taff for .sternal training progr ... •• and when po1aible. 
The participation in tbe Abidjan course wa1 found to be of use to the bank and 
it ii propo1ed to depute sore staff •eabera in •ill1lar future cour1ea. 

4.46 t.BDI al•o attache1 great iaportance to basic education in economics 
and busines1 adaini•tration and pre1ently 5 profesaional ataff 11e11ber1 are 
•t•adying in the U.S. for aa1ter'• degree• in tbe•e di•cipline1 at Aaerican 
univer1itie1. These 1taff members will be located in projects and 1upervision 
departaenu on their return. 

Nigerian Agricultural and Cooperative Banlt OtACB) 

4 .47 Training and naff development have enjoyed great priority with the 
aanageaent of NACI. A Manpower Development and Training Diviliou vae eet up 
to take charge of all utters concerning unpower development and a ee!lior 
officer wa1 entrusted charge of thi1 division. 

4.48 Training i• broadly divided into two categories--in-house and 
external. For the purpose of external training RAC! 1Uk.e1 use of universities 
in Nigeria and other profeasional orgauiutiona. Trainiqg outside NigeI'ia 
takes place in soae reputed We•tern universit1e1 beside• !DI-ADB course• in 
agriculture and agro-indu1trie1. 

4 .49 Internal training bas .!!!!. well designed eepenta, namely 

o Accounting 

o Adainistration 

o Secretarial 

o PToject .Appra11al and lapleaentation 

o Branch Managers' Progr• 

4.50 These progrmas are organized on a zonal ba1i1, ~ch 11 an effective 
app1·oacb c l8ideriog the nationwide 1prud of bank': •ct!-;!.t.~... Tbe bank 
bat 5 ful.1-tiae trainer• and arOUDd JO part-tiae re•ource per1ons. Thi• 11 
extremely tatilfJiQI considering that a large aajority of African inatitutions 
lack trained teachil'4r 1taU. A.a •o•t of tbe courses are beld in the regiona 
NACI .aket Ule of b'Jtel facilitie8 out1ide itt office1. In order to further 
reinforce itl interual traini1t1 1y1t•1, lt\CB ii attaching great ilapottance 
to the development of •or~ trainers and preparation of tuitable training 
uterialt. 
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Nigerian Banlt for Comaerce and Iodutry (NICI) 

4 .51 Since ita inception NICI ha attached great iaportanca to training 
and staff development. But apparently due to certain cooatrainta such aa 
office· apace and non-availability of trainars, ao traiDiag wdt ha• been 
established. Lately this aapect baa received .. nageaeDt'• atteDtion and it 
uy be hoped that after sbif ting to the aev building so.a apace will be 
reserved for tra..!Diag activities. Bovaver, it 11 critical that th• banlt 
should take 1tep1 t'l train a fev of ita naff MJabere vbo c:&n manage and 
run the courses. 

4 .52 Due to the lack of internal training facilitiea • the banlt baa been 
deputing its staff to attend courses locally, naaely universities, 
Administrative Staff College, Center for Maoagaunt Developaent. However, 
the relevant local opportunities ue so fev that the bank bu to depend on 
overseas traiDiag though the coat 11 very high. The favored places for 
overseas training are American un.iveraitiu, Arthur D. Little'• Institute, IDA 
(Dublin), FIRAFR.ICA \Milan) besides ADB-EDI' • course at Abidjan. A fev of 
the bank's staff 11e111bers have roceived training at EDI, Vaabiagton, D.C. 

4 .53 It u interesting to note the way training opportunities are 
scanned, on a world-wide basis, by the Adainistration Department. The whole 
effort is to diversify the range and coverage of courses so that staff members 
are exposed to a larger variety of uperience1. There ia still a large nuaber 
of young officers vbo are sent abroad for education oriented courses. The 
effort which goes into consolidation of training in.fol'11ation becomes a 
valuable tool for planning ataf f training and aanageunt decisioD-11&1dng. 

4.54 NICI also attache• 1reat importance to ill-house attachment of its 
staff with leadi:ig foreign banks. Thi• bas great.ly helped staff members in 
gaiD.iag skills which are somewhat difficult to illlpa~ in claserooa training. 

4.55 Looking at the total effon aad the expenae incurred by the banlt in 
training its officers in foreign training centers, it would ae• that the bank 
would be well-advised to Ht-up itl own training center to organize initially 
soae routine type of course•. Further, the availability of training 
facilities would help training 1taff at the lowr level•, which are exvc · to 
overseas training. This !s iaportant in the context of widening the n - of 
purely banltiag 1ervices. 

Nigerian Industrial Development Bank Ltd. (lflDI) 

4.56 NII>I baa endeavor9d to atrike a fine balaaca becv.en in-house and 
external training aad in retrospect one can Hy tbat tbe system ha• worked 
extremely wll. The interual training unit provides training which covers 

- Induction training for tbe newly recruited staff; at least 2 
courses of 1 week each every year 
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- The Indu1trial Project A.Daly•i• and Kanage9ent Cour•ei 2 courae1 
of 6 week duration uch every year. Thia course is •eant for 
experienced m.ddle level staff and ii very camprebenaive in 
nature. In tem.a of iutructional •thodology aDd faculty inputs 
the course 1• comparable to aeveral regional and international 
progr ... conducted within and outside Africa. 

4 .57 The training unit al10 conducts 1oae co'" ·sea for junior and 
non-profeaain&l staff aucb aa accounting cour1e for •upervi•ora, 1ecretarie1 
course and •kill illproveaent cour•e for driver1. The total output of training 
unit is about 30 profeuional1 and 75 other ataff every year. 

4 .58 While developing and enhancing internal training capabilities, NIDB 
baa continued to avail of training opportunities abroad, particularly in areas 
such as developient planning, developaent adainiatration, project analysis, 
and developaent finance. The preferred institutiou for this kind of 
training are EDI, DBC (India), PDCP (the Philippines), Irish Management 
Institute, IDl (Dublin), ADB (Abidjan), !MEDE, Project PlaDDing Center, Arthur 
D. Little'• IDBtitute, Mass., JDB (Japan) besides attachllent with leading 
international banit.. 

4 .59 The Manpower Development Depart•ent (HDD), which handles internal 
training, bas access to the following support facilities: 

Trainers - Nearly 12 uperieuced operational staff 
meaber1 vbo provide faculty aupport. There 
are alao S external apetta wbo are called in 
u and when requir~d. 

Teaching Materials - 83 courae notes for project analy1is courses 
and 20 course notes for induction training. 
There are 6 ~ll-developed and tested case 
1tudie1 with 1olutiona. 

Pby1ical Facilities - One large 1ellinu: rooa with a 1eatiog capacity 
of about 30, 2 tutorial roOllS for small gToup 
d11cu11ions, built-in chalk boards, overhead 
projector1, alide projectors, radio/cassette 
recorder•; video tape recorder (VTJ.) .. , be 
added in the near future. 

4 .60 Needle11 to aentioo that lflDB tra.ini.J& aupport facilities are not 
only ouutaDdiDI DODI Welt and !ut African DPll, tbey are fit to be u••d 
for a regional cour1e/aeainar. 

4 .61 One of the coaplicated trainilll i11ue1 facecl by I>Fl• all over the 
world ii training of the technical ltaff (engineers) inanucb as classroom 
trd.n1D1 in the conventional aenee MTVH only a liaited purpose. NIDB ii 
trying to grapple with thi• is1ue in conaultation with visiting World Bank 
missions and the provisional action plan in this regard may have the following 
component•: 
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(1) MDD to prepare 1pecific 1Dd1•1dual wort progrma along vith 
moaitortng of progr•H and perfomaoce. 

(2) Utilization of senior unqers vith engineering backgro4nd in 
the ~pleseutation of (1) above. 

(3) Specially tailored •attacbaeat• progr ... vith inat1tut1ona like 
ICICI, PDCP, IDBI, ~orea Long Tam Credit Bank. 

(4) Sbort-teI'll 1taff aasigmaenta vith major contracting or 
conatruction coapanies in Nigeria. 

(S) Sbort-tera aeaioara on specific induatt'les/sub-sectors 
(typically uaiated by NIDB in collaboration vi th industry 
aasociationa.) 

(6) Greater interaal. coordination and croea-fertilizat1on of ideas 
and feedback. 

( 7) Establishment of an NIDB engineering consulting fira or pending 
this use of external consultants vith NIDB ataff assigned as 
counterpart. 

(8) R.ecruitlllent cf a bigly experienced expatriate technical advisor 
for 1-2 years. 

( 9) Linkages vi th aational iuti tutiona, particularly Federal 
In.atitute of Industrial Research, Institute of Technology, 
Engineering Faculties of Nigerian Universities for acce11 to 
tecbnical inforaation, library, documentation and nev 
int'ustrial developaeats. 

4 .62 The above actioa plan 1a well-conceived and there ii no doubt that 
it vill go a long way in enhancing capabiliti•• of engineering 1taff of NIDB 
besides setting up a good ezaaple for other DFis to emulate. 

4.63 In the light of what is stated above about HIDB'• training 
capabilities, it 1s recmmended that both !DI and ADB should forge a closer 
working relationahip with MDD which is well-equipped to handle a regional 
course. The uoagaeat of IIlll ii villiDC to uaume such uditional reapoud­
b111 ti ea u uy be required for the purpoH. Such an approach would be in line 
with vbat hat been aucceHfully tried in other part• of the world, particularly 
Ada (for iastaace PDCP, DIP, MIDP, Ircr, GI, IDBI) wbere 1nat1tut1ou with 
well developed training facilitiea have handled regio1i&l or international 
programa sponsored by ADFW, EDI, Adan DI, DS!, tnfIDO aad UNOP. Such 
experiences have been extremely valuable not only to the collaborating OFI1 
but also to other DFl• which participated in these courses insofar aa the 
course gets the professional backup support of an erperienced DFI. This 
approach to the development banking training in Africa on a large croas­
natioaal basis will result in progressive numerical increase in well-developed 
tub-regional training centers whereby both ADI and !DI will be able to 
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delegate r••poaaibiliti•• for courae da•ign and iaple.entation to tbe 
collaborat1111 Dn•. Thi• propo•al •riU •eriou• couideration. 

Nev Nigeria Developaent Coap!!l1 Ltd. (HNDC) 

4.64 As aentioned in paragraph 3.68 above, RRDC doe1 not conduct any 
io-bouae trainil!g. Thia podtion ii uuati8factory inanuch H HHDC has a 
reepons1b111ty for a very large nmber of aHociate and •ublidiary coapaniea 
and 11 financially well-placed to offer training to the profee•ional staff of 
the entire group. In -thi1 contu:t 11 NNDC's propo•al to eatablhh a Management 
Development Center with adequate trained ataff i• a sound proposition and 
deaervea full support. 

4 .65 Por th11 purpose NMDC need1 aasiltance in planning and designing 
physical facilities, 1election and training of trainer1 and teaching aaterial•. 
NNDC 1a in the procea• of aelecting suitable consultancy arrangement for the 
project. 

AgTicultural Bank of Sudan UBS) 

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 constraints, no 
interual training h being currently undertaken. An iJaportant •tep in 
this direction va1 tbe Mtting-up of a training •ection in 1982 at BO for 
coordinating and aanagiag tbe training function. The iaportant centers of 
staff traini'DI locally an Banking Studie• Institute of the Bank of Sudan, 
Management Develoi-ent and PToducti'rity Center and Uoivenity of ICharto•. 
Tbe aost preferred center for trainiDS abroad 1a Bear !&at llorth Africa 
legional Agricultural Credit Aa1oc1at1on in Jordan. Beside•, four officials 
have 80 far participated in EDI courses and one of tbea bu attended an 
qro-induatry course at Abidjan. During tbe period of lut 20 yeara 36 
aployeea were apooaored to obtain post-graduate degree• locally aad abroad 
and 27 of tha continue to be 1D tbe Hrvice of the baDlt. The Dmber of 
Dployee•, for the •ae UM-•pan, 1poaaored for 1bort-tera training vae about 
283, and 240 of tbea contiuue to be in tbe service of tbe bank. Tbe nuaber of 
eaployee1 presently beiag •ponaored for graduate, post-graduate atudiH and 
•bort-tera training ii around 1.5 per annua, which gives an extremely low 
training espo•ure ratio. 

4.67 The aan.ageaent i• keenly avare of the inadequacie• of the exiatiqg 
training arrangement and risbtly fee.le that needs of ataf f development caunot 
be fully aet unle11 an organized effort ia initiated internally. Tbe creation 
of tbe trainiag eection va1 an espre11ion of these 1eeling1. 

4.68 Tbe trainiag plan for the four year• (1983-1986) envieagea 

o training abr~9d (!ncluding po1t-graduate atudie•) for 18-20 
profes11onal1. The DU11ber of these trainees is likely to 
decrease gradually from 6 in 1983 to 2 in 1986 ae the 1natitut1on 
hope• to develop internal training abilit1t• during tbi• period. 
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o intenaal trainiaa for abcMlt 50 participant• (on an averqe) 
divid9d illtO 4 prograe/ seainar1 of 2 to 8 eeU. duratioll each. 
If these plam uterialize there.. will be internal teachiag of 
about 540 hrs p.a. 1'h• areu eelected for illternal trailliag are 
project plaDDiag and appraisal , collection and recovery of dues, 
commercial banltiag, agricultural credit. grain storage, urketing 
for aero-projects, accounting and auditing and auppott naff 
traillinl. 

4 .69 1'he major comtraiDU for the ca.mencaent of internal trainiag 
are: 

o Space (PeodiQg coaplet10·1 of the nev building, trainiag uy be 
undertaken in a vacant ~ooa which can seat about 15-20 
participants.) 

o Materials (The development of internal materials will take tiae, 
but the Training Section c.-in try to aobilize English and Arabic 
materials/case studies frora EDI, other training institutiona and 
participants vbo attend O":"erseas courses.) 

o Teachers (This is going to be a major problem. No officer of the 
bank bas been exposed to a trainer' 1 course. This should be 
ranked the first trailliag priority and the bank. should explore 
the poHibility of training at leaat 2-3 operations staff in 
pedagogical tltills during 1983-84.) · 

o !quip.ant (lot auch of the equ1J1Mnt i• needed initially. TA 
fWldt should be utilized for the acqu.idtion of eqaipunt such aa 
tlide and overhead projecton, 16 • 110vie projector, aod audio 
aids.) 

4.70 It !a recommended that !DI-ADB-AADII should try to asdat .US to the 
auiaua extent poHible H that internal training capabilities are developed 
within the shortest UM poHible. The iaplnentation of project• financed/ 
undertaken by tbe ballk depend 011 these innitutioaal development efforu. And 
ill the contat of aatioaal ecoDOllic dneloi-eu the 1uccess of agricultural 
projects ii of bighut iapottance. There ii oo other •Y the bank can achieve 
an adequate traiaiag expo•ure for its staff ucept through such internal 
initiatiVH. 

Industrial Bank of Sudan (US) 

4. 71 In view of the very R&ll siH of the trainable population ( 25 pro-
fe11ional staff), no internal tr,ini~i 11 conducted in IBS. The opportwlities 
for deputing ttaff for foreign co~r••• over the year• have been rea.onably 
good. Most of the profe11ional staff have atteaded courses at such inttitu­
tiona u Arab PlaO.Diq Imtitute (Iuvait), FDIAfiICA (Milan), RVB (Nether­
lands), ESAMI (Aruaba), and ADB' s Training Canter (Abidjan). As many as 
6 profes1ional1 have attended EDI cour1e1, aoatly in Washington, D.C. 
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4.72 A MiiDDing. even Oil a 90delt scale. in internal trainiQg clependa 
ou (i) avail•bility of space (tbia probl• will be o.ercoae when tbe Dev 
buildilll ia coapleted), (ii) increase ~ll profeaaional ataff vi.th or without 
nev activitiea, (111) availability of om/tw trainers. and (iv) a clearer 
defini ti.on of the bank' a prODOtioul. role. 

4.73 What aeeaa to be within the r.&Qge of illllediate poaaibilitiea i• tbe 
following: 

(i) Arranging diacussion-oriented lectures by people froa outaide 
the baulr.. Th.1• vill iltject new experiences and profeuional 
knowledge into the ayatea. 

(11) Combining coaching vi.th on-the-job traiuing. 

(iii) Slla.11 group problea-aolving .eetiugs to iaprove appraiaal and 
foll~p procedures. 

(iv) A well-structured custoaer 'contact' progra. This will not 
only expose the ataff to the realities of the outside world 
but also help the quality of follov-up. 

(v) Arraqing abort-seminars (1/2 day) to abare experiences of 
staff members who attend foreigu courses. 

4. 74 These u.,ures, which fall abort of a foru.lly designed internal 
traiuing ayat .. , can be equally effective tool• of staff development given 
careful. attention. 

Sudan Development Corporation (SI>C) 

4.75 The total staff strength of SDC is 101, of which 42 are profesaionala. 
In view of the 111&11 number of profesaiooal at&ff, no traiuiug prop-.. are 
orgauised internally. There are not aany relevant coura .. a.ailable locally 
either. Therefore. trairdng need• are aet entirely by participation in 
foreign traiuing ioatitutiom, including Washington (EDI), Abidjan (ADI) and 
Arusba (ES.AMI). Thi• does not provide adequate opportunities and therefore 
the training coverage ratio is rather lov. Looldng at the taau nd operational 
priorities of SDC, it 1a of ut.aost importance that a training and ataff 
development policy 11 formulated at an early date. Thia policy abould &110 
&ddreH the question of intern.al trainiqs--to what uteot tbe coq>c>ration can 
aeet its trainiq need• io-hou1e. One· iaportant quettion to coulder in thia 
regard 11 the apex uature of the organization iDVolving affiliate financial 
and developaent iutitutiou and joint-venture projects. It would be a 
worthwhile effort to initiate in-bouae trainiDS and eztend it to cover the 
staff of above inatitutioDI on a ael.ecti•e ba1ia. Hothinc can reinforce the 
proaotional thrust of the corporation more than aucb an initiative at tbia 
juncture. 

4.76 There are oo aajor conatraints in 1.JlplementiDg the above strategy; 
SDC bas 1e>11e bigbly experienced aod coepetent prof ea1ioD&l.1 who can pr~ide 
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neceaaary 1tiaulU9 for 1rovth 1n th11 nev area. Soae alcldle level profea-
1ioaal.1 aay be trained a• trainer• to 1uppl ... nt the ava.ilabiiity of resource 
persona. Office space aay be a coutraint for the tille being, but once the 
nev building is ready it will be overcOM. Siailarly, acquilitiou of teaching 
aids is a very saall iaveac.ent ca.pared to the total resources at the comund 
of soc. What 1• required i• a wiell-articulated action plan in conforaity with 
the stat ... nt of operatioaa.J. polici••. 

Tanganyika Develop11ent Finance Coapany Ltd. (TDFL) 

4 .77 TDFL 1a a saal! and vell-unaged DPI which baa alwaya seen training 
aa a valuable investment in reinforcing and upgrading the capabilitiea of its 
staff. Due to the very saall DUllber of professional staff (27) it bas not 
been conaidered oeceaaary to conduct claHrooa type internal training; however 
there baa been proper empbaai1 on oo-the-job training vbich i• suppleaented by 
outside course•. 'l'he training •ch•• cover• all e11ployee1, irre1pective of 
their polition or rank in the organization. All available local opportunities 
are fully utilized before staff is deputed to any oversea• program. For 
instance, accountants atteud the local CPA course though training in UK would 
be moat preferred 1f funds were not a conetraint. While in the past senior 
professional staff baa attended courses at RVB (Netherlands), IDA (Dublin), 
Bradford (UK), International Lav Institute (Washington, D.C.), Arthur D. 
Little Inatitute, Callbridge, Maas., it is increasingly becoming difficult for 
TDFL to continue to depute staff f : these course• due to non-availability of 
funds. For ioatance, during 1982-83 4 profesdonal staff could not be sent 
abroad aa no fellowship• were available. 

4.78 Under these circuaatancea, TDFL strongly favours institution of 
another aanagesaent oriented course at Abidjan to prepare aiddle leve.l officers 
to occupy senior poaitiolll. It vu also llUllHted tbat AAJ>PI •bould raise 
funds to offer a fev scholarships eve17 year for higher management education 
to the staff of African DFia. Since thfl demand for such fellowships is going 
to be auch in aceH of any available funding, the acceptable alternative 
se•• to be an ADFUP-mP type of courH which would benefit uny DFI• in 
Africa, including TDFL. 

4.79 The pre1ent Managing Director of TDFL i• keen to 1tart iLterual 
training in the fora of occadonal lectures and sainart. In thi• contu1:, 
TDFL would velcou any opportunity to train itl •talf in pedagogical tltills. 

4.80 TDFL baa been in a po1it!on to participate in all Abidjan course• 
duriQI 1980-83. Its reaction to th11 foundation type of trdniag ii very 
politive and a view va1 ezpreHed tbat not only the preaent cour1e should be 
continued but al10 soae new cour1a1 1bould be launched 10 that training naed1 
at variou1 level• are fully 1atisfied. 

Tall%ania Investment Bank (TI!) 

4.81 TIB is perhaps unique in respect of its well-articulated training 
policy and 1y1te11. Aa early H 1976, TU Board had upre11ecl its coaaitaent 
to provide traiDiDI to every •taff ... bef irrespective of bis/her rank or 
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po•ition in the organization. The trainiDC policy aiaed at developiaa tbe 
local staff to occupy h11ber po•itiou. in the bank. !lanage11ent education up 
to one or tvo years in local or foreip ia.titutiou. •• therefore accepted u 
an euential tool to UPlrade the capal:U1ty of tbe local. staff. The bade 
approach to training was reconlidered by tbe Board 110re recenUy and the new 
scbeae of tra1ni111 covers not only .. nageaent and profe•eioaal• but all 
categories of staff down to clerk.a, •easengera, driven, vatcmen and 
gardeners. Por thi• purpose, TIB ha1 prepared a profile of every polition in 
the bank which includes job designation, ou-tbe-job and in-service training 
required and criteria for selection in training couraea. Such detailed 
planning for ataf f developaent i• rarely 1een even in mo•t training conscious 
organizations. For this the aaoaaement of TIB deserves full praise. 

4.82 Tbe training policy aakea it clear that •election for outside 
training will not be automatic but it will depend on individual perforaance, 
potential for advancement and the availability of fund•. Thi• thoughtful note 
underlines the link.age between perforaance apprai•al and training, which ia 
very often ignored by aany organizations. tu general the Mtbod of training 
ia as follows: ·every new officer is inducted into the orientation progr .. 
which lasts up to one year, with 6 months on-the-job training in opera~ions/ 
projects, 3 aontb.s in finance, planning and development after which the 
trainee will be sponsored for a three month course at !SAKI (Arusha), Insti­
tute of Development Management at Morogoro, or other reputed training J.natitu­
tions. After 2i3 years service, the officer will be sponsored for a courae 
overseas; Abidjan, Manila, Ireland, aaong otber1. After entry into the aiddle 
aanageaent cadre, the officer is deputed to attend a aemor aanagaent courae, 
preferably at Arthur D. Little'• lutituu at C..briclge, llaae. Thia i• 
considered to be an e1aential qualification for entry i.Dto the 1enior aanage­
Mnt besides performance reviews. After tbi•, traiDiDI 1• re•tricted only to 
1bort-tera policy oriented courae1. 

4.83 While this 1cbme baa largely wrked wll 10 far, Tll i• now facing 
problem• in deputiiw its staff for overaeu aanag•ent training, fr011 3 aonthl 
to one year. The fUDding required for the 1y8t• to be continued i• around 
US $ 100,000 p.a. The aaoqeaent feels that U11 •cbae of training ahould be 
continued for at least 3 more years. The probl• bas arieen uiDly on account 
of utilization of available TA allocations and ioot .. ay donor agencies are 
coming forward to finance 10111-tera aanagement training/education. 

4 .84 T'ne management of TU therefore upectl AADFI-ADB to make available 
few acbolar1h1P1 every year or failing vbicb new .. oageaent oriented programs 
•bould be launched for develOJllHDt bank.a, broadly on the lines of S week 
ADFW apoa.ored EDP•. It a110 feela that a MW proSr• for tra1DiDC the 
trainers would also be uaeful in creat1DC .. nagaent type counea on in-bou1e 
bal11. 

4.85 lt .. , be aentioned that TIB's traiDiDI plan for 1982/83 envisaaed 
training for 59 ataff aember1 in various podtiou. Whil£ local coaponent of 
the training plan will be fully aplemented, .. uoy .. 7 profeslional.1 will 
not be in a position to attend over1ea1 cour1e1/aan.agement programs due to a 
severe funding cou.traint. 
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Uganda Developaent Bank (ODI) 

4.86 As sentionad in para 3.96 1 the professional. ttalf 1trength of ODB 
oov staada at around 60. There aay be soae more -.lditiou during 1983. Al 
loag as the ataff base wa1 111&11 1 dependence on external (forei&n) trainiag 
waa in order, though purely on quantitative 1-sis ODI did not get uny 
opportunit1H to depute its ttaff for overaeu training in recent year1. The 
new situation deaand1 that UDB takes initiative for 1ou fonaal clasarooa and 
on-the-job training 1 particularly for 1ta new staff. The apecific recoameu­
dations in this regard are as follows: 

(i) AD induction-cua-orientation prograa may be finalized for the 
new staff, conaisting of half-day clasarooe ses1iona on spe­
cific topics and planned on-the-job training with coaching by 
the senior staff and periodical evaluation feed1-clt. 

{11) ODB should organize aa.e part-the seminar• to 1trengthen 
organizational. e.f fectivenesa in certain key areaa like follow-up 
aad recovery. UDB approves this suggestion but requests that 
an !DI ttaf f member 1hould 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 ODB 11 required to tack.le, the request seeas to 
be genuine and needs attention. 

(111) ODB should carefully plan training for 1tl staff at oversea. 
inatitutiona under TA allocation. For this purpose, it 1a 
important that information regarding various available courses 
be obtained and their relevance established at an early date. 
Tb.is plan, coveriac a period of at leut 2 year•, 1bould be 
fiaalized by middle 1983. 

(iv) The 1Dteru.l training activit1H critically depend on tbe 
availability of om or two trainers. UDI upectl that !DI-ADB 
would provide &Hi1tanca in the next 3 year• 10 that tome 
operational staff ii apoaed to training Mthod1 and techniques. 

(v) Peading availability of some other space the Board room uy be 
used for training. 

{vi) Preparation of locally oriented training uterials will t.aka 
t1Jle 1 but UDB can uee !DI training materials or thoee materials 
vbich are brought back by it• participant• in over1ea1 courses. 

(vii) It is not neces1ary at th1• stage to go in for 1ophi1ticated 
teaching aid•, but the aiaimua requirement in tbi1 regard aay 
be met throUih TA component available in the current IDA 
credit. 
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4 .87 Though placed in a difficult ecoDO!llc enviroment, UDB baa great 
potential. for development. The quality and 80rale of tbe staff 1a high. 
Given a proper buainesa cliaate and a free band to •naae itt affaira, DDB can 
contribute significantly to the national development and rehabilitation. 

The Development Bank of Zubia (DBZ) 

4 .88 DBZ 1a at present dependent on external traini:ag for developi111 the 
capabilities of it1 ataff, which ia not a very aati1factory poaition. The 
aanagement would like to develop internal trainiDg progr ... at an early date. 
Thia bas especially becme illportant u the aize of tbe organization 1a 
expandiqg fast and the availability of adequate fund• for overaeu trainiDC 
ii bee Olli ng 1carce. The absence of 1taff for 10·11 period• on foreign training 
also creates operational botUeneclta. Al.though in the paat DBZ officen have 
received training at Arthur D. Little'• lnatitute and Harvard (USA), Bradford 
(UK), MDI (India), ESAKI (Aruaha, Tanzania), a.one otbera, tMre would be 
"'Teater reliance under the chaaaed circuastancea on EI>l-ADB-AADFI couraea and 
. a-house training. This strategy aay lead to a sharp increase in the DU11ber 
of staff trained every year. 

4.89 There are no aajor conatraint1 to the setting up of an internal. 
traini11g unit. In fact, DBZ bas organized from tiae to time aome short 
induction progr11111s and 1eminars on topic• of operational interest. What is 
needed at the moment is the centralization of authority for 11anagi11g and 
coordinat1qg the training function. It would be appropriate if a separate 
training unit ii coutituted within the adain11tration and penonnel divilion 
to look after all aatter1 relati111 to Uainiog and ataff development. Thi• 
unit abou.ld foraulate an annual tra1niD1 plan coveriag a set of internal 
train111g progr ... and li•ting all available opportunitie• outaide Z..bia. 
Solle of the areu where internal training can be of great uliatance are 
induction, abort indu1try related aemnan for the operational at&ff and 
engineers, organization systeu and procedure•. Engine•riDI and legal. staff 
will require additional training, wbich aay be prodded through overseas 
institutional attaclaenu. DBZ 1bould increaeingly uae the Goverment 1poo­
aored Manageaent Devdopaent Service (Inatituu) for bade training to its 
junior 1taff in project analyl11 and aaoageaent. MDS baa reaaonably good 
facil! t1et and competent faculty to &Hilt DBZ in thil kind of ·raining. 
These arrangements •ill not only reduce dependence on ouuide training but 
will make training 110re relevant to DBZ'• operational needa. The uaoc1at1on 
of operational staff in staff development activit1e1 vould help in forging 
greater linkl between operatiou and training. 1'o doubt the operatioDI 1taff 
need1 to be trained in traini:.S technique• and for this purpoae regional 
trainer oriented courses should be of 1rut aa1iat&DCe. 
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PART V 

THE DESIGN OP A D!LIV!llt STST!M 

5.1 In this last part of the report. we •ball ezaaine the suitability of 
existing prograa• to ••t the trainiDS needs identified in Part III 
(para•. 3.130-3.133) and coD9ider what aev initiative• are requir.ed to offer a 
package of progrmu aa coutituent element• of a delivery syatea in order to 
aeet training needs at var1oua layers of authority and respouibility. Before 
this a.apect is closely uamined, it would be in order to aplain, in brief, 
the current operational atrategie•/prioritie• of African DPis. 

5.2 One general •tateiaent of organizational. atrategie• coveriDS a nuaber 
of iutitution.a voulcl suffer froa tba liaitation of 'beiag too broad a generali­
zation, as 1trategie1 diffn froa one organization to another. However, we 
find that there are certain (atrategic) concenu which cut acroH national 
boundaries and are indicative of a •regional• approach, shared by 11any inatitu­
tions. These concerns are: 

- StrengtheniDS of staff capabilities to baaa.le various phases of 
the project cycle, viz. project development, appra1.sal, super­
vision and rehabilitation. 

- Diveraification of DPI activities/service• and exploriDS a 
broadened range of services (short-term lending for working 
capital finance, accepting public depolitl to augment resources 
base, initiating progrm• for entrepreneur development, leasing 
operationa, etc.); 

- InitiatiDS measures (financial antd/or technical. aasistance) for 
improving capacity utilization of .. aisted enterprise• in order 
to attain efficient ecoDOll.ic use of esistiag capaciti••; 

- Providing technical •upport and liberal f1.naaic1ng for enhancing 
~port ca~'bilitie• of agro-processiag induatriea; 

- Attaining a aia.iJlua degree of aelf-relianca in some key 
1Ddu1trie• (light eag1ueeriaa, ••rvicee, etc.); 

- l.eachiag a urger mmber of 11argiaal. clients in agriculture and 
agro-related occupation.a in b11bly di1perNd rural locations and 
providing them credit and other facilitie• for increa1ed agricul­
tural production and to ensure 111.niJlua Ufe 1upport employ\lent; 

- Developing ia-bouse trainiag and staff development capabilities. 

5.3 The concern&, mentioned above, have to be under1tood in tenaa of 
three typical features of Sub-Sahara Africa, viz. low level of institutional 
development, relative inatabil1ty of 1ocio-political structure• and balance of 
payment crisi1. 



- 73 -

5.4 ~ trainiQI effort in Africa iD order to 'be effective and have a 
lasting impact should therefore be centered around certain key cooaiderationa, 
u a logical ateuion of tbe concerna MDtioned above. There uy be aore 
than one vay to react to this 1ituat1on, but tbe follow.1111 auggutive fn11e­
work appears to be couiatent w1 th the pruent thrust of 1ut1tut1oD&l. 
operations. 

(1) All future traiDiDg act1vitie1 should be related one way or the 
other to a single goal, which i• 1mt1tut1oD&l development. 
Those progr ... t which directly •ubaerve this aoal' 1bould have 
a distinct priority over all otber progr .... 

(2) Updating and enhancill( knowledge and 11cill8 of individual 
officer• can also aerve tbe above obj~ctive (institutional 
development) if (a) the trainiag design advances on-the-job 
problem aol'viug and client Hrvice capabilitiH of trainees, 
(b) &l key level• of .. naa-nt are appropriate!' covered in 
the training framework, (2) attention i• focueed on institu­
tional developaent i11ue1 in a 1y1teaatic way and (d) training 
is not restricted to learning tools and tecbDiques of develop­
me nt banlti DI J>!r se. 

(3) Efforts will nave to be made to introduce the concept of 
traiDing operating teau beaidea traini11g individuals in 
specific taau. for this purpoae, we need to develop many new 
national and 1ab-regional prograa 10 that participation from 
each inatitation i1 increased to include a ..all te .. of 

. officers, who 10 back to work ae a coapact te• ina particular 
area of operatiom. 

(4) Many traini.1111 progr .. in tbe paat, vbile eucceHful in 
increasing knowledge and 11cill levels of individual officers, 
have uot equally eucceeded in prov1d1111 an action oriented 
approach to facilitate application of nev knowledge and •kill• 
in real oo-tbe-job lituatiou. Trai1ling of each DFI officer in 
a regional proST .. doe• not appear to be a feaeible proposition, 
but tho .. officer• vbo attend tbeae prOJr ... ebould be trained 
to act u change qenu: which aeau that ea.f ficient attention 
will have to be paid to the applied aepect1 and each participant 
will have to be encoutqed to relate training inputl to h11/ber 
job situation. Thi• ha• clear iaplicatioua for 1election 
criteria of participant• and trailliDC .. t~ologie• uaed in 
training progr••· 

(S) Trai1l1118 1hould increasingly becOM an organintional conceru 
and each iuU.tutiot 1boGld either launch an in-house training 
proll'• or initiate aeaeurea 1bort of foraal training 1ucb as 
coaching, 1tructured oa-the-job trainiDg, client contact 
progr8111, etc. Ia-house training ahould basically include 
induction training foT new 1taff and training in toola and 

- - -~-------'----------------
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tecblliqUiH C includidl accountiac) • In IGM countriH (Ieoya 
for iutance) there 1• •cope for inter-iutitutioaal coopera­
tion in oqallizing tra1D1.ng pro1r_. to H?Te tbe need• of a 
cluaur of local iutitutiou. Th• focu• of regional trailling 
should 'be iutitution de•elopaeat aapects, i.e., application of 
knowledge and 1kill1 to enhance organizational effectiveness 
and brin&ing about procedural and other changea 10 that the 
organization bftcome• aore aeu.itive to tbe needs of the 
communi.ty it servea. It ia also time that a process of decen­
tralization in regioaal training is started during the forth­
coaing planning phase. So11e of the oev progrmu should be 
located outside Abidjan, in Ea•t or West Africa. 

Development Banking Prograa (Abidjan) 

S.S Before wa suggest aay new prograas, it ia appropriate to propoae 
some structural cbaagea in the uitting Abidjan prorr• in line with what has 
been stated above and aa a reaponae to the reactiou 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 ~as by and large observed in the previous programs conducted 
during 1980-82. It may be •e•n that nearly 35% of the sessions were devoted 
to project apprai1al, followed by field visits/worbhop (27%), follow-up and 
supervision (1S%) sod all other areas (23%). Tbe tille apent on project 
appraisal waa in fact auch higher aa se.inar vorbhop also princ.1.pally dealt 
with project appraisal i•8U••· Pu1t-eanctioa aapect1, in cmmparison, got 11Ucb 
leH attention. A new deaigu for this progr•, which should be of 8 week• 
duration (40 workdays/120 aeasiom of two hours each) i• •ctached (Annex 7). 
Some of the illl.portant chaagea proposed are uplained hereunder: 

(1) The progr• duration i• aarginally uteaded fra& lOS 1euions 
to 120 HHiou. 

(2) All topic• bave beu di.vided into 1.4 training aodules. Care baa 
been taken to reinforce learniac in project iden:ificat.ion and 
project follow-up/1upervi11on. 

{3) Threa HHiou have been allocated for action planaing, Le., 
preparation for re-entry of particivant• into their 108titu­
t1onal 171teu. TheH .... iom 9111 be scheduled a day before 
the cloling. 

(4) Third ..;e~ntry field work1hop hal be•n dropped based on the 
hedback. received. Thia will retalt in oubetaat:11l saving in 
the co1t incurred on participant travel aad 1ubaisteace. 

(5) In-house project worksr~~ (spre.id over S workdays/15 sessions) 
ha1 been included. Thi• vorlt1bop 11111 'be tcheduled towuds 
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the end of the course for two came etudiH: one ou appraisal 
and another OD follow-up. lt UY also be poHible to UH ODI 

aulti-atage cue study coverilJI both the upecu. lD some of 
the earlier workabopa case studies wre not distributed until 
tbe last ainute. The participants would have aucb aore tiae to 
read aod even. work on e&H atudiea if they are diatributed soon 
after their arrival in Abidjan. 

The allocation of tiae between 3 1.Jlportant themes of the 
progra, vii. project identification., pr"1ject appraisal and 
follow-up auperviaiou will be as under: 

Exiating Pro~sed 
Sesdona % Tiae Session. % Ti11e 

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 25.4 

Comparative details of these two design& are given in Annex 8. 

Project Follow-up and ~upervisio~ Program 

5.7 The need for erteodve and in-depth training in follow-up and 
supervision waa hizbligb.ted durina tbe field survey (para. 3.131). The 
structural changes 8Ul1ested in. Abidjan progr .. partially reflect this concern 
and the mmber of aeHiom in this area ia proposed to be 1ncrea•ed by nearly 
100%. Bovever, it ii felt that it would aot suffice to re•trict traiDiag in 
this area only tn Abidjan progrma. Comidering that no •ucb progrma baa been 
conducted in the put and that health of tbe portfolio 1a tbe aoat doainant 
concern of al.Jloat every DPI in Africa, there ia a need for a new proar• of 
about 4 veeka duration., •• a aeuure of practical. aaaiatance to DPI• u soon 
u pouible, but certainly no ~tar than aid-1984. It i• further auggHted 
that th11 prot;r• should be or1aa1ud in uaociation with MIDI (Lagoa), which 
bas acellent training aod traiDiug 1upport facilitiea of international 
1taodard. MIDI bu tenta:ively given its uaent to the prospect of euch 
collaboration. EDI-AJ>B-AADFI should initiate early negotiations Atb liIDB to 
finali~e the details. NIDB vill aesuae the responsibility of adaiDiatering 
the course and provide the iutitutional support to uke .•.t a aucceH. It 
will also contribute case atudiu for the proar•. A tentative outline of 
tbe progrm is enclosed (.Alma 9). It i1, however, suggested that a curriculum 
preparation workshop uy be convened by EDI da.rinc 1983 or early 19U conaider­
i!I& that it Will be first If fort of this kind. Dependiq on. the outcoae of 
the first pro1ra, it aay be repeated duriQg t!M subsequent years, not only in 
Africa but in other regions. It uy be a aood idea to talk w1 tb regional 
institutions like BADEA whether they would lib to co-sponsor/finance this 
program. 
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Training of Trainers 

5 .8 Aa point.t out in Part III of tbe report, African DFls are heavily 
dependent oo external training for it• staff. The DUllber of DFis conducting 
well-organized traiD.iQI is •ery 111all. However, there are any institutions 
which are plaDD.iug to launch internal training progr ... aad need aasistance 
to train a core group of internal trainers. It is, therefore, recomaended 
that at leut 2 tra1D.ing of trainers progr ... be orgaD.ized during the nut 3 
years. Each progr• uy be of 2/3 weeks duration. ?be aost suitable location 
for a progr .. like this is Washington, D.C. a1 the participants will get to 
know !DI traiD.ing system and aethodologiH. u a very effective and well­
tested design for such programs already ezists {EDI-ADFIAP programs at 
Vaahiagton, D.C. during January 1981 and November/December 1981), no specific 
outline is propoaed bere for thi• prol?'•· 

Bigb Level Policy Sainar 

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 co7erage (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 aod Francophone DFis. 

Executive Development Prograa 

5 .1 O Solle of the senior DPI aaaagera pointed out the need for a management 
?riented progr• (see para. 3.134). Such a progr•, if feaaible, will have to 
be in tbe nature '>f an uecut.!.•e de•elopment prol?'•• 1ome~hing like EDP1 
conducted by ADPUP in India and the Philippines ainc:e 1980. It is expected 
that ADFIAP, with the us11tance of !DI and other international sponsors, will 
continue this program beyond 1984 ta rtev of ita uefulnesa arising out of an 
iDDOVative deaign, which cocbiae• technical, policy and aanag•ent i11ue1. It 
1a suggeated th.et tucead of duplicatinc auch an effort in Africa, it would be 
highly dHirable 1f the A.a tau IDP can be opened for participation by senior 
unagen of African ons. AD iaportant c011plaentary outcoae of such partici­
pation will be apo1ure o '! African unager1 to the policiea and practices of 
.&.ian DFI• besides promotlqg greater cooperation between ADFIAP and AADfl. 

TL"ainiag for Agricultural rtnancig 

5.11 A nuaber of Africa Drta finance both agricultural and industrial 
projects (ADI for iutance). BeddH, there are SOiie very large agricultural 
development baau (IACB, PBDAC aaoqg othera) havirc specialiied training aeeds 
with regard co financiag of agricultural/rural development projects. These 
crainiag need• are oot fully aet by Abidjan progra, which is uinly industry 
oriented. !DI-ADB are orgaaiziag a progr• for plan.ning, preparation, 
appraisal and implamentation ~ &gricultural projects in mid-1983 at ~airobi. 
Looking at the very entbusiaatic reapoase of DFla to thia program, it is 
tuggeated that tbia progr• uy be repeated every alternate year. 
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National Developaent Banking Progr ... 

.5.12 Aa a part of the effort to decentralize future training in develop-
aent baDking, 1t ii suggested that nat10D&l/1ubregioul prograa1 aay be 
developed in the following countries: 

(l) ltenya (Nairobi): A joint East-African progra apouored by 
DFit in ltenya, Tanzania and Uganda under the aegi1 of !.ADI 
aotl/or ICDC. ICDC, DFCl and IDB uy alto collaborate in 
developing a progr1111 for lenyan inatitutions and commercial 
baDlt•. 

(2) Zambia (Lusaka): National progra in development banJr.1.ng 
sponsored by DBZ. A nUllber of Zmabian institutiona {including 
c0111Dercial bank.a) will benefit froa such a progra. 

(3) Ziababwe (Harare): A national progr• uy be developed by the 
new development bank, aoon after iU establishment, for the 
benefit of it• own staff, and the staff of other institutions 
and commercial banks. 

Need for dADFI-ADFIAP Cooperation 

.5. l 3 Looking to the recent experiences in development bank.1 ng training in 
Africa and Asia, it it of ut:aost illportance that the two regional asaociations 
(AADFl-ADFIAP) adopt a more coordinated approach and the expertise of AI>FIAP 
and its member institutions i• gainfully utilized in future African progrmas 
on a much wider scale than bas been poadble in the past. DFit in Africa 
strongly favor such an interchange of experiences. A separate report on the 
aubject will be prepared u a part of the action yenda required for the 
1ucce11ful illpleaentation of progr ... /activitie1 auggested as a part of the 
delivery •Y•t•. 
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' Date 

Jan 24-27 

Jan 29-F~b 1 

Feb 2-4 

Feb 5-10 

Feb 11 

Feb 12-15 

Feb 16 

Feb 17-18 

Feb 19-22 

Feb 23 

' 

Anno 1 

Survey of Training Needs of African DFis 

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

Cairo 

KhartOUJI 

Addia-Ababa 

Nairobi 

Kampala 

Dar ea-Sala 

Lusaka 

Ba rare 

Lagoa 

laduna 

Inatitutiona 

1. Development Industrial 'Bank 
2. Misr Iran Development Bank 
3. The Principal Bank for Development 

and Agricultural Credit 

l • Sudan Development Corporation 
2. Agricultural Bank of Sudan 
3. Industrial Bank of Sudan 
4. Arab Bank for EconOllic Development 

in Africa 

l. Agricultural and Industrial 
Development Bank 

1. Development Finance Co. of Kenya Ltd. 
2. Industrial Developaent Banlt Ltd. 
3. Industrial and Commercial Development 

Corporation Ltd. 

1 • Uganda Development Bank 
2. East African Development Bank 

I • Tanzania Inve1taent Bank 
2. Tanganyika Development Finance 

Company Ltd. 

1 • Developunt Bank of Zaabia 
2. lural Development Corporation of 

Zaabia Ltd. 
3. Zaabia Agricultural Development Bank 

1. Development Finance Company 
2. Industrial Development Corporation 

1 • Nigerian Bank for Comaerce and 
Industry 

2. Nigerian Industrial Development Bank 

1 • Nev Nigeria Development Company Ltd. 
2. Nigerian Agricultural and Cooperative 

Bank Ltd. 
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, 

S.P.S. Deol 

Country 

Egypt 
(Jan 24-27) 

Sudan 
(Jan 29-
Peb 1) 

Anno 2 

Raaes of Institutions and Official• 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 Auf'.bority 

Bank'• J.ssociation of 
Egypt 

Rational Bank of Egypt 

Sadat Academy 

Sudan Development 
Corporation 

Agl'1cultural Bank of 
Sudan (ABS) 

N..e and Designation 

1. Mr. Abdel Rabun O. Onan, 
Vice Chatman 

2. Mr. Abdel Sattar A. El Bakei, 
GM & Meaber of the Board 

Dr. !bra.hiJI Mokhtar, Assiltant 
General Manager 

Mr. Adel Mohaaed Sbanab, GK, 
Development & Sanlting Affair• 

Mr. Mohamed Amin Sbalabi, 
Governor 

1. Mr. Mal:aoud M. Fabmy, 
Cb.airaaa 

2. Hr. lna.11 BaHan Mobamaed, 
Deputy Cbainan 

Mr. Mobmwed O. Taha, 
Ezecutive Director 

Hr. Abdel Gbaai Gameb, Director 
and General Manager 

Dr. Baaean Ea•ni 

1. Hr. lilbarak Abdel Azia, 
Project Director 

2. Hr. Youlif Ada Yousif, 
Executive Manager and 
~cretary to the Board 

1 • Kr • Sid Ahaan Oeman, 
Cbairun 6 Managing 
Director 
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Country 

Sudan 
(cont.) 

Ethiopia 
(Feb 2-4) 

lteaya 
(Feb 5-10) 

Inatitution 

ABS {cont.) 

Induatrial Bank of Sudan 
(US) 

Arab Bank for !cooomic 
Development in Africa 
(BAJ>li) 

N... and Deaignation 

2. Mr. Nazeih H. Andravis, 
Manager 

1. Kr. BaHu A. KeW, Chair.an 
and Managing Director 

2. Kr. raroult Youaif Muatata, 
Deputy Chairuo and Deputy 
Managing Director 

Dr. Hussein !l Sayed Osman, 
Director, Operationa Departlllent 

Agricultural and Induatrial 1. Kr. Tsegaye A.lfan, General 
Development Bank {A.IDB) Manager 

Ethiopian Inatitute of 
Banking and Insurance 

Development Finance 
Collpany of Ienya Ltd. 

Induatri.al Development 
Bank Ltd. (IDB) 

Induatrial & C011111ercial 
Development Corporation 
(ICDC) 

2. Mr. Zewdie Tibabu, Senior 
Officer 

3. Mrs. Tsaba1 Tedla, Training 
Officer 

Mr. Ato Ayele Demissie, Director 

1 • Mr • C. Nj oao Kalaau, Bead of 
Operationa 

2. Mr. Andrew lt. lCitoayi, 
Kan.ager SSI 

1. Mr. M. P. ltunguru, Chief of 
Opera\:iona 

2. Mrs. lo1e w. Ltrinki, Chief 
!etablial:llleot Officer 

1. Mr. P. K. Waweru, becutive 
Director 

2. Mr. J. P. N. Sillba, 
Corporation Secretary 

3. Mr. L. It. liaondo, Personnel 
& Adma. Manager 



Country 

Uganda 
(Feb 11) 

lnatitution 

Uganda Develop.e~ Bank 
(UDB) 

East African Develop11ent 
Bank (E.ADB) 

Tanzania Tanzania Inveataeut Bank 
(Feb 12-15) 

Zambia 
(Feb 16) 

Zimbabwe 
(Feb 17-18) 

Tanganyika Development 
Finance Coapany Ltd. (TDFL) 

The Development Bank of 
Zambia (ZDB) 

Rural Development 
Corporation of Zambia Ltd. 

Zabia qricuJ.tural 
Developunt Bault (ZADB) 

Development Finance 
Company (DPC) 

Induattial Development 
Corporation ( IDC) 

1.-e and Designation 

1. Mr. A. ~. Mavanda, Geueral 
Manager 

2. P. S. laHuja, Bead, Dept. 
of lnduatry 

Mr. !. G. w-pa-Mavandha 
Regional Manager (Uganda) and 
foraerly Director of Adainiatration 

Mr. J. C. lil•be, Director of 
Administration and Secretary to 
the Bank 

Mr. S. V. Frederick, Director of 
Manpower Dev. ' Administration 

l. Mr. L. K. Nyambe, Managing 
Director 

2. Mr. O. B. Cbile111be, General 
Manager 

3. Mr. John Jere, Personnel 
Manager 

4. Mr. A. Mucbanga, Agricultural 
Froject• Manager 

.5. Hr. J. D. K. Mtuabi, Project• 
Supervision Manager 

6. lln. J.. K. Si tuabeko, Legal 
Counael 

Mr. R. Jobvu, Personnel Officer 

Mr. Aaon J. Chibiya, Managiag 
Director 

Mr. A. £. J.. M. Bopkina, 
General Manager 

Mr. C. M. D. Sanyanga, Qeneral 
Manager 
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Country 

Zillbabw 
(cont.) 

Nigeria 
(Feb.19-23) 

L. W. Thorson 

Liberia 
(March 7-11) 

Iutitution 

Goveruaent of Zimbabwe, 
K:1Di1try of Finance 

Nigerian Bank f ~r Commerce 
and Induatry (HBCI) 

Nigerian :oduatrial 
Development Bank (HIDB) 

Nev Nigeria Development 
Company Ltd. (NMDC) 

Nigerian Agricultural & 
C;.operative Bank Ltd. 
(NACB) 

Agricultural and Cooperative 
Development Bank (ACDB) 

1'allll and Designation 

Mr. I • G. Tak.am ra, Deputy 
Secretary 

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

2. Mr. A. I. Galadanci, General 
Manager {Administration) 

3. Mr. Adenrele Oriaalade, 
Controller 

1. Mr. O. Fmauyiva, Deputy 
Controller 

2. Mr. K. A. raehaau, Controller 
Manpower Development 

3. Mr. Albaj i Abubakar Abdulkadir, 
Managing Director 

1. Mr. Mnbamn•d K. Marshanu, 
Director of Personnel 

2. Mr. Dogara Kodibo Shebu, 
Corporate Planner 

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

Mr. J. Idirisu Omali, Chief 
Manpower Development 

Mr. Wilson K. Tarpeb, Managing 
Director 

Liberian Bank for Develop- 1. Mr. David K. Vinton, Preddent 
ment and Investment ( LBDI) 

National Housing aod 
Saving Bank (NBSB) 

2. Mr. Johnie Sa1 th, Asl11tant 
Manager 

3. Mr. T. Diggs, Chief Executive 



Li•t of DFI1 Vbich Conduct Interual Traini!!i Pro1r.., and racilitie1 

1. Developaeut lnd.U9trial Bank (Dll) 

o Training rooa 

o Teaching aide 

o Teaching .. terials 

0 Training ttaf f 

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

o Training rooaa 

o Training 1taf f 

o Teaching aids 

o Teaching material• 

3. Nigerian Agricultural and Cooperative Bank (NACB) 

o Training ataff 

o Teaching material• 

4. Nigerian Indu1trial Development Bank (NIDB) 

o Training rooa 

o Syndicate room.a 

o Teaching 1taff 

o Teaching aid1 

o Teaching material• 

Anno 3 
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Annu 4 

DFI• which are likel to comaance internal train! in tbe near future and 
uterna.l support aainl.1 training of trainers and taacbiy uurials 
required for the purpo•• 

1. Misr-Iran Develop11eot lank (MIDI) 

o Training of trainer• 
o Teaching uteriala 

2. Agricultural and Industrial Development Bank (ilDB) 

o Training of trainers 
o Teaching .. tarial1 
o Teaching aid• 

3. Induatrial & Commercial Development Corporation (!CDC) 

o Training of trainer~ 
o Teaching materials 
o Teaching aids 

. 4. New Nigeria Develop11ent Company Ltd (NNDC) 

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

o Training of trainers 
o Teaching materials 
o Teaching aids 
o Physical facilitie• 
o Adiainistration ataff 

5. Agricultural Bank of Sudan (ilS) 

o Training of trainers 
o Teaching aids 
o Teaching materials 

6. Uganda DevelOp!l!Dt lank (ODB) 

o Training of trainers 
o Teaching aid• 
o Teaching material• 

7. Development Bank of Zaabia (DBZ) 

o Training of trainars 
o Teaching aids 
o Teaching material• 



Annex 5 

' 
Staffi!!I Po•ition of DFI• 

More than LeH than 
500 200-50(' 100-200 50-100 50 

I 
It PBDAC 3200 

( >l 
HACI 600 

(125) 
NICI 650 

(200) 
NIDB 569 

(183) 
ABS 638 

(219) 

DIB 411 
(220) 

AIDB 316 
(116) 

NNDC 340 
(70) 

RDCZ 200 
(150) 

HIDB 150 
(100) 

ICDC 157 
(69) 

IDB 125 
(45) 

SDC 100 
(42) 

TIB 128 
(60) 

UDB 120 
(60) 

DBZ 134 
(50) 

NRSB 120 
(90) 

DPClt 93 

Note: Figure• within bracket• LIDI 
(34) 

60 
relate to the (29) 
profe••ioual •taf f IIS 50 

(25) 
.!/Break-up not available TDFL 50 
1/Not yet operatioual (31) 

ACDB 95 
(37) 

ZADB 301. 



DeveloJ!!ent Banlting Seminar, Abidjan 

Subject Coverage and ScheduliDj 

(14 February - 6 April, 1983) 

No. of SeHiona 

Seminar Ope Ding 1 

Group Dynaica 3 

Project Cycle 4 

(Project preparation and appraisal) 

Financial Analysis 

Financial statements 
~. 

Financial ratios 2 

Financial projections 3 

Tille value of money 3 

Eati.aating capital/project costs 

Operating and working capital 2 

Break.even and senaitivity analysis 2 

Financial planning 2 

Mark.et Analy118 4 

EcoDOllic Analysis 11 

Technical Analysi1 2 

Management Appraisal 1 

SME1 {including field vi1it1) 7 

Agt'o-Induatriea 5 

Follow-up and Supervision 

Project implementation 1 

1 

3 

4 

20 

4 

11 

2 

1 

7 

.s 

% of 
Total Ti.me 

0.9 

2.7 

3.7 

18.3 

3.7 

10.0 

1.8 

0.9 

6.4 

4.6 



Developaent Banking Seminar, Abidjan 

Subject Coverage and Scbeauling 

(14 February - 6 April, 1983) 

No. of Se11ions 

Seaina r Opening l 1 

Group J)ynmics 3 3 

Project Cycle 4 4 

(Project preparation and appraisal) 

Financial Analysi1 

Financial statements 4 

Financial ratios 2 

Financial ptojections 3 

Time value of money 3 

Estimating capitaJ./project costs 2 

Operating and working capital 2 

Break.even and 1ensitivity analysi1 2 

Financial planning 2 20 

Market Analyl11 4 4 

EcoDOllic Analysi1 11 11 

Technical Analysi1 2 2 

Management Apprai1al l 1 

SME1 (including field vi1it1) 7 7 

Agt'o- lndu1t ries .5 .5 

Follow-up and Supervi1ion 

Project implementation l 

% of 
Total Time 

0.9 

2.7 

3.7 

18.3 

3.7 

10.0 

1.8 

0.9 

6.4 

4.6 



' 
% of 

No. of Seseiom Total Time 

I 

\ PToject scheduling 2 

Techniques of supervision 1 

Case study 1 

Disbursemenc1 1 

Coven.ante and security arrangements 2 

Why projects fail 1 

Negotiation with foreign inve1tor1 5 

Role of DPC. in management of 
assisted projects l 15 13.9 

Development Ba~a 

Objectives and problems r.f DPCs l 

DFC and Goverment relationship 1 

PTomotion and innovation 1 

OFCs financing policies alld 
mobilization of resources 1 

ADB experience in subpruject fin.&DciIJb 2 s 5.6 

Project Visit 3 3 2.8 

Field Woruhop 25 25 22.9 

Poet !valuation 1 1 0.9 

Sesinar Cloeing 1 1 0.9 

109 100.0 -
(Contd.) 



% of 
Ro. of Seaaiom Total Tiae 

Stoo'.ARY 

Sem.l.nar Ope n1 ng/ Closing ... 1.8 

Group Dynamic• 3 2.7 

Project Cycle 4 3.7 

Project Appraisal 38 34.7 

SMEs 7 6.4 

Agro-Industries s 4.6 

Follow-up and Supervision IS 13.9 

Development Banks 6 5.6 

F'i.eld Visits/Workshop 29 26.6 

109 100.0 -



Module 1 

Module 2 

Module 3 

The New Propoaed Deaign for Abidjan Prograa 

AD Outline 

General 

- Opening and cloaing ceremonies 

- Learning needs of participants 

- Group dynamics (defreezing) 

- Action planning-preparation for 
re-entry into the system 

- Program evaluation 

Development Banking 

- The role of DFI• in nati?nal. economic 

Jio. of 
Seadon1 

2 

1 

1 

3 

2 

9 

development 1 

- Internal and external. resource 
aobilization 2 

- Diversification of DFI activities oa 
ADB experience in sub-project f inancil>g 1 

Project Cycle 

- Project cycle - an overview or a 
sillulation on project cycle 

4 

1 

l 

% Tille 

7.S 

3.3 

0.8 



Module 4 

Module 5 

Module 6 

Module 7 

Project Identification & Oevelopaent 

- Sources of nev project ideas and 
project definition 

- Market/demand analysi• for project 
identification 

- Project development and reshaping 

- Check.list (Guidelines) for project 
identification and developaent 

Management Appraisal and Entrepreneurial 
Development 

- Management appraisal - prese1t practices 
and systematic framework to examine 

No. of 
Ses•iona 

1 

l 

2 

1 

7 

managerial and entrepreneurial aspects 3 

- Entrepreneurial development - an action 
plan for illlplementation 3 

6 

Market Appraisal 

- Appraisal of 11arket fore :astii 2 

- Information sources for aarltet appraisal 1 

3 

financial AllAl.ysis 

- Basic financial concepts l 

- Interpr~tation of financial statements 2 

- Financial ratios 2 

% Tille 

5.8 

5.0 

2.5 



Module 7 
(cont.) 

Module 8 

- Financial projections 

- Concept of TVM 

- Calculation of Ill 

- Estimating capital costs 

- Finantlal plan (including 
debt-equity ratio) 

- Working capital 

- Break.even and sensitivity analy1i1 

- An integrated case study ou financial 
appraisal 

Econ01l.ic Analysis 

- Why econoaic analysis? 

- Basic concepts 

- Calculation of Ell and DR.C 

- A case study on economic anal.y1ia 

Mt>dule 9 SME1 -

No. of 
Sea1ions 

3 

1 

2 

1 

2 

1 

2 

4 

21 

1 

2 

3 

6 

12 

- SMEa (including tiny and cottare indu1tries) 
- illponance, proaotion, special problms 3 -

3 -

% Tiae 

17.5 

10.0 

2.5 



~ule 10 

Module 11 

Module 12 

Ko. of 
Sesdous 

- Workshop on comaunication and teaa buil.diaa 3 

- Managerial is1ue• in DFI1 l 

4 

Technical Appraisal 

- Technical aspects of project appraisal 2 

- Technology selection is•ue• l 

- p··oj ect scheduling techniques 3 

6 

Follow-up and Supervision 

- &isbursf:lllent procedures l 

- Covenant and security arrangements 1 

- Proc-.!I'emer: (local and international) 1 

- Follow-up inf o .. "llation systaa ( illlplemen,a-
tion aad operational stage•) 2 

- Role of DOllinee director1 1 

- linancial performance evaluation 2 

- PredictiQg 1ickne11 (use of financial 
ir.dicaton) 1 

- Management, technical aad marketing proble111 3 

- Rehabilitation of sick •nterpri1e1 (v:f.th 
particular reference to management aod 
f 1nancial re•tructuriQg) 3 

- Joint-venture management 1 

% Ti.Ille 

5.0 



Module 12 
{cont.) 

Module 13 

Module 14 

- Management advi1ory and conaulting 
1ervice1 to client• 

- Recovery and re1chedulement 

- Role of DFI branch of fices in follow-up 

No. of 
SeHions 

2 

2 

and 1uperviliou 1 

- Impact evaluation of assisted projects 
and policy illplications thereof 3 

24 

!gro and .Agro Industrial Projects 

- Planning, preparation and appraisal of 
agro and agro related projects 5 

5 

Project Workshop 

- Project Workshop I -
Appraisal - preparation 8 

- Presentation before a simulated ·Board• 1 

- Project Work1hop 11 -
Follow-up - preparation S 

- Presentation before a 11.Jlulated ·Board• 1 

% Tille 

20.0 

4.3 

15 12.5 

140 100.0 



Annex 8 

Coapari1on of Subject Coverage and Tiae Allocation 

letveen Exi1ti!!I and Proe!?••d Abidjan Pro1raas 

' Erl•ti!!I Pro~aed 
I Seelion.a % Tiae Se11iona % T:lae 
' 

Openi og, closing, etc. 5 4 • .5 9 7.5 

Development banking 6 5.6 4 3.3 

Project cycle 4 3.7 1 0.8 

Project identification 7 5.8 

Management appraisal 1 0.9 6 5.0 

Market appraisal 4 3.7 3 2.5 

Financial appraisal 20 18.3 21 17.5 

Economic appraisal 11 10.0 12 10.0 

SMEs 7 6.4 3 2.5 

Managerial i1&ues 4 3.3 

Technical appra11al 2 1.8 6 5.0 

Follow-up and cupervilion 15 13.9 24 20.0 

Agro and agro-indu1try 5 4.6 5 4.3 

Field workshop 2.5 22.9 

Project vork.1hop 4 3.7 15 12.5 

109 100.0 120 100.0 



r 

.\ 
.. 

Project Pollov-up and Supervi1ion Prograa 

A Tentative Outline 

- Tbe concept and objectives of project follow-up 

Anno 9 

Follow-up organization. particularly 1tructural relationship between 
appraisal and follow-up/1upervision departments 

- Disbursement procedures and documentation 

- Bow to cut delays in d11burseaents? 

- Follow-up information 1ystem 

- Implementation stage 

- Operational stage 

- Cost and time escalations - causes, impact and remedies 

- Early warning signals of sickness 

Financial (use of ratios) 

- Non-financial 

- Project c01111pletion reports 

- Managerial issues and problems at implementation and operation stages 

- Marketing framework ~product 11Ui, pricing, promotion, distribution, 
competition and tising) 

- Technical problema - ca~1e1 and remedial actioas 

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

- Management advilory and consulting services to clients 

- Rescheduling debt liabilities 

- Negotiating recovery of dues 

- Legal interven,ioua and f oreclo1ure1 

Decentralization of follow-up functions 

Impact evaluation 




