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Foreword

To achieve the goals of sustainable growth and
poverty reduction, developing countries need
strong national institutions. To this end, the
World Bank has devoted significant resources to
building the capacity of institutions and organi-
zations in client countries. The Bank helps
countries build capacity through a variety of
diverse but complementary means, including
technical assistance, studies, equipment, and
training.

IEG’s 2005 evaluation of capacity building in
Africa found that the World Bank’s capacity
support was too fragmented, that capacity-
building tools could be more effectively utilized,
and that quality assurance needed improvement.
Among the evaluation’s recommendations for
improving the Bank’s support for capacity
building was reassessment of “what role training
should play in its capacity-building support, how
it should be provided, and what should be the

respective roles of a central training unit and
Regional programs.”

This evaluation addresses these questions and
examines how training is used alongside other
Bank support to achieve clients’ capacity-
building objectives. The World Bank invests an
estimated $720 million annually in support of
client training. Over 90 percent is financed
through investment projects, with the remainder
provided through the World Bank Institute
(WBI). This evaluation represents the first time
that the World Bank’s training investments have
been examined to determine the impact of
training on clients’ capacity-building objectives
and to obtain insights into the factors driving
success or failure. It presents a rich set of ideas
for improving the effectiveness of both WBI and
project-financed training, with the aim of
enhancing the impact of the Bank’s capacity-
building investments.

Ajay Chhibber
Director
Independent Evaluation Group, World Bank
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Executive Summary

o achieve sustainable growth and poverty reduction, developing coun-
tries need strong institutional capacity. The World Bank devotes sig-

nificant resources to building stronger institutions and organizations

in client countries. It helps build capacity through a variety of means, includ-
ing technical assistance, studies, equipment, and training. This evaluation fo-
cuses on the efficacy of one of the primary instruments for capacity
building—training individuals so they are better able to contribute to their coun-

try’s development goals.

It was found that most Bank-financed training
resulted in individual participant learning, but
improved the capacity of client institutions and
organizations to achieve development objectives
only about half the time.! Where training did not
succeed, it was because its design was flawed or
insufficient attention was paid to the organiza-
tional and institutional context in which training
took place. The Bank could significantly improve
the impact of its training investments through (i)
the development of training design guidance to
enhance quality assurance and (ii) by making
available resource staff with expertise in training
design to Bank project managers.

Training provided by the World Bank Institute
(WBI) was found to be insufficiently targeted to
client needs, and inadequately embedded in
broader capacity-building strategies, to substan-
tially impact development capacity. If the WBI is
expected (as stated in its mandate) to play a
capacity-building role, its training processes
need to be substantially reengineered.

Over the past decade, the Bank has financed approx-
imately $720 million in training annually, over 90
percent through projects and the remainder through
the WBI. The importance of training to the
achievement of development objectives goes
well beyond these dollar terms, however.

Training is one of the primary means by which
the Bank helps build the capacity of countries to
reduce poverty. Moreover, it is often fundamen-
tal to the success of other investments. Without
trained road maintenance crews, highways
crumble. Without trained teachers, school
buildings remain empty. Overall, in an estimated
60 percent of projects, training is either integral
to the achievement of the goals of one or more
components or supportive of all project
components.

The Bank supports training in two ways. First,
many investment projects include dedicated
training components or training activities
embedded within project components. Second,
the Bank has a separate unit devoted to capacity
building—the WBI, which aims to “build skills
among groups of individuals involved in
performing tasks, and also to strengthen the
organizations in which they work, and the socio-
political environment within which they
operate.”

This evaluation examined the extent to which
Bank-financed training contributed to capacity
building. Most Bank-financed training was found
to result in individual participant learning, but only
about half resulted in substantial changes to work-
place behavior or enhanced development capacity.
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Project-based training was more successful than
WBI training in this regard. Where learning did
not result in changed workplace performance—
and thus did not have an impact on development
capacity—this could be attributed to one of three
reasons: insufficient participant understanding of
how to apply learning in the workplace,
inadequate incentives or resources for implemen-
tation of learning, or inadequate targeting of
learning to organizational needs.

For example, inadequate incentives for
implementation of learning were found in the
Administrative  Capacity Building project
reviewed in Burkina Faso. Government human-
resource managers were trained in performance-
evaluation techniques long before the decision
was made to implement performance-based
evaluation in government. Making the leap from
individual learning to workplace performance
outcomes and, subsequently, to development
capacity impact requires both good training design
and an appropriate organizational and institutional
context in which to apply the learning from training.

Training success is predicated on adequate design.
Good training design was found to involve three
characteristics:

* Use of appropriate and professional pedagogic
design, including opportunities to practice
learned skills;

* Provision of follow-up support to trainees to
help them implement knowledge and skills
acquired; and

* Targeting of training content, anchored in di-
agnosis of institutional and/or organizational ca-
pacity gaps, formal assessment of participant
training needs, and strategic participant
selection.

Much of the Bank-financed training reviewed was
found to have design flaws that affected results.
While over 90 percent of survey respondents
found their training to be interesting and lectur-
ers to be of high quality, half stated that course
length was too short for the topics covered, and
that the course did not devote significant time to
practical exercises and projects. Adequate follow-

up support was provided to project trainees in
half of the 29 training programs reviewed in field
studies, and to WBI trainees in only two of the
eight cases reviewed. Finally, of the nearly half of
survey respondents who stated that training had
less than a substantial impact on key functions of
their work, over a third said it was because
training lacked relevance to key work functions.
This last issue is indicative of inadequate target-
ing of training content.

Targeting of training content was found to be the
most important design factor driving training
success. For training to be well targeted, organi-
zational and institutional capacity gaps need to
be correctly diagnosed, specific training needs
must be assessed, and participants should be
selected in a strategic manner. Project-based
training reviewed in field missions performed
better than WBI training in all of these targeting
processes. Projects were better targeted mainly
because they have more resources to conduct
capacity assessments and because they involve
clients more fully in the design of interventions.
The WBI does not generally mandate or finance
in-depth diagnosis of capacity gaps or assess-
ment of training needs and does not consistently
consult with clients on training objectives and
design.

The organizational context for implementation of
knowledge and skills learned was a second
important determinant of successful capacity
building through training. Training builds develop-
ment capacity only when trainees have adequate
resources and incentives to implement learning
in the workplace. One-third of training partici-
pants surveyed stated that they lacked sufficient
material resources to implement learning in the
workplace. Some trainees also lacked incentives
to implement learning. Insufficient incentives
were found to be particularly problematic in two
contexts. First, in decentralized training
programs like in-service teacher training, the
central government’s commitment to training
goals did not necessarily translate into strong
commitment among regional government
officials, training participants, or their managers.
Second, in public sectors of countries with



weaker government capacity, low salary levels
and lack of merit-based promotion systems
reduced the incentives of staff to pursue their
own professional development.

Even where resources or incentives were initially
lacking, training succeeded as long as there was
strong client commitment to training goals and
adequate support was given to addressing related
workplace capacity gaps. For example, the WBI's
partnership with the Bangladesh central bank
resulted in the creation of a highly effective policy
analysis unit. Successful outcomes could be
attributed to the strong support of the governor
of the central bank for the program, as well as the
integration of training with technical assistance
and the financing of equipment and salaries
through a related World Bank—financed project.

Field studies revealed examples of successful
World Bank—financed training activities provided
by local training institutions, client governments,
international consultants and training providers,
as well as the WBI. In all cases, training succeeded
when its design was good and the organizational
and institutional capacity context was adequately
addressed in conjunction with training.

The WBI's training procedures and practices do not
sufficiently anchor training within comprehensive
capacity-building strategies, and are thus not
generally conducive to building sustainable
capacity. The WBI lacks systemic mechanisms for
in-depth diagnosis of organizational capacity
gaps or formal needs assessment of training
participants. It also lacks standardized
procedures for meaningful direct consultation
with clients on training needs and priorities. In
most cases, the WBI does not directly provide
follow-up support to facilitate workplace
implementation of learning. It also does not
systematically link its training programs to
complementary capacity-building support
provided by operations or other partners.

The quality of project-financed training is uneven due
to the lack of explicit design standards for all World
Bank training activities, and lack of expert support
for training activities embedded in projects. Bank-

EXECUTIVE SUMMARY

financed projects provide an opportunity for
effective use of training as part of an integrated
capacity-building strategy. The project model can
ensure that training is integrated into a compre-
hensive, multiyear relationship with the target
organization, financing a range of complemen-
tary capacity-building interventions. However,
the lack of expert support for training design and
defined design standards makes it difficult for
project teams to adequately supervise the design
and implementation of training. This also
prevents quality assurance mechanisms from
being applied to training activities.

The Bank does not adequately monitor or evaluate
training results. Most project-based and WBI
training reviewed in field studies did not include
sufficient monitoring and evaluation of training.
Project Implementation Completion Reports
seldom report on more than the numbers of
persons trained and include little or no informa-
tion on training results in terms of the workplace
behavior of participants and impact on develop-
ment capacity, even where training is fundamen-
tal to the achievement of project goals. The WBI
systematically monitors at the program level only
the number of participant training days and
participant satisfaction, neither of which
provides information on the impact of training
on capacity-building objectives. Hence, clients,
project task teams, and WBI task managers
generally lack sufficient information to detect
training weaknesses and improve training
performance where necessary.

Recommendations

The Bank can enhance the vital contribution of
training to client capacity building by ensuring
that the training it supports

* Islinked to the Bank’s support for development
objectives in client countries,

* Is embedded within broader capacity-building
strategies that provide complementary sup-
port for the implementation of learning, and

* Conforms with best practice in training design.

The following three recommendations are
intended to lead to this outcome:
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1. The Bank needs to develop guidance and

quality criteria for the design and implemen-
tation of training, to enable quality assurance
and monitoring and evaluation of all its train-
ing support. This guidance should be applied
to all training financed by the Bank, including
training that is directly provided by units such
as the WBI. Design guidance should include
¢ Diagnosis and training-needs assessment
requirements for training initiation;

¢ Participant selection criteria;

* Standards for the use of practical exercises
and other active-learning techniques within
training;

* Use of follow-up support; and

* Provisions for monitoring and evaluation, in-
cluding specification of performance-change
objectives and key monitorable indicators.

. The Bank could improve the quality and impact

of training by making available to its Regional
staff and borrowers, resource persons with
technical expertise in the design, implemen-
tation, and monitoring and evaluation of
training.

. Management must clarify the WBI’s mandate

on provision of training with capacity-building

goals. If the WBI is to play a capacity-building
role in client countries, its training processes
should be substantially reengineered to en-
sure that training is likely to contribute to sus-
tainable change. New WBI training processes
should ensure that all training meets the fol-
lowing criteria:

* [s based on a comprehensive capacity as-
sessment of the target organization(s)/in-
stitution(s)—done in cooperation with
clients—identifying (i) clear and specific
capacity-building objectives; (ii) the human,
institutional, and organizational capacity
support that is necessary in order to achieve
these objectives; and (iii) measurable indi-
cators of success;

¢ Is undertaken after work is done with op-
erations and partners to identify and con-
firm, in advance, what resources for all
capacity-building support are required to
achieve the objectives, including, where
needed, (i) multiyear training programs,
(ii) follow-up technical assistance, and (iii)
organizational and institutional support
measures, such as policy support and fi-
nancing of implementation of learning; and

¢ Is subject to external quality review and
evaluation of results.



Management Response

anagement finds the Independent Evaluation Group (IEG) review!
to be an informative presentation on design and implementation is-
sues related to training for capacity development. Management con-
curs with a number of the conclusions and, for the most part, with the
recommendations. However, Management does have issues concerning the
analytic framework and the reach of some of the conclusions, relative to the

evidence presented.

Management Views on IEG's Analysis
and Conclusions

Management believes that the review contains
much of value. It provides an informative
summary of design and implementation issues
related to training for capacity development.
Management concurs that improvements are
needed in its support for partner countries’
training activities with respect to pedagogical
design; linking training to follow-up and other
support for change; and designing content and
determining participation, when feasible, on the
basis of diagnoses of organizational and other
capacity constraints. These points are relevant
for most learning activities. Management also
agrees with IEG’s assessment that monitoring
and evaluation (M&E) around partner training
needs to improve; indeed, M&E needs to be
strengthened across the board in most develop-
ing countries. This implies a need for stronger
support from the Bank and other donors to
strengthen country M&E capacity—a major
element of the Bank’s results agenda.

Points of Disagreement. Despite these many points
of agreement, Management has serious reserva-
tions concerning the evaluative framework and
data limitations that affect a number of findings
and conclusions in the review:

¢ The choice of evaluative framework. IEG’s eval-
uation framework assumes that training should

always achieve monitorable and measurable
changes in workplace behaviors. Such an as-
sumption is unrealistic and inappropriate for
the many activities that provide partners with
information about policy options or emerg-
ing global issues and that are likely to con-
tribute to development objectives in the longer
run.?
* A methodological foundation that judges out-
comes and impact mostly on the basis of client
surveys with a low response rate and a few
field visits® (see box below).
* Analysis and conclusions that seem to go be-
yond what the data can show (see box below).

In Management’s view, given these study limita-
tions, some of the key findings and conclusions
in the IEG review must be interpreted cautiously.
(A more detailed discussion is provided in
appendix J.)

Recommendations

Management is in agreement with the overall
thrust of the first two recommendations (see the
attached Management Action Record), with one
caveat: the recommendation regarding guidelines
is well-taken, but the general recommendation
and the response to it require nuancing. The
guidance to staff must be scaled to the objective of
the training, its size and cost, and the utility of the
recommended steps for the activity in question.
Management takes note of IEG’s recommenda-
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Data Concerns

The evaluation bases its findings on two main sources of data:
a survey of participants in six countries and field studies in only
four countries. Data from these sources provide a very limited
basis for the review's sweeping conclusions (see appendix J):

A survey of participants with a response rate as low as 11 per-
cent (in Mexico). In three of the other five countries, re-
sponse rates ranged from 21 to 30 percent. In Tunisia, a
higher response rate was achieved but with a small number
of respondents. The 548 respondents combined in all six
countries represent a raw response rate of 23 percent, with
37 of those 548 then dropped for reasons related to their job
responsibilities. The danger of substantial bias with this re-
sponse rate calls for caution in making broad generalizations
to the population of interest (participants in training sup-
ported by the Bank), especially given the wide variation in the
purposes and types of training reviewed.

A sample size of only 29 projects and 8 WBI activities in four
countries, among which, the review notes, only 18 projects

and 3WBI activities were assessed for drawing conclusions
on the impact of Bank-supported training.?

In several instances the report presents information and inter-
pretations that go beyond what the data can support or that need
further contextualization. Examples:

e The study’s authors interviewed task team leaders (TTLs; 28
in 15 focus countries) about their collaboration with WBI with-
out first establishing that their responsibilities matched WBI's
areas of support in the countries in which the TTLs worked.?

e The evaluation’s executive summary concludes unequivocally
that WBI training was found to be insufficiently targeted to
client needs, but the evaluation (chapter 3) notes the absence
of differences in several important respects between proj-
ect-based and WBI training regarding targeting of client
needs, and WBI's lead in some respects.

e The review reported country-level statistics without attention
to the large margins of error attendant on very small sample sizes.

a. IEG notes that field studies were primarily used to examine the extent to which standard Bank training management practices and procedures conform to interna-
tional best practice. Management notes that despite being few in number, field studies feature prominently in the discussion regarding training outcomes and are a pri-

mary source for information on level of impact in chapter 2.
b. IEG notes that the TTL interviews were used to determine the prevalence of WBI-TTL collaboration, including the extent to which TTLs rely on \WBI as a resource for
expertise on project training activities. Therefore, a random sample of TTLs was drawn for interviewing. Management notes that WBI-TTL potential for collaboration ex-
ists for countries and areas in which WBI works. Thus, the TTL random sample should have been drawn from countries and areas in which WBI works to assess the
prevalence, nature, or quality of WBI-TTL collaboration. Simply assessing prevalence, without taking into account whether collaboration is a distinct possibility, pro-

vides little information.
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tion concerning WBI and notes that WBI has work  nature of WBI’s mandate is beyond the scope of
under way on several of the topics mentioned, this study. As the Bank reviews, adopts, and
including better aligning its country-focused and  implements its long-term strategy, notably with
long-term programmatic work with Bank regard to its knowledge role, it will also review the
operations. The discussion about the precise mandate of WBL



MANAGEMENT RESPONSE

Management Action Record

Major IEG recommendation

Develop guidance

The Bank should develop guidance and quality criteria for the de-

sign and implementation of training, to enable the quality as-

surance, monitoring, and evaluation of all its training support.

This guidance should be applied to all training financed by the

Bank, including that directly provided by units such as WBI. De-

sign guidance should include:

e Diagnosis and training-needs assessment requirements for
training initiation;

e Participant selection criteria;

e Standards for use of practical exercises and other action-learn-
ing techniques within training;

e Use of follow-up support; and

e Provisions for monitoring and evaluation, including specifi-
cation of performance change objectives and key moni-
torable indicators.

Management response

Agreed with clarifications

Management will ensure the development and dissemination of
guidance for staff on training support. The guidance will cover
the components noted by IEG, as appropriate to the scope, ob-
jectives, and costs of the training. The guidance will indicate, with
examples, how these components should be tailored to the pur-
pose and size of the training activity being supported, to be
flexible and cost-effective and to avoid undue burden on part-
ner countries. Management will also seek the views of partner
agencies to ensure that it is not unnecessarily impasing con-
straints on joint support. The guidance will be drafted by the end
of FY08 and put into use at the start of FY09. This action will be
considered complete with the dissemination of the guidelines.

Provide expertise

The Bank should make available to its Regional staff and bor-
rowers resource persons with technical expertise in the design,
implementation, and monitoring and evaluation of training.

Agreed

Management will ensure the compilation and maintenance of
a roster of resource persons with these skills and a system for
assigning these resource persons to assist task teams and part-
ner countries. These will be in place for use by staff and part-
ner countries by the end of FY08. This action will be considered
complete with the posting of the roster and the announcement
of the assignment mechanism.

Clarify WBI's role and re-engineer training processes
Management should clarify the WBI's mandate on provision of
training with capacity-building goals. If the WBI is to play a ca-
pacity-building role in client countries, its training processes
should be substantially re-engineered to ensure that training will
be likely to contribute to sustainable change. New WBI training
processes should ensure that all its training meets the follow-
ing criteria:

e Be based on a comprehensive capacity assessment of the tar-
get organization(s)/institution(s), done in cooperation with
clients, and identifying (a) clear and specific capacity-build-
ing objectives, (b) the human, institutional, and organizational
capacity support that is necessary in order to achieve these
objectives, and (c) measurable indicators of success.

Not agreed in the context of this review

The Bank has begun the process of developing, reviewing, and
implementing an updated long-term strategy. WBI's business lines
include training, knowledge exchange, and technical assistance,
among others, but IEG considered just a specific type of train-
ing in its evaluation. Management will consider WBI's overall
mandate, including its business lines, in the context of the
knowledge component of the long-term strategy.

(Continues on the following page.)
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Management Action Record (continued)

e |dentify and secure in advance the resources for all capac-
ity-building support needed to achieve objectives, including,
where needed, (a) multiyear training programs, (b) follow-up
technical assistance, and (c) organizational and institutional
support measures, such as policy support and financing of
implementation of learning.

e Be subject to external quality review and evaluation of re-
sults.
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Chairperson’s Summary:
Committee on

Development

Effectiveness (CODE)

n September 12, 2007, the Committee on Development Effectiveness
considered the report Using Training to Build Capacity for Devel-
opment: An Evaluation of the World Bank’s Project-Based and WBI
Training, prepared by the Independent Evaluation Group (IEG), together with

the Draft Management Response.

Background. On October 10, 2005, CODE
discussed the report World Bank Institute:
Review of Progress FY03—-05, prepared by WBL
The Committee reviewed in March 2005 the IEG
evaluation on World Bank Support for Capacity
Building in Africa, which included WBI’s role in
capacity building. CODE also considered the
WBI report World Bank Institute: Developing
Capacities in Countries—FY06 in Review on
October 4, 2006.

Main findings and recommendations. The Bank
provides, on average, $720 million per year for
training to build client capacity. More than 90
percent is financed through projects and the
remainder is provided through WBI. The IEG
report finds that while most participants learned
from training, only about half the time did
learning lead to substantial changes in workplace
behavior or enhanced development capacity.
The most important factors driving training
success are good design and targeting of training
content, a supportive organizational context for
implementation of knowledge and skills learned,
and strong client commitment to training goals.

IEG recommends that the Bank enhance the
contribution of training to client capacity
building, by ensuring that the training is linked
to the Bank’s support for development

objectives; is embedded within broader capacity-
building strategies; and conforms with best
practice in training design. The following three
recommendations are intended to lead to this
outcome:

* The Bank needs to develop guidance and qual-
ity criteria for the design and implementation
of training, to enable the quality assurance of
all its training.

* The Bank could improve the quality and impact
of training by making available to its Regional staff
and borrowers, resources and personnel with
technical expertise in design, implementation,
and monitoring and evaluation of training.

* Management must clarify WBI’'s mandate on
provision of training with capacity-building
goals. If the WBI is to play a capacity-building
role, its training processes should be substan-
tially re-engineered so that it may better con-
tribute to sustainable client capacity.

Draft Management response. Management concurs
with a number of IEG conclusions and for the
most part, with the recommendations. However,
Management expresses serious reservations
concerning the evaluative framework, method-
ological foundation, and data limitations that
affect a number of findings and conclusions of
the study. In addition, Management takes note of

XXI



USING TRAINING TO BUILD CAPACITY FOR DEVELOPMENT

XXl

the recommendation concerning WBI and
responds that work is under way to address
several issues mentioned in the IEG report,
including better aligning its country-focus and
long-term programmatic work with Bank
operations. Management states that it will
consider WBI's overall mandate, including its
business lines in a different and wider context,
the knowledge component of the Bank’s long-
term strategy.

Overall conclusions. The Committee welcomed
the opportunity to discuss the report which was
very timely given the prominence of nonlending
services and capacity building in the Long-Term
Strategy Exercise (LTSE) currently undertaken.
Members commended IEG for an informative
and valuable evaluation that provided previously
unavailable statistics. While members acknowl-
edged the methodological issues flagged by
Management, they viewed the IEG findings to
be consistent with their own knowledge and
experience. They also felt the findings should
not be viewed as overly critical or negative.
Some thought the findings quite positive and in
this regard queried whether there were
benchmarks against which these results could
be assessed. Going forward, members noted
that the key issue was how to improve matters
and in this regard, they appreciated Manage-
ment’s concurrence with several of IEG’s
substantive recommendations. With respect to
the third recommendation to clarify WBI’s role
and re-engineer training processes, the Commit-
tee accepted Management’s approach of
undertaking a comprehensive strategic review
of WBI in the wider context of the LTSE. The
Committee Chair also suggested IEG focus on
research of methodologies for assessing results
in nonlending service, which is also important
for accountability.

Next steps. The Committee looked forward to
discussing a comprehensive strategic review of
WBI in due course. It suggested the review
should look at the broader context of training
activities in the World Bank Group (WBG), and
the division of labor within different parts of the
organization. Management committed to take a

wider look at WBI and all its business lines, and
come back with a timeline of the review process.

The following main issues were raised during the
meeting:

Scope of the report. Some speakers noted the
relevance of the report to the ongoing work
related to the LTSE. They found that the IEG
report provided valuable inputs in strengthening
training activities. Members expressed different
views on the comparison between Bank-financed
training through investment projects and WBI
training, their contribution to capacity building,
and Management’s concern on the methodology
of IEG evaluation. A member felt that project-
related training and WBI training were substan-
tially different, and noted that most training (90
percent) was financed through projects. Another
member agreed on the viability of comparing the
two types of training within a uniform Bank’s
framework. Regarding the methodology, some
members would have preferred further discus-
sions and agreement between IEG and Manage-
ment before conducting the evaluation. In this
vein, one member said that methodological
differences may have been linked to differences
in training design. Relatedly, the Committee
Chair invited IEG to think further about the
general challenge of measuring noneconomic
effectiveness of development interventions
including training. Some members found the
apparent differences between the IEG evaluation
and the Management Response to be less
substantive than they may first appear. One
member thanked IEG for the new data on the
Bank’s financed training activities.

Training and capacity building. A few members
concurred with IEG and Management that the
impact of training can be assessed within the
broader framework of capacity building,
highlighting the WBG'’s leading role in this area.
Some speakers also noted that not all training
and learning activities are designed to lead to
institutional capacity building. In addition, they
noted that capacity building involves a long-term
effort. Other speakers added that some of IEG’s
findings apply to training and capacity building
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activities undertaken by the donor community in
general.

Effectiveness of training. Although IEG found that
training only resulted in substantial workplace
performance outcomes about half of the time,
some members found this finding very positive
given the difficulty of trying to measure activities
like training and the lack of benchmarks for
judging success. They also noted that other
factors may have influenced the outcomes such
as weak public sector capacity, rigid adoption of
organizational transformation, and lack of
personal incentives. In addition, questions were
raised about possible limitations in evaluating
training due to the lack of clearly defined
benchmarks, and about the relevance of training
and transformational effects. One member
encouraged further development of monitoring
and evaluation. Another member questioned the
sustainability of project-financed training, partic-
ularly after the full disbursement of Bank’s loans.
IEG noted the subjectivity of indicating whether
the glass was balf-empty or balf-full. In this
regard, IEG suggested that the more relevant
question was whether the Bank could do more
to assure that those attending training could
use the information to help achieve their
organizational goals. IEG also noted that there
are no international benchmarks which could
be used. Management indicated that measur-
ing impact outcomes should be considered
beyond training per se. It added that there was
a need to move away from the individual
product to a more programmatic approach, in
a country or program context, to achieve some
Jform of transformation.

Training design. Some Executive Directors agreed
with IEG that design of training activities aimed
at institutional capacity building requires an
institutional setting, assessment of capacity gaps
and training needs, and consideration of partici-
pants’ roles and capacities which can be more
costly for the Bank and the WBI. One member
asked whether the quality of training design and
understanding of the institutional context was
better when Task Team Leaders are based closer
to clients (e.g. field presence) rather than

managed from Washington headquarters. IEG
explained that the evaluation methodology did
not specifically look at proximity to clients,
although it found that clients are not always
sufficiently involved in the diagnosis and design
of training and TTLs lack adequate specialized
skills for designing training components of
Bank projects.

Organizational context for training. Some members
felt that Management should consider consistency
of training with the Bank’s development
objectives, increase accountability, and promote
adaptation. One of them mentioned that a
comprehensive project-based training approach
undertaken by a donor agency has induced policy
changes in recipient governments. Another
member regretted that the Bank’s training service
might be associated with dissemination of overly
processed knowledge. In this regard, a few
members stressed the need to focus on demand-
driven aspects, and client-oriented focus of
training activities. One of them sought further
analysis on costs, including cost-sharing opportu-
nities. The fragmented efforts in providing
training and capacity building at the WBG level
were noted as an issue. Some members felt that
other development partners, including universi-
ties and local institutions in developing countries,
could provide training services as well. WBI noted
its more than 200 partnerships with local institu-
tions and that efforts were being taken to
integrate its work with IFC and MIGA, such as the
recent case of investment climate work in India.

Bank processes and systems. Some members
agreed with IEG on the need to develop
guidance and quality criteria for the design and
implementation of training provided by the
Bank, including those provided by units such as
WBI. In this regard,