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P R E F A C E

The cooperation between Zimbabwe and Sweden in the field
of Public Service Training started at the beginning of
1983. It has concentrated on the following main areas:

training of trainers,
development of training material,
staff development of Training Management Bureau (TMB)

HO personnel,
development of a Public Service Bulletin and Strategy
for formal staff communications,
equipment and improvement of physical facilities,
studies in areas of special interest for the Public
Service, e g co - determination, computerization of
administrativa routines,
financing of the training programme for district staff

lin cooperation with the Ministry of Local Government
and Town Planning, MLGTP).

The recipient agency in Zimbabwe is the Training Manage -

mont Bureau, TMB of the Ministry of the Public Service.

For the implementation of the Swedish input to.the pro -

gramme SIDA has contracted the Swedish National Institute
for Civil Service Training and Development, SIPU. It is
envisaged that SIDA will continue to support Public Ser-
vice Training in Zimbabwe.

In order to prepare for this continuation and to give the
agencies involved a broader base for decisions and pro -

gramme planning, this study of Public Service Training
needs and resources was made.

The intention of the study is to give an overview of the
present situation as regards the Public Service Training
and the development trends and issues of importance for
the future of the sector.



For the benefit of Swedish readers the descriptive chap -

ters of the structure of the public service and the pre -

sent training in the public service are more detailed
than would be otherwise necessary.

The study was conducted by a joint TMB SIDA mission.
Members of the mission were: Mr N Maphosa and Mr E Manu -

imo, TMB, Mr B OdEn and Mr A Larsson, SIDA and Mr G An -

dersson, SIPU.
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SUMMARY

This report consists of five chapters. In chapter I the
structure of the public service is described in broad
terms. The transformation of the public service from a

law and order administration to a machinery for develop -

ment of the whole nation was a primary task of the new

socialist Government at independece. Changes have been

introduced at all levels of Government through the crea -

lion of new ministries, reorganisation, expansion of the
volume of services etc. The total number of civil ser -

vants has increased by more than 50 % between 1981 and

1984. During the same period the number of non - white
officers has increased by more than 100 %.

The central Government of Zimbabwe is made up of the
President, the Prime Minister, the Cabinet and 23 diffe -

rent ministries. The Public Service Commission is respon -

sible for all staff matters in the civil service and the
Ministry of the Public Service acts as an agency serving
the Commission.

The country is divided into eight provinces, 16 urban
councils, 55 rural councils and 55 district councils. A

process aimed at the amalgamation of rural and district
councils and the development of administrative structures
at procincial, district and local levels i e villages and

wards has started.

In chapter 2 public service training is defined. A dis -

tinction is made between pre - service and in - service
training and three main types of training in the Zimbab-

wean context are identified: specialized technical and

professional training, administrative and managerial
training and rural development oriented training. The

individual ministries have a direct responsibility for
technical and professional training while the Public
Service Commission is directly responsible for the other
types of training.
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Present in - service training in the public service is
described in chapter 3. As the purpose of the study is
primarily to cover administrative and managerial training
the focus is on the activities of the Ministry of the
Public Service. This ministry has two units responsible
for training; the Rural Development Training Branch and

the Administrative and Management Training Branch.

The Training Management Bureau, TMB, was created at inde -

pendece. TMB has two branches responsible for administra -

live and management training and for rural development
oriented training.

The Administrative and Management Training Branch con -

sists of a small unit at the TMB head office and the
Highlands National Training centre in Harare. A major
task for the unit during the first years after indepen -

dence was to conduct seminars and workshops for middle
and senior managers in the Government.

The Highlands National Training centre runs regular
courses for lower and middle level staff in administra -

tive and managerial topics.

The Rural Development Training Branch consists of one

national training centre, four provincial and two dis -

trict centres. They serve as multipurpose training
centres which means that the different ministries may use
the facilities free of charge to run their own training
programmes.

TMB also runs training programmes at the national and

provincial centres. These programmes consist of various
long and short courses for public servants from mini -

stries and local government agencies. An important target
group is the "frontline" workers of the ministries in -

volved in rural development activities.
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The Zimbabwe Institute of Public Administration and Ma-
nagement, ZIPAM was formed in 1983. It will cater for
management training of middle and top level managers in
the public service including the parastatals. ZIPAM has
been constrained by lack of staff, finance and training
facilities. It is now hoped that ZIPAM will become opera -

tional in 1985/86.

In - service training in the ministries is organised in
very many ways. A few ministries have their own training
units. The in - service training carried out by the mini -

stries themselves is dominated by the need to train their
own technical and professional staff. This is sometimes
done in own training centres but very often the facili -

ties are provided by the multipurpose training centres.
For administrative and management training the ministries
rely heavily upon the Ministry of the Public Service.

In chapter 4 an attempt is made to point out some of the
development trends that determine or affect the climate
in which the public service training will develop.

One important factor will be the financial situation for
public service training. Today the total expenditure for
public service training can be estimated at less than 1 %

of total Government expenditure. The budgetary effects of
even a substantial increase in expenditure for training
will therefore be small.

Another factor of importance is the general policy of the
Government. This has until now been characterized by
determined efforts to transform the whole Government
machinery which has resulted in a rapid growth of the
number of public servants, increase fo the volume of
services and extention of services to new areas. Although
the process of change will eventually slow down in future
a great need of public service training exists.
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Another policy area with far reaching effects on public
service training is the implementation of administrative
reforms at provincial, district and local levels. The

present exercise focuses on organisational aspects. These
organisational reforms will have to be followed by
development of new administrative systems i a for plan -

ning, budgeting, accounting and staff matters.

In chapter 5, the last chapter, some major issues which
need to be considered in the planning of the development
of public service training are discussed.

The in - service training capacity of the Government is not
able to match the training needs. The quantitative needs,
which are illustrated by the growth of the number of pub -

lic servants, are compounded by the high turnover of
skilled civil servants going to the private sector.

The capacity to meet the need of management, training is
particularly weak. It is therefore recommended that ZIPAM

starts training activities at a limited scale to begin
with instead of waiting for optimal resources. This would
enable ZIPAM to assess training needs more accurately and
develop training programmes and organisation accordingly.

The capacity for administrative and managerial training
at lower and middle levels is also limited. The backlog
of training at the Highlands National Training Centre is
a result of this limitation. Expansion of the capacity
could preferably be done by decentralization of the
courses at Highlands to the provincial training centres.

This would make it possible to concentrate investments in
physical facilities to multipurpose training centres. The

demand for these training fcilities is much higher than
the capacity possible to provide at present and there
seems not be any risk for overinvestment in relation to
other resource reouirements.
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Besides expansion of physical training capacity, staffing

and staff development represent major issues which need

to be tackled. This also include the capability of pro -

gramme development and production of training material.

TMB will have to expand its capacity for programme deve -

lopment and capacity to assist other ministries in all
aspects of in - service training development. This will re -

quire the recruitment of additional staff to TMB and in -

volvement of resource persons from training centres and

other ministries in programme development activities.

ZIPAM could probably benefit from the development pro -

jects so far carried out by TMB and also from cooperation
with the Highlands Training centre.

Although Government expenditure on in - service training is
very limited in relation to total expenditure, the finan -

cial matters always are important. This has been demon -

strated during the last fiscal year when cuts in the bud-

get have forced the training centres to run below full
capacity. For the future the Ministry of Finance, Econo-

mic Planning and Development, however, makes the assess -

mont that recurrent funds will not be a constraint for

full capacity utilization even when new centres are
added.

The generation of recurrent costs of investments in new

centres are rather limited. From a budgetary point of

view the main constraint therefore seems to be the finan -

cing of construction.
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1.1

THE STRUCTURE OF THE PUBLIC SERVICE

Introduction

At independence the new Government of Zimbabwe'inheri -

ted a public service geared towards service for around

300 000 whites, administration of the UDI situation,

evasion of international sanctions and enforcement of

law and order among the majority of the population. The

inequalities on which the society was built were re -

flected in the structure of the public service. The

Government involvement in, for example education and

health care for the majority of the population in the

rural areas was weak; extention services were not de -

veloped for the african majority and a resourceful
local administrative structure only existed in the

white dominated urban and commercial farming areas.

To shift this type of public service into one which is

development oriented on a nation - wide basis is a huge

task. This task was not facilitated by rapid exodus of

a number of senior and middlelevel white civil ser -

vants. The zimbabweans to replace them were often

highly educated but they lacked administrative expe -

rience and training.

The transformation of the Public Service started imme-

diately after the Independence. The Presidential Di -

rective of May, 1980, stated that the objective was

"the early creation of a balanced service fully

representative of all elements of the population and

with the skiljs appropriate to the country's needs."

1



1.2

So far the transformation has affected the public ser -

vice i a in the following fields:

* A shift has taken place from the "law and order"
perspective to a national development perspective.

* Ministries and parastatals have been reorganised or
created to take care of new governmental activities
on a national level.

* The volume of services in terms of expenditure and

employment in the public service has grown consi -

derably.

* Measures to decentralize central Government have

been taken i a through the creation of the post of
the Provincial Governer and a provincial administra -

tion.

* Comprehensive administrative reforms at provincial,
district and local levels have been prepared and

implementation has commenced.

In this chapter we will give an overview of the present
structure of the public service on central, provincial,
district and local level.

The central government

The central government of Zimbabwe is made up of the
President, The Prime Minister, The Cabinet and 23 dif -

ferent Ministries. A number of Ministries have been

established since independece. Among those are the
Ministry of Manpower Planning and Development, now part
of the Ministry of Labour, Manpower Planning and Social
Welfare, the Ministry of Community Development and We-

men's Affairs and the Ministry of Youth, Sports and

Culture.

2



1.2.1

The central government is composed of the civil ser -

vice, the military, police and prison services.
National utilities such as the railways, post - and
telecommunications, electricity supplies and others are
organised as parastatals under various ministries.

Staff Composition of the civil service

Altogether there are almost 88 000 posts established
within the civil service. The division of these posts
between the Ministries is shown in table 1.

Table 1. Authorized Establishment 1984/85

Ministry/vote Number

1 President
2 Parliament of Zimbabwe
3 Office of the Prime Minister
4 Cabinet Office
5 Public Service
6 Defence 2

7 Finance, Economic Planning and Develop - 2

ment
8 Audit
9 Industry and Technology
10 Trade and Commerce

11 Agriculture 8

12 Mines
13 Transport 8

14 Foreign Affairs
15 Local Government and Town Planning 2

16 Lands, Resettlement and Rural Develop- 2

mont
17 Labour, Manpower Planning and Social 2

welfare

3

of posts

107

131

118

42

888

500

060

152

104

310

257

440

201

700

785

776

987



18 Health 1 5 7 8 3

19 Education 1 8 6 50

20 Youth, Sports and Culture 1 2 1 7

21 Community Development and Women's 9 6 6

Affairs
22 Home Affairs 3 0 0 2

23 Justice, Legal and Parliamentary 1 4 1 1

Affairs
24 Information, Posts and Telecommuni 4 0 0

cation
25 Natural Resources and Tourism 2 7 76

26 Energy, Water Resources and Develop - 3 9 8 3

ment
27 National Supplies 2 5 16

28 Construction and National Housing 4 5 4 6

Total 87 808

By far the biggest Ministries in terms of number of
posts and employment are the Ministries of Education
and Health. They have grown faster than any other
Ministry (see table 2) and account for more than 1/3 of
the total number of civil servants. The rapid growth of
these two Ministries reflect the efforts to improve the
services in these fields since independence.

The actual number of employees in the civil service is
at present less than the number of established posts.

This is due to the decision made in 1983/84 to freeze
the level of employment for financial reasons. Some of
the vacancies will now be filled as the freeze is being
gradually lifted.

The civil service is composed of two main categories o£

staff: officers and employees. The division is based on

the nature of work and required qualifications.

4



Table 2. Composition of the civil service and actual
strength 1981 and 1984

Officers
(teachers/health)
(others)

Employees
(unskilled)

Total

1981

13 918

( 7 316)

( 6 602)

42 524

(22 699)

56 442

1984

27 024
(17 068)

(9 956)

56 754

(32 542)

83 778

Increase %

94

133

50

33

43

48

1.2.2

Table 2 shows that number of officers in the civil
service excluding teachers and health personnel is
about 10 000 and that this group has grown with
slightly more than 3 000 since 1981 or 50 %.

Among the employee group the unskilled workers repre -

sent almost 60 % of the total number 1984 and 70 % of
the growth since 1981.

These figures indicate that the number of officers in
the civil service is still rather limited although
there has been a considerable growth since indepen -

dence. More detailed figures on the composition of the
civil service are given in appendix 3.

Organisation of Ministries

At the head of a Ministry there is a Minister who is
also member of the Cabinet. Several Ministries also
have Deputy Ministers. Ministers are political appoint -

ments made by the Prime Minister. There is a permanent
body of civil servants.

The permanent head of each ministry is a civil ser -

5



vant, normally called Permanent Secretary. He is
usually assisted by one or more Deputy Secretaries
who in turn are supported by officers, organised in a

distinctly hierarchical structure.

Large ministries are divided into different branches
and departments. A Deputy Secretary is normally respon -

sible for a department of the ministry and a department
may be divided into different branches or sections,
each headed by a Director or Undersecretary.

We can broadly define two types of ministries that are
of special interest for this study:

Central Ministries responsible for planning, coordi -

nation and resource allocation

Sector - oriented Ministries of which a number are
oriented towards rural development.

In the first group we find:

the Ministry of Finance, Economic Planning and De-

velopment,
the Ministry of the Public Service and

the Ministry of Local Government and Town Planning.
This Ministry has no coordinating role visavi other
Ministries at national level. The co - cordinating
role is confined to provincial, district and local
administrative levels.

In the second group we find:

the Ministry of Lands, Resettlement and Rural Deve -

lopment,
the Ministry of Community Development and Women's

Affairs

6



the Ministry of
the Ministry of
the Ministry of
the Ministry of
the Ministry of
the Ministry of

Youth, Sports and Culture
Agriculture
National Resources and Tourism
Health
Education
Construction and National Housing

1.2.3 Central Ministries

The Ministry of Finance, Economic Planning and Develop-

ment is responsible for preparation and execution of
the economic policy of the Government, works out
economic development plans and prepares the annual
budget. The Ministry is also responsible for
statistical services and computer services within the
Government. The majority of the employees of the
Ministry belongs to the two revenue departments of
taxes and customs and excise. The total staff of the
Ministry is about 2 000 of which more than half are
officers.

The Ministr ofgthe Public Service has a unique role in
Zimbabwe since it is directly related to the Public
Service Commission. The commission consists of a

chairman and four members appointed by the President
on the advice of the Prime Minister.

The Public Service Commission derives its authority
from the Constitution of Zimbabwe which provides that
the Commission shall:

regulate and control the general organisation of the
Public Service;
appoint persons to hold posts or grades in the
Public Service;
exercise disciplinary powers in relation to persons
employed in the Public Service and to remove'such
persons from office;

7



ensure the general well being and good admini -

stration of the Public Service and maintain it in a

high state of efficiency; and

make regulations for the purpose outlined above.

The commission may not increase expenditure of the
Government through increase in salaries or increase in
the number or level of posts unless the Minister of
Finance, Economic Planning and Development agrees.

The prime function of the Ministry of the Public Ser -

vice is to service and act as the agent for the Public
Service Commission in relation to the structure and or -

ganisation of the Public Service.

To fill its functions the Ministry is organized in
four branches:

the Management services, which provides investiga -

tory service in relation to organisation, increases
and reductions of establishment, regrading of posts
etc.

the Secretariate which provides service in relation
to appointments, promotionsand conditions of ser -

vice and staff relations;
the Training Management Branch and the Zimbabwe

Institute of Public Administration and Management

which cater for and monitor the training of Public
Servants.

the Salary Services Bureau

The Ministry is also responsible for technical services
in relation to salaries and pensions.

The total staff of the Ministry is about 900 of which
around 300 are officers.

8



The Ministr of Local Government and Town Plannin iS

parent Ministry for provincial, district and local
authorities. The main task of the Ministry since
independence has been to prepare for and implement
administrative reforms related to provincial, district
and local levels. Government grants to local autho -

rities are channeled through the Ministry.

The Ministry headquarters has seven departments respon -

sible for administration and finance, training and
promotion, local government finance, rural and district
councils, urban councils, physical planning and civil
defense. The Ministry is also in charge of the District
Development Fond which is financing infrastructural
development at district level.

The Ministry has altogether about 2 800 employees of
which 800 are officers. The staff is deployed at na -

tional, provincial and district level.

At the national level the ministry has about 100 offi -

cers and the same number of supporting staff. The pro -

vincial as well as the district administration is gra -

dually being built up. Altogether the Ministry has
about 180 officers and 80 other staff in the eight
provinces. The Provincial Administrator has a

coordinating role towards other Ministries represented
at the provincial level. The great majority of the
staff is deployed at the district level. Each of the 55

districts is headed by a District Administrator who is
the most senior Government Official at District level.
The District Administrator is subordinate to the
Provincial Administrator but has the same role visavi
the other ministries represented at the district level.

9



1.2.4 Sector - oriented Ministries

At independence the new Government started to redress
the unequal balance between the urban and commercial
farming areas and the communal farming areas populated
by the african majority.

The traditional sectorial ministries of agriculture,
health and education have grown at a fast rate. The

Ministry of Health has now more than 3 000 health
workers in the villages and the number of primary and
secondary school teachers have increased from 42 900 to
about 70 200 between 1981 and 1984. The majority of
the school teachers are employed by the Local Authori -

ties.

Parallell to this development the Ministry of Lands,
Resettlement and Rural development, the Ministry of
Community Development and Women's Affair's and the
Ministry of Youth, Sports and Culture have built up an

extension organisation at district level. The Ministry
of Community Development and Women's Affair's also has
workers operating at the village level. Together these
Ministries now employs more than 1 200 extension staff
at district and village level.

10



1.3 Provincial Administration

Zimbabwe is divided into eight provinces:

Mashonaland West, Mashonaland Central, Mashonaland
East, Manicaland, Masvingo, Midlands and Matabeleland
North and Matabeleland South.

Several Ministries were represented at provincial level
already before independence. The new government is
building up a coordination machinary at provincial
level.

The eight provinces are politically headed by the Pro-
vincial Governor who is appointed by the Prime Minis -

ter. The Governor is chairman of the Provincial Coun-

cil. Members of the Council are Mayors and Chairmen of
District Councils, selected Councillors, one member of
the ruling political party and a representative from
the Provincial Assembly of Chiefs.

The most senior administrative post at provincial level
is that of the Provincial Administrator who is appoin -

ted within the ranks of the Ministry of Local Govern -

mont and Town Planning. His staff are drawn from the
same Ministry and they are accountable to the Provin -

cial Administrator. The Provincial Administrator is
Chairman of the Provincial Development Committee, which

is a committee of officials, comprising among the
others.

Heads of Ministries at Provincial level, the Chief
Executive Officers of the rural/district Councils
and officers from certain organisations and parastatals
operating within the Province.

The main purpose of the Provincial Development Commit-

tee is to produce the Provincial Development Plan for
the coordinated development of the Province. The

present council and ministerial staff at provincial
level is shown in appendix 4.

- 11 -



1.4 District administration

There are three types of Local Authorities at the dis -

trict level:

ai Urban Councils b) Rural Councils c) District
Councils.

The urban and rural councils are inherited from the
colonial period and originally created to serve the
white population in the big cities and the commercial
farming areas.

The District Councils were established after indepen -

dence to serve the population in the communal areas.

There are 15 Urban Councils in Zimbabwe. All Urban
Councils are subdivided into wards which are repre -

sented in the Council by elected Councillors. Admini -

stratively each Urban Council is headed by a Town Clerk
who under him has heads of departments and their staff.
The Urban Councils generally have greater autonomy and

have access to more funds than Rural and District
Councils.

In addition to funds they raise from taxes, levies etc,
they also receive from central government, Health, Edu -

cation, and Service giants and they have access to
housing, severage and general loans.

Historically the Bural Councils were conglomerations of
European farms geographically clustered together to

form a Rural Council. Together there are now 55 Rural
Councils. The Rural Councils raise revenue mainly from
farm dues but they also get grants from the central go -

12 -



vernment. Like the Urban Councils they have access to
loans for investment in housing, severage and similar
undertakings.

The Government has decided that the Rural Councils will
be amalgamated with the District Councils and form new
Rural District Councils.

There are today 53 administrative districts in
Zimbabwe, and 55 District Councils made up by members
from each of the wards in the district, together with
specially nominated or selected members. The senior
officer for a District Councils, is the District
Administrator, who is employed by the Ministry of Local
Government and Town Planning.

In each District there is a District Development Com-

mittee, chaired by the District Administrator. It shall
be composed by all District Heads of Ministries and De-
partments.

The chief official, employed by the District Council,
is the Senior Executive Officer. In total there are
around 300 Executive Officers and 800 other admini -

strative staff, employed by the District Councils. In
addition to this, the Councils employ around 41 000
teachers and a number of nurses. The District Councils
are financing their operations through revenue gene -

rated locally from fees and levies but mainly through
Central Government grants. They have not yet reached a

financial strength that allows them to borrow money for
investment purposes.

- 13 -



1.5 Local Administration

The creation of an administrative structure to serve
the development efforts at the grassroot level i e at
village level has only started in Zimbabwe. At present
villages are managed through the traditional system. A

few branches of central government are represented at
village level through local courts and extention staff
from some Ministries. The creation of an administra -

live structure capable of promoting development in the
rural areas is a big task the Government has just em-

barked upon.

According to a directive from the Prime Minister in
1984 the rural areas of Zimbabwe will be divided in ad -

ministrative units at two levels under the district
level: wards and villages. There are around 6 million
people living in the rural areas. The lowest unit is
the Village, comprising around 1 000 people. The total
number of villages will therefore be around 6 000. Six
villages will in turn form a Ward. Accordingly there
will be around 1 000 Wards in the country, each with a

population of around 6 000 people.

The adults in each Village will elect a Village Deve -

lopment Committee (VIDCO), of at least 6 members. Youth
and Women's Mass Organisations will also elect one mem-

ber each to the VIDCO. The VIDCO will be the planning
and coordinating agency of all village development ac -

tivities.

One of the functions of the VIDCO:S will be to run all
the activities at Village Development Centres which
will be created in each Village and to which social,
service commercial service and training activities will
be located.

1 4



At present there are two types of extension workers at
village level: Village Health Workers, employed by the
Ministry of Health and Home Economics Demonstrators,
employed by the Ministry of Community Development and
Women's Affairs. These are planned to be merged into
a cadre of Village Community Workers, of which there
shall be 1 - 2 per Village. This means that there is a

need for 6 000 - 12 000 such Village Community Workers.
Today there are around 3 000 Village Health Workers and
450 Home Economic Demonstrators. (See appendix 7).

Each VIDCO will be represented in the Ward Development
Committee (WADCO) by its chairperson and secretary.
Youth and Women's Mass Organisations will each have one
representative in the WADCO which will be chaired by
the District Councillor for the ward. In each area
there will be one councillor per ward.

According to the plans a Ward Development Centre will
be constructed, which will run courses for VIDCO and
liase with District Councils over problems affecting
the villages.

It is planned to be three categories of community wor -

kers at ward level. These will be 1) Community Workers
(Health Extension Team), comprising the Health
Assistants and Medical Assistants employed at present.
The plan is that there shall be one such Community
Worker in each ward. 2) Community Workers (Agriculture)
in the form of the current Agricultural Extension
Workers. There shall be 1 - 2 of these per ward. 3) Ward
Community Co-ordinators which is a new category created
by merging the current Community Development Workers
(Ministry of Community Development and Women's Affairs)

with the Child Spacing Educators/Distributors (Ministry
of Health). There shall be one such Community Co-ordi - -

nator per Ward.
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These categories of Ward Community workers will be paid
through the District Councils, who will receive grants
from the three Ministries. However the giants will be

reducted thereby increasing the financial responsibi -

lity of the local authorities.
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2.

2.1

PUBLIC SERVICE TRAINING

Introduction

The Ministry of Education is responsible for general
education while the Ministry of Labour, Manpower Devel -
opment and Social Welfare has the overall responsibili -

ty for manpower development in the whole society. This
Ministry is also directly responsible for vocational
training.

As an employer the Government has a direct responsibi -

lity for the development of knowledge, skills and atti -

tudes in the public service. In Zimbabwe this task is
of considerable magnitude bearing in mind the need for
a complete re - orientation of the public service at
independence and the subsequent rapid growth of the
number of employees.

The training need among these newly recruited public
servants comprise practically all areas of public acti -
vities and all categories of staff.

Within the frame of the national manpower development
policy the Public Service Commission, PSC, is respons -

ible for the public sector and its tasks are carried
out by the Ministry of Public Service. In the Ministry
the Training Management Bureau and the Zimbabwe Insti -

ture of Public Administration and Management are
responsible for the public service training.

Although the overall responsibility for public service
training rests with the PSC, each ministry has a direct
responsibility for the development of its own staff and
the bulk of staff training is also administered by
themselves.

TILLHÖR
SIDA

BIBLIOTEKET
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2.2

2.3

For the purpose of this study it is necessary to look
more in detail into the concept of public service
training. We will start by distinguishing between pre -

service and in - service training and then separate
three main types of training: specialized technical and

professional training, administrative and managerial
training and rural development oriented training. As

conclusion the focus of the study on training conducted
by the Ministry of The Public Service is highlighted.

Pre - service and in - service training

A basic manpower strategy for any employer is to re -

cruit already trained personnel and thereby reduce
costs. Most Governemnts facilitate this strategy by
providing pre - service training through the general edu -

cation system, professional and vocational institutions
run by different Ministries. The Government as an

employer benefits from these public services as other
employers. This strategy has, however, its limitations.
In many cases in - service training is needed because the
knowledge and skills required are specific to a parti -

cular organisation. It therefore has to organize the
training itself. Regardless of how the basic training
has been organized most organizations use in - service
training as a means to improve performance. The respon -

sibility of the Public Service Commission is confined
to in - service training of public servants.

Specialized technical and professional training

Although basic specialized technical and professional
training normally is carried out as pre - service trai -

ning a considerable portion of this type of training
for the public service is conducted as inservice
training. The reason is that many specializations are
unique for the public sector e g police and customs or
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2.4

that the specializations dominate in the public service
as in e g health care and education.

The bulk of in - service training falls under this cate -

gory. The training is normally administered by the in -

dividual ministries themselves but may be carried out
in different ways. Some ministries have their own faci -

lities as in the Ministry of Health and the Ministry of
Education. Some conduct in - house training or use
multipurpose training centres administered by the Mini -

stry of Public Service. Sponsoring of individual offi -

cers to undertake training at domestic or foreign
institutions represents another form in which this type
of training is carried out.

Administrative and Managerial training

This type of training covers common core areas i e

those areas in which knowledge and skills are required
regardless of sector of the Government. The training
content covers areas such as general administration,
personnel and financial administration as well as
supervision and management. This type of public service
training is a direct responsibility of the Public
Service Commission.

2.5 Rural develo mont oriented trainin

Rural development is a primary objective of the Govern -

ment. Promotion of rural development is therefore an
important task for'many ministries. Besides training in
their own specialized fields the staff of those minist -

ries need to be equipped with skill related to the
general aspects of rural development. Training program-

mes with this aim have been developed by the Training
Management Bureau and are now conducted at the provin -

cial training centres.
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2.6 The focus of the stud

As shown in this chapter public service training is an

extensive activity. The purpose of this study is not to
cover all types of public service training. The focus
will be on the training for which the Public Service
Commission has direct responsibility i e administrative
and managerial training and rural development oriented
training.
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3.

3.1

3.1.1

PRESENT TRAINING IN THE PUBLIC SERVICE

Ministry of the Public Service

Introduction

Since independence the Ministry of Public Service has
been responsible for all manpower matters pertaining to
the Public Service. In - service training is the area for
which the Training Management Bureau is responsible. In
1981 the Government decided to centralize Public
Service Training. Following the decision the TMB not
only handles administrative and management training but
also general training needs related to rural
development.

The Government decision of 1981 also set out a

structure of training facilities at national, provin -

cial and district level. The national and provincial
centres cater for the training of public servants while
the district centres are used for the training of the
public. Both provincial and district centres are
multipurpose i e the different ministries may use the
centres as a common facility managed and financed by
the Ministry of the Public Service.

Soon after the attainment of independence the Govern -

ment decided to create a separate institute for public
administration and management training. The Zimbabwe
Institute for Public Administration and Managment
(ZIPAM) was formed in 1983.

With the creation of ZIPAM the Ministry of Public Ser -

vice has two units carrying out its training responsi -

bilities: TMB and ZIPAM.
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3.1.2 Training Management Bureau

The Training Management Bureau has the general rask to

promote and coordinate in - service training in the pub -

lic service, provide training in common core areas of

administration and management as well as in rural de -

velopment, provide training facilities for the entire

public service through provincial training centres and

for the general public through district training cent -

res.

The TMB is organized in two sections and an administra -

live support unit.

Figure 1.

Organization of TMB:

Administrative -
support unit

!

Secretarv;
Rural Development
TrainingBranch

Oomboshawa
National
training centre

~

Four Provincial
Training centres

Two gistrict
Training centre

~

Administration
and'Management

Training Branch
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The Head of TMB is a deputy secretary reporting to the
Permanent Secretary of the ministry.

The TMB headquarter is a small unit consisting of the
head of the Rural Development Training Branch (under-

secretary) and one assistant secretary plus the head of
the Administration and Management Training Branch with
four assistant secretaries. The administrative support
unit which formally belongs to the Internal Management
of the Ministry has two administrative officers working
fulltime in the TMB. Altogether the headoffice has a

strength of eleven staff including the deputy secretary
and his secretary.

Administrative and accounting services for TMB is car-

ried out by the Internal Management Section.

TMB is today running eight training centres. The High-

lands National Training Centre in Harare caters for ad-

ministrative and managerial training. The other centres
belong to the Rural Development Training Branch. Dombo-
shawa serves both as a national centre and as a provin -

cial centre for the three Mashonaland provinces. Four
provincial centres and two district centres have been
established so far. Another two district centres will
be operational later in 1985.

The staff of the training centres consist of princi -

pals, training officers and support staff. The actual
strength excluding support staff is shown in Table 3.
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Table 3. Established posts at TMB training centres,

March, 1985

Princigal V. Brincigal Trainino Total

Highlands 1

Domboshawa 1

Senka 1

Esikoveni 1

Alvord 1

Rowa 1

Murewea 1

Tuli 1

Toronto 1

5)

The present budget of TMB is

Table 4. TMB budget 1984/85

1. Salaries, wages

allowances

2. Other expenditures

TOTAL

1

1

1

1

1

53

2 8

1 5

4

4

£1

£1

55 £)

2 9

1'7

6

6

(5

£3

1

IL

17 ;2

shown in Table 4.

1984/85

1 774Å000

824 070

2 598 070
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Administration and Management Training Branch

The Administration and Management Training Branch of
the TMB consist of a small unit at the TMB head office
and the Highlands National Training Centre. The unit at
the head office has a staff of four assistant secre -

taries. Recently a Swedish volunteer has been posted at
the unit.

One of the tasks of the head office unit has been to
mount short courses and workshops.for middle and senior
managers within Government. This was a major task du -

ring the first years after independence and it is still
represent a significant part of the output from the
section. Table 3 shows the number of workshops con -

ducted and number of participants and training days
1981 - 1984. Details on titles and target groups of the
workshops are given in appendix 8.

No. of different Total no. pNo. of ar - Trainin -

worksho s/to ics of workshops ticipants days

1981

1982

1983

1984

2

8

5

7

3

23

7

17

68

665

182

340

1993

3227

The unit has tried to base its training programme on an
assessment of training needs. A first attempt to make a

formal analysis of training needs was made in 1984 when
a number of ministries were invited to take part in
needs analysis workshops.

The programme carried out during the second half of
1984 was based on the recommendations of the workshops
and for the first half of 1985 12 workshops have been
scheduled in 8 different topics.
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In order to be able to run workshops the unit require
funds to hire training facilities and vehicles. The
expenditures in 1983/84 amounted to Z$ 104 000. In
1984/85 the allocation has been cut to about Z$ 60 000.

The unit plans to develop activities to assist the
ministries to carry out in - house training. It has also
developed an ambitious plan to strengthen TMB'S capa -

city in the field of training administration i e to
strengthen the planning and coordinating role of TMB

related to in - service training in the public service,
dissemination of information through the Public Service
Bulletin, production of training materials and streng -

thing of the links with the ministries training units.
N

Highlands Training Centre in Harare, previously known
as the Public Service Training Centre, is a non - resi -

dential centre catering for administrative and manage -

rial training for the lower and middle levels of Go-
vernment.

Many of the courses conducted at the center are com-
pulsory for advancement and promotion. This is the case
for courses in government accounting, administration,
personnel and registry.

The volume of training has increased considerably since
independence, which is shown in table 5.

Table 5: No of cpurses, artici ants and trainin da S

1980 and 1984

1. Number of courses
2. Number of participants
3. Total number of train

ing days, excl 4 - 5

4. Typist testing, partici
pants

5. Typist training, parti -

cipants

26

1980

28

1 773

11 799

20

1984

35

3 016

24 859

1 552

764



Details on types of courses, duration and participants
are given in appendix 9 for the years 1980 - 1984.

Highlands has a considerable backlog of candidates for
the courses, especially in accounting and personnel ad -

minitration. The demand for training is mainly caused
by the expansion of the service since independence and
the high turnover figures for staff who have been
trained and gained some experience.

The training centre has classroom facilities which can
,take up to 170 trainees at any one time. The capacity
can be increased to about 250 if other Government faci -

lities are utilized in the city.

The total physical capacity for training at Highlands
would therefore be between 34 000 and 50 000 training
days a year, based on the assumption that 40 weeks can
be used during a year. This give some room for expan -

Sion.

The main constraint for expansion is, however, lack of
trainers. At present the trainers are organized in
five teams, accounting, personnel, management, registry
and typing trainers.

Table 6. Actual number of trainers, March 1985

Actual number Established
posts

Accounting 5 1 1

Personnel 7 8

Management 2 4

Registry 3 4

Typinq 2 2

1 9 2 8
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The table shows the actual number of trainers, in re -

lation to established posts. The severe shortage in
the accounting field mainly caused by the high
turnover within this cadre a general shortage of
gualified trainers in accounting.

Rural Development Training Branch

The Rural Development Training Branch (RDTB) was set up

in 1981 following the Government decision to opt for an

integrated approach to rural development oriented
training and to centralize the administration and ma-

nagement of training facilities to the Ministry of
Public Service. The decision implied that the former
Community Development training Branch of the Ministry
of Education was moved to the Ministry of the Public
Service.

The RDTB has three main tasks:

development and delivery of rural development orien -

tated training programmes in common core areas for
all public servants'involved in rural development:

provision of training facilities for ministries to

conduct their own specialist in - service training
programmes;

provision of assistance in needs identification,
monitoring and coordination of development training
in the public service at provincial and district
levels. The training activities of the RDTB are
carried out at national, provincial and district le -

vel.

The aim is to have one provincial centre in each of the
8 provinces and a district centre in each district.
Today seven centres are operational.
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The national centre at Domboshawa is doubling up as a

provincial centre because of the absence of provincial
centres in the three Mashonaland provinces. Provincial
centres are operating in Manicaland (Rowa); Midlands -

(Senka); Masvingo (Alvord) and in Matabeleland South,

Esikhoveni. The two district centres are situated in
Murewa district in Mashonaland East, and in Gwanda

district in Matabeleland South.

The training is organized as

Branch courses i e common core courses conducted by

the RDTB faculty

Branch assisted courses i e courses conducted by
other ministries but with assistance from the RDTB

trainers

Branch accomodated courses i e courses conducted by

other ministries at the centres.

The national trainin centre at Domboshawa has a resi -

dentia1 capacity of 325 participants at any given time.
As shown in table 3 above the TMB faculty staff is 15.
In addition to this group the Ministries of Agricul -

ture, Health and Local Government(DDF) also have per -

manent staff at the centre.

The RDTB offers four certificate courses at Domboshawa:
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The Certificate
The Certificate
The Certificate
The Certificate

in Local Government (Finance) 12 months
in Local Government (Administ) 12 "

in Local Government (Education)12 "

in Rural Development 9 Il

The target groups for the Local Government courses are
executive officers from district councils. The Certi -

ficate in Rural Development on the other hand is de -

signed for Government officers working at provincial
and district levels with special emphasis on frontline
workers.

Other Ministries also run a number of courses at Dombo-

shawa. The Ministry of Health offers a three - year
course for Health Assistants; The Ministry of Justice
runs a twelve month primary courts course. The District
Development Fond runs part - time four year courses in
mechanics and a course for instructors. The Ministry of
Agriculture, in addition to numerous two week refresher
courses, runs an eight months pre - training course for
students going to Chibero College. The Ministry of
Community Development and Women's Affairs, and that of
Youth, Sports and Culture use the centre extensively
for their programmes.

Table 7. Courses at Domboshawa 1983/84

Cate or of Course No of courses No of participants

Branch Courses
Branch Assisted
Branch Accomodated

11

2

141

154

305

20

3 055

3 380

5

At provincial level the RDTB conducts short courses,
workshops and seminars for all public servants opera -

ting in the provinces. The four operating provincial
centres have a faculty staff of 6 officers each.
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During 1982 and 1983 TMB carried out a curriculum deve -

lopment project involving the staff of the provincial
centres. This project has resulted in four common core
courses in rural development now carried out at the
centres. The topics covered are rural development,
project planning and management, communication and
training of trainers. Each course has a duration of 2

weeks. The primary target group is the frontline wor -

kers of all ministries and district councils.

Table 8. Courses at Provincial Training Centres
1 9 83/ 84

Care or of course

Branch courses
Branch assisted
Branch accomodated

No of courses

110

142

269

521

No of Partici

1 962

2 904

2 648

7 514

ants

At district training centres the RDTB provides facili -

ties for use by Ministries to train their client
groups: employees of local authorities, elected repre -

sentatives of local authorities and the rural public.
At these centres the RDTB does not run its own training
programmes. The Principals of the Centres manage the
centres and advise on training matters while the indi -

vidual Ministries conduct their specialist programmes.
The centres are planned to have a residential capacity
of 60.

Murewa District Training Centre in Mashonaland East was
the first district centre to become operaticnal. In
1983/84 94 courses with 2 118 participants were con -

ducted at Murewa training centre. A summery of courses
and participants for all training centres is given in
appendix 10.
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In the second half of 1984 Tuli District centre in
Gwanda district, Matabeleland South started. During the
fiscal year 1985/86 another two district centres will
be operational. The cost for running the training
centres is shown in table 9.

Table 9. Actual expenditure 1983/84 for training
centres excluding Murewa district centre in

Z . $ .

Domboshawa

Rowa

Alvord
esikhoveni
Senka

Staff Others
386 601 189 054

131 318 66 225

157 724 77 470

137 195 74 067

132 159 85 842

945 060 492 658 1

Total
575 655

197 606

235 194

211 262

218 001

327 718

During 1983/84 the Government introduced cuts in re -

current expenditure as an economic policy measure. This
also affected the training centres. The recurrent ex -

penditure as shown in table 9 does therefore not re -

flect full capacity utilization. Today the required
expenditure for full capacity utilization is estimated
at about Z $ 250 000 - 275 000 for the provincial
centres. For the district centres the amount is esti -

mated at about Z $ 70 000 per year.

The RDTB has prepared an investment programme for con -

struction of the remaining four provincial training.
centres and 53 district centres. The avarage investment
cost for a provincial center is estimated at 4,2
million Z $ and for a district center at 1,2 million
Z$ .
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3.1.3 Zimbabwe Institute of Public Administration and
Management, ZIPAM

Management development and training in pre - independent
Zimbabwe was limited in scope and not very systematic.
The Highlands training centre gave some management
training for administrativa and executive groups. There
was no systematic and regular management training for
senior officers in the public service.

After independence there was an urgent need to equip
the new Zimbabwean managers with necessary management
knowledge and skills and the Training Management Bureau
mounted a series of short seminars and workshops to
meet the needs.

As a long - term solution the Government in 1981 decided
in principle to create the Zimbabwe Institute of Public
Administration and Managment, ZIPAM. The rask of ZIPAM
would be to provide management training for middle and
top level public servants in the whole public sector,
including local government and parastatals. The long -
term plan includes construction of physical facilities
at Darwendale some 70 km outside Harare. When completed
the institute will have a residential capacity of 200.

Fully operational it is envisaged that ZIPAM will have
five departments:

Development planning and management;
Human resource management;
Public Administration
Financial Management and
Local Government Studies.
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A Director of ZIPAM was appointed in 1984. The present
staff include heads of the departments of Development
Planning and Management and Local Government Studies
and one lecturer in the latter department.

Early 1985 ZIPAM is preparing for the fiscal year
1985/86 when it hopes to be able to start the first
training activities. ZIPAM operations are constrained
by a number of factors. There is an immediate need to
acquire premises for the training. A suitable place has
been identified in Harare which can be rented if funds
are made available. Additional professional and

administrative staff will have to be recruited. Profes -

sional staff have proved difficult to recruite in
Zimbabwe the at present rate of remuneration. It might
therefore be necessary both to embark upon a staff
development programme and to fill some posts with
expatriate lecturers.

It is hoped that operations will start on a small scale
1985/86. A considerable amount of programme development
work has to be carried out to start with.
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3.2

3.2.1

3.2.2

Other ministries

Introduction

In - service training carried out by the ministries them-

selves is dominated by the need to train own technical
and professional staff. This is sometimes done at
training centres or institutions managed by the mini -

stries. Many of the ministries rely upon the facilities
provided by the Ministry of the Public Service. In this
section a brief account will be given of the available
training facilities and resources in other ministries
than the Ministry of Public Service.

Ministries having training institutions

As pointed out in chapter 2 training is a regular task
of a number of Ministries. In some = cases the task is
part of the general development policy of the Govern-
mont. The target group for the training is then the ge -

neral public. In other cases the training is motivated
by a need to cater for skilled manpower of the indi -

vidual ministry. Some ministries performe both these
tasks.

In appendix 11 a list is given of ministries with own
training institutions.

Only three ministries have training institutions speci -

fically created to cater for training of the general
public. These are

Ministry of Labour, Manpower Development and Social
Welfare
Ministry of Youth, Sports and Culture
Ministry of Community Development and Women's Affair
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3.2.3

In neither of these cases are the institutions used ex -

clusivly for training of the general public. The minis -

try of Local Government and Town Planning has for exam-

ple made an agrement with the Harare Polytechnic to
train a number of accountants this financial year.

Ministries with a big volume of training are the sec -

torial ministries of education, health and agriculture.
The training institutions of these ministries caters
mainly for basic professional training. The training is
not of an in - service kind although the employment pro -

spects for successful trainees are to be found in the
respective ministry.

Other ministries with own training institutions are

Ministry of Local Government and Town Planning,
Ministry of Natural Resources and Tourism,
Ministry of Transport,
Ministry of National Supplies,
Ministry of Finance, Economic Planning and Develop -

ment.

The training institutions of these ministries are small
and only geared to care for their own neeeds. They

therefore have a very limited permanent staff and the
number of persons trained each year depends on the
staff requirements of the ministry.

Resources for in - service training

The capacity to plan and carry out in - service training
varies considerably between ministries. A few mini -

stries have training departments or units with an over -

all responsibility for in - service training. It is how-

ever typical to have a training unit responsible only

3 6



for a specific department within a Ministry. This is
for example the case when a department runs a training
institution. Some ministries have training units to
cater for training of their client groups but at the
same time the unit is responsible for in - service train -

ing. Some ministries have no training unit at all. The

in - service training carried out in these cases is often
a result of positive responses to training offers from
other institutions or donor agencies.

The total resources put into in - service training is
difficult to estimate accurately Apart from the
institutions listed in appendix 11 the only facilities
of any capacity available to the ministries free of
charge are the multipurpose training centres run by the
Ministry of Public Service. Some ministries have,
however, access to a lecture room or a conference room

in their offices. The money used for in - service trai -

ning is accounted for under different votes. No sepa -

rate training vote exists which cover all expenditure
for training. Expenditure on salaries for trainers,
training administrators or participants can not be

distinguished from salaries for other staff. Expendi -

ture for training is also reflected as expenses for
travels, stationary etc.

In absence of a cost - accounting system it is not mean-

ingful to try to estimate the cost of in - service
training. It is however safe to say that funds to pay

external institutions for training services or for
renting of hotel accomodation and external trainers/ -

lecturers are non - existent or very limited.

A look at some of the rural development oriented
ministries will illustrate the general picture of
in - service training given.above.
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Ministry of Finance, Economic Planing and Development
has no central training unit for the ministry as a

whole. Each department cater for its own training
needs. Except for the programmes conducted by the de -

partments of taxes and customs and excise at their
training schools no regular programmes are run in the
ministry.

Ministry of Local Government and Town Planning has a

.has a department for training and promotion at the
headquarter with a total staff of eleven. Two training
and promotion officers are stationed in each Province
and four in each of the 55 Districts.

The Ministry is responsible for the training of its own

staff and the staff of the local authorities. It also
has the task to train provincial and district council -

lors. With the formation of village and ward develop -

ment committees the Ministry toghether with the Minis -

try of Community Development and Women's Affairs will
be involved in training of the members of these commit -

tees. The amalgamation of rural and district councils
and the new act on Provincial Government will also
increase the demand for training.

The Ministry liase when necessary with other ministries
in training of local government staff. Ministry of Pub -

lic Service runs for example courses for some cadres
(see 3.1.2) and together with Ministry of Education
training in education administration has been carried
out.

Ministr ofugealth has a central training unit of 6

training officers involved in planning of in - service
training. The training which covers a number of specia -

lizations is normally carried out at training in -
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stitutions located at the hospitals. But TMB facilities
are used whenever possible. The Ministry has developed
a training programme for health service management but
not yet been able to implement the programme.

Ministr of A riculture

In the Ministry of Agriculture in - service training and

extension services are carried out by the department of
agricultural training and extension, AGRITEX.

The department has 2 500 employees of which more than
2 000 at district level.

A training branch within the department is responsible
for training of the ministry staff. The training branch
has 15 officers at headquarters and one officer in each
of the eight provinces.

A comprehensive training programme is conducted compri -

sing about 30 different courses of which 15 are obliga -

tory.

New staff, about 150 every year is recruited from the
Ministry's pre - service training institutions.
Most of the in - service training is carried out at the
headquarters where a training hall is available. TMB

facilities are also used in the provinces.

The most severe constraint on the training is the lack
of physical facilities. This is the case for the
in - service training as well as for the training of far -

mers.
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The training budget 1984/85 amounts to Z$ 270 000. The

funds are used for various purposes such as printing of
material, curriculum development and sometimes food
when training is carried out in the TMB training
centres.

The Ministry of Lands, Resettlement and Rural Develop -

ment has no training unit for its own staff. In - service
training carried out does not follow any comprehensive
plan but is mainly a result of accepted offers from
different donors. The department of cooperative Deve -

lopment has, however, a training section with two
training officers at headquarter and two in each pro -

vince. Together with a field staff of about 200 coope -

rative officers the training section trains members of
cooperatives. The section also takes care of its own

staff development.

The Ministry of Youth, Sports and Culture has no train -

ing unit for in - service training. The Ministry send
staff to TMB courses and to other suitable institutions
whenever possible. Training is an important task of
the Ministry and it runs 15 skills training centres
conducting 2 year courses for youth.

The Ministry of Construction and National Housing has

a training unit of two officers who plan, organize and

conduct in - service training for administrativa as well
as technical staff. The training unit has a lecture
room with a capacity of 10 - 15 participants. The unit
carries out induction training and administrative
training for about 100 persons a year and organizes
training of apprenticees, technicians and professionals
at vocational training institutions and the university.
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4.

4.1

4.2

DEVELOPMENT TRENDS IN THE PUBLIC SERVICE

Introduction

Public Service training is in itself a dynamic factor

in the development of the Public Service. Still it
can't be seen in isolation from the general pattern of
development. This pattern is a result of developments

in many fields. In this chapter we will point out some

of the develoment trends that determine or affect the

climate in which public service training will develop.

Budgetary trends

The Zimbabwe National budget expenditure increased ra -

pidly from Independence to 1982/83, continued to rise

at a lower rate in nominal terms in 1983/84 and stagna -

ted in nominal terms in 1984/85 (see table 10). This
means that in real terms the budget expenditures stag-

nated in 1983/84 and declined in 1984/85. The budget

revenue increased rapidly until 1982/83 and then le -

velled off. The budget deficit as percentage of the GDP

decreased immediately after Independence but then star -

ted and rise again, as also can be seen from table 10.

For 1983/84 the deficit was estimated to correspond to

around 12 % of the GDP and for 1984/85 to around 10 %

of the GDP.
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Table 10 Central Government Finance (million Z$)

1979/80 1980/81 1981/82 1982/83 1983/84

Total expenditure and
net lending
Recurrent expenditure
Capital expenditure
Total revenue and grants
Overall deficit
Deficit as % of GDP

1,050
970

55

675
- 375

- 13.1%

1,298
1,142

107

1,012
- 286

- 8.0%

1,708
1,436

158

1,368
- 340

- 8.2%

2,263
1,809

218

1,816
- 447

- 9.7%

2,616
2,210

222

1,992
- 625

- 11.9%

It could be assumed that the government is not prepared
to increase the deficit as percentage of GDP. On the
contrary, the policy is to narrow the deficit. In the
1984/85 budget the domestic government revenue does not
cover total recurrent expenditure, which is the objec -

live of the Ministry of Finance, Economic Planning and
Development. Therefore it is reasonable to expect that
total recurrent expenditure will not be allowed to in -

crease at a higher rate than the GDP and probably at a

slightly lower rate.

After a rapid increase in 1980 and 1981 the GDP decli -

ned in 1982 and 1983. The projections for 1984 pointed
at a further decline. Late rains, together with favour -

able tobacco and cotton crops and a certain increase of
the world market mineral prices limited this decline to
around 1 %.

Present estimates for 1985 suggests 2 - 4 % growth. The

preliminary growth rate to be used in the annual plan
for 1985/86 is 3 %. The high debt service and lack of
foreign currency for spare parts, inputs and raw mate -

rial will hold back the growth, compared to the poten -

tial.
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Table 11

A projected average GDP growth rate for the rest of the
19805 of 3- - 4 % per annum is probably on the optimistic
side. Such a growth rate corresponds to the estimated
population growth.

The Ministry of the Public Service gets around 0,4 % of
the total budget expenditure in 1984/85 Estimates of
Expenditures. The development of the Ministry of the
Public Service budget expenditure is shown in table
1 1 .

Estimates of Expedition, Ministry of Public Service
(1 000 2 $)

Administration and General
(of which recruiting)

Salary Service Bureau

Training Management Bureau

ZIPAM

1981/82

3379
(23)

652

1008

6953

1982/83

7586
(3000)

727

1642

12050

1983/84

5793
(1200)

861

1681

10475

1984/85

5430
(1244)

1064

2601

221

11735

As shown in table 11 expenditure for Public Service
training only amounts to 25 % of the Ministry's total
expenditure for 1984/85 which represents 0,1 % of total
Government expenditure. This does however not reflect
total expenditure on in - service training. The bulk of
this training is carried out by the other ministries
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themselves and as pointed out in chapter 3 it is not
possible to give an accurate estimate of the training
expenditure for the whole Government. One can however
safely assume that the expenditure falls within a frame
of loss than 1 % of total expenditure.

The budgetary effects of even a substantial increase in
expenditure for training is therefore rather small. On

the other hand are the budget allocation for in - service
training made up of a great number of independent deci -

sions within and between the various ministries.
Training is therefore not given any.special treatment
in decisions on expenditure hence training is subject
to the same kind of cuts as other activities. The pre -

sent budget and accounting systems do not make it pos -

sible to exercise a central control on in - service trai -

ning budgets and expenditure.

4.3 General policies and trends

In chapter 1 the transformation of the Public Service
since independence was briefly
enough to recapitulate some of

outlined. Here it is
the major changes.

Just before Independence there were around 10 600 offi -

cers in the Public Service, of which around 7 200 were
white. By July 1983 there were around 24 300 of which
around 20 200 were occupied by africans. By July 1984

the number of established posts was around 26 900. The

main expansion has taken place in the education and

health sectors. Those two ministries cover almost 60 %

of the total number of established posts, and around
40 % of the total number of posts. Then the main number

of teachers are not included, as they are employed by
the local authorities and voluntary agencies.
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4.4

4.4.1

A decentralisation of the tasks of the Ministries to
the provincial and district level is taking place. Al -

though the administration is decentralised this does

not necessarily change the balance between the central
government and the local communities. On the other hand,

an important decision which might change this balance,

was the statement of policy and directive on the provin -

cial governors and local government authorities in Zim-
babwe, issued by the Prime Minister in 1984. This will
be discussed in the next section.

The transformation of the Public Service is characte -

rized by the increase in the volume of services, exten -

sion of services to new areas and to the whole nation
and new administrative structures for service delivery.

All these changes have created and will continue to

create an increased need for public service training.
The backlog of people in need of such training within
the central government together with the need for trai -

ning of the new local cadres will probably strain the
public service training capacity and demand an increase
of that capacity, irrespectively of where the main re -

sponsibility for the training lies.

Administrative reforms

Decentralization and development of Local Authorities

The aims of the different reforms in the area of local
government and local administration are:

creation of a unified administrative structure
creation of pre - requisites for a democratic planning
process
co- ordination of the activities of central
government ministries and local authorities at
different levels
decentralization of decision making and financial
responsibility.
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The process of implementing these reforms has just star -

ted and will go on for a long time. Many problems can

be anticipated and the need for training, technical,
administrative and ideological, will be huge.

The present system is characterized by central govern -

ment ministries being represented at national as well
as at provincial and district level. At provincial
and district levels, the majority of administrators and

extension staff, are employed by the central minist -

ries. Urban and rural councils, on the contrary, em-

ploy most of their staff. At village and ward level all
staff is employed by the ministries.

At the provincial level, the Provincial Governor is
expected to play a political as well as a developmental
and co - ordinative role. As he has got no executive power,
he will however become dependent on his staff. The Pro -

vincial Administrator will play a central role and in
some respects have more power than the Provincial
Governor. The Ministry of Local Government through the
Provincial Administrator is supposed to play a central
co- ordinating role at provincial level which might
cause conflicts with other ministries. The Provincial
heads of other ministries are accountable to their res -

pective Ministry.

At district level, urban councils are in a special po -

sition, as they have a great deal of financial auto -

nomy. The discussion on reforms is also confined to the
rural areas. Here the amalgamation of rural nn district
councils, that is planned to start in 1985, will face
several problems; one being the existing differencies
in salaries between employees in district and rural
councils. The plan to create a unified administrative
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system may not be implemented in the short run, since
one prerequisite for such a total amalgamation is a

common economy, which does not exist in many areas.

The role of the District Administrator is similar to
that of the Provincial Admininstrator at provincial le -

vol. But unlike him, he is responsible for coordinating
not only the activities of the ministries, but also the
activities of the District Council. Conflicts may arise
not only with other ministries, but also with Council
and its staff.

There is a debate going on, - of transferring all govern-

ment employees at district level to district council
employees. Central Government would thus withdraw from
the district level. But the district councils capacity
to generate their own financial resources will be very
limited also in the years to come. So if they are going
to employ all central government employees, they
largely depend on giants from the ministries.

The establishment of the village and ward administra -

tion is yet at a very early stage. Members of some

VIDCO:S have been elected, The process of training
has started. The exercise will include 36 000 people.

According to the plans, there will be an expansion of
extension'workers at village - ward level, as well as
coordination of extension work at the grassrot level.
The Ministry of Community Development and Women's
Affairs will play a central role in this process. But
resources set aside for this so far are very limited.
The alm is to create a new type of multi - purpose commu-
nity worker which will take time.
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This brief discussion of the implications of the decen -

tralization policy and the development of local autho -

rities gives an indication of the staff development
efforts required for a successful reform. These efforts
will be even more crucial in the future as the struc -

tural aspects of the reform in focus at this stage are
followed by reform of administrative systems and

regulations for planning, budgeting, accounting and

staff matters.
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5.

5.1

MAJOR ISSUES AND CONCLUSIONS

Introduction

In the previous chapters we have described the struc-
ture of the public service in Zimbabwe and the present
in - service training system. We have also discussed some

of the development trends within the public service of
importance for the public service training in the fu -

ture. In this final chapter we have identified some ma-
jor issues which need to be considered in planning the
development of the public service training in Zimbabwe.

Training needs and training capacity

The rapid and extensive changes of the public service
that have taken place since independece have increased
the need for in - service training. As pointed out pre -

viously the changes have been both of a quantative and
a qualitative nature.

Figures given in chapter 1 and 4 show the quantitative
aspect of the training needs within the civil service.
A factor that contributes considerably to increased
training needs is the high turnover of skilled civil
servants. The outflow of skilled civil servants at all
levels to the private sector has been substantial
since independence.

If we look at the two areas of training for which the
Public Service Commission is directly responsible, some

observations can be made.

In the administrative and mana ement area ZIPAM has got
the responsibility to cater for the training of middle
(assistant secretary and equivalent) and top level ma-
nagement in the whole public service i e government,
councils and parastatals.

- 49 -



The size of the target group in the government sector
can be estimated at about 2 000 officers excluding
headmasters in primary and secondary schools.

The greatest changes have taken place within this
target group. Many new managers academically qualified
but inexperienced have been appointed. The training
needs within this group are therefore considerable.

The training programmes so far carried out by TMB have
had a crash programme character. A regular management

training programme does not exist today. The commence -

ment of regular programmes by ZIPAM is therefore ur -

gent. Given the financial and staff constraints it
will, however, take some time before ZIPAM will be able
to offer a more comprehensive training programme cover -

ing the many specilized fields it is supposed to cover.

It is recommended that ZIPAM starts training activities
initially at a more limited scale and gradually in -

creases and improves its output, instead of waiting for
ideal premises to be constructed and the number of
staff necessary for a fullfledged institute, in accor -

dance with the original plans.

This will enable ZIPAM to assess more accurately the
actual needs"and the effective demand for its services.
The growth of ZIPAM faculty and programme development
can also be adjusted according to experience gained.
The size and heterogenity of the ZIPAM target group
suggest that the requirements of physical facilities
are more limited than assumed in the construction plans
for the institute outside Harare.
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Administrative and management training for the lower
cadres is catered for through the Highlands National
training centre. This is the only training centre spe -

cialized in civil service administration. The target
group can be estimated at about 8 500 people. (See

appendix 12).

The training centre is physically almost fully utilized
today. The training staff constraint does not, however,
allow an increase of the number of courses or
participants in spite of the fact that there is a con -

siderable backlog of candidates on, especially the
courses required for advancement i e administration,
accounting and personnel management. The backlog is a

result of rapid expansion of the service in combination
with a high turnover rate.

The rapid expansion of the public service is, however,
on the decline. It is therefore reasonable to assume
that the backlog will be gradually reduced. This might
be a slow process depending on the development of the
turnover rate within the civil service.

There are two ways to expand the training capacity. One

way would be, as has been suggested, to expand the
physical facilities by constructing a new centre in
Bulawayo where there is a large concentration of civil
servants. Another way would be to decentralize some of
the courses to provincial centres. This would require
development and standardisation of training material.
Regardless of the approach chosen a constraint will be
the non - availability of trainers. The latter solution
has the advantage that available funds for investment
can be used for expanding the provincial centres.
Another factor favouring the latter solution is that

- 51



most likely the turnover rate will decrease after some

time and this will have an immediate positive effect on

the backlog.

Any increase of TMB courses at the provincial training
centres negatively affect other ministries possibili -

ties to utilize them as long as the present excess
demand for these facilities prevails.

The rural development oriented training carried out by
TMB at the provincial training centres has recently
started. It is therefore reasonable to assume that the
present course structure will be revised and developed.
How this will affect the requirements of training faci -

lities is impossible to predict. The Government policy
on integrated rural development and the rapid ongoing
development at the district and grassroot level suggest
that the demand for training will increase. The target
group for the TMB training is the extension staff of
ministries, provinces and districts. This group can be

estimated at about 7 8 000 people. (See appendix
4 - 7). At present the training needs of this group are
not adequately met because of financial, manpower and
space contraints.

The policy to provide training facilities through the
Ministy of Public Service for other ministries creates
an arrangement to use scarce resources in an optimal
way. A prerequisite is, however, that the common

facilities provide services which enables the clients
to reach their objectives. Otherwise costs may occur
that outweights the positive effects.

According to the present plans one provincial centre
will be constructed in each province and one district
centre in each district. The target group for the pro -

vincial centres consists of all public servants in the
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5.2

province. The district centres are intended for train -

ing of the general public.

It is guite clear that at the provincial level these
plans do not involve much risk to create excess capa -

city of training facilities in relation to the effec -

live demand from the user ministries. This has been
verified by all ministries consulted during this study.
The centres represent, as shown in chapter 3, a scarce
resource in the country as very few ministries have any
training facilities of their own for short term in -

service training.

Resource development

5.2.1

The development of the in - service training will require
determined efforts to improve the physical infrastruc -

ture and the capacity to deliver effective training
programmes. This will require more professional trai -

ners and hence continued staff development efforts.

Physical infrastructure

The policy of running multipurpose training centres
under one ministry is rational from a national point of
view. The strong demand for the available facilities
from the usel ministries makes it necessary to expand
capacity. Otherwise there is a risk that individual
ministries will see no point in the present policy and

therefore try to acquire facilities of their own and
thereby incur higher costs for the Government than
necessary.
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5.2.2

The most urgent need today seems to be to expand the
number of provincial centres and to renovate the dormi -

tores at Domboshawa National Training Centre.

Staffing and staff development

Development of the in - service training will require ex-

pansion of the training officer cadres. As well trained
and experienced training officers can't be recruited
at the open market, it is necessary to run training of
trainers programmes as in - service training.

TMB has developed such programmes and will in the fu -

ture be able to serve other ministries in this field.

The need to develop capability of programme development
writing and production of training material are other
fields in which efforts have to be made. TMB will have

to expand its capacity for own programme development

and its capacity to assist other ministries.

The main constraint today is the lack of staff at the
TMB. The present staff is caught in the trap of both
being required to launch training programmes for other
ministries and at the same time have to carry out vari -

ous development projects.

In order to increase the programme development capacity

it is necessary to involve resource persons from other
parts of TMB i e the training centres and from other
ministries. A good example of programme development so

far carried out is the development o£ the rural deve -

lopment programme at TMB. This project involved many of
the training officers now responsible for implementa -

tion.
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5.3

Within the administrative and management field the de -

velopment capacity is particularly weak as regards the
middle and top - level training. This situation will be
remedied to some extent if ZIPAM starts its courses as
envisaged in the coming year. ZIPAM could probably
benefit a lot from the development projects carried out
so far by TMB and also from training already carried
out by the Highlands Training Centre.

Organisational matters

5.4

5.4.1

The previous description of the present training within
the public service has shown that the administration of
in-service training differ considerably between mini -

stries. Some ministries have strong training depart -

ments while others lack even a part time training ad-

ministrator. There is a need to analyse these matters
further in order to find out the most appropriate way
of handling in - service training. This need coincides
with the need for TMB as a central agency responsible
for in - service training to build up a network of
contacts with other ministries.

TMB must strengthen its contacts with the minist -

ries in order to carry out its coordinative role in
respect of inservice training systems.

Financial matters

Present recurrent budget situation

During budget year 1984/85 the Provincial and District
Training Centres of TMB were run substantially below
full capacity, mainly because of lack of budget funds
for recurrent costs. The necessary increase of budget
funds to use the full capacity of the centres is esti -

mated at around 300 000 2 dollars.
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5.4.2

This situation has been met partly by the ministries
and other institutions using the training centre
facilities by bringing their own food and paying for
the travel expenses of the participants. This has to

some extent enabled ministries to use facilities in the
face of the budgetary constraints.

Some ministries have a special subvote for training in
their budget. In most cases the vote is small.other
ministries do not have any money allocated for train -

ing. In some of those ministries other subvotes are
used to cover training activities, i e travel
allowances, printing and stationary and miscellanous.

According to information from the Ministry of Finance,

Economic Planning and Development, during 1985/86 re -

current funds will not be a constraint to the full
utilization of the existing TMB training centres,

Therefore it will probably not be necessary for the
different ministries to provide resources to those
centres.

With the present backlog of public service training and

taking into consideration the small share of public
service training in the total budget it is reasonable
to assume that the recurrent funds for training during

the next few years will increase at a higher rate than
total budget expenditure.

Investment and recurrent cost generation

TMB estimates the investment cost of the newly estab -

lished Senka Provincial Training Centre at about 4,5

million Z$ and the cost of a proposed District Training

Centre in Matabeleland - North at about 1,2 million Z$

The cost of the recently constructed Thuli district
centre was 1,2 million Z$.
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We assume that the cost in real terms for new training
centers will be at about those levels. Investment costs
for the four Provincial Training Centres necessary to
achieve the target of one centre per province would
then be around 18,0 million Z$. To fullfill the target
of one district centre per district will demand a total
investment cost of more than 80 million Z$.

According to the Ministry of Finance, Economic Planning
and Development
construction of
compared to the
budgetary point
seems to be the

the recurrent costs, resulting from the
a new training centre are small
benefit of such a centre. From the
of view, therefore the main constraint
financing of the construction.

Other recurrent cost increases under the budget of the
Ministry for the Public Service will be incurred when
ZIPAM starts giving courses and as a result of an
envisaged gradual increase of the TMB and other staff
in the.Ministry.

The original cost of building ZIPAM was estimated
at around 35 million Z dollars. This figure has pro -

blably increased substantially since then. ZIPAM has an
offer to rent premises in Harare. Without discussing
the level of the suggested rent, it is highly recom-

mended at the present stage to rent premises.

It is recommended that ZIPAM should start offering
training without having to wait for a long period
until the construction of the institute because of
difficulties associated with securing financing a big
investment. As pointed out above it is doubtful wether
the training needs of the ZIPAM target group require
facilities of the planned capacity.
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5.4.3 Different methods to finance the training centres

Given the policy of the Government which makes TMB

responsible for multi - purpose training centres for
general management and administrative training as well
as rural development oriented general training, there
are two alternative ways of financing this activity.
One is the one presently used, that is to finance the
activity via the budget vote of the TMB. Another is to
keep TMB responsible for the running of the centres,
but letting the user ministries and institutions pay
for the services. With this system budgetary votes for
training would be allocated to each ministry. The

ministries themselves would then make priorities on

where to conduct their training.

However, there are a number of arguments against intro -

ducing such a system at present. Firstly it is more
complicated from an accounting and day - today - handling
point of view. Secondly many of the TMB courses are
compulsory for the public service staff to get promo -

tion and thirdly the demand for training is so great

that it would not be feasible to introduce fees.

Although it might be pre - mature to introduce a system,

where the users are charged for the TMB courses, an

analyses of the pros and cons of such a system with a

view to introduce it if circumstances permit at a later
stage, should be carried out.
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APPENDIX 1

1.2IM.62.2

TERMS OF REFERENCE

FOR A

STUDY oF PUBLIC SERVICE TRAINING NEEDS AND RESOURCES IN ZIMBABWE

1. Background

The cooperation between Zimbabwe and Sweden in the field
of Public Service Training started in the beginning of
1983. It has been concentrated to the following main areas:

- training of trainers,
development of training material,
staff development of Training Management Bureau (TMB)
HO personnel,

Åevelopment of a Public Service Bulletin and Strategy
for formar staff communications,

equipment and improvement of physical facilities,
studies in areas of special interest for the Public
Service, e.g. co-determination, computerization of
administrative routines,
financing of training programme for district staff
(in cooperation with the Ministry of Local Government
and Town Planning, MLGTP).

The recipient agency in Zimbabwe is the Training Management

Bureau, TMB of the Ministry of Public Service.

For the implementation of the Swedish input to the programme

SIDA has contracted the Swedish National Institute for Civil
Service Training and Development, SIPU.

Both TMB, SIPU and SIDA feel that the cooperation has been

sucessful so far. It is envisaged that SIDA will continue
to support Public Service Training in Zimbabwe. In order to
prepare for this continuation and to give the agencies invol -

ved a broader base for decisions and programme planning, it
is suggested that a study of Public Service Training needs

and resources be made in March 1985. If possible, the,study
should be made by a joint Zimbabwean - swedish team.



SIDA

2.

3.

2

Objectives

The objectives of the study are:

to make an assessment of the needs for in- service trai -

ning of Zimbabwean staff in management and administra -

tion,in particular in fields related to rural develop -

ment; and

;o make an inventory of existing resources for such

training.

Areas to be covered

The team should:

1. As a background describe the present Government struc -

ture at central, regional and local level. A description

should be made in broad terms of numbers and categories

of staff at the three levels.

2. Within the framework of the planned Public Service Reform,

identify trends and major issues of the Public Service

that affect the future needs for training. Examples of
such trends could be planned computerization of admi -

nistrative routines, development of co-determination etc.
The identification could be made through interviews with

key officials in the Public Service.

3. Indicate, through discussions with the ministries con -

cerned, main broad training areas and issues that will
have to be addressed as a result of these ministries
respective plans and programmes for rural development.



SIDA

4L

5.

3

A. Describe, in relation to 2 and 3 above, ongoing and

planned training programmes within the Ministry of
Public Service and the operational ministries. It
should include:

- training offered by TMB,

- training offered by ministries for their own staff on
a regular, project - related or ad hoc-basis,

- training sponsored at other institutions inside or
outside Zimbabwe.

5. Describe resources within Ministries concerned in terms

of :

numbers and experience of training officers or training
units,

funds for training available under the regular Govern-
ment budget,

- physical facilities for training.

Emphasis should be given to:

- comprehensive description of TMB'S organization and
staff,

- budget for TMB and its different units,
- physical facilities for training.

Team members

The team should consist of two SiDA-officials, one Swedish

consultant and one official from TMB.

Time Schedu1e

The work should be undertaken in Zimbabwe during the period

March 18-29, 1985. This does not include time for preparatory

work and final report writing.



SIDA

6. Reportino

4

A summary of main findings should be ready before the

Swedish members of the team leave Zimbabwe.

Adraft final report in English should be submitted to TMB

and SIDA not later than April 17, 1985.



APPENDIX 2

1

MINISTRIES AND INSTITUTION VISITED

MINISTRY

Public Service

Zipam

Lands, Resettlement and
Rural Development

Local Government and
Town Planning

Finance
Economic Planning

Agriculture (Agritex)

Labour, Manpower
Planning and Social
Welfare

OFFICIALS

Mr

Mr

Mr

Mr'

r4r

Mr'

b4r

Dr'

Dr'

Dr'

Mr'

Mr'

Mr'

b4r

Mr

Mr'

Mr'

Mr'

Mr'

Mr

Mr-

Mr'

D4r

Mr'

N K Mawande, Secretary

T L M Mugore, Deputy Secretary

N Maphosa, Undersecretary
T Mupfumira, Undersecretary
T Fleming, Principal, Highlands
R Shora, Principal, Rowa

E L Manyimo, Ass Secretary

J Gapara

E Chiviya
I Cormack

Chengu, Deputy Secretary

Moyo

Mathema

Matanyaire

T G Moyo

C Katiza
Taylor

Dhlembeu, Deputy Secretary

Nyati
Nyamatore

T Mutimba, Acting Chief
O Ford
M Terera

Munetsi,
Director Vocational and

Technical Training



MINISTRY

Youth, Sport and
Culture

Construction and

National Housing

Natural Resources
and Tourism

Community Development
and Women's Affairs

Health
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OFFICIALS

Mr R R T Mbwere, Deputy Secretary -

Mr Mtukwa

Mr S Chifumyise
Mr Waniwa, Principal, Magamba Skills

Centre

Mr E Manjoro
Miss U Ratel

Dr Mbengo, Deputy Secretary

Mr D Peacock
Mr T B Maquire
Mr Bibi
Mr W Makanbe

Mr L Mapfumo, Principal Training
Officer

Miss L Mugwagwa, Ass Secretary



APPENDIX 3

COMPOSITION OF THE SERVICE

OFFICERS

Adm. open
Adm. closed
Professional
Technical
Departmental
Health
Teaching
Clerical/
Executive
TOTAL

EMPLOYEES

Employee I
Employee II
Employee III

OTHERS

TOTAL

GRAND TOTAL

1981

(July)

TOTAL

514

875

1 193

1 030

1 986

1 103

6 213

1 004

13 918

11 066

8 759

22 699

42 524

56 442

1984

(Nov)

TOTAL

1 208

1 162

1 478

1396

3 624

3 428

13 640

1 088

27 024

9 799

11 647

32 542

2 741

56 754

83 778

INCREASE

694

287

285

366

1 638

2 325

7 427

84

13 106

1 267

2 888

9 843

2 741

14 230

27 336

%

135

33

24

36

82

211

120

8

94 %

- 11

33

43

33 %

48 %

INCREASE

NON-WHITE

784

615

560

616

2 226

2 442

7 755

412

15 410

1 185

2 889

9 845

1 386

15 444

30 854

%

153

70

47

60

112

221

125

41

111 %

11

33

43

36 %

55 %

Source: Ministry of the Public Service
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STAFF AT PROVINCIAL LEVEL

1.

2.

3.

4.

5.

6.

7.

Provincial Councils

Ministry of Local Government and Town Planning
Provincial Administrators
Senior Administrative Officers
Provincial Local Gov. Promotion Officers
Provincial Local Gov. Training Officers

- 'Other staff
Provincial Planning Officers

Ministry of Youth, Sport and Culture
- YSC Officers

Other staff

Ministry of Community Development and
Women's Affairs

Provincial Community Development Officers
Training Officers
Projects Officers
Other staff

Ministry of Lands, Resettlement and
Rural Development

Provincial Cooperation Officers

Ministry of Agriculture
Provincial Administrativa Extension Officers
Extension Specialist

Ministry of Health
Provincial Medical Directors
Provincial Health Service Administrators
Health Inspectors

Total

NUMBER

210

8

40

8

8

150

5

219

80

50

130

8

8

8

6 -4

8E3

8

8

'70

'78

8

8

4 8

6 4

7 9 7

Source: Ministry of Local Government and Town Planning



DISTRICT COUNCIL STAFF

I.

II.

III.

ADMINISTRATIVE/EXECUTIVE

Senior Executive Officer
Executive Officer
Ass Executive Officer
Adm Clerk
Clerk/Typist
Office Orderlies
Driver
General hands

*
NURSES

Qualified
Unqualified

* *
TEACHERS

Primary school
Secondary

Number

55

1 6 5

66

1 1 0

1 65

1 6 5

1 10

2 2 0

3 23

99 0

3 6 200

5 30 0

GRAND TOTAL

APPENDIX 5

1 056

1 313

41 500

43 869

*
For six provinces

Includes approx 4.000 headmaster

Source: Ministry of Local Government and Town Planning



MINISTERIAL STAFF AT DISTRICT LEVEL

1.

2.

3.

4.

Ministry of Loc. Gov. and Town Planning:

District Administrators
Senior ADministrative Officers
Local Government Promotion Officers
Primary Development Officers
Executive Officers
Clerks etc
District Assistants
Other staff,

Min. of Community Dev. and Women's
Affairs:

District Community Development Workers
District Literacy Co-ordinators
Other staff

Ministry of Health:

Health Assistants
Medical Assistants
Nurses, community health
Health Orderlies

Ministry of Youth, Sport and Culture:

Youth, Sport and Culture Officers
Other staff

APPENDIX 6

55

150

260

70

60

450

1 000

200

2 235

56

110

100

266

360

100

120

580

300

300

600

1



5.

6.

7.

8.

So

Ministry of Lands, Resettlement and
Rural Development:

Land Resettlement Officers
Co-operative officers
Development Assistants
Co-operative Assistants
Field Orderlies
General Hands

Ministry of Agriculture (Agritex):

Administrative Executive Officers
Extension Officers
Extension Supervisors
Extension Assistants
Field Orderlies

Ministry of Labour, Manpower Planning
and Social Welfare:

Industrial Relations Officers
Employment Officers
Social Welfare Officers
Other

Ministry of Natural Resources,
and Tourism:

Land Inspectors
Other staff

Total

urce: Compiled from various sources

1

1

2

8

APPENDIX 6

70

75

450

230

160

500

485

52

140

270

400

210

082

95

65

140

300

130

370

500

048

2



APPENDIX 7

Ministerial staff at Village and Ward level

1. Ministry of Health:

Village Health Workers 3 0 00

2. Ministry of Community Development
and Women's Affairs:

3.

So

Community Development Workers
Home Economics Demonstrators
(part - time)

Ministry of Justice:

Village Court Presiding Officers
Messangers of Village Court

urce: Compiled from various sources

450

500

350

1 350

5 650



Title of Workshop

TRAINING MANAGEMENT BUREAU

ADMINISTRATION ANd MANAGEMENT TRAINING BRANCH

No of
Target Group Year workshops

No of par-
ticipants

Length of
workshop

APPENDIX 8

Training
days

Public Administration
and Management

Development training

Conditions of Service

Outies of Telephonist/
Receptionist

Administration and
Management

Project Planning

Youth Guidance and
Counselling

Management

Administration and
Management

Registry & Management

Senior Managers

Training Officers
Ass Secretaries
Undersecretaries

Executive Officers
Senior Adm Officers
and equivalent

Telephonist/
Receptionist

Provincial and District
Nursing Officers

Project Planning
Oirectors

Youth Officers

Financial and
Personnel Managers

Ass Secretaries

Immigration Officers

1981

1981

1982

1982

1982

1982

1982

1982

1982

1982

1

2

2

10

2

1

1

2

el

1

30

38

60

290

60

25

3Il

6()

120

2(1



Title of Workshop Target Group Year
No of

.workshops
No of par-
ticipants

Length of
workshop

Training
days

Project Planning

Training of Trainers

Administration and
Management

Development
Administration

Communication
Skills

Training of Trainers

Recruiting and Hiring

Development
Ådministrators

Communication and
Report Nriting

Economic Planning

Computer Åppreciation

Financial Management

Training of Trainers

Project Planning
Oirectors

Senior Trainers

Nursing Administra -

tors/Matrons

Senior Executive
Officers

Training and Chief
Planning Officers

Trainers

Staffing Officers

Senior Administra -
tion Officers

Field Officers

Planning Officers

Senior Managers

Financial Managers

Training Officers

1983

1983

1983

1983

1983

1984

1984

1984

1984

1984

1984

1984

1984

1

2

2

1

1

1

2

2

1

1

2

5

1

25

55

36

21

25

25

51

43

30

13

52

100

26

14

14

14

14

3

14

3

14

14

14

3

10

14

1

350

770

504

294

75

350

153

602

420

182

156

. 000

364

1.993

3.227



APPENOIX 9

COURSE

Accounting I

Accounting II
Åccounting III
Cost Accounting

Accounting $A0/SEO

Administration I

Administration II
Administration III
Audio Visual Aids

Clerical
Oiploma in Nursing
Administration:

HIGHLANDS NATIONAL TRAINING CENTRE

C0URSES AND No oF PARTICIPANTS

Ouration
(days) 1980 1981

15 220 218

10 91 101

10 16 12

15 7

1 0 37 94

5 2 1 £5$7

1 f3

£5

1 () 102 179

Introductory
Åccounting

Management

Personnel

Income Tax (Cadet Ass)

Introductor
Interviewing
Legislation
Management

Management:
Supervisory'

Management:
First Line Supervisory

Personnel I

Personnel II
Personnel III
Personnel IV

Personnel Module

Compilation of
Sub-Head "A"

3

5

5

1 ()

13

!5

ES

!5

!5

£5

1 £5

1 ()

1 jJ

1 ()

13

1 !5

1 22

1 22

1 22

1 22

1 £3

£1221

22()

22ES

1 ()1

£122

Ö7

J7

1

;7

J7

£1£l£3

2213

1313

1 1 £)

£119

SJ

1 SIE322

13 1 el

1 13 jJ

2323

1 (1(5

£359

1 £3 1

23()

zZ ()

22(]

23()

11E915

1 51

E3fS

1 €5

1 £311

es 1

4111

1983

£11323

1 5)23

£1J7

£115

1 '7 (1

1 2223

1 5)23

£3

£3

251

£3

el £5 22

1 22

13 13

!5 ;7

£9 1

1 £3 ()

1 5)23

£3ES

£)

;7

1984

13 EJ 22

1 59 23

J7;3

1 2!

1 £359

1 £923

55;3

1 SifT

£5 1

1 (I

1 ()

1 1)

23(IIZ

13 £9

ZZE3

£1(5

!5 1

1 (JE3

11323

1 (IIT

£1 23

1 JJ

£3

1 ;7



2

COURSE

Public Speaking

Registry:
Introductory
Procedures

Classifiers
Registry (Closed Field)
Training of Trainers
Special Courses

TOTAL

Typist:
Testing

Course

Upgrading

GRAND TOTAL

Duration
(days)

5

1

4

10

1 5

1 0

1980

6

161

170

57

10

117

1981

10

245

226

72

50

1982

180

332

98

16

410

1983

35

100

259

148

32

45

545

1984

24

60

233

191

166

1.556 1.773

20

1.975

234

2.844

1.230

503

13

3.543

1.437

458

301

3.016

1.552

446

318

1.556 1.793 2.209 4.590 5.739 5.332



APPENDIX 10

TRAINING MANAGEMENT BUREAU, RURAL DEVELOPMENT TRAINING BRANCH

- QAT~QQBIg~"QE;;OURSES AND PARTICIPANTS
-~j INSTITUTION

1983/84

DONBOSHAVÅ ESIKHOVENI SENKA ROVA ALVORD HUREWA TOTALS

C* P* C P C P C P C P
I

C P

~

C P

I

Branch Conrses 11 305 31 549 34 758 12 199 33 456

~

- -

~

121 2 267

Branch Assisted 2 20 44 907 62 1 310 31 533 10 154 149 2 924

!

Branch Accommodated 141 3 055 1 8 9

~

237 .67 1 24} 45 I 1 140 94 2 118 357 7 821
{

l

{] }O{I}l}X LS 194 3 380 76 1 464

~105~

2 325

~

110

~

1 975 88 1 750 94 ? 118 627 13 012

1222221, EU 2221211 2

*

ETT 1 i

D
~

U

Participants

Courses



1.

APPENDIX 11

SPECIALIZED TECHNICAL AND PROFESSIONAL TRAINING

INSTITUTIONS

INSTITUTIONS TRAINING THE GENERAL PUBLIC

1

Ministr of labour, man ower develo ment and social
welfare

1. Harare Polytechnic

2. Technical Colleges in Bulawayo, Kwekwe, Gweru and

Mutave

3. Vocational Technical Development Centres in Msasa

and Westgate

The institutions offer diploma and certificate
courses in business administration, engineering and

various trades

4. Management Training Bureau is created to cater

for short term training in private companies and

parastatals. The MTB operates on a very limited
scale due to lack of staff and funds.

Ministr of outh, s orts and culture

1. The Ministry runs 15 skills training centres for

youth

Ministr of communit develo ment and womens affairs

1. Jamaica Inn. National training centre, Harare.

2. Provincial training centre, Masvingo



II

APPENDIX 11 -

The centres cater for training of rural women and offer
courses in nutrition, dressmaking, income - generating
small scale projects.

SECTORIAL PRE-SERVICE INSTITUTIONS

2

Ministr of education

1. Eleven Colleges offering primary teachers certifi -

cate courses

2. Three Colleges ofering secondary teachers certifi -

cate courses

Ministr of Health

1.

2.

3.

Nursing training schools in

United Bulawayo Hospitals and Mpilo Central Hospi-

tal
Parirenyatwa Hospital and Harare Central Hospital

Post Basic Courses for nurses in various speciali -

lies at the nursing training schools

Medical Assistants training at four hospitals,
Marondera, Kwekwe, Gweru and Chitungwiza

Ministr of A riculture

1. National Diploma in Agriculture at Chibero and Gwebi
Colleges of AGriculture Entry Qualification:o - level

Duration: 2 years



III

APPENDIX 11

2. National Certificate in Agriculture at

Mlazu Agricultural Institute
Esigodini Agricultural Institute
Kushinga Phinkelela Agricultural Institute
Rio Tinto Agricultural Institute

Entry Qualification: 2-years post primary education

Duration: 3 years education

SPECIALIZED IN -SERVICE INSTITUTIONS

Ministry of Local Government and town p1anning

1. The District Development Fond (DDF) runs training

centres in each procince for basic technical train -

ing

7

Ministr of natural resources and tourism

1.

2 .

Zimbabwe College of Foresty in Mutare offers

a one year certificate course and

a two year diploma course

Natural Resources College offers a two year diploma

course in wild - life and protected area management.

Ministr of Trans ort

1. Meteorological Training School offers in - service
courses for assistants, officers and forecasters.

2. Air Traffic Control Training Centre offers basic and

refresher in - service courses.



APPENDIX 11

3. National Railway Training College in Bulawayo offers
training in railway engineering and maintenance.

Ministr! of Finance, Economic Planning and Development

Two of the Ministry's departments have their own train -

ing institutions.

1. Department of Customs and Excise runs a training
school at the Highlands Training Centre for its' own

staff.

2. Department of Taxes runs a training school located
within the department itself.

4



APPENDIX 12

ESTIMATION oF THE SIZE oF THE TARGET GROUP FOR

ADM1NISTRÅTIVE ÅN0 MÅNÅGERIÅL TRAINING

CIVIL SERVICE

Administrative
Professional

Technical

Oepartmental

Clerical/Executive
Employee I

Employee II

TOTAL

District Councils

Lower level

tomt

2 370

1 478

1 396

3 624

1 088

9 799

11 647

31 402

1 060

1
70

3

5

100

50

5

9(]

Number

1 660

40

180

1 088

4 900

600

8 468

950

Middle and
top level

% Number

30 700

75 1 100

20 280

2 70

10 100

2 2130

1 0 100



The Education Division at SIDA initiates and implements a large number of studies
regarding education and training, especially in SIDA'S programme countries.

In order to make these studies more readily available, they will be published in a series
called "Education Division Documents".

Included in this series:

No. 1: "Education and Training in Sri Lanka" by O.Engquist, L.Jivén, K.Nyström
No. 2: "Education and Training in Botswana 1974 - 80" by J.O.AgreII, I.Fågeriind,

l.Gustafsson

No.

No.

No.

No.

No.

No.

3: "The Indian Non - Formal Education Programme" by O.österiing, J.persson
4: "Education and Training in Bangladesh" by A.Gorham, J.l.Löfstedt
5: "Education in Guinea - Bissau 1978 - 81" by R.Carr - HiII, G.Rosengart

6: "lnstitutional Co -operation between The University of Zambia and The University
of Luleå 1976 - 82" by K.chitumbo. S.Ray

7: "Mobile Vocational Training Units" by K.Larsson
8: "Technicaland VocationaiTeachers College, Luanshya,zambia" by O.EkIÖf, M.de

Beer, J.Fisher, K.Ruuth - Bäcker

No. 9: "Adult Education in Tanzania" by A.i.Johnsson, K.Nyström, R.sundén

No. 10: "Evaluation of the Activities of the Southern African Team for Employment -

Promotion}(SATEP)" by B.Kariström, A.Read
No. 11: "Education in Ethiopia 1974 - 82" by P.GumbeI, K.Nyström, R.samueisson

No. 12: "Education in Zambia. Past Achievements and Future Trends" by I.Fågeriind and
J.VaIdeIin

No. 13: "Non - Formal Training Programmes for Rural Skill - Development" by Alex Gorham
First Published November 1980

No. 14: "The Indian Non - Formal Education Programme." An evaluation by G.MeIIbring,
O.österling, J.persson

No. 15: "Education in Mocambique 1975 - 84." A review prepared by Anton Johnston

No. 16: "Primary Education in Tanzania." A review of the research by Roy Carr- Hill
- NO. 17: "Report Ön Teaching of Technical and Science Subjects in Sri Lanka" by Alan

Dock/sören Salomonson
No. 18: "Swedish Folk Development Education and Developing Countries" by Johan -

Norbeck, Folke Albinson, Tyko Holgersson, Rolf Sunden

No.19: "The Indian Non - Formal Education Programme". A Follow - up/Evaluation and
Feasibility Study by O.österiing, G.MeIIbring, U.WinbIad

No: 20: "Practical Subjects in Kenyan Academic Secondary Schools": General Report by
Jon Lanslo

No. 21: "Practical Subjects in Kenyan Academic Secondary Schoois": Tracer Study by
Anders Närman

No. 22: "Practical Subjects in Kenyan Academic Secondary Schools": Background
Papers by Kevin Lillis, Christopher Cumming, Martin Davies

Swedish International Development Authority (SIDA)
Education Division
5 - 105 25 STOCKHOLM
ISBN 91 - 586 - 7053 -X


