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EXECUTIVE SUMMARY

This training olan 1s designed for the employees of the
Rural Small 3cale Enterprise Credit project...a Joint
efforr of -wo Governorates in Eqgypt, the National Bank
for Development in Eaypt, an<d Agricultural Cooperative
Development nterrational.

A total of 31w courses Are recommended and details
~onCerning the ohjectives and outlines for those courses
a4r'e 1n  the reoporct, These s1x courses are desianed
apacifically for pecole qualified to be employed by this
firolrat and  assumes they have oprevious background
2ducation and  reievant 2Xperlence. The training and
£k1ll levels anticipated for employees are outlined in
the revort., The assence of the training recommended then
13 very project-specific.

Bacauss of the need and desire to get started making
Loars and  because some of the training must take place
before loans are made, 1t 1s important to spend the
required <“ime 1n  December and January with the staff in

training. Succes: of this project will depend 1in large
Measure on how well the staff carries out the letter and
intent of the policies, procedures, and, more

1mporrantly, the new aporoach to credit developed for
this prajecr,
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TRAINING PLAN

RURAL SMALL SCALE ENTERPRISE CREDIT PROJ™CT
I. INTRODUCTION/BACKGROUND

Agricultural Cooperative Development International (ACDI), 1in
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 to

rural, off-farm micro-enterprises in two Governorates by
designing and field-testing an appropr.ate private sector,
village-level credit deliverv mechanism that will combine the
speed, ease, convenience, and reiiability of traditional

moneylenders with the operating philosophy, management systems,
lnterest 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
time, However, when they are, they will need to be selected for
thelir motivation, learning ability, willingness to experiment,
capacity to accept decision-making responsibility and enthusiasm
for performance-based rewards. Since the project concept is to
23tablish a bridge between formal and informal practices, highly
skilled and experienced people will be mingling with traditional
village "bankers" and others knowledgeable about 1local savings
and loan practices. The training program will need to provide
the staff with a technical middle ground and the opportunity to
lncorporate 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
training plan 1is, "What methods will be used? There is no right
Wway 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 training program, there are three additional Steps
that should be included. The seven Steps are known as the
"Experiential Learning Steps" and are as follows:

1. CLIMATE SETTING
GOAL CLARIFICATION
EXPERIENCE
PROCESSTING
GENFRALIZING
APPLYING
CLOSURE
These steps ara more fully detailed in Exhibit A,
The secand 1ssue to be dealt with in designing training plan is
"Whar are the goals of the training sessiong?" There are three
Dasic types of learning goals: (1] knowledge learning, (21
behavior skills learning, and (3] attitude learning. Selection
and use of training methods 1is dependent on the desired outcome
of a training session. So, before selecting methods, one must be
sure of the goals to be achieved.

NO Vb ooy

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 1n addition to the ones just mentioned. First, this is a
PrLlot project of one-year duration., While everyone is hopeful

that it will be extended and/or broadened, the NBD personnel
nired or assigned to the project do so without certainty where

they will be working next vyear. Expecting a high sense of
isdyalty tao this project by lower level NBD employees may be
unrealiztic. Also, expecting great strides in learning new

henhaviors 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
Project with various levels of education in different-fields of
knowledge, different levels of relevant experience, and different
Attitudes about small scale enterprises and credit.

Also 1mpacting the Plan will be the time available for training.
Project management faces the inevitable pressures that come from
3imultaneous preparation and implementation. There 1is never
"enough" time., Given enough time, the training plan would be
di1fferent from one that must be completed in a very short taime
frame, ‘n the training plan presented here, the time frames are
restricted for obvious reasons,

Finally, the capabilities of the trainers is an uncertainty that
will 1mpact the plan,
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III. LIMITATIONS

The training Plan that follows 15 limited to routine, structured,
classroom-type training for the crofassional employees of the
National Develooment Bank and the Rural Small Scale Enterprise
Tredis Pracase, There wi1ill need to be substantial amounts of
on-tnhe--guon “r'aining and i1ndividual coaching of thesge employees asg
Lime Tasses, This training plan is limited, in timing, to the
first few months of the project. Obviously, as the project grows
and conrinues, there will need to be a continuation of the
=oUrses nroposed here as well as new courses developed to meeat
the specific reeds of the individuals employed. As this plan ais
being  developed, only the top level management has been
1d2ntified and i1nvolved in the project,

In addition, there will need to be planned, on-going training
efforts for the bank’s new customers gained through this program.
These =mall scale entrepreneurs will have had very little
sXperience 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 gkillgs. There exists a real
opportunity for 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
?3SE CREDIT PROJECT ---==-==- ! GOVERNOR
TEAM MANAGEMENT I
NBD/R GENERAL MANAGER
|
GOVERNORATE SUPERVISOR

MARKAZ SUPERVISOR MARKAZ SUPFRVISOR
|
|
CREDIT OFFICER
| ditto

BOOKKEEPER BOOKKEEPER
CASHIER CASHIER

Based on conversations with NBD staff and project personnel, 1t
was determined that the employees that are currently involved
with the project and those that will be hired are generally well
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1f123 with banking, finance, and/or economics backgrounds.
= I £ them have university deqrees hyt have differing
level:z :f a2vperience 1in banking. It i3 assumed here that the

Lbovernarata Supervisors, Markaz Supervisors, and credit officers
have seme  axrcer:ience 2xtending «credit but because of the
uniljuene s s »¢ this project, it 1s not reasonable to exnect a 1ot
of relevars srnsarience, It 13 assumed that rhe bookkeepers and
“cashlers may or may not have a un:versity deqgqree and have no
Cradit axparienTe, The experience af the bonkkeepers and

Tashiers should bhe 1n banking.
The sreseria £a1r each of the NRD positions were i1dentified during
this ~onsul%tancy and were recommended to be as followsa:

CRITERIA FOR VARIOUS POSITIONS IN RSSE CREDIT PROJECT / NATIONAL DEVELOPMENT BANK ¥Ov. 1907
Criter:a: b Gov. Supr. | Markaz Supr. | Credit Officer!Bookkeeper ICashier |
! ! | | ! |

KNOWLEDGE ! ! ] ! I !
Education lUniversity grad {University grad [University gradiUniversity gradiHigh School of |
tor High School lor High School Ilor High School for High School IComserce. |
lof Commerce. lof Commerce. fof Commerce. iof Commerce I i
] ! ! ! ! |
Special training IComsunications | | | [ i
ISkills. INone iNone {None {None i
------------------- I----------------I----------------l-----------------------------~-------------—---l
SKILLS ] i ] [ ! !
Relevant experience| ! | | ! |
Nanagement 18-10 years in  11-3 years INone IRone {Rone |
fcommunications/ | | ! ! !
Ipolicy ngat. ! ] ! ! !
! | ! ! | !
Banking 110-15 yrs-Univ. | 8-10 yrs-Univ. 1 § yra-Univ,  13-5 yrs-Univ. | |
115-20 yrs-H.S. 110-15 yrs- H.5. | 5-8 yrs-H.S. 14-6 yea-H.5.  12-5 years. I
I | ! ] | !
Analyzing IHigh [High [ Nediun [Mediva ILow |
Planning IHigh {Mediun I Low | Low ILow - !
Leadership IHigh {High IHigh INediun ILow |
Cosmunications IHigh IHigh IHigh {Righ IHediue |
------------------- I-----~----------|----------------l------~-----~--I-------------~~I-----"----'~°-|
APPROACH/ATTITUDES | | ! | i |
About work IHigh [High IHigh High IHigh f
Abou: efficiency !High IHigh IHigh (High IHigh 1
About rules/regs  IHigh IHigh IH1gh tHigh tHigh |
About the future IHigh IHigh IHigh IHigh IHigh !
About ethics IHigh {H1gh IHigh IHigh {High !

......................................................................................................

OEFINITIONS FOR *HIGH®; *MEDIUN®; AND *LOV® SKILLS AND ATTITUDES CAN BE FOUND [N EXHIBI? 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 respons:ibility for training (in addition to research). They
make use of two ln-country training institutes - the Egyptian
Banking Institute 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 18 assumed
that the needs of the bank are being served by these sources.,
However, 1t 18 assumed that these two institutes are best at
teaching traditional banking techniques and procedures that are
uniform i1n every bank. Therefore, while the institutes will be
helpful 1n laying some foundational knowledge, they cannot be
used for specific training needs of this project. The
informatian concerning the Egyptian Banking Institute is attached
and labeled Exhibit C. Also attached and labeled Exhibit C.1 1is
a report of a proposal for the establishment of an executive
development 1nstitute for bankers in Egypt. The consultant was
not aole to determine the extent to which the Action Plan 1in 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
peen grouped as follows:

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

S1x different "courses®" for employees associated with the RSSE
Credit Project are recommended. One is an orientation that
should be presented to 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 with technical
subjects related to rural small scale enterprise credit,. The
£irst 1s "RSSE Credit Program Policies and Procedures" and will
Glve participants a complete and thoruugh understanding of this
Frogram. The second technical course will help participants
learn general principles of extension and administration of
crecdit to amall scale entrepreneurs. The third technical course
Ls an extension of the second and labeled, "SSEC-2"., There are
two courses recommended for improving human relations skills.
The first 13 called "Understanding Human Behavior" and should be

required fo- all management and supervisory personnel and
optional for otheres. The second human relations skill-buildaing
¢ourse 1s "Improving Interviewing Skills". This course should
also be required for manadement and supervisory personn2l and
opbtional for technical staff. Whether or not the technical staff
participates should be a function of the individual'’s background,
exrerience, and gerformance. The reason for including human

ralations skaill training lies i1n +<he need to change people’s
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attitudes. A.. of the staff involved with this project will need
Above averace "people skills" and will need specific skills to
manage chanas,

The recommznded Dssired Outcomes, targert aroup, and durat:on for
24cn of the L iv coursms are on the following pages. Detailsz
concernina tne aonrtent of the 3essions will be found in the next
gectien of this plan.
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RSSE Credit Project:

Course ONE: ORIENTATION
Target Group: ALL EMPLOYEES
Suggested duration: TWO DAYS
Desired outcomes:

Knowledge learning:

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

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

Attitude learning:

3. Participants will feel comfortable
openly discussing the differences in this program
and other credit programs of the bank.

Page

5
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Course TWO: RSSE CREDIT PROGRAM POLICIES AND
PROCEDURES

Target Group: SUPERVISORY AND TECHNICAL

Suggested duration: FOUR DAYS

Desired outcomes:

Knowledge learning:

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 1loan and the process involved to a
prospective borrower.

Skill learning:

3. Participants will be able to complete
all the forms connected with the program.

Attitude learning:

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

8

\
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Course THREE: SMALL SCALE ENTERPRISE CREDIT
PRACTICES AND ADMINISTRATION - ONE.
Course FOUR: SMALL SCALE ENTERPRISE CREDIT
PRACTICES AND ADMINISTRATION - T¥O.

Target Group: SENIOR MANAGEMENT AND SUPERVISORY

Suggested duration: FIVE DAYS

Desired outcomes:

Knowledge learning:

1. 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 par<ial budget in a case study.

4. Participants will be 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.

JURING SSEC-2, FARTICIPANTS WILL PERFORM
ASSIGNMENTS AND ANALYSIS OF ACTUAL LOANS IN THE
FIELD.

9
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Cowurze FIVE: UNDERSTANDING HUMAN BEHAVIOR

Target Group: SENIOR MANAGEMENT AND SUPERVISORY

Suggested duration: THREE DAYS

Desired outrcomes:

Knowledge learning:

1. At least two principles covered in the
sessi1on will be understood by the participants -o

the point they can, unaided, discuss them.

2. Participants will understand "old"
information in a new way.

Skill learning:

3. Participants will be able to determine
a*  laaat two Dbasic personality styles and
describe them 1n some detail.

Attitude learning:

4, Participants will be able to
demnns<rate a sense of versatility and— deal
ftccessfully with a style "different” from theair
own,

S. They will display an attitude of
l2arning and carina rather than that of a
detached analyst,

I
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Course SIX: IMPROVING INTERVIEWING SKILLS

Target Group: ALL EMPLOYEES

Suggested duration: THREE DAYS

Desired outcomes:

Knowledge learning:

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

Skill learning:

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

3. Participants will be able to critique
other interviews and dgive positive, instructive
feedback.

Attitude learning:

4. Participants will be able to display
an att:itude of concern and interest in another
verson’a conversation.



RSSE Credit Project; Paqe

VI. SESSION CONTENT

On the following pages, there 1is a detailed outline of the
courses zucqaested in the previnus section. These outlines are
meant to be thought-starters for the ©presenters and should be
used only as auides, [t is important that each trainer, whether
they be from staff or an outside consultant, follow the
experiential learning 3teps covered 1n Section I. when designing
their individual sessinons. They should also understand and agree
with the objectives to be acrcomplished 1in 2ach session. While
the actual centent of the sessi1ons or methods wused may vary
2ependiny on vhe trainers individual style, the objectives should
not chanqge materially. Evaluation of the training to determine
Aaccompl:ishment of objectives must also be a part of the actual
s3essi1on.

12

\2
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ORIENTATION

TARGET GROUP: ALL EMPLOYEES

PURPOSE: TO 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
OTHEXR 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 enterprise 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 session

Evaluation and close

SUGGES

+3

ED PRESENTER: NBD Sr.Management assisted by ACDI project
manager.
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SMALL SCALE ENTERPRISE CREDIT PRACTICES AND ADMINISTRATION
ONE
TARGET GRUUP: SENIOR MANAGEMENT AND SUPERVISORY STAFF
PUKRPOSE: TO INCREASE THE LEVEL OF AWARENESS AND UNDERSTANDING OF
CREDIT PRINCIFLES AND PRACTICES AS THEY RELATE TO THE SMALL
SCALE ENTREFNMENEUR.
UESIRED QUTCUMES: PARTICIPANTS HAVE PRACTICAL KNOWLEUGE oF
CXEDIT PRINCIPLES; UNDERSTAND THE UNIQUE BUSINESS REQUIREMENTZ
9r THE 3SMALL 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
SINANCIAL AND ECONOMIC SKILLS TO SOLVE PROBLEMS PRESENTED.
SUCGESTED SCHEUULE/CONTENT:
DAY ONE: Introduction of trainer & participants
Review schedule of session
Review Goals/expectations
Define small scale enterprise:
Role of small scale eénterprises
Economics of small scale business
Special problems of SSE
Review and discussion of participants’
perception of SSE.

DAY TWO: Importance of nrofit 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
Asgsignments

DAY FOUR: Case study work/discussions
DAY FIVE: Loan portfolio management
Follow-up and collection

Evaluation and close

SUCGSFETE™. 23IS5ENTER: ACDI project manager.
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SHMALL SCALE ENTERPRISE CREDIT PRACTICES AND ADMINISTRATION
TWO

SARGET_4R0!2: SENIOR MANAGEMENT AND SUPERVISORY STAFF
PURPOSE: TO FURTHER ENHANCE THE LEVEL OF UNDERSTANDING AND
APPLITATION OF CREDIT PRINCIPLES AND PRACTICES AS THEY RELATE TO
THE SMALL 3CALE ENTREPRENEUR.

ZESIRED CUTCOMES: PARTICIPANTS HAVE PRACTICAL KNOWLEDGE OF CREDIT

PéZNfZPLES; 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
FINANTIAL AND ECONOMIC SKILLS TO SOLVE PROBLEMS PRESENTED.
SUGGESTED SCHEDULE/CONTENT:
DAY ONE: Introduction of trainer & participants
Review schedule of sSession
Review Goals/expectations
S5mall scale enterprise issues:
Problems/challenges of SSE's
Economics of small scale busineas
Other issues found in the field
Review and discussion of participants’
experiences with SSE.

CAY 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

SUGGESTED PRESENTER: ACDI project manager.
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COST ESTIMATES: For the purposes of estimating costs, the

physica. location for all training 1s assumed to be either Bank
or ACLI premises and does not involve any additional cost to thas
project. Also, where project management (either bank or ACDI) 1is
used, no addit:onal staff C0sts are estimated. [t is assumed
here t> ne part of their Job to do this training.
COURSE: ESTIMATED BUDGET:
ORIENTATION NONE
RSSE CREDIT POLICY/PROCEDURES

Duplication & supplies $500.00
SSE CREDIT PRACTICES/ADMINISTRATION

Duplication & supplies 500.00

Field trips (3 days @ 38200) 600.00

UNDERSTANDING HUMAN BEHAVIOR
Consultant/Trainer

Airfare/expenses 81800
Fee 1200
Duplication & supplies 500 3500.00

IMPROVING INTERVIEW SKILLS
Consultant/Trainer

Airfare/expenses 81800

Fee 1200
Duplication & supplies 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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l. CLIMATE SETTING

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

° Provides rationale for why the subject is important
to the participants and how it will be useful to them.

® Links this training session to previous ones and places
it into the overal] framework of the work shop.

2. GOAL CLARIFICATION

® 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

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

° This "experience" Lecomes the data producing event from
which participants can extract and analyze as they com-
plete the learning cycle.

° Common "experiences" are role plays, case studies, self-
diagnostic instruments, games, simulations, etc.

4. PROCESSING

° 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,

2
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GENERAL [ZING

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

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

APPLYING

® Using the insights and conclusions gained from the
previous steps, the participants identify and share
how they plan to use these new insights in their
everyday life.

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

QLOSRE

°. The events of the training session are hriefly
summarized.

°® Provides a 1ink to the original goals of the session
and seeks to determine if the goals have been met.

® Wraps up the training session and gives a sense of
completion,

® Provides an opportunity to 1ink the session to the rest
of the program, especially the next training activity,
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THE -RELATIONSHIP BETWEEN METHODS AND QUTCOME S

Trainers must choo se specific methods based on the desired out-
comes for any training session. It is impossible to specify the
value of any particular training method without giving reference to
the objectives of the training.

In formulating a training design, one must consider which type of

activity fits the different training objectives. Is the main objec-
tive to change the participant's knowledge, attitude, or behavior
skills? The methods/techniques which enable a trainer to affect
these changes are described below. i

Know]edge

The basic requirement for acquiring or altering knowledge
(concepts, ideas, facts, etc.) is that information be presented
Clearly to the learner and he/she receives feedback on attempts
to communicate an understanding of the new information. OQther-
wise, it is unreasonable to expect accurate learning.

Appropriate techniques for communicating information in-
Clude lecture (if followed by a question/answer period); open
discussion; symposiums where members of the audience are
given the opportunity to question the speaker; television;
films; tape recordings or readings which are analyzed by the
group of participants with the direction of the trainer,

Behavior

Change in the actual ability to do something usually
requires guided practice with feedback about the success or
failure of the practice. Many pecple believe that group-,
relevant skills, such as keeping a discussion on the topic,
can be learned through practice. [t is possible to learn all
about driving a car by reading a book, but the actual driving
can 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,
[ntermittent process analysis, use of group observers,
coaching sessions, critiques and role plays are also useful,
as is any method involving immediate analysis of the effec-
tiveness of behavior.
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Attitudes

(f attitude change is desired, it is appropriate to utilize
small, informal, open-ended discussion groups where the indi-
vidual will not feel threatened. To the degree that these dis-
cussion groups are important or valuable to the participant,
attitude changes are more likely to be lasting.

Other training methods that are helpful for bringing about
attitude change include interview situations in which one par-
ticipant listens carefully to another's descriptions of their
attitudes and problems, and role playing. Role playing can
be especially helpful in attitude change because the learner
actually experiences the new attitudes, feeis little threat,
and is supported by other members of the training. group.

The best methods for influencing post-training action are
those that involve group discussion and group decision-making
to undertake specific actions on the Job. Individual planning
sessions followed by reporting to the group (for support and
reinforcement) are also appropriate, as are team planning
meetings and many other activities,

)\
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EGYPTIAN BANKING INSTITUTE TRAINING PROGRAMS

COURSE + TARGET GRQUP  TOPICS COVERED
CREDIT ' JUNIOR LEVELS Credit facilities; determine
i Clerks i financial status; follow-up
i Div.Heads 10f granted credits; determine
' imeans of repayment and added
! icollateral.
LETTERS OF JUNIOR LEVELS ‘Types & importance of LC s
CREDIT ! iBank ' s responsibility and
: rcommitment for LC's; methods
! '0f uses and commitment followup.
' ‘Marketing objectives & methods;
‘MIDDLE MGMT. +Behavioral approach to clients;
MARKETING i Division Heads!communications & promotional
1 Supervisors imethods; problems of banking
v Dept. Heads. iservices marketing.

FOREIGN ' 'Relations between bank and

RELATIONS 'MIDDLE MGMT. icorrespondents; dealing in
: i foreign currency.

CREDIT & ' iFinancial statements; objectives
FINANCIAL +JUNIOR LEVELS ‘!and methods of financial
ANALYSIS ‘MIDDLE MGMT, ranalysis.

FEASIBILITY ' ‘Marketing/Technical /Structural
STUDIES 'MIDDLE MGMT. iand Commercial Studies of the

H iproject; sensitivity and
: ‘uncertainty tests.

LETTERS OF : 'Types and uses of LG 's; issuance

GUARANTEE 'JUNIOR LEVELS iof LG's; common rules for LG s}
: ihandling LG problems.

LEGAL ASPECTS !MIDDLE MGMT. ‘Legal aspects of the credit

OF CREDIT ' icontract and transactions;
! ‘collateral; i1mplementation
' iproblems.

INVESTMENT tALL LEVELS 'Project evaluation; financial &
FINANCING ' 'follow-up methods; handling

' faltering projects.

_—-.—._—..——..__.._-._...~___.—_—_..__——_—__—__.—__.-__——.-—..._—.....—————--——--



Exhibit C
COURSE ‘TARGET GROUP | TOPICS COVERED Page 2

MANAGING THE ‘Fimancing methods; how to make

BANK ' 5 ' 'a financial decision; methods &
PORTFOL IO ‘ALL LEVELS 'conditions for forming the
' 'bank 's portfolio; analyzing &
: 'Managing the portfolio.
ADMINISTRATIVE ; 'All aspects related to the
& BImAVIORAL ! ieffect of behavior on Mmanagement
SKILLS ‘MIDDLE MGMT, iand decision—making.

‘ALL LEVELS ‘Foreign exchange market;
' idetermining exchange rates;
H ' foreign exchange npera.ions;

PROJECT 'MIDDLE MGMT. ‘Methods for follow-up of long &
FOLLOW-UP ' ishort-term credit facilities;
! ‘cash flow as a credit contro!l
H isystem; evaluation of repayment
' icapacity.
DEVELOPING : '
NUMBERICAL ‘ALL LEVELS iBasic mathematical skills
SKILLS ! '
BANKING i 'Determining required information
INFORMATION ' ‘& setting up reports;
SYSTEMS ‘ALL LEVELS iCommunications behaviors.

___...______-.._..-.—_———-_——__—_—______——_—————_————————_——-—_—_—_.__

HOW TO HANDLE
A FOLLOW-UP
PROJECT.,

! ‘Determining internal & external
+MIDDLE MGMT. ireasons; financial analysis;

' 'handling deficiencies in

! 1financial structures; credit

H irisks; how to handle a faltering
! 'project.

(

A
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EXECUTIVE TRAINING INSTITUTE POR BANKS IN EGYPT

PREPARATION REPORT

SUMMARY AND CONCLUSIONS

The need for a new, revitalized Seatral traianing iostitute for
.Egyptian bankers hag been recognized since the “opening" of the Egyptiag
economy in 1976, A 1977 unpp study fecommended 5 rather complex set of
Dev lostitutions to meqt this need with Suidance frog the EDI, Possihly
due to the complexity of this Proposal, and to Preoccupation of the
bankers with short-tern Weasures required for the B&nagement of the
changing banking Systea, no action wvag taken,

The present report focuses upon the building of one Particular
fostitution and {g intended to be action oriented, .lhg_lgggitugg_!gq;d_,

—_——

organized as an Autooomous agency under the aegis of the Centra) Bank for

the binofit of the entire banking systenm, Jhe Egyptian Asuociatfig_o{_

Instituce would be smal}, telative to the training activicy required {,
individual baoks, However, {¢ vYould provide 4 focal posnt for services
available throughout the Systea,

- The Board would 8lso be relatlvcly.gnnll and broadly
‘Gepresentatlve of the banklng community, The Chief Executive,Offtccr,
would be efther the Chairman of the Boxrd or thc_§x¢cut1v._01rgctot of the
Jnstitute,  Thege alternatives are dis:ussed more fully 1n the report,

. Training staff vould be drawy Primarily frog the banking_pyltcg
00 rotation and from q&bg;_gqurccp of triining expertise {n Egypt

Eggg;pp;_ttaiﬂlng E;iburcel vould bring 1n new thgpo;ogy,anq_ganaggnen;_

—_— — e

methods, both from vithia-!gypc and frog outside.

.The training framewvork vould {nclude f{ve areas of specia]-
1zation: Banking Fionance qnd_égggun;lu , Hgggge-eq;. Economyics and
Language-related ;klll « There would bc.?our levels of profcooionul_
training Programs: shore l?iidié;‘for'toﬁ'nanagolcnt (and for single
theaes at all levels) and 9-12 veek Programs for senior, p{@§1¢ and youn
professional staff. In order to reinforce their practical oriencation.
the longer terg Ptograms would incorporate 80 {ntermedi gty Phave of
attachaent to counterpart institutions or, lltcrnativnly, completion of 4
Specific 48signed tagk vhile also attending to oormal officig] duties,

Raterials would be drawm Primarily frog the Egyptian coatext and the
normal language of dislogue vould be Arabie, Competence 1g Boglish ang
other lsnguages, 44 vell ap computer skillg, vould be tocouraged. Bue
these would not be Prerequisites for ROSt programs,



and eathusiassa for learuing,

The organization of training etaff would be coordinated through
the office of the Deputy Director and Head of Banking Studies, under the
general supervision of the Director of Trnining and Research, Thc_

" services and administration vould be closely 1inkeq vith the traiaing
ving, either through a coordinating Committee, or through the pPerson of
the Executive Director so long as the organization g small,

Funding would come primarily frop the banks theaselves, Inter-
national donors aight wish to assist by covering foreign e¢xchange expendi-~
tures. The fncentive effect of lelf-fiuancing should not be ignored,
Hovever, advance expenditures on Preparati{on of teaching @aterials angd
other developuent resources should be considered a9 investments and oot
included in fees,

The establishment of , Preparation 8Toup or committee is Perhaps
the firsc Step needed. Other action steps are outlined in the Teport, ags
follows:
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= Acquistion of suitable Premises, furnishing, etc,

= Acquisition of equipment, fixtures and vehicles

= Planning of Programs and activities

= Finalization of internal Procedures, sainly budgeting azd
financial controls

= Acquisition of Progran materials and case studies from
eéxterual sources

= Coumencement of Preparation of internal training materials

= Traioiag of traipers Program for the Institute's training
staff

= Announceaent of pPrograms and adctivities

INTRODUCTION

The banking System {n Egypet {g one of the oldest ia the Ara)
vorld 1if not g Asia, Modernizat{on began in 1931 when the Nationa] Bank
vas founded and began to 88sume universs] banking functions, side by side
with foreign banks, Thig development cootinued ugti) the early 1960'g
when Datiooalization of all banks took Place. Thi, vas followed by a
nuaber of mergers and by 1976 the entire banking System consisted of the
Central Bank of Egypt, the National Bagk of Egypt, Bank Misr, the Bank of
Alexandria ang Banque du Caire., The Principal Bank for Development and



Agricultyral Credit (PBDAC), wieh ics Seéventeen member baoks 1{a the Cover-
Gorates existed during this Period oytside the coatrol of the Ceatrs)

Since the opening of the economy (Infitnh) in 1976, the blnkln‘
systea has expanded dranatically. oot only g, aggregate blnking Sctiviey
but 1in nuabers of institutiong and complexity of thetir Operations, Tyo
developaent banks were established, the Developuent Industrig]) Back (gn
offshoot of the Baok of Alexandrig) and the Misr-Iran Development Bank,
vith aixed Egyptian and Iranian Private and public owvnership. Since 1979,
8 host of gew Jolnt-enterprlse banks and branches of forcign backs have
been established. The total number of banks Operating in Egypt has gTown
from § governaent-owned baoks {n 1974 to about 95 14 early 1983, 4, lise
18 1n Annex I.

Rccognizing the challenge of facing rhy, rapidly changing
situation, a UNDP study way commissioned {g 1977 ¢to fecommend Steprs for
meeting the training needs of the evolving banking System. A distig-
guished study teaa wvas 4sseabled comprised of professors Duesenbury and

lastitutions and externa] financial assistance, Possibly because of the
complexity of :he Proposal, as wel) 48 to the Tapidly changing enviroament
in the banking Systea and becsguse of the emigration of vany skilled
eéxecutives and techniciang ¢o the neighbouring oil Producing countries, po
significang follov-up actioq vas taken., The Bankers' Training lostituee
of the Centra] Bank continued to give one tvo-aonth course per year for
aiddle-leve] staff from al] the banks, and the corresponding Bankers'
Training Center for lover-level officials offered a variery of Specialized
courses and language training Programs for Central Baok eaployees.
Heanwhilc, each of the four aajor Commercial bapkg Set up an fodependent
training Progras. The newver banks, 1ike the Developuent Industria) Bank,
conducted ad hoe io-house training Programs and Seat sany of their
execu:ives—:bF3;H. to EDI courses in Egypt (conducted in Cooperation with

Developaent Program of the American University at Cairo. Some individug]
banks, 1ike Bank Misr, wvere feasonably satisfied wieh their owm prograas,
But many vere aot, and 4pproached the EDI, which Vas unable to Provide
$ystemat{c training assistance.

In 1981, the then Governor of the Ceatra] Bank of Egypt (Cse)
VTote to the EDI asking for 8ssistance {g Considering Vays to plan a |0re
coordinated ang coherent Program for the vhole banklng Comaunity, 1Iq
response, the EpJ lovited two Central Bank Staff to attend a Seminar for
Managers of Training organized for the Associatiog of Development
Pinanclng Institutions in Asia 4ng the Pacific (ADF1AP) held {g Ualhlngton
in December 1981. Soon thoreafter, the Governor became Deputy Prinmg



Minister of Egypt, and staft vho attended the Seminar were transferred.
Hovever, the ney Covernor, NMr, Mohansed Amig Shalady, took Up thisg
interast wigh equal {f go¢ greatar enthusiagm, His Dcputy. Mr. Al Negm,

viodted the EDI, and the Asstotang lub-Covernot fer Orllnleacson and
Traladag, N, Sebbi Ramsq and hgp assistane, Mp, Khatead, 8pant tve wegnse

at the EDI (o June 1982,

A tvo-day training needs Assessment seainar wge orgsnized {n
Cairo in Septeaber 1982 wiceh the training directors of the Central Bank

that as ®many as 10,000 staff members spend approxiuetely tVvo veeks o Year
on average g off-the-job training, The Numbers of staff and trainees are¢
reflected (g 4 table prepared by the Central Bank in conjuaction wich
these banoks, Suwmnarized as 1 Annex 1, and IIp,

aission to Cairo {n January 1983 financed by the Econoaic Developucnt
Insticute (EDI) of the World Bank. The tean consisted of M, Jack L,
Upper, EDI Senior Lecturer. and two consultants; pr, Moncef Chelkh-rouhou,
Director of the Institut de Financemeat de Developpenent (IFID) of Algeri,
and Tunlsie, headquartered in Tunis, angd Mr. s, p, S. Deol, former
Director of the Developmen: Banklng Center {q4 Ind{a, Responslbility for
the views expressed {n thys draft Teport {g thae of the authors ang not
Decessarily of their respective institutes,

MISSION AND OBJECTIVES b///

thenational development effort, Tovards the fulfillment of this mission,
the Instityce Vill seek active involvement of the banking Community {n 413
its operationg S0 that PTograms and activities grq designed ¢o meet the
real training needs of baoks., Training, .4 8gainst¢ research, shal}) be the
Principal Preoccupation of the staft aembers, Brue. ¢, application of
recycling of ¢conomic research conducted both vithin and outside the
banking sector will be ag important co-plementary activicy along with

consuleting by experienced members, which ®dY also be uged to reinforce the
learning objective.

1. An assessment of real training needs is e3sential ¢o develop

2, The Egyptian banks wi1] Beet a sizable portion of inftia] establigh-
@ment and Tecurring costs of the Institute, A response of this kind
will, however, be dependent on the quality of the Institute'y
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Vl

outputs. The grester the Institute’y credibilicy {q terms of the
vsefulness of ite training Ptograms ang Sctivities, the caster it
viil be ¢ obtaia thi,g Supporte,

The Insticyee will ¢odeavor ¢o explore new areas for bank training
(oaw tagkg and jobd dennndo) and thg design of short gng mediun-terg
Programs wiy]) reflect thy, concern. Further, teaching materials
vill be extrapolat. ' £2ca real Organizationg) ¢Xperiencas ¢o that
they are Televant ¢o the Egypeiqn banking eoviroament,

Funding aqd training technology alone wi]) not be suffictent ¢o
bring the Institute to life, I¢ nDeeds to 88semble 4 'ontropro-
Deurial® team of trainers having deep Commnitment to the realizatiog
of the basie aission apg who are wvilling to take risk, {.e., find

A broad set of possible object{ves based on’ the above Stateaent

of the miss{on of the lostityce are indicated below tor conoldoratioq by
the spoasors of the lascqityee,

l.

To foster active apd effactive Participatiog of the blnking 8ystem g

To promote 4 Strong sense of efficiency and R2nagement
responslbility among banking executives ang to increase their
knovledge and avareness of the changing Dational apng inttrnltionll
financial enviroament; :

To undertake training pPrograas to help Tealize the full Poteatia] of
existing executives and ¢o increase the ounber of okilled, officiene

To PTepare and execute Up~to-date and practlcally oriented training
materials for ysge both {n the Iastituee sad 1n 48so0ciated training
Prograns; -

To incorporate and dissemingte Bore videly the Tesults of economi ¢

research ang Yecorded Practical experiencas 1g the banking Systen;

Practical gnd Strategic Problems, borh ia feactive and Proactive
®anner, and to use these experiences ¢o earich the lcarning Process.



9. Te aat ag a ooordtnltln. centar for Sxecutive and starfg tratofag gg
Ceatral, Commercial, 8griculcural and developaental baaks;

10, To Suppore, perticularly 4, {niria] years, efforts for training
trainers throughout the banking Sector, wieh externa] sssistanzy 44
oeeded fron villing donors of funds ang techaica] 4ssistance;

1. To encourage {n all {¢, activities loca) foitiative 2o0d exchange
of common practical eéxperiences;

12.  To enhance the effectiveness of the private Sector through eff{cient
Project financing and footeriog the growth of capital market vhilae
schieving the above objectives,

II, ORGANIZATION
—_—tantviy

leading role ia Promoting training activicies g general, 1 helping
coordinate the training activicqes of the Institute vith those Feaaining

The Board of Directors should remain relltively small, The
following composition war provisionnlly discussed vith the
Governor of the Central Bank ang vith other @eabers of the
banking community:

~ Chairman, ¢to be noainated by the Governor of the (1)
Central Bank,

- Two Tepresentatives of Public sector banks, (2)

- Two fepreseatst{ves of private sector banks, (2)

¥ = Tvo persons vith academic standing and traioing (2)
experienceito be noainated by (the Chatrwen of the
Institute.» % - -

- Two alternative roles for the Chairman qre Proposed for
consideratioq:

1. Chief Executive officer, full-tiuo, assisted by g
Executive Director, who would ettend Board Reetings ¢ the
discretion of the Choirnan. or

, 2. Chairnln. Part-time, with 80 Executive Director as
Chief Executive Officer and Permanent member of the Board,



B, Advisory Planning Comnittee

The composition of this committee, which Vould advise the
Chatrman and/or Executive Director on training Batters, would be
determiped ang appointed by the Chiet Executive Officer.

c. Or‘anizatiou Structure

The organizationa] Structure vould be established by the
Chief Executive Officer and &pproved by the Boerd, The
discussion of this sSubject here is des{gned to be suggest{ve
rather thap Prescriptive,

The essentia] functions Perceived by the Study team vere:

1. Training direction and leadershlp. nobillzing and
guiding the Tfeaources identified in §reater detat] {g, the
Next section,

2. Ceneral ndntnto:ra:ton. ¢ncompassing;

(1) Personne}
(11) Participane Selection and Tecords
(111) Part{cipant aduinlstratlon
(iv) Priuting and duplicating
(v) Offfce Banagement
(vi) Computntionll servicesg ({o~house Or contracted
Separately)

3. Teaching materia] supply and 1{brary Servicay,

A drafe organization chart 1s subaftted for consi{deratiog
in Annex 111,

D. Trainin! Resources

1. Trainers - Internel

The suggested human and other training resources (e.g.,
Computational gng audio-vigya] ¢quipment) vould serve 5 range)
of Specialization, described {q greater detai] below, Broadly,
these include: Banking {ssues, finance and accounting,
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The policy of aaiotaining 4 relatively sma)] core of
teaching staff - Tesponsible for the ectual conduct of , range
of course activitiey -- Plus a cadre of specialige, o8 cuatract,
full- or Part-time, has been Succeesful in 4 §reat mapy training
iastitutions, It 1s {mportant to eaphasize, hovcvcr. that the

adaintstrators, Their aumbers Bust be sufficient to manags the
trainfag prograas and conduct 4 Proportionate share of
iadividua] Seesiong themselves, say 402. Other training
Tesources should pe drava frog @®anzgement, Operational and
Fesearch staff of tp, banks and frog outside expertise,

Research activity canp conflict with training Priorities,
On the other hand, the Preparation of good training ®materials
requires carefy] research and {nteraction vich Operationg]
scaff, Tiae should be budgeted geaerously for ehy, type of
tesearch activicy, especially 1g the bcginnln;.

2. Trainers - External

External resources are especially inportant 10 aress of new
financtal technology and ®anagement methods, 44 in the fields of
communication ang information, Language instruction aad
Programs {n effectqve reading agpg report vriting caa frcqucntly
be cfficiently and €conomically Contracted oyt,

Support facilities and personnel Bust be planned and managed
vith a view ¢o the paramount sSuccess of the training aission and
not for their oD sake alone, The library. computational
equipaent agnd Copying facilfities should be directly related to
training requirements gng Qot diverted for other usqes, Good
facilities a0d services for the timely Production ang
distribution of training waterials are vital,

4, Trainin‘ Framevork

The bdroad areas and speciq] diociplincs-rcco-ncndcd
are outlined below:

Area Specialization
Banking l. Commercia] Law and P{gcq) Aspects

2, Baoking Law

3. Baoking Policy

4, Banking Operationsg

3. Banking Systems

6. Central Benking Issues

-
————
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Finance and l. Floanctal Policy
Accounting 2. TPinancial Management

3, Accounting
4, Auditing
5. Tinancis] Analysis of Projecty
6. Internationg} Finance
7. Capital Markets .
8. Sources of Pinancing
9. Pinancia] Data Procelling

Managemeat l. Organizatiog Principleas
2. Management Styles and Connunicltion
3. Organizatiop Behavior
4, Management - Scaff Relationg
3. Negotiation
6. loformation Management

Seoueontag e Badusnp(ag
2, Agricultyra)
3. Mooetary
4. Economie Analysis of Projects
5. Social, Regional andg Environncntal
Analysis
Language 1. Repore Writing

2, Effective Reading
3. Foreign Language Review

Linkngel

A, National

The Iostitute will establigh appropriate links wvith a11 segnents
of the financia) Sector and the banking Community, The Bankera!
Associatiop provides the poteatial for the Primary linknge of the
Iostitute with the banking $ysten as 5 vhole, However,
cone from donor agencies or other Sources outgide the ba
€.8., the Capita] Markets Authority, the Investaent Authority, the
National lnvestment Bank, etc,, vhere 11ais0a 1g important. Other
lostitutes 11ke the Institute of National Planning, the Go;crnucnt'l
Central Training Institute ang the Sadat Acadeny nay have resources
aod programs that should be linked or coordinated, Si-ilnrly. fome
universities have establighed 'pecial programe for fclsiblllty
studies and management training, Accountinl, legal and uther
Professiona] societies 2ay have important resources to offer, A1}

these should be fully tecoguized angd l1{aked wich the Iostitute'y
activit{es,

e
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| 8 Regional and Intornltioqii

dalh 4n ape Niddie g44, and ty Allblu-apauhlng touatrien of
Africa, bankers ' trafaing activitieg exiat or gre being Plsaned, The
relation of this inftiacive in Egype vith other 1n-t1tutionl in the
Region could pe Strengthened by 4 couscious effore o devalop

Internationa] links wieh bankersg’ training instituces ia
developed a3 well ag developlng Countries coylg be a source of

1V. PROGRAMS

A, Types of Programs ang Scheduling

A brief descripeiog of a Pogsible set of Programe {4 Provided 1
this section, Planning of thig type of pPtograng should alm lnitially
at opening Up a range of options {np terms of duration of Seainars
(shore, mediuym, long), Subject Coverage, target S§Toups of
plrticipants. training methods, orientation (theoreticnl. Practical,
mixed) and levels of outpue. 1¢ {4 difficule to devisge ap optimun miy
vhich wil} fully satisfy diverse eXpectations, Hovcver. there nay be
a middle course, which is best suited to meet the fel: training neyds
of bank Professiona] staff, The Program shoulg also be consigteqgt
vith levels of eXpertise of 5 pey training 1nlt1tution, vhich itself
vill initially Fequire s goog dea) of effert o dcvclop the training
cipabilities of its own staff. A gore ambitioyg bcginnin; pPrograae
Yould run the risk of 1nappropriat¢ dclivery. vhile 5 Wore siaple
Approach may result in the failure ¢to achieve the Institutt'l -
objectives, The staff Proposed sShould be able to handle an expanded
Prograa over tinpe vith rclatively litele addition gqq with
considerable savings ip Costs per Participant,

Before we 80 into {ggyes of Programaing Strategy, let Us review
first the activities of the existing training lastituegon, aanaged by

- The Training Center
- The Institute of Baoking Studies
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The Center ®fletrs three ®aln qourges of oin Soathg duratieq
each; languages training (Englygp 4od Prench), . blnking course
in Bogligh, and & banking course {n Arapgec, The largege Dunber
of Participants 14 g4 language Course (280), followed by the
banking course {0 Arabic (60) and tpe baoking coyrge in Zagliep
(50), The contents of e bcnk!ng courses are of lnzroductory

exchange, §uarantees, b11l1ls ang docuncntnry Credits, I ®ppeary
that credfc nalysi, (from an Overa]] Ptoject pofqne of view) aad
loan ®anagement, besides o host of iaportane policy lssues, are
oot covered g 2 systematic or nntiltnctory vay, Horeovor. the
classes gre held only {n the evening, A total of |34 hours of

Period., The Center 4140 conducts goge Specialized Courses,
vhich ppear to be ®OTe suftable for ueni-pronUlional (Junior

The Banking Institute conducty 4 single course of two
@onths' duratiog. Sessions are held 1n ¢he Woroing. Aboyt 60
trainees enroll for egch Course. The Subject Coverage {4
diverse (money ang banking, Egyptian €conoamy, Engligh langunge)
and lacks the coherance of s voll-dcuigned banking Course,

vill be focorporateq into the gey Executive Developaent Instituee,

. The progran Proposed fqor Cons{derstiopn here hay the
tollovlng Strategic Componentg aimed gt Senior leve] tratngng:

1, Pour levels of Programs to ®eet the training Qeeds of
Professiona)s 4t varioys dtages i the Organizationa]
hlernrchy.

2. The Programs should be Deither too short nor too long;
9-12 weeks (including inltltutlonnl ettachment) 4,
suggested except for the top manageaant Seminar (3 days)
and Specialized 3ingle thene Programs (] yeek each),

3. The Prograas for senior, 2iddle agq Young Professiong]
levels are eovisaged in three Phases: t}e first “and the
last phase will Comprise classroog tratning, vhile Phase
tvo, {n each Case would pe reserve for either 1n0-house
Sttachment (locnlly Or abroad) of 8 Specific tagk

Practices outgqge their owp {ostitueioqn, and/or apply
theorfes agq techoniques op Specified tagk issignmenty,
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Overseas ttachaents Suggested for the tvo senfor programs
would, hovever, depend largely upon the availability of

funds 1o the lostitute for travel and subsistence and upon
errangescents with foreign Sources of finance. Ia any case,
the former {g going to be more Problematic than the latter,

4.  Care hay been taken to Suggest lnstructiong)
methodologies suited to varioyg levels of pPrograas to
ensure active Participation ang pPractical work (case
studies {g Particular),

5. Content Coverage {ia the Suggested programs is more
11lustracive than Prescriptive. It 44 hoped that the
Institute wil] sake an 88sessnent of trainiag needs on an
oa-going basis and will make changes frog time to time {g
order to retaip o Stroag liaok with the operational miliey
of the bnnklng systam.

6. The Participetion {q Sach program should be teastricted
to around 15 Participents for eifective tntctaettono

materials Preparation, training the traioess for ia-house
induction courses and occasiona] Publications,

8. Program scheduling (Annex IV) allows more free tige
around Januvary, June and December each year to enable
trainers to devote time for vriting course ootes/case
Studies, self-initiaced learning and training for trainers
and to ainimfze laoterference vith sSemester-end banking
activities, These times @&y be adjusted — on s

Program-vide bagis -- 1f Operational cons{derationg
warrant,

¢ Top Management Semingr

! 3 days (once 8 year)

1. To examine curreat bagking 1ssues anq Prodlens;
2. To know about new banking ®ethods and techniques
(state of the art);

J. To gain underotanding of the Institute’y
activities ang levels of staff expertise,

Jear having regard to their importance and Practical
usefulness, Soge examples might pe:
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Capitq] Market
- Staff Productlv!ty and Motivetion

= Managemene Information Systeas
=  Bank Cooperation

Short Pfesentation by eafnent bankers and etaff

1. Opdating of knowlcdgo aad skills;
2. Experience sharing;

3. An OpPportunity for the staff aeabers to estadbliy
their credibiliey; -

4, Publication of Seninar papers and Proceedings by
the Instieyte for use ag training documents,

Exeautivg Developaene Progran fop Senter Banj

9 veeks {n 3 phases

Phase }: 3 veeks of classroog Sessiong

Phase 2; Task assignment whi)e attending to the
oormel officig) duties (4 Wweeks)
OR

In.titutional attachaent wiep 8 commercia]
Or & specialized bank abroad (4 Veeks)

Phase 3: 3 veeks of classroom Sessioqs

(Two Programs every year.)

l. To ¢nhance the overall Binagerisl effectiveness of
senior S&nagers;

2. To learn ®%0re advanced techniques of credit
analysis ang loan Supervigion;

3. To experience application of theories and
techniques (g, real bank{ng Situationg,

‘hase | .
= The role of Egyptian banks g nationgl dcvclop-cnt
(an overview)
= Major benk policy {ssues, sych as
= Sectora]l finlncing
=  Resource mobilizatign
- Plnancial/crcdit Policies
- Co-Pinnncing
=  Bank marketing
= Client relationg
=  Office technologies
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Plrtlciplntl

Qutcome
Level 111
Program Titile

Duration
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- Islangc banking
- ?oreign exchange policias
=  Leastng Operationg

(fnloibility Studies)
= Project analysi,
- Finanecigq] 80d economic
=  Market
= Hanagement
- Technicg])
=  Short-tern Financing (Working Capital)

Phase 2
- Task 8ssignmenc op
- :noctlultonnx 8ttechaga

Phase 3
=  Phase 2 dcbricflng
= Manageris)] 1ssues 1, bnnking
= Loan Supervigion
- Schcduling techniques
= Informatiop Systen
- Impleuentation Probleas
=  Operations)] Probleas
- Rehabilitation of sick unirg
= Progran Evaluatiog
- Follow-up of Tralning

Short lecturen. discuonions, llnulationl. decision
oriented case Studies

25 senior bank officerg vith sboute 10-15 years of
operational experience,

50 trained executives every year

Middle Management Program for Bank Officers

12 veeks ip 3 phages
ase 1: 4 veeks of classroog sessiong
Phase 2: Oo-the-job tagk assignment (4 weeks)
OR

Inotttutionnl dttachment witp & commercia]
OT a spec!ilized baok abroag (4 veeks)
Phase 3: 4 veeks of classroon sessiong,
Tvo Programs every Year,)



Objectives

Contents

Hethodolo‘y

Participants

Outcomes
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l. To enhaace the overall manageria] effectiveness of
niddle level managers;

2. To learn te~hniques of credit snalysis and loan
Supervision;

J. To 4pply theories and techniques 1in real bnnkin;
oituntiouo;

4. To examine the role of Egyptisn banks in Qations}
econcmic developuent,

Phase 1|
= National Economie Policy Tramework
- Sectoral Prioritiqs
- Project Ptcaotion
- Incentives
- Danking Systan
=  Typology
- Punctions
= The role of the Centra} Bank
=  The Promotional role of banks
- Prc-appratall aspects
- Project ldcnttficntton
- Project Preparation
- Feasibili:y 8ud project feports
- Project Apprafiea] aspects
- Financial and econoaic
=  Market
= Technical
=  Management
= Short-term Financing (Working Capital)

Phase 2
=  Task assignaent op
- Iuotitutiounl attachment

Phase 3

= Phase 2 debriefin'

=  Manageria] issues (n banks
=  Sectoral finlncing 1ssueg

= Baoking policy and Practices (a Suaaing up)
= Program evaluation
- Pollov-up of training

Lccturcs. discunsions, case Studies, exercises,
simulationg

25 middle level officers vith 7-10 years of experience

350 trained niddle level officers every year
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Program Title

Duration

Objectives

Coautents

Hcthodology
Participantl

Outcome
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Young Professionaly Development Prograa

12 veeks 1g three phages

Phagse 1: 4 veeky of classroow sessions

Phags 2. Task a8signnent (4 veeks) ok

—hee- 2o Institutiona] attachaent with 4 commercig]l
or a development bank withig Egypet (4 Veeks)

Phase 3: 4 veeks of classroog sesaions

Tvo programs every year.)

l. To expose Comparatively less experienced staff
meabers to the Egyptian banking Systena,
Particularly {¢, Promotional role ip the process
of €conomic developnent

2. To learn basic banking techniques and Practices
J. To apply technques g real banking situationg

Phase |
- Bistory ang evolution of bnnkln; in Egypt

- H?ﬁi'.’l.:;'i::.!f.ﬁﬂ
= The role of the Centra] Bank
=  The Promotional roje of banks

Cumentary credic
Working capital financing
= Documentatioq
=  Bank book-keeping and records

Phage 2
=  Task assignment OR

- Inatitutional attachment
Phase 3

= Phage 2 debricfing
Iutcrpcrsonal skilly

- lutorvieving clients ang factory visies

= Loan Sanagement Practices

= Program evaluation

= Follow—yp of training

lcctures. exercises, calculut!on-oritntcd Case studies
25 officers vith 5-7 years of operational experience

50 trained young brofeaslonalu every yqar
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Other Programe and Activities of the Inscteueq

a. The Institute vill algo organize, beeides aediun-tery banking
Programs for varioug categories of bank officers mentioned above, 4t
least 3 short-term Prograas (one week each) on topicy of curreat
banking iaterest o Reet the more urgeat training needa,

Some of these topics might be:

= Bank Exanination

= Techniques of Pinsncial Analysis

= Capital Market

= Regionsl Developuent

= Sectoral Isguqe

=~ Management of Jolat-~venture Projects
= Banking Tochnology

= Islaaic Banking

= DManagement Information Systeas

induster deal wich o:oractonnl and strategie Ptoblens, e
iy ueeful ¢qa Suliding up enpecritae Yhagn wiiyg
reinforce the Icarning Process and bring the Institute closer to the

c. Mediua~duration language courses (part-time {n Engligh and
Freach.

d. Training of Trainers pPrograa for the staff of banks aad
iastitutions engaged in {n-houge induction trainiag., Ae least one
Program, of two weeks duration, Bay be organized every year.

e, Preparation of Qev pedagogical Baterials:
- Case Studica. exercises, otc,
= Course Notes;
Review and updating of existing materialy:

£, Participation of trainers {n training sessiong (as guest

speakers) conducted by the traioing unitg of baaks (induction or
other courses),

g Periodica]) Publicatios arising out of or Connected with the
Iostituce's training activitieg,

B. Content and Methodg

The content of the prograums would vsry, of course, with the
subject mattgr, We have found it useful 1p our fastitutions to
ewphasize good pPractices Compatible with o sound theoreticg] base by
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1ncorpornt1ng vorkshops {n pProgrsas, wvhergin participanty g, groups
complete specific tasks, These tasks aay {nciude the draving yp of
broad plans of action, the drafting of “feasibility studiee" on
particular projects or the formulatiogq of an alternative seans of
accomplishing a given objective. Throughout the esphasis 1s upon
dctive participation, usually in teams or groups of 3~S pergons,
Temporary attachmeat from one institutiog to apother {g o vay of
Spreading, sharing aad exchanging ¢xperience. Thus the training cgn
incorporate the content of the program {ato the vorking life of the
bank official, The dynanise of this process dependg upoa the choice
of content as wejl 48 upon the behavioral aod pedagogical methods
used. Content and @ethod are thus intinately interrelated in the
Successful prograas ve kaow.

c. Announcement. Selection and Admiss{ong Procedures

The development and adoption of Systeaatic approach is

essential to Sueeessful Participant ldnxnlntration. Aanouncement of
Progeamne ghould yg sdde wall 4 Alvacse of aheyr Sedurreange,
lection of Participants gt 4 coamon and coapatible level of f{nterase

need not Decessarily be governed by thetr bierarchical Position,

Clear and timely notification of candidate adaiseion, vith well
specified adnioistrative Proceduresg to be followed during the conduct
of the Program, helps promote 4 responsible relutionship betveen
Participants and the Institute, Records, boch statistical and !
personal, of Participants need to be kept. 1Ip this way follow-up
communications cap be maintained and the Performace of the Instityte
and {ts Participants can pe quantitatively seasured and monitored,

Adninistrltion

A. Cenera) Adninistration

We have Suggested that the Director for Adainistration and
Personnel (see organization chart: Aanex III) report directly to the
Chief Execut{ve Officer, vhether Executive Director or Chairman. e
administrative function in o training lostitution g 4 support (as
against directing and control) function; wve Tecommend that thy,
coacept be explicit ip the policies and Practices of the Institute,
The three sub-divisiong reporting to the Director of Adainistration
aad Persoonel vould be: Administration (lccountl. salaries,

Purchases, -aintcnlncc, auditc, transport, ete,), Firsonncl
(recruitment and selection, persoannel Tecords, pllccncntl. etc.) and
Board Secretariat. Each of these sub~divigions Bay be under the
charge of an officer,

An Interna]) Coordination Committee hag been proposed under the
co-chllrnanohip of the two Directors. Tne Committee, vhich should
have suftable represeatation frog the two vinge, vill not only bde
responsible for a1} coordination problems, byt also be the forum for
importaant cross-jurisdictional natters like budget plaoning and
reviews, high value purchase items, staffing, and pProgram fee
Structurs, amoag others,

AN
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A deviastioq from the usug] Pattern {n ¢{nilaer {institutions is
the fecommendation that che Fclate shop should be Placed uader the
coatrol of the Training Materialg Unit which {tself would be under
the overal} charge of the Director of Traiofog and Research, Thig
Arrangement {g likely to provide to trainers 4n ¢asier and more
direct access to the printlng/dupllcltln. facilicqes, The
Adain{stracive Department'y role would be restricted to Providing
Out-of-gstock {tenms (paper, etc.) and Tepairs for thig unie, Priating
and dupllcnting priocities vould be deternined by the teaching scaff,
88 principal users of the output,

B. Participane Adninistrntion

interase g of §reat {mportance, For cthis feason, ve fuggest thye
the Pnrticipant Affaics Oait ®ay be placed under the overall control
of the Director for Trainin( and Research and o Sub-committee of
trafoers,

Co  Facilities and Equipment

and trainers, 4 staff lounge, two large Seninar roong (with o
Capacity of about 30 Participants each) about 4/5 small group
discussion foows, a Bogrd Toom, cafeteris facilitles. *aong others,
The equipment items to be Procured wi]] include typevriterl,
word-procelaors, business aachines, copiers (one/two large and
two/three smal] unics), furnityre and fixturel, alr-condltionerl,
vater coolers, vehicles (a 2ini-bus, , Pick-up vao, cars), teaching
aids (boards, flip-chnrta. Screens, glide and overhead Projectors, 1§
o Projectors, tape recorders, video 8ystem, public address Systen,
etc.) and equipment for the cafeteria. The question whether the
Institute should go in for a large {internal Computer facilicies ie
left open; the decision ig this regard 82y be made after the
Inotitute is Set-up and 4 cost-benef{c analysis hag been undertaken,
However, nicro-conputcrl arae beconing such standarg training equipment
that provisioq should be made to purchase or reot a <oordinated group
of not legs than 10-]2 lnitlnlly.

Trainlnl Stratc;z

A, Trninin‘ of Trainers

If tradners are to act as effective change agents {n
foaterlng a dynaaic learnlng Process, they need to be motivated
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. aev subject inforlatlon, autheatie, Up-to-date and
comaunicative

. open-book experience from the banks

. oev training techoiques ang sethods

. good behaviora] undcrntnndlng of the lcorning_proccll

Occasional seminars help to establigh Constructive attitudes
mong trainers. Regular, pPeriodic coaching and critical Participane
evaluationg are helpful even to the most senior lecturers, But, above
all, the working 8twosphers of the Instityte i1 vicq] o create and
Naintaig eenditions sondueive to enthusissti, locrn1n|. The bleand of

regulay Seaahing stalf, veuk ®paratives gn¢ eonlrdey leeturers from
outside should be balanced vith thig objective in aind, Rotation of

lecturers is also desirable to bring freesh exXperiences from bank

B. Development aad Adaptationg of Tralninl Materials

These are bes: adapted when Possible frog actual experiencs €. the
flnnncing institutions theuselves, vith their help and coope.ation,
Former Participants back o0 the job are frequently the best sourcs of
Dev informatiog, Workshop Feports adapted loto case Studies,
exercises and vorking Papers are also valuable sSources of troinin‘
Bmateris], .

It 1s gls0 PIoposed that the Insticute should establish 4
@echanisa to evalugte trafning saterials wich the assistance of
externa] experts, st least initiolly, in order to attain high
Standard from the Pedagogical point of vigv and ¢o offer some ®onetary
incentive to the staff ¢o Produce good training Baterials,

c. Evaluation and Renewal of Stratclz

An early tagk of the Advisory Plannin. Comaittee should be ¢
establish effective evaluation Procedures. Arrangements should be
made for Periodic outside evaluation of the Institute’s overal)
Performance. This should take place every 2-3 Years vq 4 ‘scheduled
basis, with mnajor Strategy studies at five year iatervals, The aajor
reviews ghoyld include in-houge training 4¢ individug] benks,
including oa-the-job training 44 4 follov-up of the more forlally
organized Programs, Systematic intervievs with €x-participants should
be incorporated in thie review,

For 00-going programs there shoulq be ¥eekly evaluatiop by
Participants ang evaluation sessions with the Director of Training,
the Courge Director apng responsible teaching stefys 8t the close of
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Sach seainar, course, conference, or other program. The rigor and
oneisteanay vish whieh his s earrieq vt vill have o strong tepage
o0 the quality of the lostitute'y Performance.

D. Recruitment and Contrlctlnl

Initial recruitment will of Decessity be frog Ranagesent apnd
operating staff of phe banks, frog existing training programe both
vithin the banks and from outside, and from uaiversitieg and
consulting organizations. Care should be teken to offer the
poesibility of making the Sssignment 4n attractive Stepping stone
vithin the career Structure of the banking dystea, both Public gnd
private. Compensat{og aust be Commensurate with this prospect,
Contrncting for fixed tera, say two to three Jears, for bank and
Part-tine staff ghoyld be the rule. One-third to one-half of the
traioing scaff should be seni-permanent to ensure adequate coverage of
Specializations gnd focused icttention to the task at hand. Contracts
must be clearly drawn and should be Performance oriented. Houevor,
the contrace staff should have access to training for trainers, g,
that the Philosophy of the Inscityce c80 be extended throughoue the
organization,

E. Trainers' Performance !vnluatlon

Evaluation of trainers should be linked to the Performance of
the trainees themselves {, thedir work performance, The Participanty
should review the Performance of lecturers and training Baterials
session by session and Program by Program, eo that 4 consensug
éserges. The fina] evaluation BUSt rest, of Course, vith the
Executive Director of the Inetitute and the Director of Training,

oince their Performance g turn wil]l be Reasured by the Success of
their scaff.

Action Plagn
—_—— tlan

A. Legal ang Adzinistrative Heasures

Governor of the Centra] Bank with the Concurrence of Government
ministries g4 Decessary, Steps should be taken sooq to coastitute the
Preparstion Committee to Prepare a charter 88 required for 1its
establishment, Rnprolcntutiou of broad target §roupe vould be 4
pos{tive element; hovever, , emall Vorking group would facilitate
dcclslon-aklng. The lastityte should have Povers to hire gnd disaisg
its owu stags and to make contractyg] agreements wich dowestic gpg
foreign Parties, both Private angd g§Oovernaental. 1 should also be
¢npovered to own {4 own fac{lit{ies and to raise g funds
do-e-tlcully. Rafefng fund, from {aterunationg] Sgencies wi]}
hovcver, Deed consultation vith relevant ainistrieg,
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vould rua in the order of L.2,1,8 aill{on. (82 millicn) Since the
Institute will not have {ts own facilities in the beginning, tha
initial establishment cost in & rented Premaises has been estimated ot
L.E. 550,000 (us 3650,000); the detaily are {a Annex v, We have not
attempted to estimate annual recurring expendituraes, The
-njorrelponsibility for financing thig venture will be that of the
Central Bank snd other banks ia Egype, Hovever, there 1g 4 good
chance of some villing ioternational donors waking o substantia]
contribution. The Central Bank vill no doubt explore thege
possibilities before finnlizin' the finsncing plan,

As a locus for training assistance and cooperation, the Ingty-
tute would offer o base which exists in only a few countries,
Relating to the sfze of the banking Comaunity {n other countries of
the Region, thisg vould appcar to offer the largest Poten:ial for 4
Regional Center,

0. Appetnement of Chatrxan and Joard

The new Chatrpan should be designated a3 $oon as possible ¢o
that he can Participate in the selection of the Executive Director ang
members of the Board. The Chairman of the Bankers' Association could
be, ex officio, one possible cand{date, Clearly, he should be 4
person vith broad Support from the bnnking community, The Board
should bHe appoiated having regard to their {nterest {g and support of
training as a key to the sodernization gnd effectiveness of the

D. Appolotment of Executive Director. Key Trainers

This process follows upon the appointment of , Chairman, 1t is
inportant, of course, that the Executive Director. vhether hq be Chiet
Executive Officer or Deputy, be o Person trusted by the banks, both

| Staffinl

Based on the prograas and activitieg suggested above, ve have
estimated requirements of full-ti{me staff, trainers and support otaff
(Annex vI1), The management level wi]l] comprise the Chief Zxecutive
Officer and two department directors., The training staff hag been
estimated at 14 trainers (including J for language training). The
estimates are based on the likely programs and the desired
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specializations g Various disciplines, The Instituse wi]] nake uge-
of part-tige §uest speskers as and vhen considered Decessary, T,

professionals {n the non-trainer Cstegory (librlrlln. accountaat,
managerial and ndninlntrnttvo staff) and the support staff, which vill
be required to PoSsess skills guch ¢4 Secretarial, typing, clerical,
book-kooping. uachine operation, ete, Soae support staff vill be
unskilled, byt thetir Auaber need not be large.

job-deicriptlonl for all these Positiong go that the 8election Process
for Tecruitment {g ioitiated at 80 2arly date,



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

Hign analyzing skills.
i8 able to assemble several sets of unrelated data

and reach dppropriate conclusion. Understands that data and
1nformation exists as vital and traivial and is able to
Separate the two. Can prioritize information and draw

logical conclusions 1s limited time.

Medium analyzing skills.

Can reach conclusion from unrelated information but
Fequires some time and, in some cases, some assistance.
Often places 1ncorrect value on information or draws
lnappropriate conclusion. [s slow making decisions.

Low analyzing skills.

Tends to think in simplistic terms and is quick to
"label"” people, things, 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 but 13
O0ccasionally wunrealistic. Is not able to separate the
lmportant activities without assistance.

Low planning skills.

Has little regard for organizing work and do&s not
understand the value of planning. Is 1inexperienced with
planning processes as he/ahe has always been told everything
to do.

Hiqgh ’eadership skills.

Knows where the power lies 1n the organization and 13
judizial about using his/her position and/or power. Is able
to mortivate a team and can quickly gain respect and
contitente ot team membera.

Madzgmmggigurnhlpﬁjx}l]s.

Hasg 3ome understanding of leadership but has not had
ShanTe tg practice  skilla., s gubject to being questioned
arc/or challenged., Does not react appropriately to the

vrador talp Thalloengae,
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EXHIBIT D-PAGE 2
Low leacersn1g¥skllﬂ§.
No experience 1n leading people ln the work place.,
Is 1mmature and lacks tne judgement/sk1l]l to gain confidence
of orhers.

WORK,

High. Knows that nard work and good performance 1s
Tequired for successful completion of objectives. Accepts
special assignments will:ngly.

Low, [s absent from work frequently and likes tn talk
about sports and holidays during work hours. Arrives late

and i12aves early with reqularity,.

EFFICIENCY.

Hiqh. Is able to sort work 1n~"0 proper order and work
on the most 1mportant things first, Has sense of customer
orlentation and concerned about costs. [s effective.

Low., Does ONLY what he/she 1is told and 1s only
concerned aboutv his/her own lnterests, Is wasteful.

RULES/REGULATIONS,

High. Knows the 1ntent of the rules, ©policies,
procedures, and reqgulations. Understands (or 1is willing to
learn) why rules exist and has positive attitude about
centrols,

Knows the "letter of the law" but 13 unconcerned

Low.
about the i1ntent or purpose. Does not 1like or want to
follow established procedures. Resists authority.

THE FUTYRE.

High. Is positive about a career with the hank and has
observable enthusiasm about the potential good the bank can
accompiish,

LOW, Is more concerned about history. Conaiistent.y
relies on past experience. Rarely thinks about the future,
ETHICS.

High. Knows that character and integrity 1s the key to
trust. I3 willing to be truthful regardless of tne

consnquencea,

Low. Uperates just above the lavel of being corrupt and
dl13honaat, Is rot trustworthy or reliable. [s 1nsensitive

to effect of behaviors on others,

AN
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ARAB INTERNATIONAL CONSULTANTS

AiCON




AL CONSULTANTS

ARAB \NTERNAT\ON
jrisagred easure 10 present the Arab internation Consultants CON,asan
Egyptian (idiscipht consulting firm, formed der investm tlaw NO 3
of 1974353 joint stock Company-
e of consulting services

ed to render an extensive rang!

ARICON is best qualift

in all fields:
TechnO- Econ
nt

omicC Feasibility Studies
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- ARICONS' Headquarters

Shareholders

ARAB INVESTMENT BANK

SUEZ CANAL AUTHORITY
ZAHRAA EL MAADI COMPANY
FOR RECONSTRUCTION AND
INVESTMENT

DEVELOPMENT INDUSTRIAL
BANK

MINISTRY FOR RECONSTRUC-
TION, NEW COMMUNITIES AND
LAND RECLAMATIO. !

ARAB CONTRACTORS «OSMAN
AHMED OSMAN -

® MISR INSURANCE COMPANY

EL SHARK INSURANCE COM-
PANY

A,

INTERNATIONAL CONSULTING
FIRMS:

® ARTHUR D. LITTLE INTERNA-
TIONAL

Leading management consulting firm
inthe US.A.

® TRACHONEL-

Leading engineering consulting firm
in Belgium and Western Europe
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Board of Advisory Objectives SAMPLES FROM
COntentS Directors Committee ARICONS’

ACHIEVEMENTS
Techno/
economic

” feasibility studies



Marketing

studies

Appraisal
and diagnostic
studies

Advi services
in thescf)irglds of
management and
administration

Sectoral and Training
regional develop-
ment studies

Engineering,
supervision and

management



Board of
Directors

Mr Hamed Mahmoud Habib
Chairman

Dr Medhat Hassanein
Vice Chairman

Dr Abd El Fatah Mohamed Kan-
diel

Professor of Economics, Cairo
University

Accountant Ahmed Tawfik El
Rakhawy

Deputy General Manager, Zahraa
El Maadi Co. for Investment and
Reconstructions

Mr El Sayed Ahmed Enaba
Financial Manager, Arab Contrac.
tors «Osman Ahmed Osman »

Eng.Hassan Abd El Moneim
Head of Sector, Ministry  for
Reconstruction, New Com-
munities & Land Reclamation

Eng Mahmoud Hussein Mostafa
General Manager, Suez  Canal
Authority

Mr Mohamed Abd El Hamid
Abdallah Bassal

General Manager-Finance,
Development Industrial Bank

Mr Mohamed Ahmed Nour
Advisor to the Chairman, Arab
Investment Bank

DrMostafa Waked
Accountant and Adm. Consuitant

Dr Nawal Abd El Moneim El
Tattawy

Head of Investment Sector, Arab
Investment Bank

Dr William Michaeil
Professor of Economics, American
University in Cairo

-

D1 Eng SAMIR TAHER. General Manager



Dr MEDHAT HASSANEIN. Vice Chaitman

Advisory
Committee

Eng. Ahmed Talaat

Former Minister of Housing

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 Mashour
Former Chairman, Suez Canal
Authority

Mr Mohamed Abdel Faitah
Ibrahim

Former Deputy Prime Minister for
Financial and Economical Affairs
Dr Osman Badran

Former Minister of Agriculture
and Land Reclamation

Prof Zaki Hashem

Attorney at Law
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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 (e~ technical, marketing,
financing 4.1d management develop-
ment).

To prepare all preliminary and
final project designs, detailed plans,
and specifications for projects in dif-
ferentarcas. e Industry, Agro Indus-
try. Transport. Tourism, Regional
Development,  Urban and  Rural
Development.

To undertake all necessary
research leading to the development
of cconomic and social indices
monitoring the growth patterns in
Egypt and the Arab Countrics

To carry out marketing research
and offer consultation services in the
ficlds of Organizational Develop-

Gelim Projec!. Alexandria

"
)



ment; 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 in mod-

crn - Management  and  Planning
Techniques in order to upgrade the
managerial  know-how in the
environement.

To issue periodical publications
forecasting the trends in economic
and 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 country.

Appraising projects  from  the
technical, ¢conomic, financial and
uther aspects of analysis.

Offering advisory services in the
ficlds 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.



£l Noraneya Project

SAMPLES FROM
ARICONS’
ACHIEVEMENTS

Techno/
economic
feasibility studies

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

A touristic company in South Sinai
Governorate for the Research Fund of
the Ministry of Development and
State for Housing and Land Reclama-
tion.

The construction of new Zahraa E|
Maadi town with capital investment
over 600 million Egyptian Pounds for
Zahraa El Maadi Co. for Investment
and Reconstruction.

The constructuon of a4 chain of
restaurants and cafetenas in Egypt for
MARIN JACK Group for investment,

A readymadce shirts project for the
Arab Investment Bank, Mise Fine
Spinning and Weaving Co o and Misre
Beda Dyers Co

The production and distnibution of
ready maals tor MARIN JACK



ETAP HOTEL, Port Said

A project for shoes and soles man-
ufacturing.

A power station project on a
turnkey basis.

A four star hotel project.

A touristic complex in Alexandria.

A project for packaging and dis-
tribution of food products for Feisal
Islamic Bank.

A furniture manufacturing project.

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

The GIZA PLAZA project.

A Storage project in Port Said.

The El Nabey Harown Hotel 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 Assiut.
A clay brick project in Sohag

A floating dock pruject at Giza.

Four marinas for touristic ships and
a restaurant on Manial island.

A project for a textile mill at Suez.

A project for a dyeing and finishing
mill at Suez. .

A project for garment manufactur-
ing at Suez.

The rehabilitaton of four existing
rolling mill plants.

The ETAP Port Said Hotel.

A chicken feed mill at Satheya.

A project for assembly and the
mauufacture of valves in Egypt.

A project for meat production and
preparation in Sudan.

El NoraneyaProject (1480 resident-
ial units with services).

A non creditional animal feed mill
at Minya Governorate.

A project for Medicinal products at
10th of Ramadan City.

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

1
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Canned loods

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-
zatjon.

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 tles

Market study for clay pipes.

Market study for a chocolate pro-
duct.

Market study for sanstary ware pro-
ducts.

Market study for ligh quality tex-
tile matertals for women

Market study for split ules for fac-
ing and Noors

Market study tor PV C loor tles,
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Ready-made clothing

Appraisal
and diagnostic
studies

Economic appraisal for a clay brick
project at Gharbbia Governorate.

Diagnostic study for the Kuwait
Egyptian Co. for Shoes and Leather
Products.

Diagnostic study for small scale
cnterprises in Egypt (In cooperation
withADL Int.).

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 financiai
structure of a joint stock company,

Finaacial appraisal for Cairo Plori-
tan project

Appraisal for a refrigerator man-
ufacturing project.

Appraisal of techmeal proposal and

draft contract for a reinforcing bar
rolling mill.

Appraisal of technical solutions for
the rehabilitation of a heavy section
rolling mill.

Appraisal for a construction mate-
rials project at Tenth of Ramadan
city.

Diagnostic study for the Public Sec-
tor General Organization for Recon-
struction and Land Reclamation (ele-
ven companics ),

Arranging financing for El Noran.
eya Project (1480 residential units
with services ).
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Advisory services
in the fields of
management and
administration

Organization study for the Public
Sector General Organization for
Reconstruction and Land Reclama.
tion.

Study for the operation and organi-
zation of Ahmed Hamdy tunnel in
Sinai.

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.

Periodic advisory services in gen-
eral management activity for Entra
Tours Co.

Appraisal of draft contract and
technical annexes for the rehabilita-
tion of four existing rolling mill
plants.

The preparation of an evaluation
system for proposals for the integra-
tion fund between Egypt and Sudan.

Organization and management
study for Zahraa El Maadi Co. for
Investment and Reconstruction.

Detailed financing plan for stage 1
of Zahraa El Maadi new township,
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Sectoral and
regional cevelop-
ment studies

Economic and social regional
study ( first phase industrial develop-
ment ) for Port Said governorate.

Study on canned food in Egypt.

Study on fishery development in
the Gulf of Suez.

Study for developing touristic
potentials in south Sinai governorate.

General survey study on small
scale enterprises in Egypt for AID (in
cooperation with AD.L Interna-
tional ).

Abbasseya Olfice building

Engineering,
supervision and
project
management

Preparation of technical specifica-
tions and tender documents for three
clay brick factories at Suez, Assiut and
Sohag.

General layout and design draw-
ings for ceramic tiles factory at Kat-
tamia.

Evaluation of master plan for
Zahraa El Maadi City (population
250.000).

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

Structure plan for touristic com-
plexes ae El Arish.

Planning and design of workshops
and warchouses of El-Nile company
for River Transport.

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

15

stars hotel «ETAP = Port Said.

Design of additions to the head
quarters of Development Industrial
Bank.

Master plan architectural, engineer-
ing, design and supervision for El
Noranceyva housing project
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Training

Many training programmes and
specialized seminars had been exe-
cuted according to the actual train-
ing nceds 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 Science
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Dr Nubeel Shaath,
Prosidont Director General

TEAM Liternational is a consulting firm that has, since its establish-
ment in 1975, grown to become one of the largest multidisciplinary con-
sulting firms in the Arab 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 and
North 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, engincering, economics, sociology and education. Thev provide our
clients excellent multi-disciplinary consulting services which utilize the latest
technologies and are sensitive to the needs of the local environment. They
offer their services 10 national and international agencies, as well 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 ditferent
cities in the Arab countries, Europe and the United States. Consulting ass-
ingments undertaken by TEAM the past [live vears required over 1000
manzimonths of effort.

TEAM's specialized centers provide services in the following

areas.:

8 Management Consulting, Computers and Systems Technology
®  Management Training

B  Educational and Social Research and Development

8 Vocational Training and Manpower Studies

B Engineering Consulting

M_—_‘ ;
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THE MANAGEMENT
CONSULTING CENTER (MCC) R E—

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

Itis the MCC's view that introducing changes aimed at raising produc-
tsity is the prime objective of the consulting process. MCC also considers
the implementation stage, carried out under its supervision, as the most im-
portant stage in the consulting process. This ensures that the desired changes
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 followed 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 im-
plementation stage.

MCC utilizes the most effective systems and procedures currently prac-
ticed world-wide. It keeps ciose 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 MCC’s resources are not limited 1o its full-time consultants. It has
established close links with specialized, highly experienced firms in such
areas as electricity, aviation, banking and computer technology.

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

Arcas of yervices

The Management Consulting Center provides services in the following areas:
B Productivity Development

Organization and Work Relations

Computers and Systems Technology

Manpower Planning and Training

Specnal Services,




n PRODUCTIVITY DEVELOPMENT P ———— .

B Challenges of Productivity;

Etforts to expand and diversify
ndustrial economy depend lateely on
productivity improvements. Produc-
tivity is basically the efficiency with
which goods and services are pro-
duced by a nation, an industry, or a
compans . Productivity means work-
g smarter and domng things right the
fost ame. It simphy means effective
manacement. Current state of the
world economy makes productivity
improvement vital tor the survival of
any oorgamizanen. Theretore, pro-
ductivity has become the toremost
preoccupation of management con-
sultants.

These activities are integrated in p

MCC provides a wide range of
management development and pro-
udetivity improvement services. We
do not offer pre-packaged solutions.
Rather, we view each problem trom
the stand point  of the client
organization, its  resources
capabilities and opportunities. Solu-
tions are then tatlored to fit the par-
ticular company needs.

roductivity

MCC  believes that meaningtyl
productivity gams resuly from per-
forming an integrated set of seven
key activities:

~  Data Caollection
- Analysis and Diagnosis

— Management
Development

and Ssstems

—  Problem Solving
= Action Planning
2 Implementation

— Evaluation and Follow.up

improvement cycles consisting of three phases:

-

Phase I
Productivity Identification

Data Collection
Analysis and Diagnosis

Management and Systems Development

NEW CYCLE

-

EEED BACK !

Phase IIX
Productivity Improvement

. linplementation

. Evaluation and Follow-up

Phaswe XX
Analysing and Planning |

Problem Analysis
Action Planning
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ﬂ ORGANIZATION AND WORK RELATIONS g "

B Organizational Structures

The oreanizanional structure 1s the
framesworh  covernme  oreamiza-
tronal, and  miter-
deparumental relationships within the
firm.  The
Argameational rehies  on
cearly dentitied objectives that are
analyzed and translated 1o speaitic
Jutres and tasks, then
dlocated 1o the organiza-
tonal umts so that thes tunction in a
coordinated and mregrated manner.
Existing orgamizanonal structures are
studied and  re-evaluated  and
neeessary chanees (00 overcome
organizational porblems are designed
and mmplemented.

mter-personal,

desien of a0 tirm's

structute

[hese are

VATIOUS

: At Y A
D Heivn Saifom
e Mobiamm ed ol Ve resident Reveanh Der r'/:'[""r"ll

oo b,
e

B Job Structures

Based on studving  the  tirm's
sworkload and overal] atganizaton,
1ob requirements are analvzed and
detined: these include job structures,
descriptions, classifications, evalua-
tons and job devels. Finally, man-
power planmng charts that deternune
mannmg requirements and job pro-
Lression routes are drafied.

Ddvccron ot ez atnom and vk Mothody Divivion
Voce I'osviaene Manavement rammy

B Systems and Procedures

The desien of waems and Pro-
cedures, v based on the strategies
and policies determinime worl tlow
i the tirm as a whole. Theee basic
ssstems and

followie Tuncrien

procedures

cover othe

B Corporate Planning

W Personnel

W Salaries and VWages

® Finance and Accounting

B Material Management

B/ Project Planning and Follow-up
B Recording Data and Circulating
Information

@ Maintenance, Repairs and
Technical Services

B Administratise Services

B Production and Marketing
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TEANM hay oeovided comsulting
NWIVIES N orzanicasion and work
relations, to some of the leading
Arab orcanizations Follows ~ome of
the umporiant assiciimenss we have

undertaken oty ared.

Rivadh
Suburbs

Electricity Company and
IRECS) 1978-1980, Saudi
Consolidated — Fleetrie Company
Cenird Region (SNCLCO) CENTR-
ALy, 1980-1983.

In 1978 TEAM started work with
RECS to redesvien s oreanizational
sroactare and vartous
procedures.

systems and

The contract lasted ull 1980 re-
quiring 250 man. months of con-
sulting etfort. Final outputs totaled
some 20 reports and manuals.

v che awtumn of 1980, (he
covernment Jecreed that RECS and
over IN jocal eledtran Conpanies
region of
Saudt Arabiua, be mereed o form the
Saude Comsoliduted 1leetric Comp.
any Central Region, (SCECO).

operatineg an the central

TEANM contributed (o the
development of the orgamization of
SCECO and the design ot its various
sotems and procedures, including

thye g\\llo\\m}.'i

¢ Comolidating and orgamizing the
branch compamies of SCECO imo a
sigle orvmizational structure
throuvh standardization of svstems,
and producine the weneral organiza-
tonal manual.

* Producme a0 comperchensive
ceneral rmnme plan tor SCECO as a

wlole.

* At SCLCO e the recrun-

ment and  placement of a large
number ot staff.
* Desigrung a vorporate planmime

svabemn,
® Supervising the conpulerization ol
the annudal corporate plan,
* Designing reference
manuals-such as project cost control
system-and their computerizanon
¢ Collecting and producing the cor-
porate plan tor the vears 1402, 1403,
1404 H.

The plan included total manpower,
matenial and  financial  needs. |y
cosered abso capital imvestments and

systems

projects under execution.

* Follow-up on the execution of the
plan and periodical reporting on the
pregress or deviations,

Kuwait Airways Corporation (KACH

TEAM started in 1976 orfering a
eries of management traming Pro-
2rams 1o KAC Soon s was en-
tended o mnchade comsuliimge services
o desien manacement < e
Consulting services oftersd
1978-1984 included:

[} ;
Juning

¢ A corporate manpower study and ¢
vear torecast of needs.,

* Desien of 4 manpower develop.
ment plan.

* Design of a manpower information
system.,

¢ Devign of a persennel appraisal
svstem.

* Organization of the training tunc-
tons.

* Job description and evaluation

* Organizaton of top manasament

. Jobs,

* Organizatonal  wudy  tor  the
establishment of the cround <ervices
company (KASCO))

¢ Organizatien  of  the
department.

* Organization of the public relations
department.

¢ Orgamzation of the procurement
departmemt. -

* Orgamezation of the
department.

auditing

finange

Mm . "
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Inaddivontothe nousandsof Arab
managerswhoatterndedour programs,
TEAMN has conducied several man-
rower development projects for single
organizations. Following are two ex-
amples of such assignments:

— Saudi Arabian Airlines,
SAUDIA

TEAM conducted Several con-
sulting operations tor SAUDIA some
of which were related to manpower
deselopment and traming.

Based on a comprehensive
diagnostic study to determine training
needs, TEAM designed and conducted
training programs tor SAUDIA
enmiployvees.

Distinguished were the series of
programs designed to train SAUDIA
emplovees in preparation for the
opening of King Abdul Aziz Interna-
tional Airportin Jeddah. The number
ot programs conducted by TEAM
totaled 110, and were attended
by 2700 SAUDIA emplovees

thridten AL-Sav vid (Manager Audio-Liveal
Duvivon)

~ The National Federation of
Iraqi Women (Baghdad)

A Large number of the unijon
members atended training programs
offered by TE AM worldwide. In ad-
dinon TEAM designed and conducted
several programs tailored to mect the
union specific training needs. These
programs covered the following
topics:
® Training of Trainers
* Leadership Skills
* Nursery Management
* Organizational Development and
planning

Other Organizations Used
Our Services in Manpower
Development Include:

Saudi Arabia

* Saudi Consolidated Electric Com.

pany Central Region, Rivadh

Saudi Government Railroad

Oreganization, Dammam

Akkad Investment Company,

Rivadh

* Saudi Manpower Council, Rivadh

* The Electricity Corporation,
Rivadh

* Saudi Consolidited Flectric Com-
pany Southern Region, Abha

* Rivadh Electricity Company and

Suburbs, Rivadh

Chamber of Commerce and In-

dustry, Rivadh

* Saline Water Conversion Cor-
poration, Jeddah

* Arabian American Qil Company,
Dhahran, (ARAMCO)

* Saudi Consolidated Electric Com-
pany in the Eastern Province,
Dammam
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SPECIAL SERVICES =
[

TEAM conducis research studies
in the following areas

M Finance and Economics: B Mathematical Models
and Statistics:
~ Economic Feasibility Studies — Statistical Field Surveys
Z Swyndication of Loans — Scheduling of Operations
— Market Research Z Inventory Control
— Financial Planning — Forcasting Demand forGoods and
— Investment Studies Services

B Manpower:

—. Manpower Planning

" Design of Trainine Plans
Manpower Rewources Studies

— Salaries and Benefits Studies
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wxamples of
TEANG

The following are
studies condudies

-Study of Public Transport
in Nine Cities

Migistry o) Communications-Saudi
Arubig

The vtudy covered the cities of

rarda, Tart, Abha, Khamis
stashart, Harl, Najran, Tabouk,
Horur, and Alkhobar.

The ~cope of the project covered a
fea ibility study tor establihsing a
public transport svitem for each of
“iv nmedities, and the designofashort
and lony term plun

Workinvolved anevaluation of the
a\nhrling master plans, socio-econcmic
Jatainciudine population, employ-
ment. household income, car owner-
~hipsand Jen s of various tand use
Pan_tions baodd surveys were 1im-
rlemeniediorecord physically all land

Uy dy.

- o L wee >

tleft v nehnr H Halluk. S Sukkar. K Al Farr. Director | N. Bevdoun. Managemen: Consulting
wronp i Begrut

~ Survey of Dwellings in
Southern Lebanon

Council of the South, Lebanon

Fieldsurveysofthe south Mohafaza
were made to assess damag:s to
residential units and institutional
buildings resulting from the Israeli
agression of March 1978, The survey
included inspection of damaged
dwellings, reporting their conditions,
structural damage, estimated cost of
rehabilitation and information on the
residents. Over 7000 reports were
prepared that formed the basis for
disbursing the immediate relief funds
prosided by the Government of
I chanon

U Operaticual Feasibility
Study For a Vocational Train—
ing Center (in association with
EDF)

The Electricity Corporation, Saudi
Arabia

The tudy was based on a diagnostic
survey of major existing training
centers and visits te government
departments r—esponsible for voca-
tional and technical training in the
Kingdom.

Vocational training in the
kingdom was defined qualitatively.
Specific analyses made of the needs
of the Electricity Corporation ror
technical manpower. Recommenda-
tions were formulated for
establishing a vocational training
center. with general ewidelines of
the required training scheme and

Dudects

T
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e O ther Studies and Research Work Conducted by TEAM:

* Transportation logistics study for
the Eastern Province of Saudi
Arabia (Aramco, Dahran)

* Update of urban study 1oi Nine
Cities (Ministry of Communica-
tions, Saudi Arabia)

* Demographic survey for Tihama
domestic water project (Saudi
Arabia)

* Pilot study of war damages in
Lebanon, (1932)

* Regional survey of dwellings in

Southern Lebanon (Council of the

South, Lebanon)

* Manpower survey in Saudi
Arabia (Manpower Council, Saudi
Arabia)

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

‘e Comprehensive training plan for

the electricity sector in Saudi
Arabia

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

* Operational feasibility study for a
vocational training center (Ele:-
tricity Coprporation, Rivadh Saudi
Arabia)

* Detailed Manpower plan for the
Saudi Consolidated Electric Com-
pany in the eastern province,
Dammam

¢ Study to forecast the demand for
cement, Egypt

* Study of compensation practices
in the public sector, Egypt.
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INTERNATIONAL EXPERIENCE & ASSOCIATE RELATIONS L~

Arab and International Organizations TEAM Worked for:

Internationai Bank for
Reconstruction und Development
(IBRD).

* LUnited Natons Development
Program (UNDP)

* Economic Committee
Westren Asia (ECW )

for

* The Arab League

* Arab Organization for Ad-
ministrative Sciences

* General Union of Arab Contrac-
tors

* Arab Academy for Maritime

* Arab Fund for Economic and
Sacial Development

International Firms Cooperating with TEAM:

* Acdademy of Education Develop -
ment, LSA

* Alexander Grant Company, USA
* Amernican Management Associa-
non, LSA

* Bechtel Operating Services Corp-
oration, LSA

* Daniels Intl. USA

* De Leuw Cather, USA

* France Electricity Oreanization
(EDF), France

* Japan Productivity Center, Japan
* Lours Bereer, 1S4

. Rohsrl Nathon, 1S4

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

* Trans Mark, UK

* Westinghouse Corp, USK

Development Organizations TEAM Offered Services to:

* Kuwart Institute for Scientific
Kevearch

* National Center tor Management
Consultatisn and Development,
Baehdad

* P.chic Administration Institute,
Rivagh

* Public Admimstranon Institute,
Amman

* Asiation Sertvices Institute,

Baghdad

e P

* Management Institute, Ministry
of Planning and Development,
Rabat

* Development [nstitute, Khartoum
* National Institute for Productivity
and Industrial Development,
Algiers

* El-Makassed [slamic Society,
Beirut

* Social Services Societies, Beirut

* World Health Organization
(WHO)

* Petralrum Tzaining Institute,
Baghdad

* Management Development
Institute, Ministry of Agriculture,
Cairo

* El-Makassed Islamic Society,
Sidon

* Islamic Endowments, Beirut

* Kuwait Foundation for the Ad-
vancement of Science
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