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EXECUTrVE SUMMARY
 

This tra.ini-n 
 olan is desioned 
 for the employees of the
Rural Small .caie Enterprise 
 Credit roe(:t...a iointeffort of 
-wo Governorates 
in Egypt, the National 
 Bank
for Development in 
Eqypt, 
 and Aqricultural 
 Coooerative
 
Development 
Tnternational.
 

A total of 
 i.x courses 
 are recommended 
 and details
Toncerninc the oolectives and outlines for those courses
are in 
 the reort. 
 These 
 six courses 
 are designed
:.fPs-cIfI¢ally 
 for people qualified to 
be employed by this
Pro0,-.t and ,ssumes they have orevious backgroundecuc=.t'in .nd relevant experience. The traininq and
E,-kil .evo Is tntif-oat,-d for employees are outlined inthe r-,-ort. 
 The es-sence 
of the training recommended then
I3 ' vvecific.pri9 -t -. 

P-.eCaul-; Of 
 the need and desire to get started making
,rans ind because some of the training must take placebefore loan 
 are made, It 
 is important 
 to spend the
roquired lime 
in December and January 
with
trainin. the staff inSucces of this project will depend in larqe
measure Dn how well the st-aff carries out the letter and
intent, of the policies, procedures, and, moreimportantly, the new apDroach to credit developed for
 

I-~~- c? h-



TRAINING PLAN
 

RURAL SMALL SCALE ENTERPRISE CREDIT PROJ'CT
 

I. INTRODUCTION/BACKGROUND
 

Agricultural Cooperative 
 Development International (ACDI), in
cooperation with 
the LD II Technical 
Amana, the Offices of the
Governors of Damietta 
 and Sharkiya and 
 the National Bank for
Development (NBD), have undertaken a one-year pilot project.
 

The purpose of the project is to prove the 
 technical and
financial feasibility of providing 
 formal commercial credit
rural, off-farm micro-enterprises 
to
 

in two Governiorates by
designing and field-testing an appropriate private 
sector,
village-level credit delivery 
 mechanism that 
 will combine the
speed, ease, convenience, and reliability 
 of traditional
moneylenders with 
 the operating philosophy, management systems,

interest rates, and profit margins of 
a commercial bank.
 

One of the major objectives of the project is to train a staff of
Egyptian nationals to manage the 
 credit program as a separate
department of 
the local Regional Banks for Development by the end

of the project life.
 

The employees 
 for this project have not been 
 selected at this
tkime. However, when they are, they will need to 
be selected for
their motivation, learning 
 ability, willingness to experiment,
capacity to accept decision-making responsibility and enthusiasm
Eor performance-based rewards. 
 Since the project concept is
establish a bridge between formal and 
to
 

informal practices, highly
skilled and experienced 
people will be mingling with traditional
village "bankers" and 
 others knowledgeable about 
 local savings
and loan practices. The training program will need 
 to provide
the staff with a technical middle 
ground and the opportunity to
incorporate the lessons 
 of local credit practices and the means
by which they can become a practical part of the bank's
 
operations.
 

II. THE TRAINING AND DEVELOPMENT PROCESS
 

One of the issues that needs to 
be addressed in the design of 
a
traininq plan is, 
 "What methods will be used? 
 There is no right
way to train adults. All adult 
 learning 
must be approached
according to the 
 needs of the learners, skills of 
 the trainer,
and circumstances of 
 the institution providing the training.
However, adult 
 learning methods, to be effective, should follow
the time-proven pattern 
 of the experiential sequence: 
Experience
- Process - Generalize - Apply. 
 In the actual practice of
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designing a 
traininq program, there 
 are three additional 
steps
that should be included. 
 The seven steps are known as the
"Experient-al Learning Steps" and 
are as follows:
 
1. CLIMATE SET"ING
 
2. GOAL CLARIFICATION
 
3. EXPERIENCE 
4. PROCESSING
 
5. GENERALIZING
 
6. APPLYING
 
7. C1.OSURE
 

These stps 
are more fully detailed in 
Exhibit A.
The second issue to be 
 dealt with in designing training plan is
"Wht are the 
 goals of the 
 training sessions?" There are three
..Pic types of learning goals: 
 Ili knowledge learning,
behavior (2]
skills learning, and 
 13) attitude learning. Selection
and use of training methods is 
 dependent on 
the desired outcome
of a training session. 
 So, before selecting methods, 
one must be
sure of the goals to be achieved.
 

The relationship 
between methods and outcomes is covered in more
detail in Exhibit B.
 

The development of 
this training 
 plan for the Rural Small Scale
Enterprise 
Credit Project takes into 
 consideration 
 several
factors in addition to the ones 
just mentioned. First, this is
pilot pro3ect of a
one-year duration. While 
 everyone is
that hopeful
it will be 
 extended and/or broadened, the personnel
hired or assigned to the project do 
NBD 


so 
without certainty where
they will be working next 
 year. Expecting

loyalty to a high sense of
this project by 
 lower level NBD employees may be
unrealistic. 
 Also, expecting 
great strides in learning new
behaviors and attitudes in 
a few sessions is 
impractical.
 

Another factor impacting the training plan will be 
the knowledge
and experience of 
 the "new employees". 
 They will come to the
-ro~ect with
1 various levels of 
 education in diffe.rent-fields of
knowledge, different levels of relevant experience, and different
attitudes 
about small scale enterprises and credit.
 

Also impacting 
 the plan will be the time available for training.
Prrje-.t management faces 
 the inevitable pressures that
simultaneous preparation come from

and implementation. 
 There
"enough" time. is never
Given enough time, the 
 training plan would
different from one be
that must be completed in
frdme. a very short time
'n the training plan presented here, the time frames 
are

d for obvious reasons. 

Finally, the capabilities of the trainers is 
an uncertainty that
will impi,:t the plan.
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III. LIMITATIONS
 

The traininq plan that 
follows 
Is1 limited to
classroom-type traininq 
routine, structured,


for the professional 
 employees 
of the
National Development Bank
i the Rural Small
Cred'
and Scale Enterprise
, Pr e, . There will need 
to be substantial
cn-the-:o~) amounts of
inLng and
r. Individual coaching of 
these employees as
time :.Asss. This training plan is limited, in timing, the
to
first few months of the project. Obviously, 
as the project grows
and conr-nueS, there 
 will need 
 to be a continuation 
 of the
':ourses proposed here as well 
 as new courses developed to
tre Specific reeds meet
of the individuals employed. 
 As this plan is
being developed, only top
the level management 
 has been
identified and involved 
in the project.
 

In addition, there will need 
 to be planned, on-going
efforts for the bank's training

new customers gained through this program.
These small scale 
 entrepreneurs 
 will have 
 had very little
experience using the formal banking system for cash management or
credit purposes. 
 They will need to be taught financial skills as
well as some formal management skills. 
 There exists
opportunity for a real
the National Development 
 Bank to train and
develop the overall business skills of the new group of customers
this project will generate.
 

IV. ORGANIZATION, PAST PRACTICES, AND ASSUMPTIONS
 

The RSSE credit project is organized as follows:
 

NBD/R CHAIRMAN ------- OFFICE OF
?SSE CREDIT PROJECT ---------
 I 
 GOVERNOR

TEAM MANAGEMENT 
 I
 

NBD/R GENERAL MANAGER
 
I
 

GOVERNORATE SUPERVISOR
 
I 

MARKAZ SUPERVISOR 
 MARKAZ SUPFRVISOR
 

CREDIT OFFICER
 

I 
 ditto
 

BOOKKEEPER 
 BOOKKEEPER
 

CASHIER 
 CASHIER
 

E.ed on conversations with NBD 
 staff and 
project personnel,
was determined that it
the employees that 
 are currently involved
with 
 the project and those that will be hired are generally well
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qualif id wit" bankinc, finance, and/or 
 economics backqrounds. 
Most :11 :f them have university deqree,: but have differLnnqlevei.z f e2xperlence in bankinq. It is assumed here that th=('overnorate Supervisors, Markaz Supervisors, and credit officers
have -- Ie exrerience extending credit but because 
 of the
un11uer e :,y3this project, it is not reasonab2e to expect a lot
Cf <e'a - L-nce. It is assumed that the bookkeepers and 

may or may not have a university degree 
 and have no 
,- d1t Amx pe:,ene. The experience f the bookkeepers and 

,7AshiPrs should be in banking.
T.-e -r-.,,ria fcDr each of 
the NBD oositions were identified during

thiz -onsultancy and 
were recommended to be as follows: 

CRITERIA FOR VARIOUS POSITIONS INRSSE CREDIT PROJECT / NATIONAL DEVELOPMENT BANK 
 NOV.1907
 

Criter:a: 
 I Gov. Supr. I Narkaz Supr. I Credit OfficerlBookkeeper lCashier
SI I j 

KNOWLEDGE I I I
Education 
 lUniversity grad lUniversity grad lUniversity gradlUniversity gradlHigh School of I

lotr High School lor High School lor High School lor High School ICommerce. I 
lof Commerce. lof Commerce. lof Coemrce. lof Commerce I
SI I I I 

Special training fCommunications I I 
 I
 
ISkills. INone lone 
 INone lone 
 I
 

................... I-------------- I ----------- I--

SKILLS 
 I I I 
 I I
 
Relevant experiencel I 
 I I 
 I
 

Management 
 18-10 years in 11-3 years Ione 11one 
 NRone I 
lcommunications/ I
 
Ipolicy mgmt. I 
 I IiI I 
 I 

Banking 
 110-15 yrs-Univ. I 8-10 yrs-Univ. 1 S yre-Univ. 13-5 yra-Univ. I
 
115-20 yrs-H.S. 110-15 yrs- H.S. 1 5-8 yrs-H.S. 14-6 yrs-H.S. 12-5 years. 
 I
 
I I 


Analyzing tHigh IHigh 
I I
 

IMedium IMedium ILoI
 
Planning lHigh 
 IMedium ILow 
 ILo ILos .
Leadership IHigh IHigh 
 IH.gh IMedium ILow
 
Communications IHigh lHigh tHigh IHigh IMedluI
 

.I-.---.---------
I-------------- I------------- -------------I I-------------- I
APPROACH/ATTITUDES I I I I I I
About work lHigh 
 IHigh IHiqh 
 tHigh IHigh 
 I

About efficiency !High High 
 lHigh IHigh 
 1High

About rules/reqm lHigh lHigh IHigh 
 IHigh IHigh

About the future lHigh lHigh lHigh 
 lHigh IHigh

About ethics lHigh tHigh 
 IHigh IHigh 
 IHigh

-E;IIN-FR'IH MDUM-AD'O-KLS 
 TIUDS 
 FUDI HBTD----------------------------------------------------


DEFINITIONS FOR 'HIGH'; 'MEDIUM'; AND 'LOV' SKILLS AND ATTITUDES CAN BE FOUND INEXHIBIT D.
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While the 
 NBD does not 
 have a specific organizational unit
staffed with 
 training personnel, they do have 
a department head
with responsibility for training (in addition 
to research). They
make use of two in-country training institutes - the EgyptianBanking nstltute and one affiliated with 
 the Central Bank of
Egypt. Most of 
 the courses taught 
 at the two institutes are
directly related 
 to banking and 
are job specific. It is assumed
that the needs of the bank are 
being served by these 
 sources.
However, it 
is assumed 
 that these two institutes are best 
 at
teaching traditional banking 
techniques and procedures that are
uniform in every bank. 
 Therefore, while 
the institutes will be
helpful in laying 
 some foundational knowledge, 
 they cannot be
used for specific training needs 
 of this project. The
information concerning the 
Egyptian Banking Institute is attached
and labeled 
 Exhibit C. Also attached and labeled Exhibit C.1
a report of a proposal for 
is
 

the establishment of an executive
development institute 
 for bankers in Egypt. 
 The consultant was
not aole to determine the 
extent to which the Action Plan in that
report has been implemented. For information purposes, materials
gathered 
 on some private sector 
training possibilities 
 are
attached following the last exhibit.
 

V. THE CURRICULUM
 

For the purposes of this training plan, project 
 employees have
 
been grouped as follows:
 

Senior Management = 
NBD & ACDI Project managers in Cairo
Supervisory = Governorate/Markaz Supervisors and credit officers
 
Technical = Bookkeepers and Cashiers
 

Six different 
 "courses" for employees associated with the RSSE
Credit Project are recommended. 
 One is an orientation

should be presented to 

that
 
every employee of the Project. Depending
on new staff employed, the course 
should be offered as often as
necessary. There are 
 three courses that deal witb. chnical
subjects related -.o rural 

te 

small scale enterprise credit. 
 The
 

tirst is 
 "RSSE Credit Program
give participants a 
Policies and Procedures" and will
complete and thorough understanding of
program. 
 The second technical course will 

this
 
help participants
learn general principles of extension and 
 administration 
of
zredit to small 
scale entrepreneurs. 
 The third technical course
extensLon
is an of the second 
 and labeled, "SSEC-2". There are
two courses recommended for improving human 
 relatio.,s skills.
The first is called "Understanding Human Behavior" and should be
required fo.- all management and supervisory personnel and
optional for others. 
 The second 
 human relations skill-building
course 
is "'mproving Interviewing Skills". 
 This course should
a13o be 
 required for manaiement and supervisory personnel 
 and
optionai for technical staff. 
 Whether or not 
the technical staff
participates should be a function of the 
individual's background,
experience, and ;erformance. The reason for including human
reaaitions skill training lies in 
 The need to change people's
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Thereomr-.e-ed Desre 
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and durati.on o rof tns:"M o re are on the following pages; 
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concernting rhoe : rei fte3sinsector.cf th ~Csjos wll
his'~orert o ilb e found in the? next necc ~, tE th i i p lan. 
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Course ONE: ORIENTATION
 

Taret Group: ALL EMPLOYEES
 

Suqgested duration: 
TWO DAYS
 

Desired outcomes:
 

Knowledge learning:
 

I. Participants 
 will be able to describe
 
the theory, 
 qoals, and purposes of the RSSE
 
credit project.
 

2. Participants will understand and
able to discuss the organization and roles 
various individuals in the project. 

be 
of 

Attitude learning: 

3. Participants will feel comfortable 
openly discussing the differences in this program

and other credit programs of the bank.
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Cours TWO: 
 RSSE 
 CREDIT PROGRAM POLICIES 
 AND
 
PROCEDURES
 

Target Group: SUPERVISORY AND TECHNICAL
 

Suqgested duration: 
FOUR DAYS
 

Desired outcomes:
 

Knowledge learninq:
 

1. Participants 
will be able to discuss
the policy and procedures and be 
 able to answer
questions, with the aid of the manual.
 

2. Participants 
 will, without the aid of
notes, be 
 able to explain the 
 criteria for
obtaining 
a loan and the 
 process involved to a
 
prospective borrower.
 

Skill learninQ:
 

3. Participants 
will be able to complete

all the forms connected with the program.
 

Attitude learninQ:
 

4. Participants will 
be able to role play
a situation 
 with a fictitious applicant and
display the appropriate attitude as evaluated by

management.
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Course THREE: SMALL 
SCALE ENTERPRISE CREDIT
 
PRACTICES AND ADMINISTRATION - ONE.
 
Course FOUR: 
 SMALL SCALE ENTERPRISE CREDIT
 
PRACTICES AND ADMINISTRATION 
- TWO.
 

Target Group: 
 SENIOR MANAGEMENT AND SUPERVISORY
 

Suggested duration: FIVE DAYS
 

Desired outcomes:
 

Knowledge learninq:
 
I. Participants 
 will be able to discuss


the principles of extending credit to small scale
 
enterprises.
 

2. Participants 
 will be able to debate,
with other, participants, the role of 
 credit in
 
the economic development of the enterprise.
 

Skill learning:
 

3. Participants 
will be able to complete

a partial budget in 
a case study.
 

4. Participants will 
ba able to perform a
 

simple cash flow analysis.
 

Attitude learning:
 

5. Participants will 
be able to display a
comprehension of 
 creative financing adapted 
to
 
the needs of a case-study borrower.
 

DURING SSEC-2, PARTICIPANTS 
 WILL PERFORM

ASSIGNMENTS AND ANALYSIS OF ACTUAL LOANS IN THE
 
FIELD.
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C.',urze FTVE: UNDERSTANDING HUMAN BEHAVIOR
 

Target Group: 
 SENIOR MANAGEMENT AND SUPERVISORY
 

Suggested durat:on: 
THREE DAYS
 

Desired outcomes:
 

Knowledge learning:
 

1. At least two principles covered in
session will 
be understood by the participants 
the
 
to
the point they can, unaided, discuss them.
 

2. Participants 
will understand 
 "old"
 

information in 
a new way.
 

Sk ill learning_*
 

3. Paitlcipants will be able to determine
 
at ioa:t two basic personality styles 
 and
 
describe them in 
some detail.
 

Attitude learning:
 

4. Participants will be able 
 to
demnristrate 
 a sense of versatility 
 and- dea-l
•uccessfully with 
a style "different" from 
their
 
own. 

5. They will 
 display an attitude of
learning and 
 caring rather 
 than that of a
 
detached analyst.
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C, urSe SIX: IMPROVING INTERVIEWING SKILLS
 

Target Group: ALL EMPLOYEES
 

SIggested duration: THREE DAYS
 

Desired outcomes:
 

Knowledge learnjng:
 

1. Participants will learn and be able to
recite three principles of 
 "good" interviewinq
 
practices.
 

Skill learning:
 

2. Participants will be 
 to perform an
 
acceptable role play interview.
 

3. Participants 
 will be able to critique

other interviews and 
 give positive, instructive
 
feedback.
 

Attitude learning:
 

4. Participants will 
be able to display
an attitude of 
 concern and interest 
 in ariother
 
person's conversation.
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VI. SESSION CONTENT
 

On the fc1lowinq pages, 
there is 
 a detailed 
 outline 
of the
courses .,';qested 
in the 'revious section. 
 These outlines
meant are
to be thought-starters for the 
 presenters and 
 should be
used only as uides. 
 It is important that each trainer, whether
they be 
 from staff 
 or an outside consultant, 
follow
experiential learninq steps covered in 
the
 

Section 
1. when desiqninq
their individual sessions. 
 They should also understand and aqree
with the objectives 
 to be accomplished 
 in each session.
the While
actual content 
 of the sessions or methods used may 
 vary
 
-3, end.n- on 
-he trainers individual style,
not 
change materially. Evaluation of 

the objectives should
the training
ccomplshment of objectives 
to determine
 

must also be 
 a part of 
 the actual
 
:;ess ion. 

\
!I
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ORIENTATION
 

TARGET GROUP: 
ALL EMPLOYEES
 

PURPOSE: 
ro INSURE THAT ALL 
 NEW EMPLOYEES OF 
 THE RSSE CREDIT
PROJECT 
 FULLY UNDERSTAND THE BACKGRCUND, INTENT, AND PURPOSES OF

THIS CREDIT PROGRAM.
 

DESIRED OUTCOMES: PARTICIPANTS CAN DESCRIBE 
 THE THEORY, GOALS,
PURPOSES 
 OF THE PROJECT; 
 THEY WILL UNDERSTAND THE ORGANIZATION
AND ROLES OF THE INDIVIDUALS INVOLVED; 
 AND WILL FEEL COMFORTABLE
DISCUSSING ALL ASPECTS 
 OF THIS PROGRAM AND HOW 
IT DIFFERS FROM
OTHER CREDIT PROGRAMS OF THE BANK.
 
SUGGESTED SCHEDULE/CONTENT:
 

DAY ONE: Introduction of 
trainer & participants
 
Review schedule of session
 

Review Goals/expectations
 

Discuss background of RSSE program

Small scale ente.7prise potential
 
Existing credit needs
 

Review objectives/purposes of 
RSSE
 
program.
 

DAY TWO: 
 Discuss organization chart of 
RSSE
 

Review responsibilities of staff members
 

Review training program
 

General question/answer sessio-R
 

Evaluation and close
 

SUGGESTED PRESENTER: 	 NBD Sr.Management assisted by ACDI project
 
manager.
 



RSSE CREDIT PROGRAM POLICIES AND PROCEDURES
 

iTARGETr GROUP: 
SUPERVI ORY AND 	TECHNICAL STAFF
 
PURPOSE: rO THOROUGHLY REVIEW ALL POLICIES AND PROCEDURES OF THE
RS..E CRE.T PUJECT SO THAT STAFF WILL FULLY 
UNDERSTAND HOW TO
MAKE LOANS AN[ REPORT OPERATILNAL RESULTS.
 

LFS:-[)OUTCOMKs PARTICIPANTS WILL BE ABLE TO EXPLAIN THE
POL,CY AND PRUCEDURES OF THE RSSE CREDIT PROGRAM; EXPLAIN THE,-RTERIA SMALLFOR A SCALE ENTREPRENUER TO OBTAIN A LOAN;t:,MLETE ALL THE FORMS INVOLVED WITH THE PROGRAM;

,:IJCES&,FULLY COMPLETE ROLE 

AND
 
A PLAY SIMULATION.
 

SUGGESTED SCHEDULE/CONTENT:
 
D)AY ONE: 	 Introduction of trainer & participants

Review schedule of session 

Review Goals/expectations
 

Distribute copies of loan policies 

j
Review in detail: 

Preferred clientele and loan usage
 
Loan term.
 
Loan collateral
 
Loan amounts
 
Investment charges
 
Investment loans
DAY TWO: 	 Distribute copies of reporting/record 

k.:-eping system 
Review in detail:
 
Village level SSA
 
Borrower's card
 
New borrower data sheet 
Promissory Note
 
Amortization tables
 
Weekly and monthly reports
DAY THREE: 
 General question/answer session to
 

clarify confusions.
 
Case studies
 

DAY FOUR: 	 Role Play
 
Each participant should play the part

of a credit officer and practice

explaining the program~'and taking an,

application from a prospective borrower,

Other participants should critique the,

role play,


SUGGESTED PRESENTER; ACDI 
Project Manager assisted by NBD
 
managers
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SMALL SCALE ENTERPRISE CREDIT PRACTICES AND ADMINISTRATION
 
ONE


TARGET iROUP: 
SENIOR MANAGEMENT AND SUPERVISORY STAFF
PURPOSE: TO 
INCREASE THE LEVEL OF AWARENESS AND UNDERSTANDING OF
CREDIT PRINCL;LES AND PRACTICES AS 
THEY RELATE TO THE SMALL
 
SCALE ENTREPr.ENE:JR.
 
DESIRED 'JUTCCMES: PARTICIPANTS HAVE PRACTICAL KNOWLEDGE OF
CREDIT PRINCIPLES; 

OF 

UNDERSTAND THE UNIQUE BUSINESS REQUIREMENTSrHE SMALL SCALE ENTERPRISE; UNDERSTAND THE PRACTICAL ASPECTS
OF BUILDING AND OPERATING A BUSINESS; 
ABLE TO COMPLETE A PARTIAL
BUDGE f AND FLOWCASH ANALYSIS; AND BE ABLE TO USE A VARIETY (,F
FINANCIAL AND ECONOMIC SKILLS TO SOLVE PROBLEMS PRESENTED.

SUGGESTED SCHEDULE/CONTENT:
 

DAY ONE: Introduction of 
trainer & participants
 
Review schedule of session
 
Review Goals/expectations
 
Define small scale enterprise:


Role ,oE small scale enterprises

Economics of small scale business
 
Special problems of SSE


Review and discussion of participants'
 
perception of SSE.
 

DAY TWO: 
 Importance of profit and productivity:
 
Feasibility analysis
 
Income vs. profit

Role of borrowed capital
 

Traditional credit sources 
for SSE
 
General question/answer session
 

DAY THREE: Constructive credit:
 
Definition of sound loan
 
Credit analysis
 
Information 
sources
 

Case studies
 
Assignments
 

DAY FOUR: 
 Case study work/discussions
 

DAY FIVE: 
 Loan portfolio management
 
Follow-up and collection
 
Evaluation and close
 

.4:;r:r,LTF. 3TSENTER: ACDI project manager.
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SMALL SCALE ENTERPRISE CREDIT PRACTICES AND ADMINISTRATION
 
TWO
 

TA-GE
3qo'T 
 : SENIOR MANAGEMENT AND SUPERVISORY STAFF
 

PLRP()SF: T) F:RTHFR ENHANCE THE LEVEL OF UNDERSTANDING AND
APP[,ICATION OF CREDIT PRINCIPLES AND PRACTICES AS THEY RELATE TO
THE 3MALl, SCALE ENTREPRENEUR. 

:ES'IREDo UTCOMES: 
PARTICIPANTS 
HAVE PRACTICAL KNOWLEDGE OF CREDIT
PRINCIPLES; 
 UNDERSTAND THE UNIQUE BUSINESS REQUIREMENTS OF THE
SMALL SCALE ENTERPRISE; UNDERSTAND THE PRACTICAL ASPECTS OF
BUILDING AND OPERATING A BUSINESS; 
 ABLE TO COMPLETE A PARTIAL
BUDGET AND CASH FLOW ANALYSIS; 
 AND BE ABLE TO USE A VARIETY OF
FINANCIAL AND ECONOMIC SKILLS TO SOLVE PROBLEMS 
PRESENTED.

SUGGESTED SCHEDULE/CONTENT:
 

DAY ONE: Introduction of 
trainer & participants
 
Review schedule of session
 
Review Goals/expectations
 
Small scale enterprise issues:
 
Problems/challenges of SSE's
 
Economics of small scale business
 
Other issues found in 
the field
 

Review and discussion of participants'
 
experiences with SSE.
 

DAY TWO: 
 Importance of profit and productivity:
 
Feasibility analysis
 
Income vs. profit

Role of borrowed capital


General question/answer session
 

DAY THREE: Constructive credit:
 
Definition of sound loan
 
Credit analysis
 
Inform, €ion sources
 

Actual loan problems
 
Assignments
 

DAY FOUR: Field work on 
actual cases
 

DAY FIVE: 
 Loan portfolio management
 
Follow-up and collection
 
Evaluation and close
 

SUGESTED PRESENTER: ACDI 
project manager.
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 " . 'UNDERSTANDING.. .-HUMAN-9BEHAV'IO0R' 	 i- A q"-...i 


TARET GROUP: 
SENIOR MANAGEMENT AND SUPERVISORY STAFF
 
PURPOSE: 
70 
EXPAND THE LEVEL OF UNDERSTANDING CONCERNING HUMAN
 
NATURE AND 
rEACH SKLLS RELATED TO OBSERVABLE BEHAVIOR CHANGE.
 
DES7RED OUTCOMES: PARTICIPANTS CAN DISCUSS 
DIFFERENT BEHAVIOR
STYLES, SEE PEOPLES' ACTIONS IN 
A NEW WAY, UNDERSTAND CONCEPTS OF
CHANGE AND HUMAN BEHAVIOR.
 
SUGGESTED SCHEDULE/CONTENT:
 

DAY ONE: 	 Introduction of trainer & participants

Review schedule of session
 

Review Goals/expectations
 

Separate "personality" from 
"behavior".
 

Review known concepts of human 
behavior

Universal needs
 
Uniqueness of the individual
 

Practice identifying behaviors
 

DAY TWO: 
 Discuss system of labeling behaviors
 

Case studies/role play
 

Review concepts of change
 

THREE:
*DAY 	 Continue role play/practice
 

General question/answer session
 

Evaluation and close
 

SUGGESTED PRESENTER: 
 Outside consultant/trainer
 

I ..	 .,:, . i ,! l 
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PERFRMARIOS 
 IPRSOVIN INTERVIEWI G SKELPLSTNGA"'
 
(:YTARGT G KILUP: 
 A ICES NDRTNIGO
EMPLOYEES 
PUSut(iSri:1 TO H:VLC/P COMMNIT:~ KLS
 

DESIEDAY ONE: 
 Introducton o
DCpartSCMpantsMUNA.
traner 


Review schedule of session
 

R e v iew G a s e p c a i n
 

Discuss .principles of oral communications
 

.
 ~~Review communications pr ce 
se 
.-.. . ....
 
DAY TWO: T Role play
TEsimultionsI 
 ovariousLE TO
 

type interviews , . .i , 

E'mployment in.,terview

Credit ,investigation: interview " .-

Seeking informationl interview
Confirmation interview p i
 

DAY pcommunications
THREE: Nonpverbal 
 m 

'.
 

DThe importan e o cmlio
 

Interviewing strategy development
 

Evaluation and close interview 

_.....CPRSENTE 
 Outside consultantetrainer

on-verbal
~AY THREE: cmmunication
 

The importane
of climat
 



----------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------

------------------------------------------------------------------------

VII. 
 TIMING AND COST ESTIMATE.
 

i hneed to OCet
ca'u~sP stated with the actual extension ofcredi/ and the date of 1"taretFerruavy to make the first loans,
tim.n.. o. the 
 tr.aining expriencs is 
 crucial on this proect.
Some of the training.must precede the making of loans some(an W.I until after the making of 
and 

loans commences.
Nevert. n i. all of the training must be done in a relative
'short oeriod of 
time because of the 
duration of the prolect. The

Ponoos(-d schedule for initial 
training follows:
 

DATE: 
 DAYS: 
 COURSE:

NOV 22/23 SUN/MON 
 TRAIN THE TRAINERS
 

NOV 18/29 SAT/SUN 
 ORIENTATION 
 .
 

DEC i3!16 SUN/WED 
 RSSE CREDIT POLICY/PROCEDURES
 

JAN 3/7 SUN/THU 
 SSE-l 
CREDIT PRACTICES
 

FEB 1^/12 TUE/THU INTERVIEWING SKILLS
 

FEB 15/19 SUN/THU 
 SSE-2 CREDIT PRACTICES
 

MAR 1/3 MON/WED UNDERSTANDING HUMAN BEHAVIOR
 

It is important that every employee 
be orientated and 
trained in
the technical aspects 
 of this project as as
soon possible after
startinQ to 
 work. Hence, the Orientation 
course should 
 be
;scrhedailed as often as required
the to meet that condition. Likewise,
RSSE Credit Policy and Procedures course needs to presented.
as often as necessary 
to make sure every new employee is exposed
to that material as soon after starting to work on 
the project as 
is reasonable and practical.
 

If all employees 
are NOT able to attend the sessrons during their
firt presentation as shownon 
the schedule above, 
 the courses
 
should be scheduled and presented again 
 during December and/or
January. -

The reason 
for designing two sessions of SSE Credit Practices and
Administration 
is to assist all management and supervisorypersonnel 
 in their understanding 
 and comprehension of creditl
princi,ples. 
 Because most 
of the loan officers will not have'had
experience with small 
 scale enterprises and perhaps 
 limited
 cr...it experience, 
 it is important that they 
 go through both
c... ursf s as soon as possible. The first session of the Course 
SSSEC-1) will be an introductory course. SSEC-2 is a more 

...... cnmprehensive version
. . a and
ica tions . ..+ , . . ..... .. involves . . ...... additional practical
.. : . .­++
+ ++, .....
 

#++++:++ #:!++L++:,? -')+, +++.+ + .+++v+"+; i"Lj++' 
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COST ESTIATES: 
 For the purposes of estimating costs,
physical location for the
all training is assumed to 
be either Bank
or AC"i premises and does not 
involve any additional cost to
project. this
Also, where project management (either bank 
or ACDI) is
used, n.o additlonal 
 staff costs are estimated. 
 It is assumed
here tD ne 
part of their job 
to do this training.
COURSE: 

ESTIMATED BUDGET:
 

ORIENTATION 

NONE
 

RSSE CREDIT POLICY/PROCEDURES
 
Duplication & supplies 
 8500.00
 

SSE CREDIT PRACTICES/ADMINISTRATION
 
Duplication & supplies 
 500.00

Field trips 
 (3 days 0 $200) 600.00
 

UNDERSTANDING HUMAN BEHAVIOR
 
Consultant/Trainer
 

Airfare/expenses 
 $1800
 
Fee 


Duplication & supplies 
1200
 
500 3500.00
 

IMPROVING INTERVIEW SKILLS
 
Consultant/Trainer
 

Airfare/expenses 
 $1800
 
Fee 


Duplication & supplies 
1200
 
500 3500.00
 

TOTAL 

$8600.00
 

The airfare cost of the 
 consultant/trainer might be 
 reduced if
both of 
the human relations skill 
 courses could 
 be presented

during one trip.
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EXPERIENTIAL LEARNING STEPS 

Exhibit A
 
Page 


1. CLIMATE SETTING 

Stimulates interest, curiosity, and enables theparticipants to begin thinking about the subject 
at hand.
 

Provides rationale for why the subject is importantto the participants and how it will be useful to them. 
Links this training session previousto ones and placesit into the overall framework of the workshop. 

2. GOAL CLARIFICATION 
o Presents statements to the participants which describe 

the intent, aim or purpose of the training activity. 
" Provides an opportunity for participants to get a clear 

understanding of the goals of the session, and allows 
them to explore additional issues or raise concerns. 

3. EXPERIENCE
 

o An activity in which the group engages that will provide 
an opportunity for them to "experience" a situation 
relevant to goals of thethe training session.
 

" This "experience" becomes 
 the data producing event fromwhich participants can extract and analyze as they com­plete the learning cycle.
 
" Common "experiences" 
 are role plays, case studies, self­

diagnostic instruments, games, simulations, etc. 

4. PROCESSING 
o Participants share individual experiences and their
 

reactions to the 
 experience. 
° The group analyzes and thoughtfully reflects on the 
experience.
 

° The trainer guides and manages the processing of 
information. 
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5. GENERALIZING 

Page 2 

o Participants determine how the patterns that evolved 
during the experience phase of the learning cycle
relate to the experiences of everyday life. 

o Participants seek to identify key generalizations 
that could be derived from the experience. 

6. APPLYING
 

o Using the insights and conclusions gained from the
previous steps, the participants identify and sharehow they plan to use these new insights in their
everyday l i fe. 

° Participants answer the questions, "Now what?" and
 
"How can I use what I learned?" 

7. CLOSURE 
°. The events of the training session are briefly 

summarized.
 
o Provides a link to the original goals of the session 

and seeks to determine if the goals have been met. 
o Wraps up the training session and gives a sense of 

completion.
 
° Provides an opportunity to link the session to the rest 

of the program, especially the next training activity. 
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THE .RELATIONSIP BETWEEN METHODS AND OUTCOMES 

Trainers must choose specific methods based on the desiredcomes for any training session. 
out-

It is impossible to specify thevalue of any particular training method without giving referencethe objectives of the training. 
to 

In formulating a training design, one must consider which type ofactivity fits the different training objectives.tive Is the main objec­to change the participant's knowledge, attitude, or behavior,skills? The methods/techniques which enable a trainer to affectthese changes are described below. 

Knowl edge 

The basic requirement for acquiring or altering knowledge(concepts, ideas, facts, etc.) is that informationclearly to the learner and he/she 
be presented

receives feedback on attemptsto communicate an understanding of the new information. Other­wise, it is unreasonable to expect accurate learning.
 

Appropriate 
 techniques for communicating information in­clude lecture (if followed by a question/answer period);discussion; symposiums openwhere members of the audience aregiven the opportunity to question the speaker; television;films; tape recordings or readings which theare analyzed bygroup of participants with the direction of the trainer. 

Behavior
 

Change in the actual ability to do something usuallyrequires guided practice with feedback about the success orfailure of the practice. Many people believe that group­relevant skills, such as keeping a discussion on the topic,can be learned through practice. it is possible to learn allabout driving a car by reading a book, but the actual drivingcan only be learned by doing, by seeing the results, and doing
it again.
 

Methods using video or audio tape recording and playback
are helpful for improving skills in 
group behavior.Intermittent process analysis, use of group observers,coaching sessions, critiques and role plays are also useful,as is any method involving immediate analysis of the effec­tiveness of behavior. 
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Atti tude s 

If attitude change is desired, it is appropriate to utilizesmall, informal , open-ended discussion groups where the indi­vidual will not feel threatened. To the degree that these dis­cussion groups are important or valuable to the participant,
attitude changes are more likely to be lasting.
 

Other training methods that 
are helpful for bringing aboutattitude change include interview situations in which one par­ticipant listens carefully to another's descriptions of theirattitudes and problems, and role playing. 
Role playing can
be especially helpful in attitude change because the learneractually experiences the new attitudes, feels little threat,and is supported by other members of the training, group. 
The best methods for influencing post-training action arethose that involve group discussion and group decision-makingto undertake specific actions on the job. Individual planningsessions followed by reporting to the group (for support andreinforcement) are also appropriate, as are team planning

meetings and many other activities. 
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EGYPTIAN BANKING INSTITUTE TRAINING PROGRAMS
 

COURSE :TARGET GROUP TOPICS COVERED
 

CREDIT :JUNIOR LEVELS :Credit facilities; determine
 
Clerks :financial status; follow-up
 
Div.Heads of granted credits; determine
 

:means of repayment and added
 
:collateral.
 

LETTERS OF JUNIOR LEVELS Types & importance of LC's;

CREDIT 
 :Banks responsibility and
 

commitment for LC's; methods
 
of uses and commitment followup.
 

:Marketing objectives & methods;
 
:MIDDLE MGMT. :Behavioral approach to clients;
 

MARKETING Division Headslcommunications & promotional
 
Supervisors :methods; problems of banking
 
Dept. Heads. :services marketing.
 

FOREIGN 
 :Relations between bank and
RELATIONS :MIDDLE MGMT. 	 :correspondents; dealing in
 
:foreign currency.
 

CREDIT & 	 Financial statements; objectives

FINANCIAL :JUNIOR LEVELS 
 :and methods of financial
 
ANALYSIS :MIDDLE MGMT. :analysis.
 

FEASIBILITY :Marketing/Technical/Structural
 
STUDIES !MIDDLE MGMT. 
 :and Commercial Studies of the
 

:project; sensitivity and
 
:uncertainty tests.
 

LETTERS OF 	 :Types and 
uses of LG's; issuance
 
GUARANTEE :JUNIOR LEVELS 	 common
:of LG's; rules for LG s;
 

:handling LG problems.
 

LEGAL ASPECTS :MIDDLE MGMT. Legal aspects of the credit
 
OF CREDIT 
 :contract and transactions;
 

:collateral; implementation
 
!problems.
 

INVESTMENT :ALL LEVELS 
 :Project evaluation; financial &
 
FINANCING :follow-up methods; handling
 

:faltering projects.
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COURSE TARGET GROUP TOPICS COVERED E 


Page

MANAGING THE 
 :Financing methods; 
how to make
 
BANK S 
 a financial decision; 
methods &

PORTFOLIO 
 :ALL LEVELS conditions for forming the
 

banks portfolio; analyzing &
 
:managing the portfolio.
 

ADMINISTRATIVE: 
 All aspects related 
to the
& BLH)VIORAL 
 effect of behavior on management

SKILLS 
 MIDDLE MGMT. and decision-making.
 

DEALING ROOMS 
 ALL LEVELS Foreign exchange market;
 
determining exchange rates;

:foreign exchange operaions;
 

PROJECT MIDDLE MGMT. 
 Methods for follow-uo of long &
FOLLOW-UP 
 :short-term credit facilities;
 
:cash flow 
as a credit control
 
system; evaluation of repayment
 
:capacity.
 

DEVELOPING
 
NUMBERICAL 
 ALL LEVELS Basic mathematical skills
 
SKILLS
 

BANKING 
 Determining required information
 
INFORMATION 1 & setting up reports;

SYSTEMS 
 ALL LEVELS Communications behaviors.
 

HOW TO HANDLE : 
 Determining internal & external

A FOLLOW-UP 
 MIDDLE MGMT. reasons; financial analysis;

PROJECT. 
 :handling deficiencies in
 

financial structures; credit
 
:risks; how to handle a 
faltering
 

:project.
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£xEXcUTIVr TRAkINING ISTITUTE FOR BANKS IN EGYPT 

PREPARATION REPORT 
SUMOAy AND CONCLUSIONS 

The needEgyptian bankers 
for a nev, revitalizedhas been recogn. izede 

entral training Institute foreconomy t he "opening*in 1976. omet f .....new instiution r A 1977 UNDP atudy~ recommendedto meet d arather complex got ooah
s fComdue to this need with guidance from the IEDI. 
pl actothe complexity of this proposal, and tobankers with Pog -lyshort-term Preoccuptimeasures 
required for on of thechanging banking system the managemant of the
no action was taken.
 

institution 

and is 
intended
org.nized as 

The present report focuses upon the building of one particular
an autonomous 
 to be action oriented.Tthe benefit of agency under the aithe'e tire banking Syst of th Central
e2).Banks vould- have -_ --a n& he -E- p-- ulr
a-leading ole in t - -- _ s it± IuIstitute would-,be small, role In -.*-U pst.l n A bfaits promotion ms o c i a t l qp

andiyvdual backs 
relative the and .oordination. o 

to Thetraining activity requiredn
However, it Would provide

available throughout 

a focal Point for services
the system.
 
The Board would also be
representative relatively .tmsll
would of the bankn community, and broadly
be either TheChiefthe Chairman of the Bord Exctve-Oficer 

or the Executive Diretr of. thIns-ktitute.- These alte The-e aea e dis*:sedd or hel.. ..-
Training more 

on rotation and 
staff would 

fully in-the .repo.rt.

from-_other


-t--
be drawn primarily from the banking.Aystem
- sources.- _E- .y r~e of trainwou rl sod-. expertiseEetndAl traijni-f.^_-" -- Y in, o Egypt.vould bring h eu i a s , -Methods, both from within Egypt and 

i ne t -chnologyand

from outside.-­

ization: :The training framevork would Include five areas 
... Banking_ Finance &ad Aoundin


.-­''---;: 
 In 

tr "--L-a. e-relsted ski 1 _Ac ..... Of special-Zle ara d 

_ .

- • .d Va~~ejp-k-I---- ' __ u zn . -0-wcs*There vould be , N n .... andmfou ~ m n adtraining programs: levelso
'f - - x
Professional
short sFi.rs fortoPrmsa 

prhfessiona 

get (and for single
 
theme: at all levls) and 9-12 weak programs for senior, middle andoun
 

staff 
 In orderthe longer to reinforce their practcaini

attachment 

term programs would Incorporate r i.n atioun­an intermediat
to counterpart Institutions phae of
specific assigned or, alternatively, as 
completion of a
 

task while also attending 
to norma. official duties.
 
would aim 

The Philosophy, organlzation
at modernization of and facilities of theof institutebanking practices fully within the Coatext
Egyptian experience and Possibilitiesmaterials would be drawnu primarily 

This means that trainingnormal language of dialogue would 
from the Egyptian context and the
other languages, be Arabic.as well ometenceas computer *kill#, e ndwouldthese would not be prerequises. beencouraged. lutfor most programs, 
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bankers 

Training of trainers Would be emphasized
to exchange their knowledge to enable experiencedin 
an atmosphere of mutual confidence
and enthusiasm for learning.
 

The organization of training staff would be coordinated through
 
the office of the Deputy Director and Head of Banking Studies, under the
 
general supervision of the Director of Training and Research. 


6 services and administration 

The
wing, either through a coordinating committee,
the Executive Director 

would be closely linked with the training
 
so long as 

or through the person of
the organization is small.
 
Funding would come primarily from the


national donors might wish to 
 banks themselve.
tures. 
 Inter­assist by covering foreign exchange expendi-

The incentive effect of self-financing 


should not

However, advance expenditures be ignored.
other development on preparation of teaching materials and
resources should be considered 
as investments and not
included in fees.
 

The establishment 
of a preparation 
group or 
committee is
the first step needed. perhaps
 
follows: Other action steps 
are outlined in the report, as- Finalization of financing arrangements- Appointment of Chairman and/or Executive Director- Appointment of Board of Directors
- Appointment of Advisory Planning Committee
- Selection of two 
directors and key trainers/administrative


staff
 
-

-

Acquistion of suitable premises, furnishing,
Acquisition of equipment, fixturee and vehicles
 
etc.
 

-

-

Planning of programs and activities
Finalization of internal procedures, mainly budgeting a::d
financial controls
- Acquisition of program materials and case studies fromexternal - sourcesCommencement of preparation of internal training materials
 - Training of trainers 
program for the Institute',s training
staff
 
- Announcement 
of programs and activities
 

INTRODUCTION
 

The banking system in Egypt is
world if not in Asia. 
Hodernization one of the oldest in the Arab
was founded and began to 

began in 1931 when the National Bank
vith foreign banks. 

assume universal banking function.,
This development continued until 
side by sidewhen nationalization 


of all banks took place 
the early 1960's

This was 
followed by 
a
 
number of mergers and by 1976 the entire banking system consisted of the
Alexandria and Banque du Caire. 


Central Bank of Egypt, the National Bank oEgpBank M~isr,
The Prinofip Bank the Bank of
r 

PrinBank 

, t afor Developmet and 



Agricultural 
Credit (PBDAC), with its 
seventeen member banks in the Gover­arates existed during this Period outside the control of the Central
Back. 

tecnrlo
systmk. h etaSlte the opening of the economy (Infitah) In 


system has expanded dramatically, 

nt only in 

1976, the bankingbut in numbers of institutions aggregate banking activity
development banks and complexity of their operationsoffshoot were established,of the Bank the Development Twoof Alexandria) Industrial Bank (anand thevith mixed Egyptian and Iranian private and Public 
Hsr-a 
DevelopmDet& host of Bank,new Joint-enterprise ownership,been established. The 

Since 1979,banks and branches of foreign banks have

totalfrom nuber5 government-owned of banks operatingbanks in 1974 in Egypt has grovnto about 95 in earlyis in Annex 1983. A listI.
 

R cognizingsituation the challengea
& -NDPstudy was of facingcomnissioned
Meeting the 
this rapidly changingtraining needs of 

in 1977 to recomendguished study team was 
the evolving banking 

steps for 
Mason SYstea.of Harvard A distin.University 

assembled comprised of professors Duesen-ury and

and Dr.the Economic Development K.S. Krishnaswa.y

Governor Institute former Director(ED)of the Reserve Bank of India. 
of the World of 

wholesale reform Dank and Deputy 
institutions of bankers' training 

Their report recoorendedthrough aand externalcomplexity of Zhe proposal, 
financial a rather complex setassistance. of newPossibly because of the
as well as to the rapidly changing environment
 

In the banking system and because of the emigration of many skilled
 
executives and technicians
signaificant to 
the neighbouring
follow-up action was 
taken. oil producing countries, 
no
 of the Central Bank continued The fankers' Training Institute
.ddle...level to give one 
tBo-month 
course 
per year for
 

staff from all the banks, and the corresponding

Training Center for lover-level 
 Bankers'
courses and language ,raining 

officials offered a variety of specialized
 
training 

programs for Central Bank employees.
 
Meanwhile, each of the four m&Jor commercial banks set up an Independent


program. 

conducted ad hoc 

The newer banks, like the Developmentexecutives- in-house training Industrial Bank,
bd. programsto ED coursesin and sent manyEgy t (conducted In 
of theirthe Institute Of National Planning) and to 


cooperation withSadat Academy (Behavioral specialized

Development Management seminars) 

courses at the
and thebanks, Management
Program of the American University
like Bank at Cairo.


But many were 
Misr, were reasonably satisfled Some Individual 

not, and approached the EDI, 
with their "a programs.whichsyStematic was unable totraining providessistance•
 

vrote to 
In 1981, the then Governor of the Central Bank of Egypt (CaE) 

the EDI asking forcoordinated and 
ssistacce in consideringcoherent ways toresponse, the ED 

program for the Plan a morewhole 
Managers of 

invited two Central Bank staff 
banking community. in 

Financing Institutions 
to attend a seminar for
 

Training organized for the Association Of Developmen
in December 1981. 
in Asia and the Pacific (ADFIAP) held InSoon thereafter, the WashingtonGovernor became 
Deputy Pria 
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interest with 
equal ifs t 

However, the now Governor, Mr. Mohamamed Am.in 


Minister of Egypt, and staff who attended the Seminar were transferred.
 .
vsitued the Shalabyp took up
I, a Depott
TUa"iS' Mu. "-h thisr
@ebb ste enthusiasmub-Cive 
e


Paua ...
and his assatant Pety,
:Ne 8 . All e-aat the ED I i n June 1 9 82. ahma& spent two weeks. . . a ta, &ad
 
A two-day trainIng Deeds assessment seminar 


Cairo in September 1982 with the training directors of the Central Bank
 

and the wys organIzed infour largest EgYptian banks.
as many as 
that 
10,000 It was 

on average 
reported by the participantsin 

staff members spend approxi.atdlyoff-the.job training. two weeks a year
The numbers of staff and trainees 
are
 

reflected in a table prepared by the Central Bank in conjunction
these banks, sumarized withas In Annex IIa andThis preparation Ib.
 
report is based on


Institute (EDI) 
the findings of a three-man 

mission to Cairo in January 1983 financed byUpper, EDI 
of the World Bank. The the Economic DevelopmentSenior Lecturer, and 

team consisted of Mrs
Director of the Institut two consultants; Jack L.

de Financement Dr. 
Moncef Cholkh-rouho
and Tunisia, headquartered de DevelopPement


Director of the in Tunis, and Mr. 
(IFID) of Algeria
Development 
Banking Center in 

S. P. S. Deol, former
the views expressed in this draft report is 
India. Responsibility 


for
necessarily that of the authors and not
of their respective institutes,
 

MISSION AND OBJECTIVES
 

training, in an 
The mission of theexperiential Inmtitute will belearning environment,
to provide modern bankingto the professional
 

staff of Egyptian banks for updating their knowledge and skills to enable
thenational 

them to cope with the demands of the financial system in the context of
 

development 
effort. 
 Towards the fulfill-ent
the Institute will seek active Involvement o thimisson
its operations 
so of
that programs the banking onhisreal training needs of banks. 
and activities iisionare


Training, designe communit inprincipal preoccupation as against research, shall be 
all 

of the staff members. therecycling of economic research conducted both within and outside the
 

8*e..r, application 
or
banking sector w111 be an Important complementar 
activity along vith
consulting by experienced members,learning objective. which may also be used to reinforce the 

The Institutes operating philosophy 

components: ould have four Important
 
1. 
 An assessment of real
operationally 


relevant 
training needs Is essential toprograms. developThis should be
2. an ongoing effort.
 

ment and recurring costs 

The Egyptian banks will meet a sizable portion of Initial establish.
1ll, of the Institute.however, be dependent A response of this kindon the quality of the Instltute, 

/ 
,J 
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Outputs-
 The greater the Insttute'.
use0fulness of lt 
 credibility
tra insprouraesand ativlitesi

wil1 be t 	 termsa, 
 t /obtain thisSupport.
The Institute 	 he
 

viII endeavor 

to explore
3 

(0ew tasks and Job demands) sad the design of short and 

.programs will reflect
wiol be extra-ela- this conc aev areaf
e de i nfor

they are r-e--_l 

f , concern. 	 t ban.edlu.btarmk training
Further 


to 
frotm real organizational teaching materials
the Eyptian 	 experiences
banking 
 go that
4. 	 environment,
Funding and training technolog
bring 	the Institute giylalone 


to life. 	 not be sufficient
It neld 	 to
neurial" team of trainers having needs to assemble anti­
of 	

t be anfcent 
 to
the basic mission and who are willing to take
new directions 
 risk, 	ieo., 
find
of Lhe mission 
as and when necessry,A broad set of possible objectives o
of thQ Institute are based onindicated below the above statementforconsiderat
the sponsor, of the Institute.	 by
 

OBJECTIVES
 
1. 
To foster active and effective Participation 


of the banking system in
the national development

2. 	 process;
To promote 
a strong


responsibility sense of efficiency 
and management
among 	banking executives
knowledge and awareness 
 and to increase their
 
financial environment; 

of the changing national and international
 
3. To conduct efficient 
training 


staff relevant 
programs for banking executives 
and
 

4. 	
to Egypt and other Arab countries;
To undertake 
training 
programs
existing executives 	 to help realize the
and
professionals to Increase full Potential of
the number of skilled, efficient
 

for meeting the need of the Egyptian Banking sector
5, 


both at home and abroad, where many have migrated;
To prepare and execute up-to-date 
and practically 

oriented training
 

materials for Use both In the Zostitute and in associated training

programs; 


6. To incorporate 

and disseminate tann
research and recorded practical 

more Videly the results of economic
experiences

7, io the banking system;
To provide need based cosulting
practical and strategic problems, 

to banking Industry for dealing with
manner, and to use these experiences, 
both in reactive and proactive


8. 	 to enrich the learning 
process.
To adopt active Participative 

execution of 

training and learning methods In the
these training 
programs;
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9. To eel as a coordinating 
canter for 4eautiv
central, co=ercial. 
agricultural 	 and stall tra&Lal* Laand developmental
10. 	 To support, particularly in 
banks,
 

trainers throughout 
initial Years, efforts for training
the banking 
 yetr, with exteraj assttanng 
a 

needed from wittljg donors of funds and technical 4uiatanc.;11. 	 To encourage in all ito 
activities local initiative and exchange
of common practical experiences.

12. 	 To enhance the effectiveness 


project financing and fostering the growth of capital market while
 

of the private sector through efficient
 
achieving the above objectives.
 

II. 
ORGANIZATION
 

the 
The Institute would be organized
aegis of the 
Central 	 asBank 	 an autonomousm entioned of Egypt 	 agency underobjectives. 	 for the achievementleading role in 

The Egyptian 	 ofAssociation 	 the above­
of Banks would have a 

promoting training activities in general, in 
coordinate the training activities of the 	 helpingInstituteunder the Jurisdiction 	 with thoseof individual 	 remaining

member banks.. 

A. 	 Board
 

following composition 


The Board of Directors should remain relatively small.waf provisionally
Goveruor of the Central Bank and with other members of the
 

discussed with the 
The
 

banking comunity:
 

- Chairman, to 
be nominated by
Central 	 the Governor of 
the

Two Bank,	 (1)
representatives 

- Two representatives 
of public sector banks, 

-	 of private sector (2)Two representatives 	 banks,
of specialized 	 (2)
Development 	 banks, such aIndustrial Bank and the 
the (2)


for Development Principal Bank
- and Agricultural 
Credit
 
Two persons with academic standing and training
experienceito
Institute. be nominated by(tbe Chairman of 

(2) 
the 

- Two alternative roles for the Chairman
consideration:
 are proposed for
1. 
 Chief Executive officer, full-time, assisted by an
 
Executive Director, who would attend Board meetings &t the
discretion of the Chairman, 
or
 

• 2. Chairman, part-time, with an Executive Director 

Chief Executive Officer and Permanent member of the Board.
 

as
 



-9­
. Advisory Plannng Committee
 

The composition 
of this committee, vhich would advise the
 

Chlirman and/or Executive Director 
on
deteru.ned and appointed by the Chief Executive Officer.
 

training matters, would be
 

C. Ort Structure C fezatioi 


The organizational

Chief Executive Officer and approved by the Board. 


structure would be established
discussion of this by the
 
The
subject here is designed to be suggestive
rather than prescriptive,
 

The essential functions perceived by the study team were:
1. 
 Training direction and leadership, mobilizing and

guiding the resources identified In greater detail in the
next section.
 

2. 
 General administration, anaosaslngl
 

(i) Personnel
 
(11) 
 Participant 
selection and records
(il) 
 Participant 
admoinstration
 
(iv) Printing and duplicating

(v)


(vi) Office management
Computational 

services 
(in-house 
or contracted
 

separately)
 
3. 
 Teaching material supply and library servicrs.
4. External (institutional) 


relations 
- essentiallyother training activities both in banks and outside, 
vith
 

including universities.
 

A draft organization 


In Annex III. 

chart Is submitted for consideration
 

D. TraininR source. 

1. 
 Trainers 
- Internal
 

The suggested human and other training
Computational 

and audio-visual resources 
(e.g.
of specializatlons equipment) would serve a range)
described In greater detail below. 
 Broadly,
management 
and economics 


these Include: Banking issues, finance and accounting,
as
agricultural 
 related to comercial, 
developmen
 
t
 

and central banking Policies and operations.
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The policyteaching staff of maintaining 

- a relativelr ibf... small Core Of
of course activiti..--

the actual conduct of a rangefull- or lu=s cadre Of P*cal €o-n
part-time, has been successful in a great many 

r-"itract.
 

coreinsituion. trainhng
ttoIsmportant 
to emphasixo, however, that 

staff be trainers themselve..
administrator@. and not purely the
h
 

training 
Their numbers must be sufficient 
programs to manage theand conductindividual sessions themselves,a proportionate shareresources ofsay 402. 
 Other training
should be drawn from management, operational and
 

research staff of the banks and from outside expertise.

Research activity
On the ot 
 can conflict with training priorities.
er hand, the preparation of good training materials


rcquires careful research and
staff. 
 interaction with operational

Time should be budgeted generously for this type of
 

research activity, especially In the beginning.
 

2. 
 Trainers 
- External
 
External 
resources 
are especially important in 


financial technology and management methods, as 
areas of
communication new


and inforuation. in the fields of
Language instruction and

programs in effective reading and report writing can frequently
be efficiently and economically 
contracted out.
 

3. Support System
 
The efficiency of the support systemsupport facilities and personnel must be planned and managed
 

is critical.with a view to Both

the paramount


not 
 success of the training mission and
 
for their oun sake alone. 
 The library, computational
equipment and copying facilities should be directly related to
 

training requirements and not diverted for other uses. 

facilities and services for the timely production and 

Good
distribution 
of training materials 
are vital.
 
4. 
 TraininFramework
 

The broad areas 
and special disciplines -recomeaded
are outlined below:
 

AreaSeciali 

ion
 

Banking 

1. Commercial Law and Fiscal Aspects
 
2. Banking Law
 
3. Banking Policy

4. Banking Operations
 
5. Banking Systems

6. Central Banking Issues
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Finance and 
 I- Financial Policy
Accounting 

2. 
Financial Management

3. Accounting 
4. Auditing
5. Financial Analysis ot Projects

6. International 
Finance
7. Capital Markets
 
8. 
Sources of Financing
9. 
Financial Data Processing
 

Managemeut 

1. Organization 
Principles

2. 
Management Styles and Communication
3. Organization Behavior
4. Manageme


n t - Staff Relations

S. Wegotlatio
 

n
6. Information 
management

geo au
ae14 
 thdoebrial
 

2. Agricultural
 
3. ?ooetary

4. 
Economic Analysis of Projects
 
5. 
Social, Regional and Environmental
 

Analysis
 

Language 

1. Report Writing
 
2. Effective Reading

3. 
Foreign Language Review
III. Linkage. 

A. National
 

The Institute 

of Viii establish appropriate
the financial sector and the 
 links with
Association provides 

banking comunity. 
 wTh
the potential for the pri 
sae en
Institute vith the banking system as 


li 
 nkert
 a whole. 
 linkage of th
 
come from donor agencies r ,
or
e.g., other sources Outside the bn king system.
National 
Investment Dank,
institutes like the Institute of National Planning, 


the Capital Markets Authority, the Investment Authority, the
etc., where liaison is Important 
 Other
Central T".ai1in 
 Institute and the Sadat Academy may 
thi* rovernentsand prograL, that should be linked or
universities coordinated. 
have resources
 

have established special programs 
Similarly, 
some
studies and management training. 

for feasibility

professional Accounting, legal and other
societies 
may have Important 
resources 
to offer. 
 All
 
activities.
 
theme should be fully recognized and linked with the Institute's
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51 
 Regonal and International
Af ica
ba 
 ste Neal e laes
Are aGd L
banto Auabaebsp. 
1 klam *euasave.relation 

erso training activities a,
of exist
ti 
 itiiv or are 
being Planned. 
 The
Region could be strengthened 
in Egypt with other Instittion
Joint cooperative prgam.Th


position to 
ert program. toev in 


Posiontop by a Conscious efo e
 
fort to develop the
The Institute could be in a good
 

undertake leadership in this direction. 

institutlons might be encouraged to Join in 

slas~c lending
 
building this
relationship.
 

Ioternational 

developed 
as well 
as developing countries could be
In Some cases in
strength. 

links with bankers, training institutes 

a Source of
institutes jn developing countries have
 

drawn up direct agreements,
British Iostitutes 
of 3anking; while in other cases 


like that between the Nigerian and
associations 

multilateral
Financing Institutions 


have grown up, like the Association 
of Development
the A-frican Association 

in Asia and the Pacific (ADFIAp) in Manila and
in Abidjan. of Development 
Finance Institutions


Middle East Is 

Till now the only remotely comparable (AADpI)
institution
the Arab Federation of Banks in Abu Dhabi.
 

in the
 

IV. PROGRWS
 

A. Types
of Pro rams and Scheduling

A brief description


this section. of a Possible
Planning of this type of program 

set of programs is provided in
at opening 
up a range of options In term 

should aim initially
(short, medium, long), subject 
of duration of seminars
participants, 
 coverage,


mixed) and 
target groups of


training methods, orientation
levels of output. (theoretica
Itoie 
 tto p
daticlm
 
which will fully satisfy diverse expectations.lovever,
a middle course, which is 
 there may beof bank professional 


staff. 
best suited to meet the felt training neds
The program should also be
will Initially require 

consistent
 
with levels of expertise of a new training institution

capabilities which itself
a good deal of effort to develop the
would ruu 

of its own staff. training
A more ambitious beginning
approach 
the risk of Inappropriate program
delivery. While a more simple
 

may result in the failure to achieve the

objectives. 


Institut-le
The staff proposed should be able to handle an expanded
 
program ­over time with relative.ly little addition end with
 
considerable 


savings In costs per participant.

Before we go into issuesfirst the activitles of programming strategy, let 
us review
of the existing training Institutions
the Central Bank, namely: managed by
 

- The Training Center
- The Institute of Banking Studies
 

http:relative.ly
http:prgam.Th


- IU -
The 
Om8er 


*acht 	 tler, three mast
languages training 
 eeurs, 
 ofin English, and a banking 
od 	 s1 eatheFrench), dueagi.e


of participants course 	 a banking
in Arabic. The laret 
oUrse
is in language Course (280)
banking course 	 cumber
i Arabic (60) and the foiloed by the
(50). 	 b hi lrstnue
The contents 	 hebanking r 

type, of the 	 course 113vit0 	emphasis banking course@ En 1llb
 
exchange, on accounting are
guarantees, 	 practice. of introd


bills 	 randthat credit analysis (from 
doctwne In banks, foreign


7 credit.
loan management, an overall 	 -t or
besides 	 rjct
not 
covered in 
a host Of 	 It eard
Important 	 aof 
a sYstematic
classes 	 olicy Isues
or satisfactory 	 are way. 


are held only in the evening. 	 Moreover, 
the

teaching (mainly lectures)
period. is provided 

A total of 134 hours of
The Center also conducts 
over a six-month
Vhich appear to be 
 some
more 	 Specialized 


courses,
suitable for semI-professioa 

(junior
level) employees.
 

The Banking Institute
months' duration. conducts
Sessions a single
trainees enroll foc 
are 	 course of twoeach 

held In the morning.course. 	 About 6U
The subject 

diverse (money and banking, Egyptian coverage in

and lacks 

economy, English language)
the the coherence ofinstructional
Horeover there appears to well-designedbe Considerable Scope formethodology.	 Improvingbanking 
course.
 
Our understanding 


is that
will be incorporated 	 the functions

into the 
new Executive 

of the Banking Institute
The program 	 Developmentfollowing proposed 	 Institutestrategic for consideratiocomponents aimed here hag theat senior 
I. 	 level training:
Four levels of progras
professionals 
 to meet 
the training needs of
 

at various Stages In the organizational
hierarchy.
 

2. 	 The programs 
should be neither
9-12 	weeks (including too short
suggested 	 institutional 
 nor too long;
attachment)
except for the top management is
and specialized 
 seminar (3 days)
single theme programs (
3. 	 week each).
 

levels are envisaged 

The programs for senior, middle and young professional
in three phases: the
last phase will Comprise classroom firt-and thetwo, 
 training,
in each case would be 	 while phase
attachment 
 reserve
(locally

assignment or abroad) for either In-house
 

to be 	 or a specific task
completed
Official duties. 
 Vhile attending

practical 	 This to normal

orientation has been suggested 

will 	get an 

to training, to provide a
opportunity 	 whereby Participants
practices 	 to observe diverse bankingoutside their own 	institutions
theories and techniques 	 and/or apply
on specified 
task 	assig ment,
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Overseas attachments suggested for the two senior programs
Iould,
funds in 
however, depend largely upon the availability ofarraangements 


the 	lostitute for travel and subhistence and upon
with foreign sources ofin
forer is going to be 
more problematic 

4. 	

than the latter.

Care has been taken to
methodologies suggest instructionsl
 

ensure 

suited to various levels of programs to
 

active Participation 
and 	practical work (case
studies in Particular).
 

5. 
 Content coverage in 
the 	suggested
illustrative than prescriptie. programs is more
Institute will make It Is hoped that the
an assessment of training needson-goiog basis and will make changes from time to time In
 
on an
order to retain a strong link with the operational milieu
of the banking system.
6 
 The Participation in 

to around 25 
each program should be restrictedParticipant 


to 	Istictia
S 	 interaction.
is also sugese t 
 tute 	be actively
involved In the system support activities such as 
materials preparation, 
 nev
training the tralners for in-house
induction course* and Occasional Publications. 
8. 
 Program scheduling (Annexaround 	 IV) allows moreJanuary, 	 free timeJune 	and Dcembertrainers 	 each yearto devote 	 to enablestudies, time for vritingself-initiated 	 courselearning notes/case

and 	 and training for trainersto minimize Interference withactivities. 	 semester-endThese 	 bankingtimesprogram-wide 	 may be adjusted ­basis 	 on--	 aif operational considerations
 
Level 1 warrant.
 

Program Title 
 : 
Top 	Management Seminar
 
Duration 
 : 
3 days (once a year)
 
Objectives 
 : 	 .
 

2. 	
To examine current banking issues and problems;
To know about new banking methoajs and techniques
(state of the art);
 

3. 	To gain understanding 

of the Institute,
activities and levels of staff expertise,
Contents 
 z 
Seminar theme and sub-theai 
 shall be selected 
every
year 	having regard to their importance and practical
usefulness-
 Some examples might be: 



Methodology 


Participant# 


Levl 

11
 

Ptesram 
Tlls 


Duration 


Objectves 


Objectie. 
 : 


Contents 


- Capital Market
 
Staff Productivit

MaagIement 7 and Motivatio
lnformation 
Systems
 

- Bank Cooperation
 
I Short presentation 


by eminent bankers and staff
Eeuhers followed by in-depth discussions.
 
Bank Chief Executives 
or 
their deputies.
 

o o1. 
 Opdating of knovledga and skills;
2. Experience
3. sharing;
An OPportunity 


their credibility; 

for the staff members to establish
4. 
Publication 
of seminar Papers and proceeding,
the Institute for use as by
training documents.a
 

OfueeuiWcise 
 lopee 
 Proean 
ar Sener lank
 

9 weeks in 3 phases
 

Phase 1:

Phase 2: 

3 weeks of classroom sessions
Task assignment
while attending 
to the
normal Official duties (4 week.)
OR
Instituttinal 
attachment with acoercial
or a specialized bank abroad (4weeks)
Phase 3: 
 2 weeks of classroom sessions
(Two program 
every year.)
I 
To enhance tho overall managerial effectiveness of
senior managers;
2. To learn more advanced techniques of credit
analsi, and loan supervision­3h.To 
 erience application of theories and
techniques in real banking situations.
 

Phase I
o 
 The role of Egyptia

n 
banks in national development

Major
(an overiev)

bank policy issues, such as- Sectoral financing
 
- Resource mobilization
 
- Financial/credit 

policies
-
 CO-Financing
 
- Bank marketing
 
-
 Client relations
 
-
 Office technologies
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- Islamic banking" 
 Foreign exchange policies
" 
 Leasing operations
" 
 Tax law@ and investment planning
- Managing inflat ion- Project Identification 


and preparation
(feasibilit
 
-

y studies)
Project analysis
- Financial and economic 
- Market 
- Management 
- TechnicalShort-term 
Financing (Working Capital)


Phase__.2 
" Task assignment ORasetUl" 
 0oe
1 aschshe*,
 

Phase 3
 =- Phase 2 debriefing
Managerial 

issues In bankingLoan supervision 

- Scheduling techniques" Information system

" Implementation 


problems
" Operational 
problems
" Rehabilitation 

of sick units
 - Program Evaluation 

- Follow-up of TrainingHethodology 
 : Short lectures, discussions, Simulations 
deciuion
 
oriented 


Participants case Studies
 
: 
25 senior bank Officers With about 10-15 Years of
operational experience.


Outcome 

50 trained executives 
every year
 

Level 
III
 
Program Title 
 : 
Mlddle Hanagemen
 

t Program for Bank officers
 
Duration 
 : 
12 weeks in 3 phases
Phase 1: 
 O weeks of classroom sessionsPhase 2: On-the-.job task assIgnt~( wesOR (4 weeks)
Institutional 
attachment with a comercial
or a specillized bank abroad (4 weeksi
Phase 3: 
 4 weeks of classroom sessions.
(Two Programa 
 every Year.)
 

If)
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Objectives 
 I. To enhance the overall managerial effectivenes of
 
2. 
iddle level managers;
To learn tevhniques of credit analysis and loan
supervision;
3. To 	 apply theories 

situations; and techniques in real banking4. To examine the role of 	Egyptia

n banks toeconomic development. national
 

Contents 
 : 	 Phase 1
 
" National 
Economic Policy Framework
 -
 Sactoral priorities
 

- Project Promotion
 
- Incentives 
laking 
myotem
 
" TYpology
 
" Functions
 

The role of the Central Bank
- The promotional role of banks- Pro-appraisal 
aspects


-
 Project identification
 
-
 Project preparation
- Feasibility and project reportsProject Appraisal 
aspects


- Financial and economic 
- Market 
- Technical
 
- ManagementShort-term Financing (Working Capital)
 

Phase 2
 
- Ta-k assIgruseut OR
" Institutional 

attachment
 

Phase 3
 
-Phase 
 2 debriefing


Managerial issues in banks" Sectoral financing 
- Banking Policy issues 

and practices (a 	 suuung
-	 up)Program evaluation
 
" 'ollov-up of training

Methodolog 
 : 	 Lectures, discussions, case studies, exercises
simulations
 

Participants 

* 25 	middle level officers with 7-10 years of 	experienceOutcomes 
 : 	 50 trained iddle level officers every year 



Program Title 
 : Young Professionas
 
1 Development 
Program


Duration 

12 weeks In three phase,
i- 4 weeks of classroo 
-a session,-
Tk 
 assig ant (4 veeks) O
InstitutioOal 


attachment

Phase with a coercial
4 reeks Of claser bank vithin Egypt (4 weeks)

(Two program every year.) 
o sessions
Objective• 


: 1. 
To expose comparatively 

less experienced
members 
to staff
the Egyptca
Par~lcular2
Particularly .... o banking
banin
.8system, staff
Its promotional 


role in the
of economic development pr 
roc
2. 
 ss
 

Cotent 
To learn basic banking techniques

To and practicesapply techques in 
real banking situations
 

ContentsPhase 1
 
" ankil:; tevo
- s :tory indEgyptand eoluton of banking 

- Jmnut .e
ode 

-

" The role of the Central Bank
The promotional 

- role of banksSources of bank funds
- Credit Policies and practices

" Documentary 
credit


W
Working capital financing

" Documentation
 

Bank book-keeping 
- and records- Bank accounting
Analysis of balance sheets and financial ratios
-


-
Foreign exchange operationsPreparation 
of credit analysis reports
 

Phase 2
 
- Task ssgnmeot OR 
- Institutional 

attachment
 
Phase 3


Phase 2 debriefing
 
Interpersonal 


skills
Interviewing 
clients and factory visitsLoan management 

practices
Program evaluation
 

Follo-up 
of training
?ethodoloy 

: 
Lectures, exercises, 
calculatioo-ori 


Participants 
 etsd case studies
1 
25 officers with 5-7 years of operational 
experience
Outcome 

50 trained 
young professionals 


every year
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Other Programs and 
 aogitgs
Of the Institute
 
a. The Institute 
 ill aleso 
organize, besides sedium-tera banking
 

programs for various categories of bank officers mentioned above, at
 
beastn5 9hrt-tt progra 

to meet the 
(0oe veek each) on 
topics Of current
more urgent training 
needs.
 

Some of these topics might be: - Bank Examination
 
- Techniques of Financial Analysis
Capital Market
 
- Regional Developmeat
 
- Sectoral 
Issues- Management of Joint-venture Projects

Banking Technology 
- Islamic Backing
 

Management Information 

b. 

-
System

Need-based consulting could become anInstitute and & measure of important activity forindustry to deal
en~stnes thev it 
practical assistance
...


reinfrc"es""bth'._s 
P Ciu and stratel- .... 

to the bankin oNa m iand& A roblems,reinforce baeeann.ethe learning usefl AN bwld These1 wAIeza 4Prbes0*0h90 k.. Wprocess and bring th: institute closer to the
real Issues.
 
cr 
 Mediun.duration language courses (part-time in English andFrench. 

d. Training of Trainers
institutions program for the staff of banks and

engaged in in-house induction training.
program, of two weeks duration, At least one
may be organized 
every year.


e. Preparation of ne 
 pedagogical material.:
-
 Case Studies, exercises, etc.
 
- Course 
Notes;Review and updating of existing materials;Application and dissemastion 
of pedagogical materials.
 

f. 
 Participation 
of trainers In training sessions (as guest
 
speakers) conducted by the training units of banks (induction 
or
 

so 

other courses).
 
Periodical publicatiotls 
arising out
Institute's training activities. 

of or connected with the 

B. Content and
Methods
 

The content of the programssubject matter. Vould vary, of course, withWe have found it useful in the our Institutions 
to
 
emphasize good practices compatible with a sound theoretical base by
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incorporating workshops in programs, wherein participants in groups

complete specific tasks. 
 These tasks may include the drawing up of
 
broad plans of action, the drafting of "feasbility Studies
particular projects 
 on
or
accomplishing the formulation of an alternative
a given objective. 	 aeonsaOf
active participation, 	 Throughout the emphasis i
usually in teams 	 upon
Temporary attachment from one 

or groups of 3-5 persons.institution tu another to 
a way of
 
spreading, sharing and exchanging experience.
incorporate the 
 Thug the training can
content of the program into the vorking life of the
 
bank official. 
The dynamlse of
of content 	 this process depends upon the choice
as 

used. 
 Content and method are thus 
intimately Interrelated in the
 

well as upon the behavioral and 	pedagogical methods
 
successful 
programs we know.
 

C. 	Announcement, Selection andA 
 tssions Procedure,
 
The 	development and adoption of 
a systemati
essential to sueesshful Partcipant administrati..c approach is
elcion shotild bi 	 Announce.,
made we&I i
Selection of participants lve ol eh	 5 1 of
 at 	 ir 00G"Pgesse,
need not a common and compatible level of interest
necessarily be governed by their hierarchical position.


Clear and timely notification of candidate admission, with well

specified administrative 
procedures to 
be followed during the conduct

of the program, helps promote a responsible relationship between

participants and the Institute. 
 Records, both statistical and

personal, of participants need to be
communications 	 kept. 
 In this way follow-up
can be maintained and the performace of the Institute

and its participants 
can 
be quantitatively measured and monitored.
 

IV Administration
 

A. 
General Acministration
 

We have 
suggested that the Director for Administration
Personnel (see organization cbart: 	Annex III) report directly to the
 
and
Chief Executive Officer, whether Executive Director or Chairman.
administrative 


The
function in a training institution is
against directing and control) function; a support (as
we recomend that this

concept be explicit in the policies and practices of the
The 
three sub-divisions reporting to 
 Institute.

and Personnel would be: 


the Director of Administration
Administration 
(accounts, salaries,
purchases, maintenance, audit, transport, ate.),
(recruitment and selection, personnel records, placements, etc.) 


Personnel
 
Board Secretariat. 
 Each of these sub-divisioas and
 

may be under the
charge of an officer.
 

An Internal Coordination Committee has been proposed under the

co-chairmanship 
of the 
two Directors. 
 Te C 
 ompittee,
have suitable representation from the 	

which should
two wings, Vill not only be

responsible for all coordination problems, but also be the forum for

important cross-jurisdictional 


matters lik, budget Planning and

reviews, high value purchase Items, staffing, and program fee
structure, 
among others.
 



the recommendation 

A deviation from the usual Pattern in seimlar Institutione 
is
that Lhe I-int shop should be placed under the
 

control of the Training Materials Unit vhich itself vould be under
 
the overall charge of 

arrangement 
is likely 

the Director of Training and Research.
to provide 	 Th
direct 	 to trainers an
access 
to 	 easier and m
Administrative the Printing/duplicati

Department's 	 facilities.
Out-of-stock 
 role would be 	 The
items (paper, etc.) restricted


and duplicating 	 and repairs to providing

for this unit.
priorities would be determined by the teaching staff,


as principal 

Printing
 

users 
of the output.
 
Bo Participant 
Administration
 

It has been mentioned above
essential 
 that 

PaeomGI~tei 

to aspects like announcementa systematic approach ts
of

4iseern 
to the 

and admission Procedures. progras, $election of
--	 These are
ahing 	staff, a-d their o of
all matter
interest is of great importance. 	 atinutng Involvement
the Participant Affairs Unit may be placed under the overall control
 

or thi reason, we and
 
suggest that
of the 
Director for Training and Research and a sub-comittee
trainers.
 of
 

C. 
 Facilities and E uipment
 
The institute should have reasonably modern physical facilities
 

(which need not necessarily

and trainers, be too expensive) like offices for staff


a staff lounge, two 
large 	seminar rooms

capacity of about 30 participants 	 (with a
discussion 
rooms, 
 each) about 4/5 small group
 

a Board room, cafeteria facilities, 
'mong 	others.
vord-processors, 


The equipment items to be procured will include typewriters,
business machines, copiers (one/two large and
water coolers, 


two/three small units), furniture and fixtures, air-coaditioners,
vehicles (a mini-bus,
aids (boards, flip-charts, a pick-up 
van, cars),
am projectors, 	 teaching

tape recorders, 


screens, slide and overhead projectors
etc.) 	 16
video 	system, public address system
 
and equipment for the cafeteria. 
 The question whether the
left open; 
the decision in this 


Institute should go in for a large internal computer facilities is
regard may be made after the
 
Inctitute is set-up and a cost-benefit
However, micro-computers 


are 
analysis has been undertaken
that provision should be made to purchase


of not or rot a coordinated 


becoming such standard training equipmen
 

group
less than 10-12 Initially.
 

V. Training Strategy
 

A. 	Training of Trainers
 

If trainers 
are to act
fostering 	 as effective change agents In
 
a dynamic learning 
process, they need to be motivated
through access to:
 

/i 
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" 
 new subject information, 
authentic, up-to-date and

cOmmunicative
 

• 
 open-book experience from the banks
 
" 
 now 
training techniques and methods

" 
 good behavboral understandin
 

g of the learnlng 
process
O'ccaslonl semlnars help to establish conuctive attitudes
 
among trainers. 
 Regular,
:valuations 
are helpful even to the mos aenior lectur 


Periodic coaching &ad critical participant
all, the working atmosphere of the Institute
2a1mia11 
 eendition- -enduwejy 	
e But, above
 

age 	 o is vital
%e4aehi--
h-fflo bask oper 
enthatlatle 
a 	

to create and
learniaeTho 

e
ntsand efgg bleod of
g lvoourert Itoo
 

Outside should be balanced with this objective in mind. 
 Rotation of
 
lecturers is also desirable to bring fresh experiences fre bank
 
operations and to carry fresh learning attitude, back into operations.
B. 	DevelopmentandAdaptationof 
 TrainingHateraIs


Crucial to the advancement of a lively training environment is
 

the development of clear, practicable, teachable training mater~als.
 
These are best adapted When Possible from actual experience
financing institutions themselves, with their help and cooperation.
 
Former participants back 	

r. the
 
on
new information. 
 the job are frequently the best source of


Workshop reports adapted into case Studies,
exercises and working papers 
are also valuable SOurce, of tranng
material.
 

It Is also proposed that the Institute should establish 
a
 
mechanism to evaluate training materials with the assistance of
 
external experts, at least Initially, In order to attain a 

standard from the pedagogi Ca 
 Point Of viq 	 high
Incentive to the staff to produce 	good training material.
 

and to offer SOme
h onetary

C. 
Evhluation
a 
nd Renewal of
Strat 
-An early task of the Advisory Planning Committee should be 
establish effective evaluation procedure.
made for periodic outp
performance. 	 toi oute 	 Arrangementsoc d re.irde_ shouldeoa evaluation of 	 d bebetvncs 
 This should 	 the Institut-', overallbasis, 	 take Place every 2-3with major strategy studies 	 years-nreviews 	 a -scheduledshould 	 at five year Intervals.,Thema. 
Including on-the 

Include In-house training at Individual .n,organiZed job training 	 majorprogram.s 	 as a follo ­ p ofSystematic Interviews the more formallywith ex-partipantsbe Incorporated 	 shouldin this review.
 
For on-golng
participants and evauaio
ta programs there should be weekly evaluation
va luation sessions vith 	 byathe Director of Training, 

the Course Director and responsible teaching staff at 
the close of
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e64h *eainar, 
course, conference,

*."'esda or other program.with,whieh this The rigor
on~- jts arri44 ado the quality of the r i evAt wlL
i l 14 a g 0 rigo ana
Institute@,performance. t o g i p e
strong Laps,&
 

Do Recruitment and Contra.
 

operating staff of
Initial recruitment will
to ans 
 o eest9s"4tY be from manageent and
o~e ati 
fro e frm *ngmn
within g s aff ofthe baks, from nxisting training program$ bothconsulting organizations. 


the banks and from outside, and from umiversiteg
Possibility of making tho assignment 
ad
Care should be taken to offer the
within the career structure of 

an attractive stepping stoneporat. the banking 0yste., bothCompensatin
 publicfor 0 must be commensurate with 
andfixed term, say tvo to this prospect.three Years,
part-time staff should be the rule. one-third to 

for bank andtraining staff should be seal-per-manent one-half ofspecializations the
to ensure adequateand focused attention coverage ofto the task at 
hand. 
Contracts
the contract staff should have 
access However
 

must be clearly drawn and should be perforlunce oriented.
that the philosophy of to
the Institute training for trainers
can so
be extended throughout the
organization.
 

E. 
 Trainers' Pefomance Evaluation
 
Evaluation 

the 
of trainers shouldtrainees themselves in 

be linked to the performancetheir work performance. ofshould review the performance of lecturers and training materials
 

The participants
 

emerges. 

session by lession and program by program, 
so
The final evaluation that a consensus
Executive Director of the 

must 
rest, of course, vith the
Institute and the Director of Training,
 
since their performance i0 turn vil 
 be measured by the success of
their staff.
 

VI. Action Plan
 

A. LegalandAdministrativeMesues
 
The initiative


Governor to establish theof the Central Institute will beministrie, taken by the
as necessary. 
Bank with the concurrence
Steps should be taken 

Of Government
Preparation Co..tt soon toto Constitute theestabliseent prepare a charter as
Representation required for Its
ofpositive element; however, 
broad target groups would be a
decision- kig. The 
Institute should have Powers 


a small working group would facilitate
its ov- staff and to make contractual to hire and dismiss
foreign parties, both agreements withPrivate domestic andempowered and governmental.to own Its It should also be
domestically own facilities and to raise its 
funds
Raising funds from international 
agencies will,
however, need consultation 
with relevant minilstries1
 

"mi~trial
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It 
is estimated that capital Outlays for a new training facility
would run 

in dovntown Cairo with an eventual capacity of up to 300 participants
in the order of L.E.l.5 gtllion.
Institute will not 
 ($2 million)
have Its Ov Since the
initial establishment facilities In the beginning, the
cost
L.E. 550,000 (US $650,000); 
in a rented premlies has been estimated atthe details 
are In Annex V. 
We have not
majorresponstbility 


attempted to estimate annual recurring expenditures.
for financing this The
Central Bank and other banks in Egypt. 
venture will be that of the
chance of However, there is
some willing international donors making a Substantial
 

a good

contribution. 
The Central Bank will no doubt explore these
possibilities before finalizing the financing plan.


As 
a locus for training assistance and cooperation, the Insti­
tute would offer a base which exists in only a few countries.

Relating to the size of the banking community in other countries of
 
the Region, this would appcar 

Regional Center. 

to offer the largest poten:Ial for a
 
a. AA nementof ehairman and leard
 

The new 

that he 

Chairman should be designated
can participate in 
as soon as Possible so
members of the Board. 

the selection of the Executive Director ana
 
ex 

The Chairman of the Bankers' Association could

be, officio, one Possible candidate. 
 Clearly, he should be 
a
 
person vith broad support from the banking community.
should be appointed having regard to their interest in and support of
 

The Board

training as 
a key to 
the modernization and effectiveness of the
banking system.
 

D. Apointment of
Executive Director, Key Trainers
 
This process follows upon
important, of course, 

the appointment of a Chairman.
that the It is
Executive Officer or 
Executive Director, whether he be Chief
Deputy, be
public and private, a person trusted by the banks, both
to serve 
their interests 
as a whole and to lead in
 

the direction indicated by the stated objectives of the Institute. 
ve
 
should also be capable of oegotiating effectively with parties outside
the system and outside Egypt.
 

E. Staffinf
 

Based on 
the programs and activities suggested above, we have
 
estimated requirements of full-time staff, trainers and support staff

(Annex VI). 
 The management 
level will comprise the Chief Executive

Officer and two department directors.
estimated at The training staff has been
14 

estimates 

trainers (including 3 for language training). 
 The
are based on the likely programs and the desired
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specializations

f part-tie £u*srt
in various discipline.
speakers
number asof trainers should 

and when considtftd neredsacorresponding Increase to around 20 oe acessar ' 
,to the Increase ino 
T-­

nebr "e
weeks. The other sta' orrdo rha 5professionals int~hSaf o ­"rofnsiors .n ist h,t t ocer. go r ss Of.tw_o C./Prog"amn the non-traier ,o , , ame ls 
category (librarl
 ,
an accountant,
managerial and admInistrative
be required to possess skills such as
book-keeping 

staff) and the support staff, which will
secretarial,
machine operation, typing, clrical,
unskilled Soes support staff Wilbut their number 
tc. 

need not bbe large. 
 I be
 
The PreparationJobdescriPtione Committee should take steps
for all these Poitions to Prepareso 
that the Selection
for recruitment is process
Initiated at 
an early date.
 



EXHIBIT D-PAGE 1
 
DEFINITIONS OF HIGH, MEDIUM, AND 
LOW SKILLS AND ATTITUDES
 

Hih analyzinq skills.
 
is able to assemble several 
 sets of unrelated
and reach 	 data
appropriate conclusion. 
 Understands that data and
information exists 
as vital and trivial and 
 is able to
separate the 
 two. Can prioritize information 
and draw
logical conclusions is 
limited time.
 

Medium 	analyzing skills.
 
Can reach conclusion from unrelated 
 information but
requires some 
time and, in some 
cases, some 
assistance.
Often places incorrect value on 
 information 
 or draws
inappropriate conclusion. 
 Is slow making decisions.
 

Low analyzlnq skills.
 
Tends 
to think in simplistic terms and is
"label" people, things, 	 quick to
and ideas. Thinks 
 in black and
white 
 terms. Will generalize quickly but 
 rarely make 
 a
 

decision.
 

High planning skills.
 
Knows the 
 value of 
 planning demonstrates
understanding of 
a planning process. 
 Can define future
potential and understands outside influences.
 

Medium 	planning skills.
 
Understands 
 the need to set 
 objectives
occasionally unrealistic. Is 	

but is
 
not able to separate the
important activities without assistance.
 

Low planning skills.
 
Has little 
 regard for organizing


understand the 	
work and does not
value 	 of planning. 
 Is inexperienced
planning processes as 	 with


he/she 	has always been told everythinq

to do.
 

Hl Leader hip sk ils. 
Knows where the power lies in the 	organization and
JucdlLal about 	 isusing his/her position and/or power. 
 Is able
to moTvaite 
 a team and can quickly gain respect 
 and
con: lon-o ot team members. 

'+-As 3-me ,inderstanding of leadership but has not had:han.7 pr.1't.Ce skills. 
 Is subject 
 to being questioned
3r,,d/rr-	chaII-,rnged. Does not react 
 appropriately 
 to the
S*ad,,r ,n p :h l>nq . 

http:pr.1't.Ce


EXHIBIT D-PAGE 2
Low !eaaersnip skills.
 
No experience 
 in leadinq people 
 in the work place.
Is immature and 
lacks tne )udqement/3kill to 
gain confidence
 

of orhel ."
 

WORK.
 
kHig. Knows that 
nard work and good performance isrequired for 31jccessful completion of 
objectives. 
 Accepts


special assignments willingly.
 

Low. Is absent from work 
 frequently and likes 
to talk
about sports and holidays during work 
 hours. Arrives

and leavej early with regularity. 

late
 

EFFICIENCY.
 
ih. Is able to sort 
 work in-o proper order and work
on the most important things 
first. Has 
sense of customer
orientation and 
concerned about costs. 
 Is effective.
 

Low. Does 
 ONLY what he/she is told 
 and is only
concerned about his/her own 
interests. 
 Is wasteful.
 

RULES/REGULATIONS.
 
High. Knows 
 the intent of the rules, 
 policies,
procedures, 
 ana 	regulations. 
 Understands 
(or is willinq to
learn) why rules 
 exist and has positive attitude 
 about
 

controls.
 

Low. Knows the "letter of 
 the 	law" but 
is unconcerned
about the intent or purpose. Does not 
 like or want to
follow established procedures. 
 Resists authority.
 

THE 	 FUTURE.

Hih. Is positive about a career with the tank and has
ob-3ervable enthusiasm about 
 the potential good the bank can
 

accomplish.
 

Low. Is 
 more concerned 
about history. Con.31stent.y
relies on past experience. 
 Rarely thinks about the future.
 

ETHICS. 
_L h. Knows 
 that character and integrity is the key
truI . 13 wliIng to 	 tobe 	 truthful regardless of 
 the


cofnsequence s 

IOW. Kiperates just above the level of 
being corrupt and
dishone-it. 
 Is 	 not trustworthy or 
reliable. 
 Is insensitive 
to effec t of behaviors on others. 
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ARICONS' Headquarters 	 3 

Shareholders 	 TIFCN 

" ARAB INVESTMENT BANK 0 	 ARTHUR D. LITTLE INTERNA. 
* 	 SUEZ CANAL AUTHORITY TIONAL 
* 	 ZAHRAA EL MAADI COMPANY Leading management consulting firm 

FOR RECONSTRUCTION AND in the U.S.A. 
INVESTMENT 0 	 TRACTIONEL­

* 	 DEVELOPMENT INDUSTRIAL Leading engineering consulting firm 
BANK in Belgium and Western Europe 

* 	 MINISTRY FOR RECONSTRUC. 
TION, NEW COMMUNITIES AND 
LAND RECLAMATIO,' 

* 	 ARAB CONTRACTORS -OSMAN 
AHMED OSMAN. 

* 	 MISR INSURANCE COMPANY 
* 	 EL SHARK INSURANCE COM. 

PANY 
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Contents Boardf objete SAMPLESofFR 

Directors Committee ARICNS' 
ACHIEVEMENTS 
Techno/
economic 
feasibility studies 



12-13 141516­
t 5115 

Marketing Appraisal Adviso services Sectoral and Trainingstudies and diagnostic inthe fields of regional develop­
studies management and ment studies 

administration 

supervison and-*C 
management 

/L'
 



6 

Board of 	 Mohamed Abd El HmDirectors °o ' 'nn.
General Manager. Finance,Development Industrial Bank 
* Mr Hamed Mahmoud Habib 0 	 Mr Mohamed Ahmed NourChairman Advisor to the Chairman, Arab 
* 	 Investment BankDr Medhat Hassanein * 	 Dr-Mostafa WakedVice Chairman Accountant and Adm. Consultant
" Dr Abd El Fatah Mohamed Kan Dr Nawal Abd El Moneji El

dielTttwProfessor of Economics, Cairo Tanawyr
Profesrt oHead of InvestmentUniversity 	 Sector, ArabInvestment Bank

* 	Accountant Ahmed Tawflk El * Dr William MichaillRrhawy 
Professor ofEconomics, AmericanDeputy General Manager, Zahraa University in CairoEl Maadi Co. for Investment and 

Reconstructions 
* Mr El Sayed Ahmed Enaba 

Financial Manager, Arab Contrac. 
tors -Osman Ahmed Osman. 

* 	 Eng.Hassan Abd El Moneim 
-tead of Sector, M,"inistry for
Reconstruction, New Com. 
munitie & Land Reclamation 

* Eng Mahmoud Hussein Mostafa( eneral Manager, Suez CanalAuthority 

Dr 	Eng SAMIR TAHER, General Manage( 



i 

AL.
 

Advisory 
Committee 

0 	Eng. Ahmed Talaat 
Former Minister of Housing 

0 	 Eng Hussein Osman 
Former Chairman, Arab Contrac. 
tors -Osman Ahmed Osman.. 

* Prof Dr Ibrahim Helmy Abd El
Rahman 
Counsellor to Prime Minister 

* Eng Mashour Ahmed MashourMr 	 HAMED HABIB. Chairman Former Chairman, Suez Canal 
Authoriy 
Mr Mohamed Abdel Fatah 
Ibrahimn 
Former Deputy Prime Minister for 
Financial and Economical Affairs 

0 	 Dr Osman Badran 
Former Minister of Agriculture 
and Land Reclamation 

0 	 Prof Zaki Hashem 
Attorney at Law 

Dt 	 MEDHAT HASSANEIN, Vice Chairman 

7 



8 Salety & Occupational Diseases Program (8 to 18 April 1984) N RC. 

Objectives 
To Identify investment oppor­

tunities and select economically via­
ble projects in the different fields of 
private and public sectors. 

To prepare economic pre.feasi­
bility and feasibility studies as well as 
other studies required by such pro­
jects (" technical, marketing, 
financing ,Add management develop­
ment). 

To prepare all prcliminary and 
final project designs, detailed plans, 
and specifhcations for projects in dif­

rent arcas. eg.Industr'. Agro Indus­
tn.. 'rransport. lourism, Regional 
I)ClClopn e.t. I 'rhan and Rural 
l)e. clopment. 

To undertake all necessary
research leading to the development 
of economic and social indices 
monitoring the growth patterns in 
Egypt and the Arah Countries 

To carry out marketing research 
and offer consultation services in the 
fields of Organizational I)cvelop­

-
Gelim Project, Alexandria 



PlOiect Management for the construction & development of a new city. 

mtent; Management Information Sys. 
tems, Production Planning and Fore. 
casting, Project Management, Financ-
ing and Optimum Resource Alloca-
tion. This besides the development of 
profitability schemes to help top and 
middle managers make the -best-
choices among the various financial 
and accounting alternatives they
face. 

To offer training services inmod­
ern Management and Planning
Techniques in order to upgrade the 
managerial know-how in the 
environement. 

To issue periodical publications
forecasting the trends in economicand social development both nation­
ally and internationally. 

To undertake sector and regional
economic studies to determine pro­
jects contributions to sectorAl and 
overall development of the countn. 

Appraising. projects from the 
technical, economic, financial and 
other aspects of analysis 

Offering advisory services in !he 
fields of Management and Administra. 
tion. 

Preparing all preliminary detailed 
and final engineering designs and 
specifications, and tenders for pro­
jects. 

Project Management planning 
control evaluation and matrix man­
agement. 
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El Noaneya Prolecl 

SAMPLES FROM 
ARICONS' 
ACHIEVEMENTS 

Techno/ 
economic 
feasibility studies 

A touristic village in Aswan with 
total investment 8 million Egyptian 
Pounds.
 

AtouristiS company in South Sinai 
Govemorate for the Research Fund of 
the Ministry of Development and 
State for Housing and Land Reclama. 
tion. 

The construction of new Zahraa El 
Ntaadi town with capital investment 
over 0 million Egyptian Pounds for 
Zahraa El Maadi Co. for Investment 
and Rcconstruction 

11c consiructioln of a chain of 
restaurants and cafcterias in Egipt for 
MARIN JACK (,roup for hlnmetnLcnt. 

A rcad -madc Ohir(s projcct for the 
Arib Investment hank, Misr Fine 
Spinning and Wcaing Ci and Mlisr 
licida [)ycr% Cot 

fl: production and thtrihtoion of 
rcatlv meal% fbr .IArIN JAt K 

\/Y
 



ETAP HOTEL, Pori Said 

A project for shoes and soles man. 
ufacturing, 

A power station project on a 
turnkey bass. 

A four star hotel project. 


A touristic complex in Alexandria. 


A project for packaging and dis. 

tribution of food products for FciLad 
Islamic B"n. 

A furniture manufacturing project. 

A clay brick project for El Nasr Co. 
for Construction. 

The GIZA PIJAZA project. 

A Storage project in Port Said. 

The El Nahcy HArown flotel pro. 
ject in Sinai. 

A project for cosmetic materials 
production. 

A milk production project in 
Salheya for Arab Contractors - Osman 
Ahmed Osman. 

A clay brick project in Cairo. 

A clay brick project in Suez. 

A clay brick project in .Wsiut 

A clay brick project in ."ohag 

A floating doc~k project at (Giza, 

Four marinas for touritic shrips and 
a restaurant on Martial island. 

A project for a textile mil at Suez. 
A project for a dyeing and finishing 

mWl at Suez. 

A project for garment manufactur­

ing at Suez. 

The rehabilitation of four (misting 
rolling mil plants. 

The ETAP Port Said Hotel. 

A chicken feed mill at Salheya. 
A project for Asse'mbly and the 

m~ulufActurc of valves in Egyp. 

A project for meat production and 

praatoinSd. 

El Noraneya Project ( 1480 resident. 
a units with services), 

A non creditional Animal feed mill 
At Minya Governorate. 

A project for Medicinal products at 
I
1th of Ramadan City. 

A project for the production of 
'V C. tiles and skirting, 



."
 

.
 

12 Canned foods
 

12 

Marketing
studies 

Market study for dry batteries in 
Egypt for the General Batteries Co. 

Market study for canned food in 
Egypt up to the year 2000 for the 
General Organization for Industriali. 
zation. 

Market study for knitted garments 
for El Nasr Clothing and Textiles Co. 

Market study for storage potential 
in Port Said, Cairo and Suez. 

Market study for wall and floor 
ceramic tiles 

Market study for clay pipes. 

Market %(tidy for a chocolate pro. 
duct. 

Market study for sanitary ware pro. 
ducts. 

Market study for high quality tex. 
tile materials for women 

Market study for split ties for fac. 
Ing and flx)rs 

Market stdy (or 11V C flm)r tiles 

0R A N 0 I0 
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Ready-made clothing ,"13 

Apprisaldraft contract for a reinforcing bar
Apprisal rolling mill.and diagnostic 	 o,0,, ,,ooAppraisal of technical solutions for

the rehabilitation of a heavy section 
rolling mill.studies 

Appraisal for a construction mate. 
rials project at Tenth of RamadanEconomic appraisal for a clay brick city.

project at Gharbbia Governorate. 
Diagnostic study for the Public Sec.Dgypianoc.t for the Kueatr tor General Organization for Recon.Egyptian 	 Co. for Shoes and Leather srcinadLn elrainee 

Prodcts.struction and Land Reclamation (le.Products.yecopis) 

n or
Diagnostic study for small scale inrr an ic 

enterprises in Egypt ( In cooperation Arrongct (iac0 rE l nits 
with A.D.L. Int ) eya Project (1480 residentl units

with s'rvice~s).
Economic appraisal for a textile 

manufacturing project. 
Diagnostic study for an electric dis. 

tributor company, 
Economic Appraisal for a ceramic 

tiles project 

Diagnostic study on the financial 
structure ola joint stock company 

:inan1cial appraisal for Cairo Plori­
tan project 

Appraisal for a refrigerator man. 
ufacturing project 

Appraisal ol technical proposal and 

\,
 



14 

. .JI
 

_ _ _M '0 07_ -

El Wadi Gadeed project 

Advisory services Periodic advisory services inge 

eral management activity for Entrainthe fields of Tours Co. 
Appraisal of draft contract andmanagement atechnical annexes for the rhabilita­

on fourliand of existing roUing mil 

preparationadministration of an evaluation 

Organization study for the Public system for proposals for the integra. 

Sector General Organization for tion fund between Egypt and Sudan. 

Reconstruction and Land Reclama. Organization and ma7nagement 
tion. study for Zahraa El Maadl Co. for 

Study for the operation and organi- Investment and Reconstruction. 

zation of Ahmed Hamdy tunnel in Detailed financing plan for stage I 
Sinai. of Zahraa El Maadi new township. 

Complete organization study for 
Arab Investment Bank. (Proposal) 

Study for raw materials available in 
Egypt for the production of ceramic 
tiles. 

Location study for clay and sand 
needed for a clay brick project. 

Study for identifying the optimum 
financial structure for a clay brick 
project. 

Promotional study for raising capi­
tal investment for Port Said Co. for 
Trade and Development. 



Aboasseya Olice building 

Sectoral and Engineering
d tars hotel ETAP. Port Said.

EDesign of additions to the head

regional develop- supervision and Bank.
 

ment studies project Master plan architectural, engineer.ing, design and stipervision for El 
Economic and social regonal m anagement Norancya housing project

study (first phase industrial develop­
ment ) for Port Said governorate. Preparation of technical specifica.
 

Study on canned food in Egypt. tions and tender documents for three 
Study on fishery development in clay brick factories at Suez, Assiut and 

the Gulf ofSuez. Sohag. 
Study for developing to c General layout and design draw. 

potentialsinsouthSinaigovernorate. ings for ceramic tiles factory at Kat.
tamia.

General survey study on small aua 
scale enterprises in Egypt for AID(n Evaluation of master plan for 
cooperation with A.D.L Interna. Zahraa El Maadi City (population
tional ).250.000 ). 

Design of a bui ing containing 
shops, supermarket, offices, residen­
tial apartments, 

Structure plan for touristic com­
plexes at El Arish. 

Planning and design of workshops 
and warehouses of El.Nile company 
Ior River Transport. 

Market and feasibilty study, plan. 
ning and architectural design of 5 

\
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Training 
Many training programmes and 

specialized seminars had been exe. 
cuted according to the actual train. 
ing needs for several organizations 
and enterprises in the following 
fields 
* Budgeting 
* Financial Analysis 
* Internal Auditing
* Project Management 
* Maintenance 
* Industrial Safety 
* Occupational Health 
" Contracting and Negotiation
* Behavioural Scierice 
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TABLE OF COU).NrS
 

TEAM INTERNATIONAL 

TIlE MANAGEMENT CONSULTING CENTER (MCC) 

ARIEAS OF SERVICES
 

*PRODUCTIVITY
 

ORGANIZATION AND WORK RELATIONS 

COMPUTER AND SYSTEMS TECHNOLOGY 

fl MANPOWER DEVELOPMENT AND TRAINING 

fl SPECIAL SERVICES 

INTERNATIONAL EXPERIENCE & ASSOCIATE 
REILATIONS 

(I
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Dr \,,'. SutI. 
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TEAM l.i;rnational is a consulting firm that has, since its establish. 
ment in 1975, grown to become one of the largest multidisciplinary
suiting firms in the Arab 

con. 
world. TEAM's headquarters are in Cairo and

Beirut, with branches in Riyadh. Jeddah, Kuwait, Rabat, Tunis, Algiers and
the USA. We have resident representatives in Abu Dhabi, Qatar, Oman andNorth Yemen. Working as an integrated consulting firm, TEAM under.
takes research studies, management development programs, organizational
and engineering consulting, as well as skills development training. 

TEAM has over 300 consultants with expertise in management, com­
puters, engineering, economics, sociology and education. They pro%ide our
clients excellent multi-disciplinary consulting services %%hich utilize the latesttechnologies and are sensitive to the needs of the local environment. They
offer their services to national and international agencies, as 'sell as 
governments and private companies. 

By the end of 1983 more than 10,000 Arab managers and technicians 
from 18 countries had participated in training courses held in 30 dilrercnt
cities in the Arab countries, Europe and the United States. Consulting as.
ingments undertaken by TEAM the past five years required oser 3000 
man/monmt t%of ef[oil. 

TEAM's specialized centers provide services in (he following 
areas: 

0 Management Consulting, Computers and Systems Technology 
N Management Training 
" Educational and Social Research and Development
" Vocational Training and Manpower Studies 
" Engineering Consulting 

/
 



THE MANAGEMENT 
CONSULTING CENTER (MCC) 

CNI(comprises a body of specialized consultants involved in variety of 
management areas. To realize its objective of management development,NICC works on organizing managerial relations, and designing proceduresand work systems used in planning, supervising and controlling, human, 
material and financial resources. 

Itis the NICE's view that introducing changes aimed at raising produc.
tiity is the prime objective of the consulting process. NICC also considers 
the implementation stage, carried out under its supervision, as the most im­
portant stage in the consulting process. This ensures that the des;red changesV)' " 2 k i4 are in fact realized. 

The consulting process starts with the diagnosis of the client's
organizational structure, systems and procedures and managerial practices.
This is follovked by drafting a systems development plan that highlights the
various phases of systems evolution. Progress is then made from a
preliminary system design to a detailed system design which is implemented
under the supervision of the consulting team. Full participation and training
of the client's personnel is ensured at all times, and especially at the ir­
plementation stage. 

ICC utilizes the most effective systems and procedures currently prac.
ticed world-wide, It keeps close track of developments and innovations in 
consulting practice. This is done through a specialized department solely in­
volved in ensuring the continual training and development of the Center's 
consultants. 

The %ICC's resources are not limited to its full-time consultants. It hasestablished close links with specialized, highly experienced firms in such 
areas as electricity, aviation, banking and computer technology. 

NICC's quality control department established high .standard control
and evaluation criteria. Itreviews all outputs prior to their completion and
presentation to the client. This guarantees a high standard of consulting
work in every operation we undertake. 

Arcus of scr~ices 

The Management Consulting Center provides services in the following areas: 
• Prodti,.sitY Deselopment 
0 ()rvanizatlon and Work Relations 
N Computers and Sy sterns Technology 
N \lapmecr I'lIailng and 'raining 
N S1cCHIii .cl.lCC,. 



0 PRODUCTIVITY DEVELOPMENT 

SChallenges of Producti it:
 

Efforts to e\pand and disersify 
induscrldl econo\M, Jepeud Lgi elv on 
productiiity itnpro%e ient . Produc-
tiitt isbasically the efficiency ,ssith 
'shi h goods and sersices are pro-
duced b\, a nation, an industry, or a 
conlpatis. Productlit. nicaits ,%ork-
ing *,marterand doing things right the 
tirt tune. it sinipl. neans effectie 
managemient. Current state of the 
\sorld ecnorny makes productivity 
imlprosem ent .italfor the sursi al of 
ai. orgaiwai on. Theretore, pro-
duc isicy has become the foremost 
preoccupation of management con-

sultants. 

NICC proides a ,ide range of MCC belie\es that meaningful
management deselopment and pro- producti itygains result from per­udctisity impros emet ser'ices. We forming an integrated set of esen 
do not offer pre-packaged solutions. kev actiities:
 
Rather, ,e ie\y each problem frorn
 
the stand point of the client Data Collection 
organization, its resourc:es 
capabilities and opportunities. Solu- Analsls and Diagnosis 
tions are tmen tailored to fit tie par­
ticular company needs. I Management and Sstems 

Development 

Prohiem Solving 

Action Planning 

Implementation 

- Ealuatlon and Follo-,.up 

These activities are integrated in productivity improvement cycles consisting of three phases: 

Phase I
 
Productivity Identification
 

Data Collection 
Analysis and Diagnosis 
Management and Systems Development 

NEW CYCLE 
Phase,3r 

Analysing and Planning 

' Problem Analysis 
* Action Planning

FEED BACK 

Productivity Improvement 

Implementation 
Evaluation and Follow-up 

http:Follo-,.up
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r i \\I, in ;onljt+:1n '-iih tther 
international ,of r u :,.is .arrying 
out one ot the mc { ItIfLrlint pro. 
du*--klIy impro%ement efforts in 

[)eichipneni For Prodiieii lt 
Project tNItl1), 

MDP is committed to meet the 
,hallenge o Eg)pt's industrial 
development. MDP aims at imprcv­
ina produtisiy in over 40 of the 
majicm'pi-.an companies to: 

* Impro,,e Iusiness 	 Performance 
* Strenghten %anagemenrci 
Capabilities 

*Increase Organizational Effec.
tisI.cflCnqh~tleti 

The duration of this project is 
4 1 2 )ears. It is based in TEAM's 

* office comrpouind in Cairo, skhhsis 
full, equipped kith training halls, a 
computer center utilzing Digital VAX 
'5 model.a specialized library and a 
o5mplctc in-houic printshop.q 

TI. \Nl has assigned to MDII, 24 
ful'tilmo profcssional and ad. 
ministraire support slaff, providing 
their ser%,ice in management con. 
sultin, compilers, training and of. 
1ie support, 

l 'tht! end kit 19,3 the following 
o uilpdt~lffs \tkvr hvnelhlling rrom (tic 
,ric offered by MIP: 

" Eg.ptlan Telephone Company 
•.Misr" Spinning & Weasing Com. 
pan" Wool Mill) 
* 	Culro Clothing & llosler) Corm. 

rpill I 

I IInIshing Coln.
pan) 

,.
 

......
 

,4M. Ilafe. Dr I/ Ata.,Dr,A.Shalabi, Dr. 4. Musa,3. HIadidi,. Epers of 
"Ahmaqement Development for Productlvir.. " 

10 

General Company 	 For Jule Pro. 
duels L ..... .. 

* Eastern Tobacco 	Company
* Northern Cairo Flour Mills Corn. 
puny 
* Kamena Products 	Corporation 
* "lisr.lran Textile 	Co. (Miralex)_
* El Nasr Company For Spinning, _-___ 

Weaving & Knitwork (Chourbagi) 
* 1Ni! Oil & Soap Company 
* Misr Company for Milk Products 
"Al Nasr Company For Preserved r 

l'uods (Kuiiu)
Eg:pllun Hotel Company 

a,, 
 + ,i+ 




0 ORGANIZATION ANI) WORK RIAI,,,IONS 

N Orgainizalimii l Si ruc.iiures N ,JJ h Sirrcitiires 

,,rukture iIh Iore.|tla:ltlW the B ased on sudlrlg Ihe firm,
tral1., ,ork c..r;..' i l ! L!',1iI1/ a Orklu,,d an'd O,.crall OrIaIII/atio.,
tona. tt.r-p, u l. a1nd Itl o n.10 reqLiirFCleI l i ana.iedare anid
d.pr:tetxl relatoihmq},, millhir the defim:d' th'ee in lude job ,rIru,:tures,
t'rI [hII ed, tn 0r a1 1irm s de-"riqptin , cl,- ,lIcAtII. , .allla-
ot .l,ai ttilal s.it[ ItLI[e reliCS o1 1i1011- a(id J)f 10 1e2s. illalk , I anl-
J,.rl. Iderntit:.d obje,'., that are pk'..er planning chart, that determineanal'%zed and translat ed into specific manning re(quirements and job pro-
Jut e, and t ,k,,. Ithcse are thin reSS ii romes are drafted.
allocate, to Ihie \ irtouS organiza-
ti01,1 u1lt k)that theN fttlct1 I a'i 
coorditated and itiregrated mnanner 
E\iL:ng orLgaritatioIrl structures are 
'ILudied and re-'.aluated and 

:e,.ar ,ir,es tocl t os ercorne 
oran1at onal poiblenis are designed1 
,and inlememc d.n( 

44 ' 

M . ,lem, mlid Proc(ItIir-ur 

I-he de,.,n ot ,\!ens and pro­
,.cdur,,,,, is ' ,icd ml Ohe Ir i. IUIvS 
and poli,... determim n.y 'r, Li. 
in the fin a a 'M'hole. Ih,e a), 
,',te l, anid '.er 1111'CJure.!he 
lollo'.nln t iiri ' ' 

N Corporate Planning 
N Personnel 
N Salaries and \, ages 

Finance and Accounting 
H Matlerial Ianagemeng 
U Project Planning and F'ollm.iup 
N Recording )ata and Circulating 
Information 
N Mtaintenance, Repairs and 
Technic.al Svr%ic'es 

N Adminisiraie S.Sm'ices 
* Production and Marketing 

-- -. 
. . . ­
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\luiiemenl S3Slem DCIeeInpmCnt Methodology 

OrSystems PrProjec 

Pr System sisys em s:raSC tf 

dt DefimenintiongDealives 

Plan 

Strttctures 
V lDiiionPla

I ail cdrtni i inal
NIa f - n 

:
J ilipl knil , ialion S y ste mR,i€ ,.. Appro',u l 

Trainn & upFollow .Review . Supervisionl on Plmplmenta n 

DtSirtintirk Plannin 

• l~~liJ %qlll l)Xi~n 

i Review 'otip Trainin & 

rriir~&Suipcrvision, 



11\NI l a., , .) ,iultitig 
,er ices in rc.:a:,an and ,,ork
relatnons, to ome .t the leadmLn 
\rab :ia'ho: ,L. ,, , nrI,-ia 
he tnlponalt JiCi1c:w ke we 

U tndcrlIakCtl Ill [Ill ) C. 

Ri%adht h.,clricil CEnipaii. arid 
subhurbs I( EC.S 1978-1980, jiudi(C 'o,, idah.,d Ie..ri" (olpallm 

(vnlrlil 	 i i .l, ,%c(1 () (I'1. I I-
A1. . 1981-1983. 

In 19"S 	 TEA ! started vork s,ith 
RECS to itedeiol Iiatiai1, o van toInl 
,miru eta a d ,alOulI , StelllsK aind 

rroedures. 

Fle contract lasted till 1980 re-
quiring 250 man. morths of con-
,ultrl etfort. Final outputs totaled 
w tnle ) 	reports and 111,1n al1s. 

I he n aattI f 1980, the 
cosernmrmet de ceed 	 that RECS and 
,.er 3S 	 lo,. l elctri ,,i "omnplillies 

operating in the central region of 
SadI . beArabia, retred t) for111 the 
Saudi. (ii[+ o hIit~aled I .ciric Comp. 
JI11 ('tlrral Ieg-ii, I(I.I( ). 

-.- \Nl ant rihuted to rhe/ 

Cd 0E.-\ \1 	 ,)111lide, eloprlient of the organizatlon of 
SCECo 	and the design of its %rious
 

and pr,cedures, including
 

( 111011daini aid oiraltning th(e 
branh caitlames at, (-iECO into a
 
"In o r
au e n ut, I01 I ,tructure 

1in plodwiciiL, the k lleral orgallila­
liotllllim mi . 

_ene l iit11111c plaul Imtr CIA:( as()a 
',shole¢. 

* .\,,,ni ,L(-()-	 in the rc.ruit-
rllent and placement of a large
number of' ,taff. 
* De ,I 	 IIii a corporate p ralniti 
s~iln. 
*CSiiicr 	 silic lie 'irolllputL-1,illii I of 
(lic atultual ,lorporatc plan. 
0 De lLmlll v tul lls referen:e 
nmanual..,.u'h as project .:ost :ontrol 
osstem -and their coriput erizar ion* Collecti .a1Ind produciti tlie cor-
porate plan tot li '..ars, 14)2, 140.1, 
1404 H. 

The plan included total inaripo ker,
material and financial needs. It 
cl sIe' cd .k ca)it' l nlnse'"inll111 tn and 
rr) l .ct unIider C\.cutiot. 

FVollos,-,up on the eecutio of the 
plan and periodical reporting on the 
progress or de ,iatuols. 

.c 
- 7 

" 

/ 
7/ 7 

/ 

I Li 
/ 

I(uAuil Airv,%I. CrporaiE k.\+Cn 

TE-\ , started in 19-6 oaferinz a 
'Cries f lll 11IlIL'I'iie tiarlnl o -r-,­
grati to K V ,i1 !!i, \La, .\-
Ictided 1 IIwalhi'.I H.0k11 1 

to dc ll lll lmll' :11 %'i111,
 
'Oi ,ulinlLQ 
 er, ) ttr. I nzrin 

197,.1984 Included: 

A.\ corporat: man[I Cr tud'. imdn
 
'I. ar tlire . ,t of rlc .,
 

• [esivin (d a marnpo er , ..J')p.
ment plan.
 
0 Deign of a rarpo,,er information
 
> ,1 1.
 

0 De,,ign ot a personrnel appraisal
 

'. t ll. 
* Organtzatioia the training func­
[lols.
 
o Job description and esaluatnon
 
9 Orgatization oI top inanacemerri
 
jobs. 

. Orwan nzational tudi, otor the e tablishmrT i t the cr urid -er.',,,
 
compan. (KASC()
 

()r arll/ 	 aii! 41 th ,, ', 1ditr;L 
departill r 

()rgaiwat on f tene public rlations 
deparmeinel. 
* Organ atinin of the pro'urement 
d'epartmrut. 

t t theOrgan izatio ori Iinancedepartment 

ii 



'A&3 

flr~gitI tgi h iuij tirk ser.d %N rI IIinns 

%icv% illcIll IV
 

S~idiio~cr imnmig Hdirndt, 

SuJia I %rabhiin \iriiiw, Jd h
 
Rilajll [1rall
 

3. 'ii fnc \ xeur (jon', l C'orpora. 
I o.Ujah. Idi h, art(3dar i r
 

1 tl1,1 q ComIl .n 0r
lot 1)roI .iI 
43.'~ * r i4'dvf akJo d ('mu 1rWI in 7 

Sj~ oll'olidatod ii'Mrj Colin. 

'tdiJIC [ra~d i 

p.n.Cielr.,l l~'itcgil NOI I ivii Inr \imitoing (oOcne"~iraii Serewt~rini'~il of th ArjibKiuah iJmj: rin' or11pjdnj anld panu , Cairo. Log~ue
Su~ur%. Rp~d~i,' The Egyptian Nile Comipany for 

InJiistry anid Trade., Cairo, Joirdain 
Uu Ii ~~~*4,\1 Ior Inti~nwngniI d IIwiI Pan Aral Eng~ineering anid ('kllall.n\irt% , CoM110u muting Co., Arnman

*S ,u'iIndun wl Veilrc Ani lority Fai,:ol (cliii Cairo 

*Nha.j 4 I Cornpanm Qatar *Nasco, Millano 

*Arab Coniraiiij Company, Doha 

j Iru 

(lcncral ft;d:ra II o irII Iraqi 



'--'-'- *-- CONIPLTERSAN S'8riSFlCIN ,G -


Coin cr....' b'1c ..Of .lirI lTIIigralvdSI.forinai nS :s..in , 'Iraining in S%%ht-,,n-:q
miost important andpopular coolsmanagement, orThey have become C Information gathering and repor.%itally important for storing Organizine programs in %ariOLsand ing systems
retrieing computer applications. Theseinformation, Organiza. in:: Data bases for use in planning and elude:tions are becoming more and more controlling the operations of severaldependent on computer use, TEANI
has established functions wkhich act interdependentl1, -ntrojuctorvstrong computer programs in com­
¢apabilities puter technology, as rllto offer consulting a basics ofser. N F'easlbilit- Studies%ices and training in and the programmingthis field. c Utilization o Computerha~e acquired Digital VAX 750 programs in information s.stems 
model that \%e use to design and 

and the application ofn syitemsrun 7 Feasibility studiess.I¢ins, as \\ell concerningas d'clop ouir own technology in management.choice of conputers
sortare packages. IJ Progta i s in pccializcd computerL: Choosing and adapting operating applications.
 

Sen ices offered 
 in this domain L' Studies related to the uSe ofo~er tite follo,,ing: 1 Prolding 'feimnical Supportmicrofilm, word processing, and
electronic mailN Application Systems C-Studying manpower requirements

for the management of computers
ii adminisratie functions such and information systems,' Providing experts to help in ,tart.al r ou ing, inl ory co ntro l, ando pera o ns

ivr~onnel airs.
In project planning and follo\%.up Providing computer experts
In scientific, engineering and 

train personnel and gise technical
to 

edu,ational applications..a assistance. 
n ,
 

--tt ir't *, ,DhInv
r41 hi h' c u'nt. 
, :.
 

1"11 ..... .. /
 

, * * *. 
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Coni pir S stem ielpmei I eihodology 

l1I~~cnis ntiormation 	 Systems PaObjectives iDv evelop ment Plan i 

SPresent P"res+ent Information i Define . iI. nStatus J Han1ing+ ;Projecti 	 !: 

.....:Sch ed uleSysteml Installation 
lnae nt Information 	 nmc Review & Evaluation 

Ii Hardw~are E zzuU 
E aluaton 

Installation 
Preparation 

Procedures 
Development 

lnage-nt
&,,,, 	 Orvanization & DetailedApprim;'l Nilulagelent System Design ..Programming Tests Conversion 

I %iluutle 
I lardware & Soft ware Site Preparation 

Sy~ie Instll io 
* 	 Planning
 
j~~jj S tcri Designl
 
* \Itia~nwntConirol Poitm 

........................ ,i~+,,,,.,,+.+,o, +o.+o,
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In addition to o(r e\ce ive ac- analh/in, (he \endor o"ei, Suldi Arahiwi Airliiiv, S DIA 
tiitieS in the ild of training in tion ofi(he computer department's Saudi Conolidated Eletri Corncomputer applications and informa. consulting section, including the pany Southern P-.gion. \bha(ion systems. TEAM has undertakeit design of its iystems and procedures.
 
major .'oisulting asignmenlts in 
 -Fg. ptthese fields. I Assisting in the training proram "s4S ,,n;for I st,,nt aind I 

org inized b y the Comllpu ter Co,, CairoFollo\\ing is a description of' one Department of INPED. Falcon Cement, Cairo
 
su,:h assignment:
 

* . * Assisting in program design and Algeria -
INPE[, Algeria development, both in answering in. • National Institute for producti,,it'.
ternal requirements for INPEI) or and Indurial t e ,,lpmentNational Institute for Productivity for projects contracted by INPED National Company for T,,;e In.

and industrial Development. with other government agencies. . dustries. 

TEAM provided INPED with five Other organizations used our ser. Syria

informatiotn system experts ror 214 vices in computers and systems 
 Damascus Municipality

months to assist in the development technology include:

of its computer activities, INPED is a 
 Kuwait 
governnent agency serving as a Saudi Arabia * Kuwait Air%%a ,,Corporation, KAC 
scientific and educational consulting
entitk'with the Ministry of Light In. * Akkad Investment Company, Lebanon

dustries in Algeria. The scope of the 
 Riyadh * AI.Makassed Al.1, wa,. Beirut
project included the following: 0 Saline Water Conversion Cor- * Social Welfare Institution;, Beirut 

poration, Jeddah
Assisting the selection committee in * Saudi Consolidated Electric Com­

setting the specifications for the new 
 pany Central Region, Riyadh
 
computer system acquired by INPED 
 * Ministry of Industry and Electric|­
(a medium to large sale systetl), and ty, Riyadh
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,, AN O .R EI'VELOPMENT AND TRAINING
 

;-. .: * i \51J j J~, tr Il)e' rh|p nii'tl 

EA\ pros ides a comprehensive 
program for manpu er development 
to complement the work of itsorganization and istemsconsultans 
This ensures the building of necessary
managcmiein t capabilitie% required for 
etfe=.tie %,orkiiok, and proper useof 
the ne' s%stems. 

Our program starts by assessing 
compan y's goals, objectives, 
organi/ation and job structures, This 
detrmines manpot)er needs and skill 
levels. :his follosed by an assessment 
of employees capabilities to identify 
their training needs. Finally the 

/ 
.1 

I.t ; t da " 
I~mdi Ghattat, Director- Quality Control 

D r it Viddl Duu, r ctr, MCC 

... 

necessarytraining iscarried out for the Integrated manpower developmentspecificjob requirements, program includes the following steps: 

TEAM has provided training pro- U Manpower planning (short,

grams forover 10,000 Arabmanagers, 
 medium, long-term).
and supervizcd the estahlishniein and 9 Designing manpower development imanagement of weveral training plans.
centers. U. Designing training materials and 

A 

audio-visual aids.TEAM istheleadingcompanyinthe U Implementing manpower

region in research and development of development plans.

Arabic training materials, We pro- U Supervising the management 
 ofduced the first Arabic management training centers and providing

training films, self instruction series, trainers.
 
and programmed instruction manu­
als.
 

II 

Mavdi .4nia, Director. Projecrs Dirtuion 
i 

44. ?
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_ Experiknce in Manposer )e',eloptnent r-- ..... 

II naioni o:lic2>:,,:,ajdof..\rab 
maanag.ers ho a:,. our programs, 
TEAM has conducted .e eral man-
po\%er de%elopmen: "rojec.ts for single
organizations. Follo\, ni are t. o ex-
amples of such assignments:

irlnes 

SaiA abia nilns 


SSaudi 


ZSadi raban 

TEAM conducted Ses.eral con-
suiting operations for SAUDIA some 
of v,hich w'ere related to manpower 
deselopment and training. 

B:ased oi a coimprelieiisie 
diagnostic study to deterinie training 
needs, TEAM designed and conducted 
training programs for SAUDIA 
emnployees. 

Distinguished \sere the series of 
programs designed to train SAUDIA 
employees in preparation for the 
opening of King Abdul -%ziz Interna-
:ional Airport in Jeddah. The number 
of programs conducted by TEAM 
totaled 110, and s,,ere attended 
by 	 2 00 SAU:DIAemployees 

Ifndn,,,, d itani1 ',. . , t f 
Dn1 t ,,, 

-The National Federation of 
Ira(Ii W omen (Baghdad) 

A itUitiher of the tinjill,,\ lc 
members attended training programs 
offered by TE-VI worldvkide. In ad-
dition TEAM designed and conducted 
seseral programs tailored to meet the 
union specific training needs. These 
programs covered the follo\ing 
topics: 
0Training of Trainers 
. Leadership Skills 
e Nursery Management 
@Organizational Development and 
planning 

N.....
 

()lher ()rgani/a'uiwl [ sed 
Our S.rm ices in \lanpos' er 
Deehplenj Include: 

Saudi Arabia 

Saudi Consolidated Electric Com­
pan Central Region. Ri',adh 

Go%ernment Railroad 
Organization, Dammam 

* 	 Akkad Insestment Compan.,,
 
Riadh
 

* 	 Saudi Manpo,,,er Council. Ri.sadh 
• 	 The Electricit. Corporation, 

Ri~adh 
Saudi C umii-lidacd cclLtric (om. 
pan, Southicrni R,..'ion, Abha 

* 	 Risadh Electricity Company and 
Suburbs, Ri.adh 

" 	 Chamber of Commerce and In­
dustry, Riyadh 

* 	 Saline Water Con\ ersion Cor. 
poration, Jeddah 

* 	Arabian American Oil Company, 
Dhahran, (ARA.ICO) 

0 	 Saudi Consolidated Electric Com­
pany in the Eastern Prosince, 
Dammam 

http:rojec.ts


Iraq 
* 	 National Center tur (onultancy 

and Nlanagement D.%elopment 
" Ciil,-A'iation Institution 
" Iraq National Petroleurn Company 
* 	State Establishment for Oil Train-

ing 
• 	 Iraq Airways Corporation 

The General Federation of Iraqi
Women 

Algeria 
. Ministryof Light Industries 
* 	National Institute forProductivity 

and Industrial Development 

Qatar 
• inisry of Finance 
• 	Qatar General Prtroleum 

Organization 
Qatar Steel and Iron Company
Civil Aviation Department 

'NAS 

Ahu Dhabi 
Water and Electricity Department 
Abu Dhabi National Oil Company 

Lybia 
General Organization for Oil 
Brega Company for Oil Marketing 
Mobil Oil 

Kuwait 
Kuwait Institute for Scientfic 
Research 

. Kuwait Airways Corporation 
* National Bank of Kuwait 
" Kuwait Oil Company 

Kuwait Prefabricated Building 
Company 
Kuwait Foundation for the Ad. 
vancement of Sciences 

Tunis 
The Arab League 

4,
 

Syria 
*Syrian Company for Oil Storage 
and Distribution 

Bahrain 
' 	Ministry of Finance 
* Civil Aviation Corporation 

. 

* 	 Bahrain Defence Force 

Egypt 
" Ministry of Health 
*Ministry of Agriculture
* Egypt Air 
" International Federation of Islamic 
Banks 
* Egyptian Foreign Trade Company 
* Gulf Petroleum Company 
• The General Organization for Land 
Reform 

Sudan , 
"Management Development and pro­
ductivity Center, Khartoum 



0 SPECIAL SERVICES 

TEAMl condu,::, ,.'irh 
in the follo ing arex,: 

studies 

* Finance and Econonics: 

Economic Feasibility Studies 
- S.ndication of Loans 
- Market Research 

- Financial Planning 

- lnestment Studies 

U Mtalhematical todels 

and Slalistics: 
- Statistical Field Sur'evs 
Z Schedulinig of Operations 

I lnventory Control 
- Forcasting Demand forGoods and 
Services 

H 

-

Nanpoier: 

Nlanpo,,er Planning 
Design of Training Plans 
Nlanpo.,er Rc,our~ce Studics 
Salaries and Benefits Studies 

' Ni ..l ,l -,.. 1 : I , -. 
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& - .I\perience 

The follo',.':r c:\amples of
 
tud , cndu: -. E \I:
 

Slud% of J)iblic Transport
 
in Nine (iie,


Mlini"Ir% (11( ormutnicaiiins-"aui li' , 

" / ...- I 
The tud. co%,,red the ,ities of f 
.rada, Fat . \ hha, Khamis
 

.%IiLhat, Htail. \,ajran, Tabouk, -'
%_A 

Hotut. and Alkhobar. 

,f aThe opethe project coered 
-lea ibiiit\ study for establihsing a i _e 

public transport s tem for each of 
' .nne, cite,,and ie deien ofa hor 'l' t,, n FI/glittA. S 5,tAkar. K .41 Farr. Director V Betiun.iht . ianagement Consulting 
and lon icrrni pJi.ri Lr,,t41) Iitrut 

\%ork inoled an e' aluation of the 
e mt ring master plans, socio-economic 
data inclu ding po p u latio n , em plo y- S u o r a c a t onal i n ­
ment, houehold income, car o,,ner- Stuldi' For a Vocational Train-hir, and 1Jtit'ariou, land use ing Cener(in association iizh 

I ;LIJ , r c.. .ere ini- E)F)
FlcmenC;J 'o reord lph. ,,icall., all landto, p% IaThe Electricity Corporation, Saudi 

Survey of Dwellings in Arabia 
So, hern Lebanon 

Th," ,udy %\asbased on adiagnostic
Council of the South, Lebanon survey of major existing training 

centers and visits tc government
Field surveysofthe south Mohafaza departments responsible for \oca­

wkere made to assess dama,., s to tional and technical training in the 
residential units and institutional kingdom. 
buildings resulting from the Israeli 
auression of March 1978. The survey Vocational trainine in the 
included inspection of damaged kingdom was defined qualitatiiely. 
dvellings, reporting their conditions, Specific analyses made of the needs 
structural damage, estimated cost of of the Electricity Corporation for 
rehabilitation and information on the technical nanpov,er. Recon menda.­
rcsidents. Over 7000 reports were t ions \\,ere formulated for 
prepared that formed the basis for establishing a .ocational training 
dishiurinvg the immediate relief fund,, center. with general etuideline,, of 
pro',ided h, the (Gs.ernitentof the required training scheme and] :l, bndLet,ii~ 

S(V:
 



Oilier Studies and Research Work Conducted 

* Transportation logi~tcs s(udy for 
the Eastern Pro.in,:e Lf Saudi 
Arabia (Aramco, Dahran) 

U of urban study foi NineUpdate 

Cities (Ministry of Communica-
tions, Saudi Arabia) 

Demographic survey for Tihama 
domestic s,ater project (Saudi 
Arabia) 
e Pilot study of war damages in 

Lebanon. (1982) 
* Regional surey of d% el!igs in 
Southern Lebanon (Council of the 

-b---

South, Lebanon) 
e \lanpo%%er survey in Saudi 

Arabia (Manpo%er Council, Saudi 
Arabia) 

* Evaluation of the trucking in-
dustry in the Estern Province of 
Saudi Arabia, ARANICO 

-. Comprehensive training plan for 
the electricitv sector in Saudi 
Arabia 

9 Survey of supplies and services 
offered by tie construction con-
tractors in the central region, Saudi 

I 

by T[EAM-

Arabia 
* Operational feasibility stud. for a 
vocational training center (Elec. 
tricity Coprporation, Riyadh Saudi 
Arabia) 

0 Detailed .lanpo, er plan for the 
Saudi Consolidated Electric Corn­
pany in the eastern pro'.ince, 
Dammarn 
aStudy to forecast the demand for 

cement, Egypt 
* Study ol cornpcrnsation practiLCs 
in the public sector, Egypt. 

.
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INTERNATIONAL EXPERIENCE &ASSOCIATE 

Arab and International Organizations TEAM Worked for: 

ln:ernatwonai Bank for 
ReonaructJon an, Dc.,elopment 
(IBRD) 
. Un:ted Nation, Development 

ProL'ram (L.,,DP) 
" E,:onomic (rnimmttee for 
%\e,trenAia (EC\\-\) 

International Firms Cooperating 

S.-\,ad.m, o Edu,:ation Deselop-
ment, L.-\ 

.\lesandcr Grant Company, USA 
"American Management .\ssocia-
11,1. uS.\ 
I Beht l Operating Ser, ices Corp-
oration, USA 
" Daniels Intl. USA 
De Leu Cather, USA 

" France Electricitv Organization 
(EDFt, France 

,JapanProdu itisitvCenter, Japan 
"[.ou, L'erger, LS' 

Robert Nathon, 1S.-\ 

I)eelopmenl Organizations TEAM Offered 

. Ku,,%alt Institute: for Scientific 
fk'carh 

• National (enter tot Management 
C(Tn,ultat ,i and Deselopment, 
Bavhdad 

. P.,rlic -\Jn,iitration Institute, 

Ri aah 

. l,.;bhi, .\drminitratton Institute, 

-\mnian 
. -\ atin Se. ic,ie Institute, 

Ba hdad 

* The Arab League 
. Arab Organization for Ad-
ministratie Sciences 
* General Union of Arab Contrac. 
tors 
' Arab Academy for Maritime 
* Arab Fund for Economic and 
Social Development 

with TEAM: 

* Roy lorgensen Associates, USA 
* Sofraril, French Rails, France 
I Southern Electric International, 
USA 

Trans Mark,UK 

* Westinghouse Corp, USK 

" Management 
of Planning 
Rabat 

Development 

Services to: 

Institute, Ministry 
and )evelopment, 

Institute, Khartoum 
" National Institute for Productivity 
and Industrial Development, 
Algiers 
E I-Makassed Islamic Society, 

Beirut 
Social Services Societies, Beirut 

RELATIONS 

* World Health Organization 
(WHO) 

:
 

.
 

* PetrorumT.raining Institute, 
1I'10udad 
* Management Development 
Institute, Ministry of Agriculture, 
Cairo 
0 EI-Makassed Islamic Society, 
Sidon 
° Islamic Endowments, Beirut 
* Kuwait Foundation for the Ad. 
vancement of Science 
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