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1. SIMMARY and Rec_:onunendations

In the summer of 1985, USAID Cairo, on behalf of the Ministry
of Irrigation (MOI), requested the United States Pepartment of
Pgriculture to provide a team for one month to make an overall
training needs assessment for the MOI. The objective of the
assessment was to identify training needs within the Ministry,
the extent to which those needs are now being filled, the
extent of additional training required; an assessment of MOI
and other in country training resources; and, an assessment of
the feasibility of establishing a National Irrigation Training
Institute (NIT1) within the MOI. :

A team of three specialists worked in Egypt from October 14
through November 9, 1985 making the assessment. The training
needs assessment team approach is outlined in Appendix B. Data
werse collected by research of past studies ané vSports and by
interviews with key individuals knowledgeable on the subject.
Thirty-nine individuals were interviewed in 10 of the 12
organizational units of the Ministry, including the heads of 9
units. In addition, 14 interviews were conducted with
knowledgeable individuals outside of the Ministry, making a
total of 53 interviews in all. ‘These included individuals from
the Ministry of Agriculture, the Ministry of Development New
Communities and Land Reclamation, Ain Shams University, USA1D
Cairo, the Canadian Embassy, The Netheriands, Colorado State
University, and representatives of the Food and Agricultural
Organization of the United Nations. Field visits were made to
Mansourya, Kafr El1 Sheikh, the High Dam, project development -
sites at Aswan, and the Center for Agricultural Management
Developmment at the Delta Barrage.

A. Key Findings

1. Technical training in the Ministry has  been largely
limited to professional civil engineers, and technicians.

2. Prior to 1982, engineers were trained by their supervisors
through an informal on-the-job training process. 1his has
_diminished considerably in recent years because of a
shortage of engineers and the immediate demand for
engineering services.

3. Top management of the Ministry recognizes the importance
of training and would like to give it high priority for
future planning.
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The Ministry took a major step forward toward developing
an organized training program for the Ministry when it
established a Manpower Develorment and Training Unit

(MDTU) within the Water Research Center in 1982.

There is unanimous support among the top management of the
Ministry for establishing a Naticnal Irrigation Training
Institute (NITI) to expand, provide, and coordinate a
total over-all training effort for the Ministry.

Byypt has a well established higher education system that
has the capability for training personnel to fill many of
the technical staff needs of the Ministry. These
institutions provide good training in general subject
matter and theory. Further training is needed to equip
employees with practical and management skills needed on
the job.

The present training system in the Ministry is fragmented
and =2xtremely minimal in meeting the overall training
needs. There are no long-term training or individual
development plans. Good data upon which to base future
training needs are not readily available. The Assessment
Team was advised that only one organizational unit had a
training plan for 1986, but one-year training plans were
being developed for other units.

Training needs are broad. Over 60 major subject matter
areas for professional staff were identified for needed
training by the various organizations. About 50 of these
could be taught in Bgypt with some assistance from abroad

by training local staff as trainers to teach the courses.

Of the 50 areas, about 40 could bes: be offered in a
Ccentral Ministry training facility such as the proposed
National Irrigation Trairing Institute. The other 10
could be offered outside the training institute, but under

-close planning and coordination by the institute. About

20 of the 60 courses should be offered through a
combination of training abroad and in Igypt.

Establishment of a National Irrigation Training Institute
for the Ministry is feasible. Such an Institute:

a. Would consolidate, under one managemnt, most of the
training activities of the MOI.

b. Would provide a higher volume of training and thereby
meet training needs of the Ministry. :
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C. Would promote and facilitate coordination of
irrigation training among organizational units both
within and outside of the MOI.

d. Would reduce duplication and overlaping of training
activities among organizational units.

e. Would make more efficient use of training staff.

f. Would attract higher gqualified teaching staff.

g. Would provide higher quality instruction.

h. Would enable a more accurate, continuous assessment of
training needs.

i. Would have the potential for savings in administrative
costs.

j. Would facilitate and improve coordlnatlon of training
abroad.

K. Would enhance interdisciplinary training.

l. Would give higher visibility and ‘“clout" to the
training effort.

m. Would assure that the necessary critical mass of
highly trained professionals are developed to assure
that the Ministry can meet or exceed its development
objectives.

n. Would provide more control over organizational units
in training matters.

Property has been obtained and preliminary design for the
training facilities have been developed for a location at
6th of October City. The team found no evidence that
detailed data as to the number of trainees to be trained,
curriculum to be offered, equipment to be installed,
laboratory space, etc. were available and used in
developing the building plans. However, the team was
advised that this work is now in process.

Managerial training provided by the MDIU has been limited
almost exclusively to senior "level engineers and has been
used as a requirement for progressing to the Director
.General and Undersecretary positions. In addition,
general management courses have been offered government
wide by the Central Authority for Organization and
Administration.

Egypt is well recognized in the Arab World as the center
of technical expertise in virtually all professional
categories. This notoriety has had an adverse impact upon
the Mlnlstry of Irrigation. A technological drain has
ccurred in the Ministry as Egyptians have left government
service for hidher paying jobs with private concerns in.
Egypt and with both government and private concerns abroad.



B. Recommendations

The team has determined that the proposed National Irrigation
Training Institute (NITI) is essential to the future operation
of the Ministry of Irrigation. MOI is in a fortunate position
of having a well established Manapower Development and Training
Unit (MDIU) that can continue its training effort while the
NITI is being established, take the lead in developing the
NITI, and be absorbed by the NITI after it become operational.
This recommendations section Provides a set of recommendations
for the NITI and another set for the MDIU.

1. Recommendations for the NITI:

a. Proceed with plans to build, staff, and equip a
National Irrigation Training Institute (NITI) to be
completed and fully operational by 1991.
Responsibilities of the Institute should include:

- Provision and/or coordination of all training for
the MOI.

- Establishment of a career development plan for
each employee of the Ministry, to be developed
jointly by the employee and supervisor, outlining
career objectives, goals, and training needs to
fulfill the established plan.

- Development and implementation of a Ministry
Management Development program to assist in the
selection of junior level employees and train
them for future mid-level and top management
positions.

- Development and maintainance of a 5-year Training
Plan for each organizational unit of the
Ministry, giving course subject matter, number of
participants, location for training, etc.

b. The NITI should be established at an organizational
level in the Ministry equivalent to that of a major
department or authority reporting directly to the
Minister's office.
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Design the NITI buildings for construction in stages so
as to expedite the date of first use and allow for
future expansion as training needs become more clearly
defined and as staff availability and development
progress. )

The NITI staff should include a permanent position of
high rank (Vice Chairman) with Primary responsibility
for curricula development and staffing. This person
should be trained and experienced in the education of
adults (androgeny).

Construction on the NITI buildings should not be
started until sound data and plans for required
building size, room layout and size, curricula, and
training equipment as stated in recommendation number

The NITI should embody a multi disciplinary approach to
training. ‘'lhe following disciplines should be included
in the curriculas: Engineering, Agriculture, social
sciences, and management. An action research focus
under field conditions should also be utilized in the
training activities.

An appropriate facility at the institute should be
provided and equipped for permanent personal computer
hands on training.

The High Committee for Training presently chaired by
the Vice Minister of MUI should continue to serve in a
policy advisory capacity to the new institute.

The MOI should assure that the NITI be developed with
the capacity to meet the irrigation and drainage
training needs of the Ministry of Development, New
Comnunities, and Land Reclamation. As there is a
direct linkage between MOI and the land reclamation
activities this would assure that all key staff of both
ministries receive the same training.

Recoimendations for MDTU:

a.

Continue operation of the present Manpower Development
and Training Unit (MDIU) to provide and expand training
services until the new institute becomes operational.
The Unit should continue to offer courses in the five
main topics as they have in previous years. The
responsibility of the MDIU should be expanded to
include planning and general direction for establishing
the new NITI.
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An expatriate and an Egyptian education training
specialist should be added to the MDTU staff for the
next two years to advise on institute building both
size and layout, curricula development, and
organizational structure for the NITI. The advisors
should assist in developing the current MDTU statf so
they can become the nucleus staff for the new NITI.

Explore the possibility of entering into an agreement
with the Ministry of Agriculture to provide managerial
training for the Ministry of Irrigation through the
Center for Agricultural Management Development (CAMD)
at Delta Barrage. 75 to 100 MOI managers should
receive management training in 1986 at the CAMD.

A moderate effort should be continued at the MDTU in
the training of technicians, not to exceed 20 to 30
percent of the total training participants.

Develop expertise within the Manpower Development
Training Unit to do a detailed needs assessment over
the next 2 to S years to define the skills required by
technicians and to aid in curriculum development for
technicians.



II. BACKGROUND

Egypt is almost totally dependent on irrigation to support its
agriculture and thus far has been blessed with adequate water
supplies.  However, water use projections with an annual
population growth rate of 2.7 percent indicate that shortages
will begin to occur in the near future. The recent drought in
Africa and the current water levels in Lake Nasser indicate
that the transition from water abundance to water shortage is
imminent. ‘The Government of Hgypt (QOE) has some time to plan
for the efficient utilization and allocation of this resource.
Its future prosperity is dependent upon how well it meets this
challenge.

®QE, therefore, has an urgency to plan and implement a long
range program to improve the management of its limited water
resources based upon needs and conditions in the Nile River
watershed. ‘lhis urgency stems from: (1) 1he apparent lack of
conservation measures with regard to the use of the water
reserves behind the Aswan High Dam during the recent Africa
drought; and, (2) Estimates that show there will be
insufficient water to sustain Byypt's population by the vyear
2000 unless drastic conservation and management improvements
are put into place during the next few years.

Irrigation has been practiced in Egypt for many centuries.
However, modern irrigation technology and practices developed
in the United States and other countries of the world,
particularly since about 1950, have not been widely adopted in
Bgypt for a variety of reasons.

The introduction during the last decade, of new technology and
capital improvements by @E and donor assisted projects has
brought with it a vastly increased need for technical and
Practical training to update the skills of engineers and
technicians. These newly acquired skills will allow them to
assume and carry out new and expanded responsibilities
efficiently and effectively. Budget corstraints, a lack of
qualified trainers, and the inability to release staff from
their work for the time needed for training will be limiting
factors in expanding the training program to meet future needs.

Ministry of Irrigation (MOI) engineers in the past were trained
by their supervisors through an informal on-the-job training
process. They were rotated from job to job during their early
years of employment. 'this provided them with a general working
knowledge of the functions of the various departments and
sections of the Ministry in various parts of HEgypt. In later
years, due to the shortage of engineers and the immediate
demand for enginecering services at the district level, this
informal method of training was curtailed considerably.
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In 1981, MOI and USAID developed and implemented an Irrigation
Management Systems Project (IMSP) with manpower development and
training as one of its objectives. Under this project,
responsibility for training was assigned to the Water Research
Center (WRC) within the MOI. WRC established the Manpower
Development and Training Unit (MDIU)! to carry out this
responsibility.

In the summer of 1985, USAID, on behalf of the MOI, requested
the United States Department of Agriculture to provide a team
of specialists for one month, to make an overall training needs
assessment for the ministry. The objective of the assessment
was to identify the needs for trained individuals in the
Ministry; the extent to which those needs are already filled,
the extent of additional training necessary; an assessment of
in-house and in-country training capabilities; ard, an
assessment of the feasibility of establishing a National
Irrigation Training Institute (NITI). ‘The purpose of this
report is to present the findings and recommendations of that
assessment. .

1/ Refered to as the Training and Manpower Development Unit in
the USAID Project Paper
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III. MINISTRY OF IRRIGATION ORGAN IZAT IONAL
STRUCTURE AND GENERAL RESPONSISILITIES

A. Overall Structure

The central organizational structure of the Ministry of
Irrigation has 11 organizational units reporting to the
Minister of Irrigation through the Vice Minister. The
organizational units are as follows:

l. Irrigation Department
2. Mechanical and Electrical Department
3. Planning Sector
4. TFinance and Administration Department
5. The Egyptian Public Authority for Drainage Projects
6. High Dam and Aswan Reservoir Authority
7. Coast Protection Authority
8. Bgyptian Survey Authority
9. The Water Research Center
10. Irrigation Public Authority consisting of seven public
companies. ’
1l. Minister's Office Affairs

Figure 1 provides an organization chart which shows further
organizational subdivisions of the Ministry of Irrigation.

B. Responsibilities

1. ‘The Irrigation Department is responsible for: (1) Managing
the operation of the irrigaticn system to achieve an
adequate distribution of water; (2) Designine and
constructing the hydraulic structures in the irr.gation
system for the new land development as well as replacement
structures for the old lands; (3) Maintaining the
irrigation system; (4) Supplying water for industrial and
potable use; and, (5) Studying the present and future
sources of water from the Nile basin.

7

2. The Mechanical and Electrical Department designs and
constructs the main pump stations for che new lands and
replaces pumps serving the old lands. The system has 460
punp stations for regulating the discharge and water
levels in irrigation canals, 360 pump stations for
groundwater pumping, and 96 pump stations for drainage.




6.

7.
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The Planning Sector has responsibility for conducting

comprehensive studies of the present and future water
resources, developing water resource policies and plans,
establishing computational and mathematical models to
ensure efficient operations, and determines investment
programs and appopriate phasing for ecunomical and
optimal development policies and prograns.

The Finance and Administration . Department has

responsibility  for all personnel, management and
organization, .and financial and administrative functions
of the Ministry.

The Egyptian Public Authority for Drainage Projects is

responsible for the operation and maintenance of all
surface and subsurface drains and for the design and
construction of all drainage works. A total of 5 million
feddans require subsurface drains of which about one-half
have been installed. Ten to 15 years will be required to
complete the balance. About 6 million feddans require
open surface drains of which about one-half have been
completed. Five years will be required to complete iiie
balance.

The High Dam and Aswan Reservoir Authority operates the

High Dam and the Aswan Dam, executes the Toshka Spillway -
Project, studies earthquake activity, and conducts any
studies and construction needed for the safety of the High
Dam.

The Coast Protection Authority studies the degradation

problems and designs and constructs protection structures
for the coastal areas of Egypt.

The HBgyptian Survey Authority has overall <surveying

responsibility for the government. Surveys consist of all

_types of land surveys including those done for land

ownership and appraisal purposes, cadastral mapping,
topograghic mapping, and maintaining an aerial
photographic and cartographic base.

The Water Research Center (WRC) conducts mission oriented

research to solve problems related to and in support of
the programmatic functions of the Ministry. The Center
consists of the following research institutes:
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a. Water Distribution and Methods of Irrigation.

b. Drainage.

C. Water Resources Development.

d. Side Lffects of the High Aswan Dam.

€. Hydraulic and Sediment.

f. Weed Control and Maintenance of Waterways.

g. Groundwater.

h. So0il Mechanics and Foundatipns.

i. Mechanical and Electrical.

J. Survey Research.

k. Coastal Research.
In addition, WRC has a Manpower Development and Training Unit
to support the trainihg needs of the USAID funded Irrigation
Management Systems Project (IMSP) and a Department of Research
Services supporting the WRC and MOI.
10. The Irrigation Public Authority includes seven public

companies wnich have responsibility for conducting a wide

variety of contract services required to carry out the
mission of the Ministry. These public Companies are:

l. Upper Egypt Dredging Company.

2. Bgyptian Dredging Company.

3. General Irrigation Company for Mechanical Remodeling.

4. High Dam Company for Civil works.

5. The Egyptian Company for Irrigation, Drainage, and
- Civil Construction.

6. Egyptian General Irrigation Workshop Company.

7. Consultant Office for Engineering Design and

Irrigation Projects Company.

1l. The "Minister's Office / ffairs" is responsible for public
relations, security, legal services, inspection, the
handling of complaints, and some technical services.
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C. Authorized Staffing

The Ministry has 87,901 authorized positions of which 10,751,
or 12 percent are vacant. Seventy-five percent of all
vacancies are in the non-professional category. Table 1
Provides a summary of all authorized positions, the number
currently filled, and the current vacancies. ‘he positions
shown in Table 1 are classified by rrofessional, finance and
administration, non-professional, and by rank for the total
Ministry. 2ppendix C provides a summary of all positions by
organizational unit of the Ministry. .
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IV. PRESENT TRAINING RESOURCES

A. Training Attitudes

General attitudes which prevail in the MOI toward training must
be recognized before a proper assessment can be made of
training needs. Nearly every organizational unit head
interviewed expressed a strong feeling that training is one of
the greatest neads of the Ministry and must be given high
priority in future planning. However, many indicated the
pressure of the workload has limited sending many emplovees to
receive training in their specialty. They are too busy with
their work to take time out for training. Many others feel
"more is better" when it comes to training. This is not always
the case, as gquality of instruction as well as training
applicable to the students' and organizational needs must be
foremost.

There is also an cttitude that employees will be reluctant to
participate in a training experience unless incentives are
provided to the trainee. 1Incentives can be in the form of
increased salary or using training as a prerequisite for
promotion. There is a strong tendency to provide training
experience for the higher level employees as a reward for
length of service. At least one chairman, during the team
interviews, expressed a need for basic orientation to the MOL
whether the trainees be technicians, engineers, or clerical
staff. It is important that new employees recognize their
place in the organizational structure early in their career.

At the present time there appears to be no career development
concept for employees in the MOI at any level, hence there are
no individual career developient plans.

B. Established Educational System

There are a numder of training resources available in Egypt.
Thére is a well established educational system that has the
capability of training personnel to fill many of the technical
staff needs of the MOI. There are 13 degree granting
universities and a number of training institutes and centers.
Appendix D provides a listing of the universities, institutes,
and training centers in Egypt.
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Also, there are two survey institutes at Giza and Assuit
administered by the Ministry of Higher Education but sponsored
financially by the Egyptian Survey Authority of MOI. The
training institutes provide technical training opportunities to
secondary school gradvates who do not meet the entrance
requirements for the University Faculty of Engineering. ‘They
offer a two year course designed to train irrigation and
drainage technicians for the MOI. Approximately 170 to 180
students graduate each year. About 50 percent of the students
graduate in surveying, 33 percent in irrigation and drainage,
and 17 percent in land reclamation. Thirty to forty students
with exceptionally high scores normally choose to continue on
to a university for further study.

C. Organized Seminars and Courses

There are limited opportunities for Ministry professional
employees to keep up to date on the state of the art of modern
irrigation technology through short courses and seminars within
Hgypt. 'The Ministry does not have an organized, formal program
for overseas academic or non-academic training except through
foreign donor assistance programs. However, a Ministry
employee may apply for a paid leave of absence to pursue an
advanced degree program in an BEgyptian University. The
Ministry through the MDIU sponsors a few organized seminars and
courses and staff occasionally participate in training courses -
offered by universities.

D. Manpower Development and Training Unit

In 1982, the MOI established a Manpower Development and
Training Unit (MDIU) within the Water Research Center. This
was a major step toward developing an organized training
program for the Ministry. The main objective of the unit, as
originally proposed, was to provide training for MOI engineers
involved in the implementation of the USAID funded Irrigation
Management Systems Project. ‘Training was to be provided to
upgrade the capability of the present engineering staff, to
increase the technical skills of the irrigation technicie:s,
and to train the senior staff through special courses in
management. The Unit was intended to provide coordinated
training for the Ministry staff at the national level but has
not been able to perform this function Ministry-wide due to
limited resources.
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Major functions of the Manpower Development and Training Unit,
as originally conceived, were:

1. To coordinate all training activities of the Ministry.

2. To supply logistical support for all training
activities.

3. To act as a clearing house for all nominations for
training overseas.

4. To conduct organized classroom instruction. .

5. To coordinate and supply technical support for

-on-the-job training throughout the Ministry.

6. To serve as a liaison office between the Ministry and
donor agencies for training overseas.

7. 1o serve as a liaison office between the Ministry and
Universities to organize efforts to get more
irrigation relevant courses in the curriculum for
irrigation engineers.

8. 1o serve as a repository or library for video tape
courses and printed documents in all irrigation
related fields.

Although originally conceived to perform these functions, the
Manpower bDevelopment and ‘Iraining Unit has not been able to
respond to all of the responsibilities listed above due to
insufficient staff and budgets. Currently three categories of
courses are being offered: (1) short courses, (2) seminars, and
(3) assistance with informal on-the-job training.

The short courses, of three to seven weeks duration, are
designed to present practical and detailed technical material
to all 1levels of working enginecers and technicians. The
details and duration of the specific courses are adjusted to
suit the particular needs of each group of students. To the
extent-possible, new courses are developed and added to respond
to specific training needs as they are requested by various
organizational units of the Ministry.
rd

Five basic short courses have been developed and offered
beginning with establishment of the training unit in 1982.
These are: (1) Irrigation Design and Construction, (2)
Administration and Ma.agement, (3) Operation and Maintenance,
(4) On-farm Water Management, and (5) Construction Managenment,
Methods, and Quality Control. In addition, seven specific
subject matter courses have been offered: (1) Modern Irrigation
Systems, (2) Drainage and Salinity Control, (3) Using Pipes in
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Irrigation Projects, (4) Structural Replacemert Projects, (5)
Irrigation Improvement Projects, (6) Bridge Design, and (7)
Modern Equipment For Control of Water ILevel and Discharge.
From June 1982 through October 1985, & total of 27 courses had
been offered to professional staff with 531 trainees having
completed one or more courses. Table 2 provides a summary of
courses offered to professionals and the number trained.

The 531 trainees, completing the courses were dlstrlbuted among
professwnal specialisties as follows:

Speciality Number
Civil Engineers 502
Mechanical Engineers 3
Agronomists 24
Chemists 1
Geologists 1

Total 531

Seven of the 12 organizational units of the Ministry had
engineers take courses in the Manpower Development and Training
Unit. Over 70 percent of all trainees, a total of 388, were
from the Irrigation Department.

The following is a distribution of the 531 trainees by
organizational unit of the Ministry:

Organizational Unit Number
Irrigation Department 388
Bgyptian Public Authority for Drainage Projects 84
Water Research Center 51
Planning Sector 3
Mechanical and Electrical Department 2
Coast Protection Authority 2
~High Dam and Aswan keservoir Authority 1
Total 531

In addition to the 531 professional trainees trained, 256
technicians were trained in 11 courses. The training of
technicians began in 1984, two years after the initial training
of engineers. The 256 tecannicians trained represent less than
one percent the total nonprofessional employees of the MOI.
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V. FUTURE TRAINING NEEDS

Training needs for employeces of the MOI are varied and diverse
due to the wide ranging responsibilities of the Ministry.
Hmployees can be classified into three groups: Professional,
Finance and Administration, and nonprofessional (Figure 2).
The ninistry is a large organization with 87,901 authorized
positions of which 77,150 are currently filled leaving over
10,750 vacancies. It is important that training considerations
address both pre-service and in-service training needs.
Figures 3 and 4 show the relationship between the three groups
of employees and the positions filled and vacant. Figure 5
further demonstrates this relationship through a position
profile of MOI.

This section of the report will address the percieved training
needs as  obtained through  discussion interviews and
questionaires as well as personal knowledge of employee duties
and responsibilities.

A. Professional

1. Results of Interviews: Through interviews and responses to
guestionaires, jrofessional short term training needs were
identified in over 60 different technical and managerial
subject matter areas by thirteen different organizational
units and  sub-units. Professional training needs
identified and shown in Table 3, range from the more
general (i.e. on-farm water management) to the highly
specific (i.e. operation and maintenance of dredging
equipment). ‘'lhe courses and numbers of participants per
year are only indicative but can be used for planning
purposes. It is the concensus of the Assessinent Team, that
in the short run, it is physically impossible to meet all
the iaentified short term training needs either in BEgypt or
abroad.

e

Similar areas of training submitted by different
organizational units within the Ministry could be grouped
together and courses be designed to cover those needs. It
is recommended that for the near term the existing Manpower
Developinent and Training Unit continue to offer courses in
the five main tcopics as they have in previous years. It is
also recommended that current efforts of on-the-job
training within the Ministry be continued.
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For new courses identified, a curriculum development. team
should be established within the Ministry, with both
Bgyptian and expatriate assistance, to work with the MDIU
to finalize training needs and develop curricula.

Cormonly Expressed Training Needs: Several Chairmen within
the Ministry expressed a need to have an orientation
training course for new employees whether they be
technicians, clerical, engineers, etc. It is important
that the bkeginning employee recognize his place in the
structure of the organization, early in his carrier. A one
week course could be offered at the "National Irrigation
Training institute.

Computer training was also listed by most organizations as
a high priority need. It was reported that computer
science is not a standard curriculum regquirement for civil
engineers in Iyyptian Universities at the present.
However, it was noted that few organizations have computers
but, where machines were available on the job, they were in
constant use. ‘The Team cautions that while the need is
tremendous to build computer skills, aquisition and
training should move slowly. There is no point in
providing training until this issue is studied and the
appropriate hardware and software are made available in the
work environment. It is recommended that an appropriate
facility at the proposed NITI be developed for permanent,
computer hands on training.

For those courses which are specific in nature and limited
in scope, such as Corrosion Engineering, it is recommended
that training be obtained abroad. In each area identified,
a few engineers should be sent each year to an appropriate
location for varying amounts of time, until a minimum
number are trained. (The need for overseas training seems
to be particularly critical in the Coast Protection
Anthority, where in-country  expertise is totally
“unavailable.) The personnel trained abroad would be
expected to provide on-the-job training to fellow
employees. OCoservational tours and updates in these
specialized areas should occur on a regular basis. Before
employees are sent abroad they should be required to pass a
comprehensive English language test. Lack of adequate
comnand of the English language was cited as a major
impediment to learning.
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For the courses which are applicable to lnany engineers,
such as on-farm water management and construction
managemant, a development team should review current course
outlines and the specific skille needed. Courses which
address a basic need can be taught in Egypt by highly
trained trainers with field experience. If foreign experts
are brought in, they should come well prepared with slides,
overheads and other visual aids. Overseas travel should be
included in this program to spawn new ideas, and as an
incentive to participate ir a formal training program.

One of the most important training needs for professional
and technicians alike 1is ‘"on farm" irrigation water
managemant and the transfer of its technology to the
farmer. The interdisciplinary (aygronomist, economist,
sociologist and engineer) team approach in getting improved
irrigation water efficiency and increased pecoduction has
been impressive in the pilot stage with the EwWUP project.
Many lessons have been learned. It 1is important to
maintain  som» field training locations. El  Minya,
considering the initiatior of the KIIP project on the Serry
Canal, 1is perhaps one of the better locations. Project
team members would make good instructors for both the NITI
and for field training.

In the past, field training has lasted as long as two
months. We propose that this training be given to more
people in a shorter time frame (2 weeks). Training on team
building needs tc be given to the district and field
engineers early. Experience thus far has shown that when a
project terminates, as it did with BWUP in Kafr El Sheikh,
there is a stronyg tendency for farmers to go back to the
old ways of doing things. ‘1he idea has been promoted to
retain irrigation advisory service specialists once the
project team has moved on in order to perpetuate the work
started by the project. Also suitable equipment to
maintain and the installed practices must be available to
the farmer at a reasonable cost.

To be able to retain hard working effective personnel
working on "On-Farm" technology transfer, the idea of
incentive bonuses, baced on increased production, needs to
be explored in greater depth.
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3. Number of Professionals To Be Trained: The number of
professional engincers to be trained in each specific area
is extremely difficult to establish. However, if one
assumes that Directors, Assistant Directors, and District
Ergineers all need similar type of technical training, one
can surmise a maximum training requirement. Currently
tnere are 378 Directors, 86Y% Assistant Director and 1,591
District Engineers, for a total of 2,838 employees (see
Table 1). We recognize that many of these professionals
could benefit from more than one technical course.
However, for calculation purposes it is assumed that the
Ministry could best benefit by providing one course to each
employee every three years. In addition, the Ministry has
a vacancy rate of some 40 percent within the professional
staff {2056 employees) in these positions and plans to fill
these vacancies as qualified candidates become available,
thus creating an additional training burden.

Taking the above into corsideration, plus a one percent
miscellaneous turnover, we can arrive at an overall
training need of approximately 242-251 new hires per year
(107/year from vacaacy reduction, 100/year from normal
retirements, 35-50/year from miscellaneous turnovers). Aad
to this in-service treining of on board employees
1,100 /year for a total of 1,350 employees to be trained
each year.

This translates into an average training need of 4,050
person-weeks each year in technical fields. Assuming each
course would average three weeks in length, the total
training need for professional employees is approximately
70 courses per year. In addition to these needs, all
organizational chairmen interviewed indicated a management
training need for all employees in the areas of planning,
decision making, leadership, time management,
comnunication, motivation, delegation, work scheduling,
_Stress management, and project management. The management
needs would add an additional 10 courses per year.

B. Nonprofessional

Currently training for technicians is provided through the
MDTU, Technical Institutes in the Survey Authority (ESA), and
on-the-job training by fellow technicians and supervising
engineers. However, nearly all interviewees indicated that
technician training was currently inadequate both in scope and
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number of persons trained. Currently there have been only two
types of courses held at the MDIU for technicians: (1) water
lmeasurement, including repairing gates, and maintenance; and,
(2) construction supervision. ‘These began in January 1984 as
two week courses which were later expanded to threc weeks.

Since the greatest numbar of employees (92%) are
nonprofessional, the largest number to be trained lies within
this group. ‘

Training needs identified for technicians generally followed
the same subject areas as for professional. engincers but in a
much less intensive mode. They emphasized operational aspects
instead of theory of operations. Particularly mentioned needs
were in the area of operation and maintenance, repair, data
collection, and construction supervision. A detailed listing
of the main areas of concern is as follows:

1. Operation and naintenance of delivery and on-farm
structures;

2. On-farm water management;

3. Repair of structures;

4. Fepair of pumps;

5. Data collection;

6. Construction supervision; and,

7.  Survey techniques.

Although no priority is implied by the above listing it is the
feeling of the Assessment 'Team that future training should
focus on training technicians in the area of on-farm water
management, operation and maintenance of delivery systems, and
on~-farm structures.

Since the current training capacity of the MDIU unit is
limited, it is recommended that a moderate effort be continued
in the training of technicians. At this time it should not
exc/:eed 20-30 percent of the total course participants.

Expanding technician training is recommended as follows:

1. Continue current ratio of 20-30 percent of course
participants as technicians;

2. Develop expertise within the MDTU to do a detailed
necds assessment over the next 2-5 years to define the
skills required by technicians and to aid in
curriculum development;
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3. Identify a cadre of instructors from engineers and
technicians (teams of 2-3);

4, Provide theory and practical background information to
this potential group of trainers in Hgypt; some may
also be sent abroad for a two month course in Training
Of Trainers (TOT); ard,

5. After training, have the trainers present courses to
technicians in the field (on-site) wusing action
initiated teaching techniques.

Additional analysis of the specific jobs performed by the
technicians needs to be done in orcer to develop a clear
training strategy and plan of operation.

Another key aspact of training for technicians is for the newly
trained technicians to become part of the training team.
Specific courses for TOT should be developed and attended by
the technician. After completion of technical and TOT
training, a portion of his work time would be allocated to the
training activity. ‘

C. Finance, Administration, and Clerical

Although past training has focused on the technical needs of
engincers and technicians it 1is a concern of all that
operational units must run smoothly and efficiently. By and
large this responsibility lies within the realm of the finance,
administration, and clerical staffs.

Within the Ministry staffing, there are 2,775 authorized
administrative positions witn 2,119 currently filled and 656
vacant. 71otal clerical positions have not been separated from
other nonprofessional positions but, would also total a
significant portion of the 80,002 positions authorized in the
Nonprofessional. category, Appendix C.

There are a number of reoccurring administrative issues that
generally surface. The concerns are usually organizational in
nature and require long-term solutions. However, training of
individuals will slowly help make these changes and help
individuals cope within the system. One issue brought to the
forefront is failure of the administrative system to support
the overall program objectives. Much of this stems from lack
of comumunication and sharing of overall unit goals among
staff. A second major issue is that clear administrative
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directives are lacking. Policy directives should come from the
top down and be shared with all personnel. 'The administrative
system should be integrated into the total program and should
support the overall objectives of the MOI. 1his problem could
at least be partially overcome by the establishment of an
orientation course shortly after the employee enters on duty.
This could be handled by the MDIU or the proposed NITI.

Specific examples of training nceds would be to clarify and to
organize paper flow within the organization. A common filing
system would also facilitate recovery of important documents
and assist in maintaining an institutional menory. In
addition, eight areas were identified in which training should
be addressed within the administrative framework. ‘hey are:
finance, contracting, inventory control, legal basis of
authority, computer applications, personnel policies,
procurenent, and managament.

It is recommended that training in these areas be performed in
Byypt with trained experienced personnel. Experienced staff
should be selected for training and provided the opportunity to
acguire additional expertise and training techniques both
locally and overseas. A logical coordinating unit for this
type training could be the proposed NITI, It is further
recomnenaed that this type of training proceed at a slow pace
building upon experience. It is particularly important in the
area of computers that training does not out pace the
procurement of hardware and software.

D. Managenent

Practically every organization within the Ministry of
Irrigation expressed a strong need during the interview for
management  training for their supervisory personnel at all
levels. Lower level supervisors as well as senior level
employees were frequently mentioned as those in need of
training. 1Iwo weeks of required management training given at
the“senior engineer level was expressed to the assessment team
as being inadequate to meet the needs in the Undersecretary and
Director General positions.

Scientific research indicates that good management can account
for sixty percent of increased productivity (Appendix A).
Experience has also shown that the traditional textbook class
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room approach to management is ineffective. To be effective,
management training must be carried out by obkjective setting,
information sharing and experiential learning.

The Ministry of Agriculture (MOA) has developed what appears to
be a highly successful management development center at the
Delta Barrage. 7This center began in 1977 and has been funded
since its inception with a grant from USAID as well as the
MOA. The Center for Agricultural Management  Development (CaD)
at this time has developsd a cadre of instructors who have
become very successful in their work. Almost all physical
plant facilities (dormitories, classrooms, etc.) have been
constructed =xcept for a combination cafeteria, restavrant and
laundry. These facilities will be completed within the next
two months. It is reconmended that the Ministry of Irrigation
lock carefully at the MOA management training facilities at the
Delta Rarrage and acertain the impact of program design on
architectual design before proceeding with detailed plans for
the NITI. It is further recommended that MOI enter into an
agreement with MOA to provide management training for MOI. Use
of MOA doveloped expertise on management training would save
considerable time and expense and perhaps open doors for new
avenues of needed and recognized cooperation. We recommend
that 75-100 MOI managers receive management training in
calendar year 1986.

The abova  should not be interpreted that the National
Irrigation Training Institute (NITI) would not have a need for
managemznt experts. Staff will be required to be added to the
NITI with specific skills in management develomment. This
staff would become part of the action research team in
developing appropriate training for MOI staff. ‘Their research
and consulting skills would be a key element of success in the
overall managament development program of the ministry. Course
design, monitoring during delivery and trainee follow up would
also be included under their purview.

It 4is quite probable that the demands of MOI for managerial
training may outstrip the capacity of MOA to provide it. 1In
that event, MOI should also consider other sources. A listing
of sources for training within Hypt that includes management
training in Appendix D.

Regardless of where management training is conducted (MOA or
other Hgyptian institutions), three levels of management must
be addressed using the action research experiential approach;
(1) Executive Level Managers, (2) Middle Level Managers, and
(3) Supervisory Staff.
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These three levels of management are represented both
vertically and horizontally within the central Ministry (its
functional units and authorities) as well as the Governorates
and Public Sector companies. This integration across
geographic boundaries is essential for proper execution within
the Ministry. ‘The programs for each of the targat groups willi
emphasize a combination of skills building ana learning by
doing. Illustrative topics to be included for each level and
numoer requiring training during the next five years follow:

Executive level Managers - 363 to be trained
* Planning :
Leadership
Decision iMaking
Motivation
Communication
Delegation

Middle Level Managers - 5,938 to be trained
Basic Course in Management
Planning
Team Building
Time Management
Communication
Feedback
Listening Skills
Motivation

Advanced Course in Management
Interpersonal Skills
Group Dynamics
Leadership
Manager as a Change Agent
Organization Development

Supervisory Level -1,603 to be trained

“Motivating the Average Worker
Assigning Tasks and Setting Gzals
Improving Work Habits
Teaching .Tob Skills
Becoming a Trainer

Special topic courses as well as seminars, workshops and
conferences would also be prepared to meet specific training
needs.
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VI. PROPOSED NATIONAL IRRIGATION TRAINING INSTITUTE

A. Background

In March 1985, the Ministry of Irrigation presented a list of
proposed projects to USAID and IBRD for possible funding.
Among that list was a request for a "Regional Irrigation and
Drainage Training Center with a total cost of LE 13 million (LE
4 million in foreign exchange). The Irrigation Training Needs
Assessment team was asked, among other things, to assess the
need for a Ministry wide training center.

A mid-term evaluation report of the Irrigation Management
System Project completed in September 1985 by a three man team
on contract to AID and two Egyptian counterparts, recommended
that to satisfy the short-term and long-term training needs, a
National Irrigation Training Institute (NITI) be given serious
consideration. That report fully supported AID's efforts to
bring in an assessment team to examine closely the need and
feasibility for AID to support such an institute.

The idea of a training institute serving all organizational
units within the Ministry is not new. Concepts concerning the
site have been altered over time. The proposal the Ministry
submitted to AID in March 1985, refers to a training site at
Delta Barrage, roughly 30 kilometers from the Ministry of
Irrigation main office in downtown Cairo. A new site was later
chosen in 6th October City, which has the advantage of being
somewhat more convenient.

On October 21, 1485, a preliminary conception of the overall
building layout was presented to the assessment team by
Engineer Fahmy Fouad Mikhail, Undersecretary for Design, and
two members of his staff. (Appendices E and F).

The NITI, as presently conceived, could accommodate roughly
2,500. students per year when operating at or near full
capdcity. Approximately 100 courses coula be taught each year
using this facility if each would average about 3 weeks in
length. There would ideally be about 20 students per course.
This compares with 23 courses and seminars and 450 students
that will be trained in 1985 by the existing Manpower
Development and Training Unit.
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The propased institute scenario would allow for two months per
year when no students would be using the facility. Course
development for the ensuing year could take place during the
two months break as well as refurbishing the facilities. 1In
certain areas of 6th October City , zoning laws constrain
construction of buildings to no more than eight meters high.
The preliminary plan suggested that two feddans be devoted to
outside laboratory work. Due to the nature of the soil (desert
sand) and with limited space, field laboratory testing at this
location would b2 some what limited. Field sites on old lands
in close proximity to the 6th October City location and at
Fayoum should be identified for outdoor training aspects.

The NITI should embody a multi diciplinary approach to
training. ‘Ihe following disciplines should bs included in the
curricula: (1) engineering; (2) Agriculture; (3) social
sciences; and (4) management sciences. An action research
focus under field conditions should also be utilized in the
training activities.

B. Advantages and Disadvantages

The assessment team found unanimous, strong support among the
top management of the Ministry for establishing a National
Irrigation Training Institute to expand, provide, and
coordinate a total, over-all training program for the °
Ministry. 7The advantages of such an institute far exceed the

disadvantages. Major advantages include:

1. Would consolidate, under one management, most of the
training activities of the Ministry;

2. Would provide a higher volume of training and thereby
meet more of the Ministry training needs;

3. Would promote and facilitate coordination of training
e samong organizational units of the Ministry;

4. Would reduce duplication and overlaping of training
activities among organizational units;

5. Would make more efficient use of training staff;
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Would attract higher qualified teaching staff;
Would provide higher quality instruction;

Would enable a more accurate, continuous assessment of
training needs;

Would have the potential for savings in administrative
costs;

Would enable improved coordination of training among
ministries;

‘Would facilitate and improve coordination of training

abroad;
Would enhance interdisciplinary training;

Would give higher v151b111ty and importance to the
training effort;

Would enhance the possibilities for donor funding;

Would assure that the necessary critical mass of
highly trained professionals are developed to assure
that the Ministry can meet or exceed its development .
objectives; and,

Would provide more control over organizational units
in training matters.

Major disadvantages include:

Would require higher management skills;

Would require more sophisticated planning and
coordination;

Would decrease the independence of individual
organizational units in training matters; and

Would create major recurrent operation and maintenance
requirements for physical plant and staff.
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Upon weighing all the advantages and disadvantages of a
National Irrigation Training Institute, it is the judgement of
the Assessment Team that such an institute is fully justified
and recommends that the Ministry prcceed promptly to establish
it. The team further recommends that the Ministry obtain the
technical assistance of an expatriate and an Bgyyptian
professional educator  experienced in adult continuing
education, to advise on physical plant size and layout,
curricula, and organizational structure in establishing the
institute.

C. Faculty and Staffing

The present faculty of the Manpower Developmant and ‘Training
Unit consists of Eng. Abdel Hamid Fahim, Unit Director and
course coordinator for the "On Farm Water Management course",
Dr. Eng. M. Wwafale Abdel Salam, Ain Shams University who
coordinates courses devoted to Design of Irrigation Structures,
Eng. Sayed Fawzy Heida, who develops courses for construction
mangemant and quality control and Eng. Jean Kamel who is in
charge of coordinating courses for Operation and Maintenance.
The National Planning Institute which provides courses in
adninistration and planning is also utilized by the MOI. ‘There
are also specifically requested courses by units within the
ministry which are facilitated by kng. Fahim. In all there are
a total of 60-70 people who are providing some services to the
Manpower Development and Training Unit. In addition,
coordinators supplem=nt these courses of instruction by using
professors from Bgyptian universities in their specific fields
of expertise. All Ministry course coordinators at present and
those utilized in the past are civil engineers by education,
except for those courses devoted to Administration and Planning.

Because of the increased emphasis and associated workload in
training, additional staff will be necessary for the
institute. We recommended that a professional educator in
adult continuing education be added to the staff with joint
appointment as Director of Curricula and Vice Chairman of
NITI. It is essential that an individual with strong teaching,
management, and organizational background, and who is fully
knowledgable and experienced in course and curricula
development, be included on the staff.
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Many organizational heads of the Ministry expressed an interest
in NITI acting in a facilitating role for courses not conducted
at the institute. The addition of a trained educator to the
staff would assist in rounding out the staff for the challenges
to come. )

D. Organizational Structure

To adequately reflect the growing importance placed on training
by all Ministry organizations, and consequently the perceived
multifold increase in technical courses, we recommand elevating
the status c¢f the training effort to- full Authority or
Institute status with its own funding and allocated staff and
that it be known as the National Irrigation Training Institute
(NITI). 1he existing Manpower Development and Training Unit
should be phased into the NITI.

Figure 6 provides a proposed Organization Chart for the NITI.
It is proposed that each of the units be headed by an
Undersecretary. One would be in charge of all training
activities to be carried out at NITI or field sites; one under
secretary in charge of monitoring of the training
effectiveness, and researching addit®-nal training needs;
another under secretary would be chargea with development and
maintenance of a library, video Productions, publication of all
instructional material and the computer center; and the fourth
undersecretary would be in charge of administration, providing
financial control, security, and logistics support. The Vice
Chairman would also be responsible for curricula development,
with an advisory comnittee, deciding which courses are more
appropriately carried out overseas, and will provide liaison
with other ministries.

As a minimum the Vice Chairman and Under secretary for
administraticn should be non engineering professionals.

The High Committee for Training presently chaired by the Vice
Minister of MOI should continue to serve in a policy advisory
capacity to the NITI.

E. Facilitating and Coordinating Role

The main charge of the NITI would be not only to provide
training for the Ministry but to identify training needs, plan,
facilitate and coordinate other training that cannot be
conducted in facilities operated by the NITI. This would
assist in maximizing the utilization and efficiency of - training
resources.
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Organizations of the Ministry have listed a host of
sophisticated and specialized training needs for their
employees, 1i.e., corrosion of irrigation pumps in the
Electrical and Mechanical Department and seepage and settlement
associated with the High Dam. Assistance in conducting these
types of courses could be provided by the NITI by providing
facilities, arranging for outside speakers (in close
association with the respective organization) and providing
coordination among organizations. ‘Ihis role by the NITI was
strongly supported in the interviews.

We recomnznd that the NITI coordinate the developmnent of a five
year plan of training for each Ministry organization, listing
courses, nunber of participants, location, etc. This should
begin  immediately for 1986 by the present MDTU. After
analyzing thece data, the MDIU could determine what course work
it could provide with its own facilities and what training
would need to be securea elsewhere or best left with the
requesting organization within the Ministry. It is recognized
that the MIYIU camnot satisfy all the training neeaed but it can
assist by facilitating and coordinating. As an example,
training in groundwater management, including hydrologic
modeling, which is being taught by Dutch specialists working
with the Groundwater Institute of the Water Research Center.
The groundwater management course currently has an average of
less than four trainees per course makes the cost per trainee
extremely high. Other organizations within the Ministry have a
need for similar groundwater training but have been unable to
obtain it. Under such circumstances the NITI could match
training availability with need if it could act as a clearing
house, a coordinator, and a communicator as well. The NITI
could provide the course schedule to all organizations within
the Ministry, submit a combined training budget to the
Ministry, and solicit donor support as well.

F. Cost Effectiveness: The NITI as currently conceived at a
capacity of 2,500 students per year would cost approximately
L.E. 24.23 million over a six year period with a US$ 15.95
million foreign exchange compoaent. This cost is based on
current MOI estimates; the costs of the recently constructed
MOA management training facility, the assumption that outside
expertise will be required during the first few years of
operation, contingencies of 15 percent; and an annual inflation
rate of 20 percent. Table 4 provides a detailed cost analysis
(all costs shown in US dollars using LE 0.83 per dollar) by
year of the various elements required to plan, design,
construct and operate the NILI through 199L. It has be assumed




- 32 -

that the NITI could benefit from the services of an experienced
consultant during the planning, design and initial operation
phases of the project. That service would begin mid 1987 and
end in 1991. ‘e recurrent costs of the NITI would be
approximately LE 820,000 per year after 1991.

Determining the cost effectiveness of training as it relates to
improved production in irrigated agriculture is difficult.
Experienced and knowledgeable Bgyptian and international
officials and specialists in irrigated agriculture are
unanimous in agreement that poor irrigation management is a
major constraint to increased agricultural production on
irrigated farms. Experts also agree that the best, possibly
the only, effective way to improve irrigation management is
through massive training of responsible officials, specialists
and farmers. ‘There is also agreement that this training needs
to be reinforced with intensive, long term adaptive research on
functioning irrigation systems if it is to be applicable to
actual conditions.

While there is little available economic research on irrigation
management training and action research, considerable research
has been done on rates of return for agricultural research
generally and for education. Extending the argument of
scarcity of irrigation management expertise and wate. as a
Production input, the rates of return also should be higher
than for education and general agricultural research.

Theodore  Schultzl has documented economic returns to
education, skills training, and research for several countries
including India and the UsA. In India which has many similar
agricultural problems to that of Rgypt, Evenson and Jhal, Bal
and Kahlon3 and others have documented the high rates of
return to investments for agricultural research both before and
after the high yielding varieties programs were implemented.
Their figures are summarized below:

-

7

1/ Schults, T.W.: Investing in Pecple: The Economics of
Population Quality. University of California Fress,
Berkeley, 198l.

2/ Evenson, R. and Jha, D: The Contribution of Agricultural
Research System to Agricultural Production in India. India
Journal of Agricultural Economics. Volue XVI1l No. 4, 1973.

3/ Bal, H.K. and Kahlon, A.S.: Returns from Investment in
Agricultural Research. Indian Journal of Agricultural
Economics. Volume XX11 No. 3, 1975.
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Research and Extension

Study Activity Period Time Internal
lag Rate of
(yrs.) Return
3
Evenson-Jha research 1953-71 8 50.0
Evenson-Jha Extension 1953-75 1 17.5
Kahlon et la Iesearch 1960-73 5 63.5
Bal Kahlon Research 1967-73 5 71.7
Bal Kahlon Iesearch 1960-65 5 14.0

Mark Elough, quoted by Kluck4, estimates the social and
private rates of return shown below for various levels of
formal education for India in 1960.

Types of Returns Level of Returns %
1. Primary: - Social 20.2
- Private . 24.7
2. Secondary: - Social l6.8
- Private 19.2
3. Hidher: - Social 12.7
- Private 14.3

Assuming similarity between Egypt and India in this work and
considering the mix of research and training and the argument
for relatively high marginal returns, one would. expect IRR for
this project to not be less than for education generally, i.e.,
at least 20-25 percent.

G. Implementation Schedul2: Figure 7 provides the Assessment
Team's tentative thinking on the timing of twenty-seven key
activities required to have the  NITI developed and
operational. The activities have as an objective the
improvemant of the existing MDIU which will be absorbed into
the NITI while at the same time initiating activities required
to plan, design construct and make the NILI operational. It is
expected that it will require approximately three years bhefore
NITI is operational in its own right and another two years
before it is up to full capacity.

4/ Kluck, John, "AID and Human Resources" DRaft paper for AID,
August 26, 1982,
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following section give

Inplementation Activities.

3.

4.

e

Activity

Maintain and Improve
MDTU Activities

On-Site Review of 1raining
Centers in Egypt

Institutional
Commitment by MOI

-~

Define Role and Scope

& Dbrief explanation of the
- milestone chart for the NITI

DeScription

Current training activities by
MDTU  should be continued ang
improved in order to make a smooth
transition into an Institute.

To help formulate and solidify
ideas on what an Institute should
look like it is recommended that a
team consisting of current MDIU
statf visit 1Iraining Institutes in
Bgypt. As a minimum the following
should be visited.

1. Sakkara Center for Iocal
Governmental Development

2. Bus Authority Mechanics
Training Center

3. Georgia Tech Industrial
Productivity Center

4, Arab Contractors Training
Center

5. Center for Agricultural
Management Development

To bring prominence to training
and the ability of the Institute
to function MOI wide, it is
important that the organizational
unit report directly to the
Minister's office. A Ministerial
Dacree required.

It is important early on to
publish a statement of intent as
to the role and scope of the
institute. This report could act
as a basis for such a statement.
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5. Appoint Egyptian and
Ixpatriate Consultants

6. Clarify program design

7. Identify initial Trainees/
Trainers

8. Send Trainers to TOT

9. Determine luipment and
Develop Procurement plans

10. Determine Administrative
support staff requirements

11. Stage Staffing Plan

To aid in construction plans

and curricula development it is
important to name an  Adult
Educator to a high position within

the organizational unit
(prerferably no less than vice
chairman) . In addition the

assistance of a full time outside
consultant is needed to assist the
MDTU and in establishing the
NITI. In the interest of time
these two consultanis could be
funded out of the Irrigation
Management System Project until
organizational and financial
arrangements are completed.

Facility «cannot be constructed
without a clear program.

It is important early-on to
identity types of trainees.
Trainers should be identified by
name.

In order for trainers to become
excellent Adult Educators, they
need the knowledge/skills for
action oriented learning.
Overseas special course of
1raining of Trainers is required.

All equipment needs for the
institute should be outlined
within a procurement plan in order
to develop a budget. 1lnitial and
reoccurring needs should be
specified.

All personnel requirements
should be specified.

Staffing on a planned schedule is
important to meet changing needs
and the evolution of NITI
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13.

14.

15.

16

17.

18.

19.

20

21.

22,

23.
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Identify Field Sites for
Training

Develop Incentive/
Allowance Plan

Determine Transportation
Requirements

Design Facility for
Incremental Construction

Prepare Budget and
Financial Plan

Prepare detail
Operational Plan

Determine Sources
of Funding

Develop Specifications

Develop Invitation for
Bids

Award Contract for

Construction
e

Prepare RFIP and
Evaluate Consultant

Award Consultant Contract

Prior to construction at the
new site it is important to
identify all field training needs.

Incentives and allowances are
needed by both trainees
instructors.

and

Knowledge of transportation
needs for faculty and for field
work is essential

Prioritize construction so that
some facilities can be used early
in the development phase.

For early years of operation and

estimate for annual costs once
NITI is fully operational.

Early plan for the phasing of

MDIU into the NI'fI by 1988.

IBRD, USAID, CEDA, Others.
Specifications should include
those required for construction,

commodities supplies and vehicles.

Process is lengthy and must be
started on schedule to
deadlines.

meet

Determine the need for and amounts

of technical assistance needs.
Process should begin over one year
in advance of the main

instructional effort.

Negotiate and award contract.
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24. Construction of NITI Construction will be staged so
that some of the facilities are
operational by January 1989.

25. Supervise Construction

26. Develop Racord System It is important to develop a
' record system early in order to
facilitate evaluations and form
the basis for adjustments in
programs and training. System
should include facts on staff,

training, evaluations and
financial.
27. Begin Operation January 1989. In the interim the

MUTU would be expanding at its
current location.

28. Program Evaluation Program evaluation is necessary to
make progress reviews and to make
changes as needed.



Table 1. Suemary of Authurized Fositions, Nucber Filled and Nuober of Vacancies,

J/ [ %4

Hinistry of Irrigation, October 1985

-

Table

- - -

List of Staff _Authorized Percenlage Nusber. Currently  Current Vacancies
(Departeent and Rank) Positions  of Total Eaployed
Positions
Nunber Percent Hueber Percent
TOYAL HINISTRY
Professional
. Senior Under Secretary 30 8341 % .3 I L))
Under Secretaiy 13 .BB3Y 69  .089% 4 A3
Director General 186 22 136 1761 a8 L4657
Director 949 6252 378 4981 171 15912
fssistant Director 1269 1. 4441 B89 1.1261 00 37210
District Engineer A1 3.4321 1591 2.8621 1426 13,2641
Total 5124 5.8291 Jge8 3.9 2058 19,1247
Finance and Adainistration
Senior Under Secretary 3 083 1 .ealy 2 .0191
Under Secretary 17 8191 13 BI7) 4 B3
Director General 49 L0561 31 0481 18 JA11
Directcr 263 2991 203 263 60,5591
fissistant Director 840 19561 618 791X 238 2.139%
Profescional 1683 1.8241 1261 1.6341 342 3.1812
Total 2715 J. 1N 2118 2,7471 636 6,182
Hon-Professional
Director Ceneral 5 80861 2 e 3 .B207,
First Degree 328 YK 269 M9 o9 9492
Second Froree 7136 2,678 7202 9.4391 54 4,223
Third Degree 21586 28,8871 20332 26,3541 1474 13,7107
Fourth Prgree 24043 71,3521 _ 214B3  27.B46Y 2560 23.812%
Fifth feorce 14023 15,9531 12336 15,9901 1687  135.492Y
Sixth Legree 12061 13.7211 10239 13,2971 1802 16.761%
Tetal B22a2 91.8141 11963 93.2171 BA39 74.7741
101AL HINISTEY 87961 102, 22ad1 77158 109.e2an 18751 102,021
Total by Rank
Senior Under Secretary 33 03181 26 834X 7 D651
Under Secretary 99 T L1821 82 196 B AT74Y
Director General 249 2131 19 219 71 661
Director 812 9241 |/ 153 23 21491
fssistant Director 2109 2,3991 1479 1.9171 639 5.848%
District Enginecr 3817 3.4321 1591 2.062% 1426 13,2647
F % A Professional 1603 1,824 1261 1.634% 342 31810
First Degree 326 3731 LY B (151 59 L5491
Second Pegree 1136 B.881% 7282 9.4391 454 4.220%
Third Degree 21804 24,8071 20332 26,3541 1474 13,7182
Fourth Degree 24843 77.352% 21483 27.B467% 2560 23.812%
Fifth Degree 140823 15,9531 12336 15,9781 1667 15,6921
Sixth Degree 12061 13.7211 10259 13,291 1602 16,7611
:::::::::::::::::::==:=:=:::c:::===::===::=3=!====t::::::2:!::::::!::!::::=t=l==:=:==:=======::=
TOTAL HINISIRY 87901 100.020% 17158 87,7491 12.231%

roistaff
12/ 671905

10751

)
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Table 2 - Summary of Short Courses Offered and Number Trained,
Manpower Development and Training Unit, 1982-1985.

. humber of Number
Course Courses Trained

Commnon Courses

1. Irrigation Design and Construction 4 86
2. MAdministration and Management 4 78
3. Operation and Maintenance 4 73
4. On-Farm Water Management 3 66
5. Construction Management and
Quality Control : 5 _86
Subtotal 20 388
Specific Courses
1. Modern Irrigation Systems 1 21
2. Drainage and Salinity Control 1 20
3. Using Pipes In Irrigation
Projects 1 20
4. Structural Replacement Projects 1 15
5. Irrigation Improvement Projects 1 19
6. Bridge besign 1 38
7. Modern Equipment for Control
of Water Level and Discharye 1 38
Subtotal 7 142

Grand Total 27 531



Table 3

Page 1 of 6
lablc 3- FPuture Short and Medium Term Professional 5taff Training Needs
Requested Needed No. of Length Loca- 'Type
by by . Part.. Course tion of
Course Subiect Mhtter 1/ 2/ Per. Yr. Weeks 3/ Inst.
1. 'I'raining of Trainers 1,9 F,E 6 36 A Special’
2. Replacement and 0&l of
Irrigation Structures,
and Canals . 1,9 p,T 20 3 E,A NITI
3. keplacement and OsM of 2 T - 20 3 E,A NILI
Punping Plants 2 P 20 3 E,A NITI
Opcration of pumps in series 2 P 2 4 A Hungary
4. Replacement and O&M 5 P, T 20 3 E,A NITI
of Project Drains
5. O«M of Drainage Equipment 5 P, 20 3 E,A NIT'I
6. OsM of Heavy Bguipment 6,11 P,T 20 4 E,A at site
& UsSA
7. O&d of Survey BEgquipment 8 T 40 3 E NITI
3. English Language Training 2,3 P,T Varied 8 E AUC
3, Farm Technology 1ransfer 1 Farmers Numerous 1/2 E Field
). Planning and Monitoring 5 P 2 8 A U.S.A.
of Drainage Projects or Europe
L. Structural Design Drafting
for Technicians 9 T 15 2 E NITI
2. Advanced Design of Pumping :
Stations & Large Bridges 5 p 5 1 A U.S.A or
P Europe
3. Machine Dredging 11 T 20 3 E,A On site
l. Small Ship Maintenance 6 T 2 4 E Special



Table 3

Page 2 of 6
Requested Needed No. of Length Loca- ‘lype
, by by Part. Course tion of
Course Subiject batter 1/ 2/ Per. Yr. Weeks 3/ Inst.
15. On-Farm Irrigation 3 P 20 2+4 E,A NITIL
Water Managerent, 1,9 P,T - 40 4 E Fiel
16 Automating Irrigation
Systems 3,9 p,T 10 2 A.E SRp
17. Introductory Enginecering
Skills 2 P 10 2 E NITI
18. Pipeline Design and
Operation 1,2 P 20 2 E,A NITI
19. Corrosion Engineering 2 P 10 1 A Specia.
20. Basic Engineering Design 1,3, P 20 3 E NITI
8,13
21. Drainage Design -5 P 20 3 E,A NITI
(surface-subsurface)
22. Design and Operation
of Floating Pumps 6 P,T 4 2 E specia
23. Construction Management 3,7,9 P 30 3 E NITI
24. Structure Design 1l P 20 2 E NITI
25. Inventory Control and 2,10 pP,T 20 2 E NILL
Foreign Purchasing
26. Contract Negotiations 2 P 10 2 E NITI
and Administration
27. Quality Control 1,9,12 P 30/yr 3 E NITI
28. Coastal Engineering 7 P 10 8 E NITI
29. Ground Water Data Collection 9 T 10 2 E NITI

il



Table 3. . ._. .

+ ~——:~.. Page 3 0f.6 ...
Requested. - Needed No. of Length Loca- 1y
- by . by Part. Course tion of
Course Subject Matter 1/ 2/ * Per. Yr. Weeks 3/ Inst.
30. Basic Hydraulics 1,3,9 P 20 2 "B NITI .
3l. Soil Mechanics and ‘
Seepage Management "6 P 4 2 E Special
32. Cadastrial Survey Techniques 8 P 5 2 E Special
33. Dam Safety and Stability 6 P 4 3 E,A  Special
34. Aerial Photography and
Photogrammetry 8 P 10 2 E Special
}5. Prestressed and Precast :
Concrete ‘ 9 P . 5 3 E NITI
/6. Dewatering Systems Design 13 )2 4 3 E NITI
‘7. Water Hammer and Pipeline , '
Design 13 P 4 3 E NITI
8. Pile Driving and Bearing
Capacities 13 P 4 3 E NITI
9. Water Measurements and '
Management 1 T 40 3 E NITI
) Soil and Bearing N
Capacities 13 P 4 3 E NITI
l. Floating Barrages and
Pontons 13 P 4 3 E,A Special
!« Metalic Forms and :
Shuttering Design 13 P 4 3 E NITI
'« Basin-wide Water Resources 4
Planning Concepts 3 ‘P 5 2 E- NITI

K ppeeed
s Lt w X
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lable 3

Page 4 of 6
Requested Needed No. of Length Loca- ‘lype
by by Part. Course tion - of
Course Subject Matter 1/ 2/ . Per. Yr. Weeks 3/ Inst.
44. Agricultural Economic - _
. Analyses 3 P 10 3 E . NITI
45. Project Economic and 3,7 P 10 3 E NITI
Financial Analyses '
46. Development and Use 7 P,T 10 3 . E NITI
* of Mathematical and '
Physical Models 4 4 A usa
47. Water Operation Studies = 3 P,T 4 8 E NIPI
48. Development and Management
of Data base Systems 3.4 P,T 3 2 E Univ.
49. General Planning and Follow- 1,5,8 P,T 20 2 E NIII
up Techniques 10,12 o '
50. Systems Analysis ! P 10 2 E NITI
51. Data Communications and )
Telemetry 3 P,T 10 4 A Special
.- 52, Introduction to Computers " 3,4,5,- 50 4 E NITI
6,8,1
53. Computer Assisted Plotters :
and Analytical Plotters 8 P,T 10 4 E Special
L .
54. Land Data Bank Development
and Management 8 P,T 10 4 E NITI
v :
55. Marketing 12 P 5 2 E Special
56. Monitoring Coastal Engineering _
Projects 7 P 4 3 A usa



Table 3

Page 5 of 6
kequested Needed No. of Length  Loca- ‘lype
by by Part. Course tion of

Course Subject Matter 1/ 2/' Per. Yr. Weeks 3/ Inst.
57. eam Approach and

Technology Transfer 1 P 20 2 E NITI
8. Maintenance and use of

Equipment in Coastal

Monitoring 7 P 13 3 E NITI
9 Coastal Zona Policy and

Management Planning - 7 P . 8 2 E,A Special
b0. Management:

Introductory 10,2,3 P 30 2 E MOa

Mid-Level 2,3,10,12 p 30 2 E MOA

Upper Level : 2,10 P,E 20 2 E MCA
pl. Work Scheduling 3 P 20 2 E NITI
b2, Stress Management 12 P, T,A 20 2 wk E NITI
y
p3. Project Management 5 P 3 4 EA NITI

Sy L4
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e

Organizational Unit Codes

Irrigation Depurtment

Mechanical and Electrical Department

Planning &actor

Finance and Administrative Lepartment

ligyptian Public Authority for Drainage Projects

High Dam and Aswan Heservoir Anthority

Coast Protection Authority

Egyptian Survey Authority

Water Research Center

Irrigation Public Authority

Bgyptian Dredging Company

Hgyptian General Irrigation Workshop Company

Consultant Office for Irrigation Design and
Irrigation Projects

Professionals
Technicians

Ixecutives
Mdministrative Clerical

Hgypt
Abroad

Table 3
Page 6 of 6
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Unit  Pase
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1. Techmrzal assistasre
I, Ergat-iate &dvrenrs
2. Lerg Terg
C. Short Tare
2. Egyotian Zx-emig
a. Long Tere
. Snort Ters

3. ERE Sxplovass
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I, Training Squipzent

1. Labcratory Instresents
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1. Training Materials
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3. Books and Banuals

§. Vides Tapes

3. foazuter Sixulsticns
b. Translatiarns

7. Consugatle Sumpliag

Sub Total

IV, Traiming 15 S5zt and 1R
1o hst Training 11 858

2. Languzga Trainivg ia fE2
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1cnal kot loue

-~
.

3. ssiznal Lang Tars
5. Travel to D=4
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Person/io
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Each
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Each
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1625 —meeee 198 mmmme meeee- 1387 emees cmeee FE2 mmees ceeeeo 1983 ----- e e £
Czst Elegent Enit  Baza 2ate Units Cost Units Cost trite Units Cost Lnits Zzst U=its
£ octivity  §35.280 1 $52,202 | $47,470 1 $45,41% 1 $42, 512 { $35,70% i
ive & Aztivity  §23,03 2 fgs. 202 LI FY RN 3T 4 512,88 LI SN 43 2 iR 2
rizela Azt:vity  $TR 2 § 842,82 4 g L T 5 s&15.tTe 2 €1E3,E0% L
sierence Activity  $75,222 4 17 1 LA S S 2 12 [/ ] ! £:15,147 !
3. Sparial Tapic Stueliss Betivity 152,023 Q $:2,22 1 $62,222 2 82,8 2 $172,417 4 §227,058 4
Sub Total ‘ $426,022 $428,028 $748,102 $797,245 $77L,8%¢ $1.U35,L5E §€.781,75% §2,77%,437
V1. Logietics/Surport
1. Office Spaze Sq Xeters $18 8 $2 1eee $12,42¢ 1222 $12,97% 12e8 §12,082 i1 4 $7,¢47% sz $9,13% SRS
2. Litrary ard Train Center Sq Zeters $12 2 1 32 $5,208 582 $£,403 Sed $5,531 258 $3,532 st $3.550 $2z,2:7
3. Gff1ce Equipeent Unxt $438 g $2 12 $5,952 12 5:,.‘5 b $3,327 12 $7,359 2 $2,755 §I1,82 35,18
§. Spare Farts Unit ${, e 8 1) 12 $14,223 12 §15,9M 18 £2¢,%51 12 $18,423 12 §21,8 §35,852
3. fep2irs and Fenavations  Activity $32,222 1 $iB e 1 $62,228 [} $2 .} $8 1 $76,7¢4 1 $91,251 $228,955
&. Printirg and Reproduction Unit $32,2i2 8 se W3 $18,¢28 B 12 e 52 L5 it $15,473
7, Vahicles Eath $2¢,223 B 200,222 5122 ? 52 8 12 5@ 3B sTsa0Z2 0 724,009
8. Cozputer - Adeinistration Each $ie, P2 1 sL2,020 ? s8 8 $8 8 53 - s2 ] $:2.802 $te, 07
=
Sub Total $3¢0,022 $244,032 $41,284 £49,873 $114,372 $135,382  4%3I,23 ST
VII. Ceostructicn
1. Training Building Sq Meuer $i8 2 $2 8 8 1288 $374,272 [ 32 $3 8 ST
2, Cafstaria Sq Meler $Lap 2 $2 8 $2 e $7e2,74 4 $3 1] 2 512,72
3. Azcezcdatien €q Mater $£28 8 $2 4 $8 1522 1,147,682 e $8 52 s 81,157,542
L. Irfrastructure Unit $125,223 1 $15e,eed 2 se .3 §5¢,108 3 $2 14 e $231,120
S. Grounds and Farility Unit sipa,eze [ $3 8 1] .5 $43,82 it $469,783 12 $2 e m
6. Field Lab Sites Unit $125,008 1 $152,828 3 $77,5.4 1.5 247,222 b $2 o $191,911 1 327,728 $398,639
Sub Total $3ee,eaa $77,588 $3,192,29% $£9,328 $191,911 227,728 §4, 735,35 2
VIII. Recurrent Costs
1. Salaries Person/No $728 jead  $252,828 Jee  s2se,40 38 $299,74 4B $455,732 682 $444,82 E80  87a5,15t $2,L£7
2, Hanoraria Days $132 8 $12,823 48 $11,148 4] $11,478 48 $12,473 48 $13,818 &g $16,196 $78
3. Maintenance and fieairs  Unit $1,020 2 $2,4e8 12 $i4 ece 12 $1£,971 12 $1£,87 12 ...423 12 71,682 8z
4, Operations Unit $5,e22 12 $72,022 12 $74,4282 12 $77,656 12 §53,172 12 °oL,117 12 $129,18% 522
S. Trave] and Per Diea Trip $1,BE2 24 $29,E2¢ rzi $22,7¢ 24 $31,142 24 $31,2¢¢8 12 S:E,‘ZS 12 $21.242 6T
&, Miscellaneous Experces  {hit $2,228 12 $22,5¢22 H $29,762 12 $31,142 12 $33,282 12 $315,287 12 §53,72 4282
Suh Tcal $354,202 $402,348 $487,13% $L48,557 £824,451 $979,328 $3,72%,5T%
Sub Tztal I-VIII $1,954,478 32,444,152 $7,825,974 $5,2:8,728 $4,292,751 $6,772,1008 475,781,537 817, B33,452
fentingenzy 15.221 $293,4¢3 $3L5 853 $1,2:2,392 $722,209 $644,753 $715,705 §I,807,230 52,832,377
TITAL ESTIMATED FR{OECT 29T $2,249,853 £2,201 827 18,182,524 $5,580,5%7 £5,343,103 $5,654,510 25,189,145 €15 13 Tat
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High Committee — — — — Vice Chairma

for Training

National Irrigation Training Institute

Proposed Organizational Chart

Chairman — — —~ — Technical Assistance Advisors

Curriculum Development

| I -
—Training Research/Consulting r—Instructional Media r——Administration
—Program Development |—-Problem Identification — Learning Resource |}— Finance

Center
— Coordination — Needs Assessment — Video Production l— Personnel
— Delivery — Info maintain System — Publications —Vehicles
— Participant — Monitoring -— Instructional — Accomodation
Training Materials

~——Training of
Trainers

— ESL Training

— Training
Evaluation

— Computer Center

— Food Service

—- Field Sites

——Stores

— Grounds and
Security
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MILESTONE CHART FOR NITI IMPLEMENTATION ACTIVITIES

1986 1987 1988 1939 1890
Activity l 2 3 4 1 2 3 4 12 3 4 1 2 3 4 l 2 3 4 1
1. Maintain and Improve MDTU Activities X X X X X X X X X X X X X
2. On-Site Rev. of Train. Center in Egypt X X X
3. Institutional Commitment by MOX X X
4. Define Role and Scope X X
5. Appoint Egyptians and Expat. Consultant X X
6. Clarify Program Design X
7. Identify Trainees/Trainers X X
8. Send Trainers to T.O.T. X X X X
9. Determine Equipment/Develop Procurement X X
10. Determine Administrative/Support Staff X
Requirement
11. staffing Plan X X X X X X X X X X
12. Identify Field Sites for Training X X
13. Develop Incentive/Allowance Plan X X
14. Determine Transportation Requirement X X
15. Design Facility for Incremental Constr. X X
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MILESTONE CHART FOR NITI IMPLEMENTATION ACTIVITIES

1986 1987 1988 1989 13990 18
Activity 1 2 3 4 12 3 4 1 2 3 4 1 2 3 4 12 3 4 1 2
16. Prepare Budget and Financial Plan X X
17. Prepare Detail Operational Plan X X
18. Determine Source of Funding X X
19. Develop Specifications X X
20. Develcp Invitation for Big X
21. Award Contract for Construction X
22, RFTP Preparation and consultant evalua. X X X
23. Award Contract for Consultan: X X
24, Begin Construction X X X X X X
25. Supervise Construction . X X X X X X
26. Develop Rerord System X X .
27. Begin Operation in New Facility X
28. Program Evaluation and Adjustment as
necessary X X X X X X X X X X X
%
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BACKGROUND

The Consultant was engaged to assist the Irrigation -Tra.aing

Needs Assessment Team in performing a training needs asuessment -
for the Ministry of Irrigation in the Arab Republic of Egypt. The.

specific Scope of Work for the Consultant is as follows:

Work in Egypt, and points therein as necessary, to advise a
three person team of United States irrigation technicians
and Egyptian Ministry of Irrigation (MOI) counterpar _s
assessing and prioritizing the training needs of the MDI and
toc derive a training plan to address those needs.

While the Seller will not serve as a full team member of
this team, he will be expected to serve as a ‘“resource
person" assisting the group to collect relevant information.
During the period of performance, he will be reparting
information and discussing recommendations with the team
leader and members as appropriate.

The :assessment team began its work on 14 October 1985 with a

briefing by USAID/CAI staff from the Irrigation Office in the
Agricultural Directorate.

Page 1



Pursuant
specific

KEY ACTIVITIES BY CONSULTANT

to the Scope of Work outlined\in the Purchase Order and
work assignments made by the Team Leader the following

major task items were completed.

1. Expectations of the Team

Members of the team discussed their expectations of the
Consultant and the role expected of him. Elements
included: assistance in logistics, identification of
sources of information, sounding board, facilitate
contacts with the Ministry of Agriculture, local
resident perspective, assistance in identifying local

. training resources, perspective on Egyptian management,

and explanation of local Egyptian customs.

2. Overview of Eqyptian Management

Background discussions were held with team members to
review management styles and perceptions in an Egyptian
context. Behavorial as well as administrative
characteristics were discussed along with their
implications for the work of the Team. Practical
housekeeping items were also discussed and how a short-
term visitor could cope with them.

3. Review of Eqyptian Training Activities

A limited review was made to determine other major
training activities in Egypt similar to the task for

MOI. These activities include the Center for
Agricultural Management Development in the Ministry of
Agricul ture, the Sakkara Training Center in the

Ministry of Local Government, the Water and Waste Water
Training Center currently under development, and the
Development Training Project with the Ministry of
Central Organization and Administration. Discussions
were held with the Team to review the findings of this
review.

4. Logistic Arrangements

Assistance was provided to arrange “Tield trips,
schedule appointments and prepare site visits.

J. Paper on_ Management Develppment with the MOI

At the request of the Team a paper was prepared on
management development within the MOI.- It was prepared
from personal knowledge as well as review of previous
course materials used in MOI and discussions with key
managers within the Ministry.

Page 2
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6. Preparation af Chartys and Graphs

Various charts and graphs were produced on the computer
for use of the Tean. Scme are included in the
Appendices of this report.

7. Training Assessment

An extensive set of questionnaires and reports was
prepared to gather information about training,
organizational climate and attitudes. These followed
the design of Sherwood and others to assess ti.:
overall +training function of an organization. Time
constraints for the Team did not allow for full
utilization of the series with the Ministry.

8. Editorial Assistance

Portions of the final report were suggested by the
Conisultant and incorporated into the document. Final
review of the document for consistency was done by the
Consultant.

Page 3



MANAGEMENT DEVELOFPMENT

\
The agricultural sector (including the Ministry of Irrigation),
and its growing dependency upon technology and sophisticated
farming and water management systems, is becoming more reliant
than ever upon its managers for increased production.
Internationally known experts in management science are building
the case for strengthening the role of executives and managers in
order to help nations realize important social development and
technical goals. This increasing complexity for production and
its concomitant requirement for skilled managers is forcing most
countries to develop ways and methods for dealing with this
change. The Ministry of Irrigation is in a unique position to
influence both agricultural production and the development of
managers within the agricultural sector in Egypt.

People are not born with managerial knowledge and skills,
Managerial practice 1is based on a combination of specific
knowledge and le=arned behavior. In Egypt, as in many countries of
the world, <enior managers are often "senior" due to age rather
than any other requirements. This system of promotion by age
seniority most often results in significant shortfalls in
management knowledge and practice, as well as diminished
institutional performance. Irrespective of a person’s ability or
desire to learn modern management skills, the present training
and reward system does not foster a learning environment. As a
result of this unstructured on-the—job education, production
lags. Managers are frustrated in their efforts to change the
status quo.

TRAINING NEEDS

As the senior executives of the Ministry have reported to the
team, the traditional emphasis upon lecture orientated training
as a social event does not foster the inquisitative environment
that 1is necessary for an organization and its managers to grow.
More often than not emphasis in training has been placed on
content and form rather than analyzing the requirements for
organizational change and management development needs based on
honest discovery about deficiencies and praoblems.

Interviews by the team and other data furnished by the Ministry
-indicate a traditional approach to training. It focused on theory
and relied on lectures and discussion methods of instruction: the
process essentially ended on the last day of the training course.
The executives perceived a need for more practical, 1learning-by
doing approachs to training, coupled with a strong follow—-up
program on the job to continue the training process and make it
responsive to work needs.

Every organization needs to be able to perform four fundamental
functions:

Page 4
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i. Pattern Maintenance: The rules and roles that are the
most observable part of the organization. The
organization must be able to develop and maintain basic
day—to~day procedures and patterns for action.

2. Goal Attainment: The product or service of the '

organization. The organization must be able to set
goals and objectives and develaop strategies for
achieving these objectives.

3. Integration: The ultimate purpose.and meaning ouf the
' organization. The organization must be able to develop
dominant values that are shared throughout the

organization.

4, Adaptation: The ability of the organization to meet
new challenges from outside the organization. The
organization must develop a sensitivity to change
outside the organization and be able to change its
patterns when necessary.

Bureaucracy, 1like other organizations, developed to meet *hese
needs. But, it has been obvious that classic bureaucracy has been
most successful with the first two of these functions: pattern
maintenance and goal attainment. Consequently, attention of
inanagement researchers is now focusing on how large and complex
erganizations can better meet the integration and adaptation
fanctions.

The expressed need for additional management development training
in the priority areas of planning, leadership, decision making
and time management all support the need for development of

managers who can perform the integrative and adaptive
functions. These are {requently face-to-tace types of
interactions between managers and subordinates. These are

normally psychologically close areas in which all managers seem
to have difficulty. Managers in the Ministry are no exception.

Because there exists a flexible attitude toward scheduling and
planning within the Ministry, few tasks ever happen quite as
scheduled. Departures from schedule are to be expected and occur
due tc the assumption that things never happen as planned. Plans
are viewed as paper commitments mirroring a certain situation in
power relationships at one point in time. Power relationships and
circumstances change; and consequently so does the urgency of
carrying out mutually agreed actions. These are particularly
excerbated by the contrast between pertormance standards and what
can be accomplished with existing levels of staff competency and
equipment.

Flanning, 'as articulated by the persons interviewed is the
process by which the Ministry can become what it wants to become.
It 1s the identification of opportunity and the allocation of
resources to exploit the opportunity. It is the rational
determination of where you are, where you want to go, and how vou
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are going to get there. The planning process has two dimensions:
strategic and . operational. Strateqgic planning is the
determination of what products or services are to be offered to
what class or classes of customers in what geographical area and
the program to provide them. Operational planning 1is the
determination as to how to run the present operation mast
effectively in the period immediately ahead while appropriate
progress is made toward any objectives of the strategic plans.

Another lesson learned from observation of Egyptian managers has
to do with general knowledge and awareness at the senior
management level. Our observations of the action planning process
suggests that the leadership 1is not task oriented and has
relatively little appreciation of operational, implementation and
pProgram planning. These constraints must be dealt with in a
positive manner, rather than one which will further frustrate the
management team. Emphasis on management by objectives often
produces relatively limited action results. Information sharing
and consensus building are rarely demonstrated. Egyptian managers
usually prefer to abide by majority rule in preference to any
personal confrontations. Leadership is usually taken by
individuals largely in terms of prosecution of a task. This is
often a solo performance by the leader in which there is 1little
effort to enlist the support and interest of others in the work
group.

Most Egyptian managers in the government and public sector
conceive of their organizations as extremely rigid and not
generally disposed to change. There is certainly nothing unigue
about this finding. This strong rigidity indicate there is much
to do in creating an environment within which change is welcomed
and encouraged. Put another way, it is insufficient to assume
that effective organization performance can be achieved solely by
working on individual actors in settings removed from the job.
There must be a correlate effort to develop the organization
norms and operating procedures that will be compatable with pro-
active executive leadership.

Interviewees indicated clearly that public management is heavily
conditioned by the private sector model. To the extent that
private management succeeds in humanizing and improving the
effectiveness of organizations, similar changes in the quality of
work life will become feasible and desirable for public
organizations. Existing management theory provides an ample base
for preventing or counteracting the stultifying effects of large
bureaucracies. All organizations have a technical as well as a
human dimension. We have mores available technology than we can
apply in managing public organiz-ations. In contrast, we have
scarcly tapped the human potential which exists in public
organizatiuns. Therein lies unlimited opportunity for improving
public management within the Ministry.

FPage 6
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CONSIDERATIONS FOR FUTURE TRAINING STRATEGIES

In 1983 The World Bank published a major study devoted tq'issues
of development management (World Development Report 1983).

A number of background studies on organization and manaaement
issues were prepared as resource documents for the report. One of
the most significant was written by Samuel Faul, professc.- at the
Indian Institute of Management at Ahmebabad, India. (Training for
Public Administration and Management in Developing Countries: A
Review!. It provides as comprehensive a picture of training in
the developing nations throughout the world as is available.

There are two observations in this report that seem particularly
relevant to the Ministry and its plans for the future:

1. "The newer types of management training institutes in
LDC "c have departed from the classroom—teaching
approach to training. While they do engage in classroom
training, increasing attention is devoted to research
and consultancy which feed back into the training. The
development of indigenous training materials through
field research is emphasised by most of these newer
institutions and an attempt is made to bring into the
classroom consultancy insights and findings from the

field."
Y Among the management institutes, sectorial
institutions and consultants involved in project

related +training on behalf of donor agencies, the
tendency to be experiential is more pronounced as they
have a stronger tradition of combining training with
field research and consultancy activities." (Fage 351)

2. "A new trend which has yet to make a dent on the
curricula and concepts of training in the established
institutions is the action learning approach that has
surfaced in the training of personnel engaged in rural
and social development... . The concept and methodology
of this approach differs significantly from those of
most conventional +training programs... - Training,
under this mode, is not viewed as an isolated and
discrete activity, but as one which occurs in the
process of action in the field, a process in which all
actors apply their knowledge and generate answers

together ... . It does not prezume a ‘trainer’ who
imparts knowledge or skills to the ‘trainees’." (Page
75.)

IMPLICAT1ONS FOR THE MINISTRY
Other management development activities with Egyptian executives

and managers suggests two broad considerations for future
development strategies:

Page 7
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aa. Egyptian executives and managers are open, suppartive,
Cooperative, and place a great deal of emphasis on
their relationships with others. These are strengths
that can:- contribute greatly to organizational
performance. They should be given careful account 1in
developing an organizational strategy that Fits the
Egyptian reality. It is not 1likely that improved
rerformance will come through heavy emphasis on tasks
involving such techniques as management by objectives.
Instead, training ought to lead to greater skills in
worlking in groups, in sharing the leadership
responsibility, and in greater decentralization and
delegation.

b. A parallel finding is that they conceive of their
organizations as extremely rigid and not generally
disposed to change. There is nothing unique about this
finding to Egypt. The strong judgements in the
direction of rigidity indicate there is much to do in
creating an environment within which change is welcomed
and encouraged. Fut another way, it is insufficient to
assume that effective organization rerformance can be
achieved solely by working individual actors in
settings remov.3i from the jaob. There must be a
correlate effort to develop the orcanization norms and
operating procedures that will be compatible with
proactive executive leadership.

It is suggested that the Ministry should conceive its role as
more than just offering training in a residential setting. It
should seek to make a contribution to an improved arganization
throughs: ‘

1. Engaging in research and consultancy; and,

2. Viewing 1its mission as including the training of
managers who will also have the skills and motivations
to function as in-house consultants. This means an
expansion of the mission to preparing managers to play
a broader and more helpful role in achieving
organizatianal improvement as well as technical

-~ competency.

The improvement of the rational skills of a manager cannot take
place apart from the environment in which intuitive skills are

developed. This approach through its experiential 1learning
orientation seeks to integrate these two types of skills into an
arganized management development program. Leadership in

management can be developed. The approach wutilized in this
recommendation is designed around this basic premise.
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CONCLUSIONS

The management development strategy outlined here offers a sound
concept of training that can be adaoted to the environment in
Egypt. This philosophy builds on a training concept which has
been widely tested and evaluated. The major principles aof this
concept are:

#* Motivation and skills lead to action. Skills are
acquired through practice.

* Learning is a complex function of the motivation and.

capacity of the trainee, the norms of the training
group, the training methods and behavior of the
trainers, and the general climate of the agency or
institution.

#* Improvement of service delivery is a complex function
of individual learning, the norms of the working group
and the general climate of the organization and the

community. Individual learning, unused, leads to
frustration. Training must impart skills and concepts
which can be introduced effectively into the

individual ‘s actual work life.

* Training activities should be tailored both to the
objectives aof the Ministry and to the needs of the
individual trainees.

* The provision of advisory services is an on—going,
non—-formal, training opportunity which should encourage
learning and transfer of skills.

#* The "training-of-trainers" approach serves the need to
build up internal training capabilities and to ensure
that sufficient staff are available for program

replication.

#* Training must incorpaorate specific job-related
objectives and certain methods for determining the
degree to which those objectives are met.

* Training must impart the desired technical skills.

# Training must be developed and presented in a manner
consistent with the realities of the environment in
which the trainees will operate.

Productivity is one of the most powerful ideas in the world. The
idea of productivity increases is one of the most compelling
praomises that can be made for a better quality of life in the
future. It holds the promise of prosperity and greater well-being
for Egypt.
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Food security in Egypt depends to a large extent upon advances in
productivity in on-farm water management and agricultural
production. Without increases in productivity, real standards of
living cannot increase, poverty cannot be reduced and
environmental quality cannot be improved. That is why
productivity is important, and that is what this training effort
is all about. ‘

Productivity is a measure of the relationship between what
people produce and the tools, equipment, raw materials and energy
they use to produce it. Productivity indicates how efficiently a
resource 1is used. In most basic terms it is output divided by
input. On  the national level, productivity refers +to the
effective use of all of the country’s resources, including, but
not 1limited to, human resources. When most people think of
productivity they think of speed-up, pressures to work harder and
more demands from the boss. But these are misconceptions. The
people side of productivity really involves good planning, modern
equipment and technology, well-trained technical staff and good
management.

Scientific research indicates that good management can account
for sixty percent of increased productivity. Labor and capital
account for only forty percent. The rapid advances in technology
and the resultant complex organizations will require managers who
are able to apply their skills to these advancewents. The
Ministry is a key player in the development of this unfolding
drama.

Page 1@
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RECOMMENDAT IONS

The management training needs of the Ministry can only be met by
a combination f focused educational and training activities.

Each level in the organization has special needs for management
training. Using the action rasearch experiential approachk’

described in this section the following target groups are
identified:

Executive lLevel Managers

Middle Level Managers

Supervisory Staff

These three levels of management are represented both vertically

and horizontally, i.e. within the central Ministry (its
functional units and authorities) as well as the Governorates and
Public Sector companies. This integration across geagraphic

boundries is essential for proper program execution within the
Ministry.

The programs for each of the target groups should emphasise

combination of skills building and learning-by-doing. illustrative

topics to be included for each level follaow.

Executive Level Managers
Planning
Leadership
Dzcision Making
Motivation
Communication
Delegation

Middle Level Managers
Basic Course in Management

Planning
Team Building
Time Management
Communication
Feedback
Listening Skills
Motivation

Advanced Course in Management
Interpersonal Skills
Group Dynamics
Leadership
Manager as a Change Agent
Organization Development

Supervisory Level
Motivating the Average Worker
Assigning Tasks and Setting Goals
Improving Work Habits
Teaching Jeb Skills
Pecoming a Trainer

Page 11
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Special topic courses as well as seminars, workshops an

conferences should also be prepared to meet specific trainin
\ :

needs. .

The role of the Manpower Development and Training Unit (MDTU) is

d
g

that of broker and project supervision. HMost of the management -

topics suggested above can be delivered by other organizations
within Egypt. The MDTU would be responsible for identifying
training needs and arranging for the appropriate courses.

Additicnal staff need to be added to the MDTU with specific
skills in management development. These staff would become part
of the action research team in developing appropriate training
for Ministry staff. Their research and consulting skills would be
a key element of success in the overall management devel pment
program of the Ministry. Course design, monitoring during
delivery and trainee tollow-up would also be included under their
purview.
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- SOURCES DOF MANAGEMENT TRAINING WITHIN EGYPT

Universities:

- University
-hams University
ndria University
thar University

‘miversities:

n University
Canal University

‘'t University

wig University
University

ura University

‘fia University

v University

raining Centers:

. Academy for Public Administration
“tute of National Planning
tute of Productivity and Efficiency
(Ministry of Industry)
~nal Studies Center
.tute for Manpower Flanning
(Ministry of Labor)
‘tute of Banking Studies
(Central Bank of Egypt)

nd_l.ocal Training Centers:

2 for Agricultural Management Development
Training and Information Center

‘try of Agriculture Training Centers
‘trial Training Centers

stry of Social Affairs Training Centers

iy Planning Training Centers

- Academy Local Centers

"al Agency for Administrative Development
«ra Center for Local Government

‘ning Resources:

Contractors Training Facility

illia Productivity Center

Organiczation of Management

*merican University in Cairo

2arsity Affiliated Training Departments
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LOCATIONS FOR TRAINING WITHIN THE MINISTRY OF IRRIGATION

One of the specific items of the Scope of Work was for the
Consultant to develop recommendations as' to the "... mix of in-
country and overseas training activities appropriate to fully
train MOI employees to carry out their assigied tesks and
functions." After discussicns with the Team Leader and team
members it was concluded .nat insufficient data was available on
which to make substantive recommendations. The shart time frame
simply did not allow for this critical judgement to be made.

It is evident from the interviews with MOI officials that
overseas training, particularly observation tours, are vital to

the +training process. Exposure to new technology and on-site
review of it in practice are frequently cited as principle
reasons for this type of training. They did not agree, however,

on the timing or selection criteria. Whether a trip to the United
States should be an automatic sequence to a particular course
seems to be the main issue. Currently all graduates of the On
Farm Water Management Course are sent to the USA. Some managers
felt the +trainees should spend time in their jobs after the
training and then be selected, based on improved perfrmance or
other criteria, for the trip.

This 1is an area that obviously needs feedback from the actual
participants, additional MOI staff and instructors. Since the
team did not have the oportunity to interview anyone who had
completed the course, judgements cannot be made as to its
effectiveness.

Another alternative gleaned from the interviews proposed a two-
tiered approach to the On Farm Water Management Coursa. The
course would be offered in three segments. The current course
would be considered a basic introduction. It would be followed by
a second more advaced one, and finally followed by an obersvation
trip to the US5A. This scheme needs further evaluation.

In spite of these limitations, the team has made some

recommendations regarding location of training courses. In most
cases this is a judgement based on the limited data available.
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List of Statf

Authorived Percentage

Nuaber Currently

Current Vacancies

{Departeent and Rank) Positicns  of Total Eaployed
Positions '
Number Percent Nuaber Percent
TOTAL MINISTRY
Professional
Senior Under Secretary 38 8341 2 .83 5 47
Under Secretary 73 . 3831 69  .e897 4
Director General 186 2121 136 JA76% 3B (4651
Director 549 -~ 625 378 921 171 1.991%
Assistant Director 1269 1. 4441 869 1.1281 e 3.721%
District Engineer Jel7 3.4321 1591 2.062% 1§26 13,2642
Total 3124 5.8291 gee  3.9771 2056 19.1241
Finance and Admnistration
Senior Under Secretary 3 8031 1 .Be1r 2 .0197
Under Secretary 17 8191 13 e i .8
Director Eeneral 49 836 3 0487 18 L1671
Direccor 263 2991 203 26X 60,5581
Assistant Director B4 E1YS b1a 794 230 2,139
Professional 1683 1.824% 1261 1.6341 342 3.181%
Total 2775 3. 572 2119 2.7471 656  6.102%
Non-Professiona)
Director General 3 Be6% 2 .eeX 3 .02
First Degree 328 3731 269 491 39 9491
Secord Degree 1736 9.6701 7282 9,439} 454 4,223y,
Third Degree 21806 24,8271 20332 26,3541 1474 13.7182%
Fourth Degree 24943 27,3521 21483 27,8441 2068 23,8121
Fifth Degree 14823 13,9531 12336 15,9907 1687 15,6922
Sixth Degree 12841 13.7211 18259 13,2971 1802 18,7611
Total gaze? 91.0141 71963 93.277% BRI 74.7741
TOTAL MINISTRY 87981  1eo.gpey 77159 100,200 18751 22,208
Total by Rank
Senior Under Secratary 33 838X 26 B34 7 8451
Under Secretary 98 102X 82 1081 8 8741
Director Eeneral 248 2731 169 2191 L6601
Director 812 924 8 7831 231 2.1491
Assistant Director 2189 2,399% 1479 1,9171 ai@  5.864a@%
District Engineer 817 3.4321 1391 2,042 1426 13.264%
F % & Frcéessional 1683 1.8241 1261 1,534% 342 3.181%
First Degree 328 3731 269 3491 99 L9451
Second Degree 7734 8.801% 7282 9.439% 454 4,2231
Third Dejree 21804 24,8271 28332 26,1541 1474 13.719%
Fourth Degree 24043 27.352% 21483 27.844% 2068 23.812%
Fifth Degree 140823 13,9332 12336 15.990% 1687 15.6%92}
Sixth Degree 12841 13.721% 19259 13,2971 1802 14,761%
TOTAL MINISTRY g7981  1@a.eday 77138 B87.7497 18751 12.231%
Ministry of Irrigation. Position Profile
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frairage and Civil Const.
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The purpose of this questionnaire is to determine the management
-and training needs of managers in the Ministry of Irrigation.

15£§}f Hnwvmany years have you been a manager or supervisor?
_2; How many enployees are you responsible for?
3. What are some of the major organizational abjectives you
expect you and your employees to accomplish this year?
4, Is there anything that might prevent you and your employees
from accomplishing these objectives.
o
8. | What has been the level of involvement of your employees in
setting goals and objectives?
6. What are the strengths and weakno=sses of your employees?
7. What are the strengths and weaknesses of your manager
L (supervisor)?
8; \What problems have your employees brought to your attention?
9.' What problems has your manager (supervisor) brought *+o your
., attention?
?fﬁ};”WHat has prevented you from delegating more responsibility
" to your emplaoyees?
11. What are your training needs? Why?
12. Have you ever attended a formal management training program
within the last five years?
It yes, what?
What did this training help you to do?
13. Please number the following areas in priority for your
training needs. 1 is the highest training need and & is the
- lowest training need.
planning e
staffing ——
controlling e
organization ____
ieading ———
communicating ____
AFPENDICES Page 23



- MANAGEMENT INDICATORS: STAFFING/PERSONNEL

INDIVIDUAL STAFF DATA QUESTIONNAIRE

(To be completed by each professional /managerial staff membuwr)

1.

2.

3.

9-

NAME: Age

Position title:

Year when you joined this organization:

— . G s Gy (e e 5 S # o

Years in your present position:

L

Education (Highest degree attained):

Experience

a. Service in government? if vyes, years of service:
b. Service in other sectors/
I1f yes, years of service:
€. Prior service in teaching/training?
If yes, years:

What do you consider to be your major discipline or field of
expertise? :

Do you hold membership in professional organizations?

a. If yes, please give their names:

have you had an opportunity for personal /professional

development experiences since joining this eorganization?

Yes No

e

_If yes, describe them briefly and indicate when they occurred.

AFFENDICES Page 24
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i@. What professional career development opportunities would you
like to have in arder tao perform better in your. present role cor
to prepare for greater responsibility in the future? (Be as
specific as possible, e.g. training, research, writirg, study

tour.)

Page Q5
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MANAGEMENT INDICATORS: STAFFING/PERSONNEL
DIVERSITY AND DEPTH OF STAFF

LISTING i NUMBER of ! NUMBER
Disciplines/ Fields of i Personnel : Needed to
Expertise i 1in each : Perfarm
Represented on Staff i Category i Mission
e—— - H —— : ______________

: :

: :

: i

: :

: :

: i

: :

: )

H !

H :

: :

i :

: :

: :

i :

! H

: H

: :

: :

: !

: H

i H

: H

: :

' :

: H

' ;

H :

H :

H :

: :

H i

H :

H !

: H

! :

: '

H :
M-4
APPENDICES Page 26

M



MANABEMENT INDICATORS: BUDGET PROCESS

1. Describe your budgeting process.

2. Who has primary responsibility for developing your annual
budget?

3. What roles do Ministry Department heads play in the process?
4. What are the approval procedures?

9. Are capital and operating expenses separated?

6. How are monies allocated to the Training and Manpower Project?

Lump sum
By specific category
According to the amount of work to be accomplished

(
(
(
( Other (please explain)

- N N

7. Are there accounts where you are allowed to carry over
unexpended funds from one fiscal year to another?

AFFENDICES Page 27
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MANAGEMENT INDICATORS:
FINANCIAL ANALYSIS BY PROGRAM

\\

To the best of your ability, seek to identify actual incnme~and
expenditures as they relate directly to the following

program/functional areas within the Training and Manpower
Project.
Program/Function Income % of Expenditures % of

Total Total

—— — e —— s e dmp

1. Training
2. Research
3. Consultancies

4. Administration

AFPPENDICES Page 28
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MANAGEMENT INDICATORS: EXPENDITURE CATEGORIES

Data recorded on this form should cover the last 12 month period
o last annual reporting period, whichever is more canvenien.. ,

Please construct expenditures categories that will provide the
most insight into your operating costs.

Major Areas Amount 4 of Irend - last §-!EQE§
of Expenditures Total Uo Dowa ‘'evel
Total

Expenditures (12a) (No. check marks)

What do you expect the trend of expenditures to be over the next
three years?

( Up
( ) Down
£ ) No change
Why?
M-7
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MANAGEMENT INDICATORS: INCOME SOURCES

Data recorded on this form should cover the last 12 month period
or last annual reporting period, whichever is more convenient..

Major sources Amount % of Trend last 3 years
of Inccme Total Up Down Level

1. Parent agency
base support

2. Educational/
training fees

3. Facility rental/
- per diem charge

4. Contracts/ other
charges for research

9. Contracts/other
charges for
consul tancy

6. Donor grants

7. Other sources
(specify if over
574 of total)

Total Income

(From all (100%) (No. cheEE markg)
sources)

8. What do you anticipate the trend of income to be over the next
three years?

(. ) Up
1 ) Down
( ) No change
?. Why?
-8
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MANAGEMENT INDICATORS : EXPENDITURE AND INCOME
ANALYSIS BY DEPARTMENT

If the budget funds are allocated over several departments of the
Training and Manpower Project please make the following analysis
of income and expenditures, with percentage calculations.
use last 12 months or last financial reporting period,

is more convenient.

Name of Expenditures Z of
Department Total
Budgeted Actual B A

AFFENDICES

Income
Genzrated
Budgeted Actual

7 of
Total
B A

Page
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" MANAGEMENT INDICATORS: GENERATING REVENUE

In those cases where the Training and Mappower Project is able to
charge costs directly to the recipient of the service ( or is
reimbursed by an outside source for such services), consider the
following questions.

1. What is your average charge per participant training day?

(The calculation involves summing total reimbursable
training income divided by the number of participant
training days.)

2. What is highest rate the Training and Manpower Project bhas
charged per participant for a day of training?

The highest?

The lowest?

3. Dutline the reasons for the differences.

4. What is your average cost per participant training day?

5. In the cassv where fees are charged for courses, do they cover
total costs?

( }) Yes
) No
( ) Partially

6. If costs are not, or only partially, covered by participant
fees, please indicate the reasons for this policy.

7. Does the Training and Manpower Project have a schedule of fees
_for consultancy services? If so, what is it and how was it
determined?

8. Does vyour schedule of consulting fees include an overhead
charge?

( ) Yes

( ) No
APPENDICES Page 32



If no, what are the reasons for omitting an overhead charge?

If you do have an overhead charge, what is the rate?

9. Does the Training and Manpower Project have control over its
service fees?

( ) Yes
( } No

18.  If the Training and Manpower Project generates a surplus, jis
it permitted to keep it for its own purposes?

( } Yes
( } No

11. If yes, is it allowed to keep it from one fiscal year to the
next?

AY

( ) Yes
( ) No

12. Would the Ministry of Irrigation permit you to set fees
sufficient to recover full costs?

1 2 3 4 9 (Circle one)
Very Unlikely Very Likely

M-10
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MANAGEMENT INDICATORS: FINANCIAL POSSIBILITIES

If there were total freedom to improve the financial status

the Training and Manpower. Project,

see

of

the

possibilities for such improvment? (Be as specific as possible in

constructing your response.)

1. How would you increase revenue?

a. In the short term

b. In the long term

2. How would you reduce expenditures?

a. In the short term

b. In the long term

APFENDICES

Page
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MANAGEMENT INDICATDRS: INDIVIDUAL ASSESSMENT OF FACILITIES

1. Overall attractiveness of the Training and Manpower Project’'s
facilities. '

1 2 3 4 S5 (Circle one)
Very Pooar Very Good

2. Overall cleanliness of facilities and grounds.

1 2 3 4 9 (Circle one)
Very Poor Very Good

3. Adequacy of classrooms and other training space.

1 2 3 4 9 (Circle one)
Very Poor Very Goad

4. Appropriateness of classrooms and other training space for
learning purposes.

1 2 3 4 9 (Circle one)
Very FPoor Very Good

9. Classroom ventilation and light.

1 2 3 : 4 9 (Circle one)
Very Foor Very Good

6. Ease of rearranging classroom furnishings for different
training purposes.

N
“
H

1 9 (Circle one)
Very Poor Very Good

7. Access to audio-visual capacity for teaching.
1 2 3 4 9 (Circle one}
Very Foor Very Good

\}

8. Quality of audio-visual equipment and maintenance.

1 2 3 q 9 (Circle one)
Very Poor Very Good

AFFENDICES Page 35



?.0ffice space for faculty and staff.

1 2 3 q . 9 (Circle one)
Very Poor : * Very Good

1@. Ruality cf library facilities (physical plant).

1 2 3 q 9 (Circle one)
Very Poor : Very Good
11. Quality of library collection (books, periodicals,
documents).
1 2 3 q 9 (Circle one)
Very Paor Very Good

12. Quality of management of library collection.

1 2 3 q 9 (Circle one)
Very Poor Very Good

13. Residential facilities.
a. Sleeping rooms

1 2 3 4q 9 (Circle one)
Very Poor Very Good

b. Social areas

1 2 3 4 9 (Circlr one)
Very Poor Very Good

Cc. Recreation facilities

1 2 3 q 9 (Circle one)
Very Poor Very Good

L

e
d. Dining facilities

1 2 3 4q 9 (Circle one)
Very Poor Very Good

14. Overall quality of facility to match the status of the
officials the Training and Manpower Project seeks to serve.

1 2 3 q S (Circle one)

Very Foor Very Good
M—12
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CLIMATE INDICATORS:ORGANIZATION ANALYSIS

i. The staff can plan and schedule individual work with
confidence that things will go as anticipaled. .

r

Highly Uncharacteristic Highly Characferistic..
Organization 1 2 3 4 . S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S
2. Staff members have the freedom to allocate and organize'their
individual time, within constraints imposed by organization
schedul es. :

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 9

Highly Uncharacterist:c Highly Characteristic
Personal view i 2 3 4 ]
3. Professionals in this organization work without a lot of
supervision.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S

Highly Uncharacteristic Highly Characteristic
FPersonal view 1 2 3 4 a

4. Staff members feel they can influence the organizztion.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 5

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S

3. Staff members are encouraged to exchange ideas and opinions.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S
APPENDICES FPage 37
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6. The organization desires that there be broad participation in
its activities.

Highly UncharacteristiE Highly Characteristic
Zrrganization 1 . 2 3 4q _ S

Highly lincharacteristic Highly Characteristie
Personal view 1 2 3 4q S

7. Disagreements are usually accepted as necessary and worked
through by affected staff members.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q S

Highly Uncharacteristirc Highly Characteristic
Fersonal view 1 2 3 4q S

B. Staff members feel they have something to say about setting
the directions of the organization.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4q S

?. Staff members are encouraged to work together and support each
other.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 q ' 5

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S

10. There is encouragement to work as a team.

‘ Highly Uncharacteristic Highly Characteristic
Organization i 2 A 4q S
Highly Uncharacteristic Highly Characteristic
Fersonal view 1 2 3 4q S

11. There are opportunities to work with colleagues in joint
projects.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q S

Highly Uncharacteristic Highiy Characteristic
Personal view 1 2 3 q S
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12. People in the organization are friendly and helpful.,

Highly Uncharacteristi- Highly Characteristic
Organization 1 2 3 4q ]

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4q S

13. There is trust and confidence in the leadership.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q 9

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 9

14. Management Pays attention to what staff members are saying.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q 9

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S5

15. The management is friendly and easy to approarch.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S

Highly Uncharacteristic Highly Characteristic

Personal view 1 2 3 4 9
ié. The leadership style in the organization is one of
encouragement.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q =)

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 =)

17. When something fails, the organization views it as a learning
experience for individuals.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q 9

Highly Unchar icteristic Highly Characteristic
Personal view 1 2 3 4 9
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18. It is possible to try new things in this organization.

Highly Uncharacterist%c Highly Characteristic
Organization 1 .2 3 4 S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4q ] )

19. New ideas are considered and tried whenever passible.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S
Highly Uncharacteristic Highly Characteristic

Personal view 1 2 3 4 S

20. The organization is willing to examine its own goals and
practices.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 '3 4 ]

21. This is a growing, developing organization.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S

22. The organization is open to new ideas.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q ]
yd Highly Uncharacteristic Highly Characteristic

Personal view 1 2 3 4 S

253. There 1is a minimum number of rules and controls in the
organization.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 9

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S
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24. The fcrmal organization chart does not reveal the -many forms
of relationships that exist here. :

Highly Uncharacteristic Highly Character: stic
Organization 1 2 3 q 9

Highly Uncharacteristic Highly Characteristifc

[—4

Personal view 1 2 3 4 S

25. This is an aorganization that practices the management idecls
it preaches in its training. \ .

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 9
. Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4q 9

- 26. This organization tends to think in terms of the future.

\

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S
. ) Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4q S

27. Staff members feel good about the orgaization and its
performance.

Highly Uncharacteristic Highly Characteristic
Drganization 1 2 3 4q o

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4q 9

28. The organization has a bright future.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4q ]

29. This organization is a good one in which to work.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4q ]
APFENDICES Page 41
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3@. There is an effort to let people know how well they are
doing. '

. .
Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 =]
Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S

31. Staff members are provided the information they need to
perform their tasks.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 9
Highly Uncharacteristic Highly Characteristic

FPersonal view 1 2 3 4 9

32. People feel free to express ideas and make sugestions.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 9

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S

33. People can learn new skills, new things in this organization.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 9

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 9

34. The organization has a real interest in the welfare and
happiness of its staff.

. Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 9
Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S

35. There is a recognition that staff members need to engage in
continuing professional development.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4 a9

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 : 3 q 9
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34. Staff members are encouraged to move
positions of greater responsibility and challenge.

Highly Uncharacteristic Highly
Organization 1 2 3 4

Highly Uncharacteristic Highly
Personal view 1 2 3 4

37. Most staff members are happy they work here.

Highly Uncharacteristic Highly
'Urganization 1 2 3 4
Highly Uncharacteristic Highly

Personal view 1 2 3 4

38. People who do a job well are recognized in the

. Highly Uncharacteristic Highly
Organization 1 2 3 4
Highly Uncharacteristic Highly
Personal view 1 2 3 4

towards

roles

Charagterﬁ&tic
S

Characteristic

S

Characteristic
S

Characteristic
9
organization.

Characteristic
39

Characteristic
S

Characteristic
S

Characteristic

3?. The organization uses the skills and abilities of its staff
members fully and effectively.
Highly Uncharacteristic Highly
Organization 1 2 3 4
Highly Uncharacteristic Highly
Personal view 1 2 3 4

40. There
deserves the best from its empl oyees.

Highly Uncharacteristic Highly
Organization 1 2 3 4
Highly Uncharacteristic Highly

Personal view 1 2 3 4

41. People work hard in this organization.

Highly Uncharacteristic Highly
Organization 1 2 3 4

Highly Uncharacteristic Highly
Personal view 1 2 3 4

APPENDICES

is a general teeling that the organization needs

S

and

Characteristic
9

Characteristic
S

Characteristic
S

Characteristic
' S
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42. There is a concern for the quality of performance. in the
aorganization. :
\

Highly Uncharacteristic’ Highly Characteristic
Organization 1 2 3, 4 9

Highly Uncharacteristic Highly Characteristic
Persanal view 1 2 3 4 S

435. Staff members set their own standards and feel responsible
for meeting them.

Highly Uncharacteristic Highly Characteristic
Organization 1 2 3 4q S

Highly Uncharacteristic Highly Characteristic
Personal view 1 2 3 4 S
APFPENDICES ‘ Page 44

WV



YOUR FERSGNAL SATISFACTION LEVELS

In this set of questions, the goal is to discover the level of

44. What is your level of satisfaction with the people with whom

you work?
1 2 3 4
Very Low Very

9 (Circle one)
High

45. What is your level of satisfaction with your supervisor?

1 2 3 4
Very Low Very

9 (Circle one)
High

46. What is your level ofisatisfaction with your job?

9 (Circle one)
High

o} (Circle one)

1 2 3 4
Very Laow Very
47. What is your level of satisfaction with the organization as a
whole?
1 2 3 4
Very Low Very

48. What 1is your level of satisfaction with the
your skills and capacities by the organization?

1 2 3 4
Very Low ) Very

49. What is your level of satisfaction with your
organization up to now?

1 2 3 4
Very .ow Very

S@. What is your level of satisfaction with the
for yourself in the organization?

1 2 3 4
Very Low Very

APFENDICES

High

utilization of

S (Circle one)
High

progress in the
9 (Circle one)
High

future you see

9 (Circle one)
High
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YOUR OVERALL USE OF TIME

In this final set of questions you are\asked to make as careful
an analysis of your use of time as possible. Consider that 10a%
of your time goes to the activities below (there is an "other"
category you may use whken appropriate). Then make vyour best
estimate of the time vyou think you spend oan each of the
categories. Enter these percentages in the Left column and then
in the Right, allocate the percentages of time you feel would be
desirable.

Formal training activity

Research activity

External Consultation

Personal development

Administration

Other (please specify)

APPENDICES Page 4{6
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YOUR USE OF YOUR TIME IN TRAINING ACTIVITY

This second query on your use of time involves your training
activity only. In this case consider only the tatal amount of
time vyou spend on training and regard that as 10Q% of effort.
Again,; the request is that you take the total of time you spend
on training and allocate the percentage to the categories below.
In the Left column, enter what you consider to be the actual
percentages; in the Right column, enter what you would desire as
percentages.

Formal class presence

s s e ot et s vt

Preparation for class/planning

Reflecting on training experience

Course logistics/administration

——— — sty e e e v et S St s s et e

Consultation with individuals

O " — s 40t et e e e g

New course development/design

T s Gt o, e S i S ke S . s e ey e it e o

Field work/applications

Other (please specify)

C-13
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ORGANIZATION ANALYSIS SUMMARY FORM

This form is designed as means for numérically summarizing data
on the 43~ item Organization Analysis instrument. Numbers of
responses at each interval on the S- peint scale should be
entered; and a mean for each question should be computed on the
two dimensions, organizational actuality and personal view.

Question

1. Individuals plan work with confidence
2. Freedom to organize time

3. Work without lots of supervision

4. Individuals can influence

3. Encourage exchange of ideas

6. Broad participation in activities
7. Séﬁ”in organization’s development
8. Encoura —ment to work together

?. Opportunities to work together

10. Werk as a team

AFFENDICES Page 48
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11. Work jointly with colleagues in projects
12. People are friendly and.helpful

LEADERSHIP

13. Trust in leadership
14. Management pays attention to staff’s suggestions
15. Management is friendly, easy to appfoach

16. Leadership style is one of support

17. Learning from failure encouraged
18. Possible to try new things
19. New ideas considered

ORGANIZATION PERCEFTIONS

20. Willingness to examine goals

21. Growing developing organization

22. Open to new ideas

AFPENDICES
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23. Minimum rules and controls

24. Organization chart not reflective of relationships
25. Practices management ideals

26. Thinks in future terms

27. Good feelings about performance

28. Has bright future

29. Good arganization to work with

3@. Efforts to let people know how they are doing
31. Provides information to do jobs
32. Freedom to express ideas

e

33. Can learn new skills

34.0rganization interested in staff welfare

AFPPENDICES Page 350
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35.

36.

37.

Professional development recognized

Greater responsibility/challenge

Staff happy to work here

38. Work gets recognized

39. Staff skills/abilities used fully and effectively

4Q. Feelings that crganization needs and deserve hest
employees

41. People wark hard

42. There is concern for quality of p\erformance

43. Staff sets own standards and feels responsible

C-14
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TRAINING CONCEPTS QdESTIDNNAIRE

1. Training should be planned and designed to 'impact directly on

the implementation of programs.

Strongly Disagree
Personal 1 2
Organization i 2

Strongly Agree
4 S
4 3

2., Operating managers have the greatest need for training suppart

from their organization.

Strongly Disagree
Personal 1 2
Organization 1 2

Strongly Agree
4 S
4 S

3. A key idea which affects the approach to training programs is:
Knowledge plus skills Plus attitudes (values) equals behavior.

Strongly Diéagreé

FPersaonal - 1 2
Organization 1 2
4. The

behavior.

Strongly Disagree
Personal i 2
Organization 1 2

3. Training should result in action.
Strongly Disagree

Personal 1 2
Organization 1 2

6. Training content should be fundamentall

3
3

3
3

Strongly Agree
4 9
4 5

basic goal ina training program is to have an effect on

Strongly Agree
4 9
4 5

Strongly Agree
4 9
4 S

y different for persons

at various levels of responsibility ( such as supervisors, middle

managers, executives) in an organization.

Strongly Disagree
Personal 1 2
Organization 1 2

7. Problem—solving activities

programs.

can
Strongly Disagree

Persaonal 1 2
Orgarization 1 2

APPENDICES

Strongly Agree
4 S
4 S

conceived as training

Strongly Agree
4

S
4 9
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8. Feople want to grow and develop.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 5

Organization 1 2 3 4 ... 5

9. Participants in a training program should share in deciding
what is to be achieved and how.

Strongly Disagree Strongly Agree
Personal 1 2 3 q S
Organization 1 2 3 4q 9

1@. Participants in a training program should be regarded as
learning resources for that group.

trongly Disagree Strongly Agree
Personal 1 2 3 q S5
Organization 1 2 3 4 S

A

11. Individuals are the best sources of insight as to their
learning needs.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 5
Organization 1 2 3 4 S

12. Learning can be fun.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 =)
Organization 1 2 3 4q 9
13. It is desirable to create a "community" in which

participants develop a commitment to help each other in the
learning process.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 S
Organization 1 2 3 4 S

14. Formal assessments of participants in a training program
hinder the learning process.

Strongly Disagree Strongly Agree
Personal 1 2 3 4q S
Organization 1 2 3 4 S
APPENDICES Page §3
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15. It is desirsble to create a climate of openness and free
inquiry among participants.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 - ]
Organization 1 2 3 4 S

16. All members of a training group ( including the instructor)
should feel powerful and influential.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 S
Organization 1 2 3 4 S

17. All members of a training group should feel responsible for
the group learning.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 S
Organization 1 2 3 ) 4 S

18. Approaches to training should be learner centered, not
trainer centered.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 S
Organization i 2 3 q S

19. Most training should occur on the job.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 S
ODrganization 1 2 3 4 S

2@0. Training should help people identify their strengths, as
well as their weaknesses.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 S
Organization 1 2 3 4 S

21. Participant feedback is a powerful contributor to learning
and an important component of a training program.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 S
Organization 1 2 3 q S
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TRAINING CONCEFTS SUMMARY FORM

This form is designed as a means for numerically summarizino data
on the 26-item Training Attitudes Buestionnaire. Numbers of
responses at each interval on the S—-point scale should be

entered; and a mean for each question should he computed on the

two” dimensionss. personal philaosophy and perceived
arganizational philosophy in action.

1. Treining should be designed to impact directly on the program.

2. Operating managers have the greatest need for training
support.

3. Knowledge plus skills pPlus attitudes equal behavior.

4. The basic goal of training programs is to have effect on
behavior.

5. Training should result in action.

6. Training content should be different for different levels.
7. Problem solving activities can be seen as training programs.
8. People want to grow and devel op.

?. Participants should share in setting training goals.

18. Participants should be regarded as learning resources.

11. Individuals have the best insight into their training needs.
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22. Learning occurs when pecple feel there is a gap between what
they know and what they need to know.

Strongly Disagree Stronoly Agree
Personal 1 2 3 4 S5
Organization 1 2 I 4 S5

23. It does little good to tell people what they should learn.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 9
Organization 1 2 3 4 S5

24. One important indicator of effective training is a feeling of
greater personal confidence.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 2
Organization 1 2 3 - 4 S

\

25. The focus of a residential training program must b= an the
individual, not the organization.

Strongly Disagree Strongly Agree
Personal 1 2 3 4 3
Organization 1 2 3 4 S

26. Training programs should offer the participant an opportunity
to experiment without penalties for failure.

Strongly Disagree Strongly Agree
Personal 1 2 3 S5
Organization 1 2 3 4 S
C-15
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12. Learning can be fun.

13. It 1is desirable to create an atmosphere of helping others
learn. '

14. Formal assessments of learning hinder the process.

15. It is desirable to create a climate of openness.

14. ell members of the training group should feel powerful.

1?. All members of the group should feel equally responsible.
18. Approaches tn training should be learner-center.

19. Most training should occur on the Job.

20. Training should help people identify their strengths.

21. Participants feed back is a powerful contributor to learning.
22. Learning occurs when the gap between what we know and need to

know is filled.

23. It is not effective to tell peaple what they need to learn.

24, An indicator of effective training is more personal
confidence.
AFPFENDICES Page \SZ
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23. Residential training should focus on the individual.

© ——

26. There should be opportunity for experimentation withou?
penalty.

GRAND MEANS
(Computed by totalling all means for Personal responses and
dividing by 26. The same process is followed for computing the
Grand Mean for the Organization.)
FERSONAL ( )
ORGANIZATION ¢ )
QUESTIONNAIRE ITEMS WITH MEANS BELOW 3

Item No. Mean

C-16
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PERFOCRMANCE INDICATORS: INDIVIDUAL CCURSE ANALYSIS
(To be Completed for Each Course Of fered)

1. Title of course:

2. Client groups tc be served:

) Ministry of Irrigation

) Ministry of Agriculture

) Ministry of Land Reclaimation
) Other (please specify)

L B S .S

3. Length of course:

Less than one day
Number of days
Number of weeks
Number of Manths

Lo B o T S
-~ W o

Please give a brief rationale for the amount of time
allocated to this course:

4, Number of times offered in the last 12 months:
( ) Times
9. Location of course:

( ) Training and Manpower Project premises
( ) Other places

a. Please indicate the number of times courses were offered
in different locations

Location Number of times Offered

S s et . e (i et s e ——— s s
—— —— e e o o -t e
e Sy ——— o oy oo

6. Year in which this course was first offered:

a. Have there been any significant changes in the cours
since that time, If so, please describe them.
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7. Participants in the course during previous 12 months

a. Total number e
b. If there were several offerings of the
course, please indicate enrollments for
each offering below.

—~——

1st Offering
2nd Offering
3rd Offering
4th Offering
Sth Offering
6th Offering
7th Offering

C. Average number of participants in each one.  ___
d. Total enrollment analysis
Total Percentage
(1) Sector
Ministry/Department
Authority
MOI Company
Private

{2) Nature of service
Pre—service
In-service

—— ey e o T T —

(3) Level of government
National
Directorate
Inspectorate
District

(4) Participant’s base
Cairo
Other

(5) Position level of participants
Executive
Middle manager -
Supervisors
Individual workers

——— e oy — —— — — —

B. Recognition for completition of course:
( ) Certificate

( ) Diploma
( ) Other (please explain)

AFPENDICES Page 60



?. Evaluation
a. What types of evaluation were used in the course?
( ) In-course assessment of participants
( ) In—course evaluations by participants
of course
( ) End-of-course assessment of participa-ts
( ) End-of-course assessment by participants
of course
( ) Follow-up evaluations of course at least
Six months after its completition
b. Evaluation forms/procedures
( y Standard - used throughout Training and Manpower
Project
( ) Specially designed for this course
€. Did the evaluation process yield data on the following
participant reactions to the course?
Level of satisfaction with course in general
( ) Opportunities to participate in learning
activities
{ ) Satisfaction with level of learning perceived
to have been reached
( ) Feeling about length of course
( ) Plans for further learning as a result of
having taken this course
d. If there are specific data on these reactions, please
report them below.
AFFENDICES Page é\
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e. If there were assessments of participant perfecrmance, what
approaches were used?

xaminations
Appraisal of classroom performance
Assessment by fellow participants
Non-classroom observations
Other (please specify)

R el e
W N P

f. If there were evaluations of the course by participants,
what approaches were used?

( ) RQuestionnaires
( ) Class/group distcussion
( ) Review of documents prepared by participants in

order to determine the effectiveness of the
learning program

( ) Personal interviews with participants
( ) Outside aobservers
( ) Other (please specify)
9. If there has been a follow-up evaluation of the course

what approaches have ben used?

( ) Buestionnaires
( ) Bringing participants back to the Training and
Manpower Project for special evaluation session

( ) On-site field visit
108. Results of Evaluation process in this course:

Led to major curriculm revision

Led to major revision of the course

Led to major expansion of the course content

Led to major change in time allocated to course
Led to major change in teaching methods

Led to change in instructional staff

No positive effect on course content or delivery
Little impact on course

NN N N e

11. Please provide any information (ideally from the evaluation
process) on the relevance and the effectiveness of the course.

P-17
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PERFORMANCE INDICATORS: SUMMARY OF TRAINING COURSES

1. Number of Courses Offered -
Length of Course Planned  Delivered Percent

Less than 2 days

——— — — —— e e —— e e s

28 Days
Over 5 days up to
2weeks
Over 2 weeks up to

one month  _____  _____
Over one month up

to three months

Over three months
* The percentage of courses delivered in relation to the number
planned.

2. Position levels of courses for which courses were targetted.
(Please include only the courses which attempt to attract
specific clientele.) !

No. of Courses
Senior Executives
Middle managers
Supervisors
Individual workers

3. Location of courses:

Number offered at Training
and Manpower Project
Number offered at other sites

4. Curriculum Analysis

Number of new courses offered in last 12 months

Number of new courses offered in last 346 months

Number of total courses in curriculum for 3 to
6 years

Number of total courses in curriculum for &
vears or more
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Participation Analysis - Tptals
Planned Actual

Total number of participants
in all courses e e
Total number of participants in

courses lasting:

1. Less than 2 days

2. Two to five days

3. Over 5 days and up to
two weeks

4. Over 2 weeks up to one
month

9. Over one month up to
3 months

6. Over 3 months

7. Average no. of participants
per course:

8. Total days of training provided:

Participant Analysis -Profiles

No. of Percent
Participants of Total

Sector
Ministry/Departments
Authority
MOI Company
Private

Ot s s ey vne. i —— o —

Nature of servirce
Pre—-service
In-service

Level of government
National
Directorate
Inspectorate
District

Participants’ Base
Caira
Other

Position level of persons attending various programs
Senior executives
Middle manager
Supervisor
Technicians
Adninistrative

AFFENDICES Page
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7. Types of Evaluation

No. of Courses

Used

a. In-course assessments of participants — ____
b. In-course evaluation by participants

‘of course
c. End-of-course assessments of

participants
d. End-of-course evaluation by participants

of course e
e. Follow-up evaluation of course at least

six months after completion

8. Type of process used in courses:

a. Standard process inTMP
b. Special approach for class

9. Types of evaluation of participant performances used in
courses:

a. Examination
b. Appraisal of classroom performance __
€. Evaluation by fellow participants = __
d. Non-classroom observations
e. others

18. Types of course evaluations by participants used in courses:
No. Using
a. Gtuestionnaires
b. Class/group discussion
€. Review of documents prepared by
participants in order to determine the
effectivness of the learning program  _____
d. Personal interviews with participants = ____
2. Outside interviews with participants = _____
f. others

11. Data on Evaluation by Participants

Puantitative (lualitative
a. Ltevel of sacisfaction — _____
b. Sense of participation  _____ = _____
c. Level of learning achieved _____ = _____
d. Length of course - _____
e. Plans for further learning

P-18
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FERFORMANCE INDICATORS: INDIVIDUAL RESEARCH PROJECT ASSESSMENTS

1. Name of research project:
2. Principal researcher:

3. Others inﬁolved in research:
4. Overall purpose of research:

5. Is the research designed to:

( ) Support general internal organizational needs and
objectives?

( ) Outside client interests and needs?

( ) Serve instructional purposes?

(Resgarch may serve more than one purpose: vyou may find it
appropriate to check more than aone box.)

6. I¥ you checked a box in Guestion S5y 1is it expected to result
in any of the following?

Case studies

Training exercises
Simulations

Course documents/readings
Other (Please specify)

e e N e,
P Nt P N

7. Initiator of the research:

The Training and Manpower Project

The Ministry of Irrigation

Another government agency

A donor agency

An individual staff or faculty member
Other (Please specify)

Lo B T T e )
" N et P o

B. Time factors
a. Completed projects in the last 12 months
Date of completion:
Estimated time for completion:

Actual time used:
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b. Projects in Process
Anticipated date of completion:
7% Campleteq at this date:
Estimated tatal‘time for completion:

Actual time used to reach present stage:

9. Funding of research

1@. Primary location of the research effort
( ) At the Training and Manpower Project
( ) In the field (away from the Training and Manpower .
y Project
11. Primary research focus:
( ) Policy
( ) Organization/nanagement
( ) Evaluation o€ projects/programs
( ) Other (please specify)
12. Primary methodological approaches
( ) Library document or bibliographic scanning
( ) Questionnaires
( ) Interviews
( ) Observation
( ) Diagnostic action processes
( ) Dther
13. Primary method emphasis:
( ) Guantitative
( ) Bualitative
14. Research output:
Completed Planned
Books
Monographs
Articles in institute jourpals  _____
Articles in other journals
APPENDICES Page &7

) Outside client money

) The Training and Manpower Project
) Donor organization

) No funding/on your own
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Agency reports

Newsletters or other regular
publications

Training materials

Other (Please specify)

15. Evaluatiaon of the Research

( ) Comoleted
( ) Planned
( ) Not planned

16. If evaluation is completed or planned, by whom has it been/is
it to be done?

( ) Outside professional group
( ) Peers, others in the Training and Manpower Project
make a formal reéview
v ( ) The agency using or initiating the research
( ) Other (Please specify)
P-19
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PERFORMANCE INDICATORS: SUMMARY OF RESEARCH FPROJECT ASSESSMENTS -

1. Total

months (or last calendar year):

2. Total number of research projects currently in process:

3. Total number of research projects designed to:

Support the Training and Manpower Project
and objectives

Support outside client interests and needs

Serve instructional purposes

( ) Case studies

) Training exercises

) Simulations

) Course documents/readings

)

(
(
(
( Other (Please specify)

4. Number of research projects initiated by:

A}

PN N e s e, N
N N Nt Nt

S. Average length of time required to com

in days:

The Training and Manpower Project itself
The Ministry of Irrigation

Another government agency

Individual faculty or staff member

A donor agency

Other (please specify)

6. Number of research projects funded, by source:

L S S N N
- N N P

Outside client agencies

The Training and Manpower Praject
Donor organizations

No funding/ personal time

Other

7. Primary location of research. Number of:

«( )
( )

At the Training and Manpower Project
In the field

8. Research focus. Number on:

Lo T N
- N N

APFENDICES
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Evaluation of projects/programs
other
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?. Methodological approaches. Number relying on:

- Nt N Nt ws

Library/bibliograhic scanning
Questionnaires

Interviews

Observations

Diagnostic action processes

Other.

18. Number of research projects which used primarily.

(
(

)
)

Ruantitative methods
Qualitative methods

11. Research outputs. Number of:

Actual Planned

Books

Monographs . eme—m——
Articles in own

institute journalr  ___ = __
Articles in other
jowrnals
Sponsoring agency
reports
Newsletters or other
regular publications

Training materials

Others (please specify)

12, Status of Evaluations

Number of projects evaluated

Number of projects for which evaluation is
planned

Number of projects for which no evaluation is
planned.

13. Types of Evaluators. Numbers of:

AFPENDICES

Outside professional groups

Peers, others in the Training and Manpower Project
making a formal review '

Agency using or initiating the research

Agency funding the research

Other (Please specify)
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14. In narrative form, nlease give brief summeries of evaluations
that have been comple’ed on research projects.

P-20
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7.

PERFORMANCE INDICATORS: INDIVIDUAL CONSULTANCY REPORT
(To be completed for each consultancy assignment)

Description of consultancy:

Principal consultant:
Others involved in consultancy:

Status of project:

( ) Completed
¢ ) Still in process
If still in process, when will it be completed?

Overall purpose of consultancy:

\

Was the consultancy expected to:

( ) Assist in the development of the Training and
Manpower Project
( ) Support outside client interests and needs?
( ) Support instructional purposesy such as the
development of:
( ) a. Case studies
( ) b. Training exercises
( ) c. Course documents/readings
( ) d. Insignts into training as problem
solving
( ) e. Other (please specify)

Who initiated the consultancy?

The Training and Manpower Project itsel+¥
The Ministry of Irrigation

Another government agency

Individual faculty or staff member

A donor organization

Other (please specify)

L B B
N N N N N

8. Number of days devoted to the consultancys:

9. How was the consultancy funded?

OQutside client agency

The Training and Manpower Project itsel¥
Donor agency

No funding - personal effort

Other :

Ll ol o)
- N P s
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10. Where did the consultancy take place?

L N W N
W s

In the client’'s organization

At the Training and Manpower Projert
In other locations

In several places .

11. What was the focus of the consultancy?

[ B P N ol e e NS
N Nt NP N N s P N

Analyze a policy issue or concern

Provide expert/technical advice

Perform a management/organization analysis
Evaluate program or service activites

Collect data for policy/management uses

Engage in problem diagnosis and problem solving
Offer individual advice and coaching

Other (please specify)

12. What kind of product resulted from the consultancy?

13.

L T S S P Y
N W N NPy

Written report by consultant _ .
Written report as a result of group problem solving
Management memoradum

Oral report

Action plan

Other (please specify)

What were the results/consequences of the consul tancy?

o)
( )

Recommendations for client consideration
Management/organization decision

Action plan developed by client organization for
implementation

Legislation

Other

14. Was the consultancy evaluated?

15.

( )
( )

Yes
No

If evaluated, was it done

APPENDICES

By the client organization?

Through regular Training and Manpower Project
processes”?

By the sponsoring organization?

By a donor organization?

Other (Please specify)

Page §§



16. What were the lessons learned from the consultancy that will .

help the institution become mare effective in the pertormance 0O« .
its mission?

P-21
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PERFORMANCE INDICATORS: SUMMARY OF CONSULTANCY PROJECT REPORTS

1. Total number of consutlancy projects completed within past 12
months (or last calendar year).

2. Total number of consultancy projects currently in process?

3. Total number of consultancy projects designed to:

( ) Assist in the ‘development of the Training and
Manpower Project
(. ) Support outside client interests and needs
) Support instructional purposes

( ) a. Case studies
( ) b. Training exerciseg
( ) c. Course documents/readings
( ) d. Insights into training as praoblem—
: solving’
( ) e. Other (please specify)

4. Number of consultancy projects initiated bys

The Training a«nd Manpower Project itself
The Ministry of Irrigation

Another government agency

Individual faculty or staff member

A donor organization

Other (please specify)

v ‘

LB W TP N Y
N W N NP

9. Average length of time required to complete consul tancy
projects (stated in days)

6. Number of consultancy projects funded, by sources:

Outside client agency

The Training and Manpower Project itself
Donor organization

N~ funding-- personal effort

7. Primary location of consultancy, number of =arh:

) In the client’'s organization
( ) At the Training and Manpower Project itsel$
( ) In other locations
APPENDICES Page 75
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8. Consultancy focus, number of each:

Policy issue or concern

Expert/technizal advice
Management/organization analysis

Program or service activities

Data collection for policy/management uses
Problem diagnosis and problem solving
Individual advice and coaching

Other (please specify)

L B T W W
N N N N N Ny N

?. Kinds of products resulting from the consultancy:

Written report by consultant

Written report as a resul of group problem solving
Management memorandum

Oral report

Action plan

Other (please specify)

L I N WP N P N
Nt N N N P N

1@. Results/consequences of the consultancy:

( ) Recommendations feor client consideration

( Management/organization decision

( ) Action plan developed by client organization
for implementation

( ) Legislation

( ) Other (please specify)

11. Number of consultancy project:

( ) Evaluated
( ) Not evaluated

12. Types of evaluations of consultancy projects, in numbers of
eachs:

( ) By the client organization

( ) Through regular Training and Manpaower Project
processes

( ) By the sponsoring organization

( ) By a donor organization

¢ ) Other (please specify)

13. In narrative form, please give a summary of the lessons
learned in the Training and Manpower Project about the
consul tancy process.

P-22
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PERFORMANCE INDICATORS: FUBLICATIONS

Types of ‘ Number Date Charge Cover
Publications Issued last made? costs?
last 12 issued Y or N Y or o
months
1. Institution >  _____  _____  ____
Newsl eter .

2. Institution (THMP)
Journal

3. Occasional paper/
Monograph

4. Books . _____
S. Institution (TMP)
bulletin/list
of caurse
offerings,

6. Annual reports

7. Materials to
support courses

B8. Case studies

—— e v — ey e e s — e —— p— ———— s

?. Other (specify)

Additional comments regarding publications:

P-23
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ENVIRONMENTAL INDICATORS:
SURVEY OF THE TRAINING AND MANFOWER PROJECT LCLIENT AGENCIES

This questionnaire is designed to assist the MOI/ZATD Training

Assessment Team to get feedback from those who have been invelved .

with the training, research, publication and consultati..

activities of the Training and Manpower Project. To the extent
possible, it should be campleted by the agency’'s chief officer,
in consultation with those most acquainted with the Training and
Manpaower Project’s services.

1. Please ran" order the following services in the order of
"their importance to your organization. (1= most important, 2=
next most impeortant, and sc on)

( )  Consultancy serv?ces
( } Publications
( ) Research

" ) Training

2. What is your overall rating of the quality of these services?

Please rate those areas in which your organization has had
sufficient experience to make a Jjudgement. You are asked to
circle a number on a 5§ point scale in which "i" is at the
negative end of the scale, i.e. poor, and "S5" is at the
positive end of the scale, i.e. excellent. Please Circle
"NA" in cases where your organization has not had sufficient
experience with the service to render a judgement.

a. Consultancy Services

1 2 3 4 S NA
Poor Excellent (Circle One)

1 2 3 4 S NA
Poor . Excellent (Circle Dne)

—— e R e

1 2 3 4 S NA
Poor Excellent (Circle 0One)

1 2 3 4q S NA
Poor Excellent (Circle One)

APPENDICES Page 78



3. To what extent do you feel that the training your organization
has received from the Training and Manpower Project has improved
Job porformance? ‘

1 2 3 4 9 (Circle one)
Little or none : Very much

4. To what extent has this institution helped you to meet your
most critical training need? v '

1 2 3 ) 9 (Circle one)
Little or none Very much

S. What 1is your overall reaction to the length of the various
training programs in which your organization has been involved?

( ) Too long
Too short
. ) Just right

6. Where do you prefer that most training programs be held?

At the Training and Manpower Project building
Within your own organization‘s premises
At various, more convenient locations

(
(
(
( Other (please specify)

7. Do you encounter any of the fuilowing difficulties in sending
employees to the Training and Manpower Project?

‘ Always Sometimes ° Never
Financial?
Lack of adequate information?
Inability to release staff?
Administrative?

8. How do you generally regard the level of fees charged for the
training?

No fees are charged

Too high for services rendered
About right

Too low for services rendered

L T W Y
w P N

9. Would vyou be willing to pay more for training which you feel
would particularly benefit your organization?

1 2 3 4 % (Circle one)
Not at all Very wiliing
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1@. What impact do vyou think the training has had on  your
organization and its employees? (Circle appropriate numbers) '

Mo . .Bre-t
Impact Tmpact
a. Knowledge in subject 1 2 3 4q 3
b. Skills in technical matters 1 2 3 4 S
c. Changes in attitude/behaviar 1 2 3 4 5
d. Motivation to do better job 1 2 3 4 ' 5
e. Interpersonal, intergraoup
skills 1 2 3 q S
f. Leadership abilities 1 2 3 4q a9
9. Personal (i.e. confidence) 1 2 3 4q o
h. Increasing awareness of
contemporary issues and
concerns 1 2 3 4 9
i. Ability to solve problems 1 2 3 4q )
J« Impraved productivity 1 2 3 4q )

11. When you think of the training that is offered by the Training
and Manpower Project, would you characterize it overall as:

AY

( ) Academic/theoretical
( ) Practical/job-related .
( ) A mix of the theoretical and practical

iz. Have you used the Training and Manpower Project and its staff
in a consultancy role?

( ) Yes
( ) No

services offered by the Iraining and Manpower Froject. If you

13. What kinds of services and activities have been involved?

General management
Organizational

Financial
" Personnel /human resources development
Technical

Evaluation of services/programs

Use of new technology

Other (please specify)

AAAAAAA"\
vavvvvv

14, What was vyour oaverall level of satisfaction with the
cansultation services provided to your arganization? '

1 2 3 q 9 (Circle one)
Very ' Very
Unsatisfactory Satisfactory
APPENDICES Page k@
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15. Were vyou charged for the consulting services vyou have
received? .

{ ) Always
( ) Sometimes
( ) Never

16. For what tasks do you feel you would be most likely to use the
Training and Manpower Project’s consulting services. (Please
provide specific information and priorities)

17. Are you aware that the Training and Manpower Project
undertakes research? '

( ) Yes
( ) No
Questions 18 through 22 are concerned with research

18. Have vyou wutilized the research output ot the Training and
Manpower Praoject?

{ ) Yes
{ ) No

19. Have you requested the Training and Manpower Project to do
research for vou or proposes research to be undertaken by the
Training and Manpower Project?

( ) Yes
{ ? No

20. Have you provided funding for any research by the Training and
Manpower Project?

( ) Yes
{ } No
APPENDICES Page 81
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- Would you be willing tao support research efforts financially?.
heck appropriate bax) :

¢ ) Where you consider that there is a- -C.rect
organization interest. . ' :

( ) Where vyou consider that the findings would be
broadly useful in public policy/administration

¢ . ) You would not consider it appropriat: for vyour

organization to support research activity.

What are the problems areas in which you think it would bYe
‘1pful for the institution to undertake research?

. Are you aware of a program of publications at the Training and
Tpower Project?

( ) Yes
( ) No

If yes, do you feel they are useful to your organization?

1 2 3 4 9 (Circle one)
No use . Very useful

. If yes, do vyou find the publications attractive and well
itten?

1 2 3 4 9 (Circle one)
Very poor Excellent

Which of the following publications would be most useful to
't and your organization? (Check appropriate boxes)

Regular newsletter on management/organization
Management/arganization journal

Periodic reports of research activities
Calendar of training events

Training materials to use in your organization
Technical bulletins

Other (please specify)

PN NN A A NN
N A W N o

“ENDICES Page 82

NS



27. What do vyou feel the Training and Manpower Project dpes

particularly well and should continue doing to serve

yvour
organization?

28. \What <cuggections do you have for the improvement of the
Training and Manpower Project?
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TRAINING NEEDS ASSESSMENT CHECKLIST

The following checklist is designed to help vyou identify the
extent to which you are using all available means to insure  chat
training services are meeting the real needs of the Ministry of
Irrigation. A second column on the form asks you to check the
possibilities you will want to consider.

JRAINING ASSESSMENT Check Those Check Thosu

APPROACHES Eurrently in You want to
Use Consider

d. Direct interaction with

Ministry of Irrigation

a. Individual interviews
b. Group interviews

C. Questionnaires

d. Performance surveys
e. Review of records

La B I W N
o N W o
La R o B o WP N
N W o W

2. ‘Analysis of personnel records '( ) R ‘( )
3. Legal /policy mandates ( ) ( )
4, Introduction of new technology/ ( ) ( )
systems
S. Identification of operational ( ) ( )
problams
6. Tests and examinations N ) ( )
7. Impact of promotion/transfers ( ) ( )
8. Grievances/complaints ( ) ( )
9._ Accident reports ( ) ( )
18. New projects/programs ( ) ( )
11. Creation of new paositions ( ) ( )
12. Changes in standards ( ) ( )
13. Management requests ( ) ( )
14. Training advisory committees ( ) ( )
15. Long range planning ( ) ( )
16. Other (please specify) ( ) . ( )
E-25
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APPENDIX B
Page 1 of 2

Training Needs Assessment
leam Approach

An  interdisciplinary training needs assessment team was
established by the United States Department of Agriculture,
Office of International Cooperation and Development, in
September 1985. The team consisted of the following:

1. Paul H. Calverley, Deputy State Conservationist, U.S.
Department of Agriculture, Soil Conservation Service,
Davis, California.

2. Philip W. Harlan, Ph.D., 1International Training
Specialist, U.S. Department of Agriculture, Office of
International Cooperation and Development, Washington,
D.C. (Team Leader).

3. Aldon D. Nielsen, Assistant Chief, Division of Foreign
Activities, U.S. Department of the Interior, Bureau of
Reclamation, Washington, D.C.

The team assembled in Washington, D.C. for a team planning
meeting on October 9-11, 1985 prior to leaving for Egypt on
October 12.

The team arrived in Cairo, Egypt, on October 13, 1985, and
began work on its assignment the following day, October 14.
The assignment was completed on November 9 and the team
returned to the United States on November 10. ‘The planning
meeting in Washingten, D.C., proved very eftective in
increasing the efficiency and productiveness of the team during
the limited four weeks in Egypt.

The major activities of the team in approaching its assignment
included: (1) Confirming the team's objectives and action plan;
(2) Determining pertinent sources of information; (3) Reviewing
pertinent literature; (4) Interviewing and collecting data from
key people within the MOI, USAID, consultants in country, and
others knowledgeable about the training needs and resources of
the Ministry; (5) Analyzing and summarizing data collected; (6)
Checking on completeness of data and filling in gaps as
appropriate and possible; (7) Drawing conclusions and
recommendations; and, (8) Preparing a diaft report.

W



APPENDIX B
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Seventeen reference documents were utilized. These are listed
in Appendix G.

Thirty nine individuals were interviewed in 10 of the 12
organizational units of the Ministry. No interviews were
conducted with the Ministry of Irrigation Coordinating
Committee as an organization; however, several of the committee
members were interviewed in their organizations. Also, no
interviews were conducted with the "Minister's Office Affairs"
staff. In addition 14 interviews were conducted with
knowledgeable individuals outside of the Ministry, making a
total of 53 interviews conducted. Appendix H provides a list
of all individuals interviewed. A outline used to guide the
interviews in provided in Appendix I.

At the time of the teams departure from Egypt on November 10,
1985, the report was in draft form. 'The report was edited and
finalized by Eng. Abdel Hamed Fahim, (dis Kendrick and Eng.
Edwin Stains with the assistance and input of members of the
High Committee for Training.
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APPENDIX D
Page 1L of 2

UNIVERSITIES, INSTITUTES, AND TRAINING CENTERS
IN EGYPT

1. Principal Universities:

Cairo University

Ain Shams University
Alexandria University
Al Azhar University

2. Regional Universities:

Tanta University
Helwan University
Suez Canal University
Assuit University
Zagazig University
Menia University
Mansoura University
Menoufia University

3. National Training Institues:

Sadat Academy for Public Administration

Institute of National Planning

Institute of Productivity and Efficiency
(Ministry of Industry)

National Studies Center

Institute for Manpower Planning
(Ministry of Labor)

Institute of Ranking Studies
(Center Bank of Egypt)

4. fhgional and Local Training Centers:

Center for Agricultural Management Development
Nile 1Training and Information Center

Ministry of Agriculture Training Centers
Industrial Training Institutes

Ministry of Social Affairs Training Centers
Family Planning fraining Centers

Sadat Academy Local Centers

Central Agency for Administrative Development
Sakkara Center for Local Government
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5. Other Training Resources:

Arab Contractors Training Facility
Ismailia Productivity Center

Arab Organization of Management

The American University in Cairo
University Affiliated Training Departments
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LIST OF INTERVIEWEES

Deputy Minister of Irrigation
H.E. Eng. Ismail Badawy

Mechanical and Electrical Department
Eng. Abdel Ghani Hassan, First Undersecretary

Irrigation Department
Eng. Farouk A. Shahin, Undersecretary for Irrigation
Improvement Projects

Planning Sector
Eng. Sarwat H. Fahmy, Undersecretary, Director Master Water
Plan
Rod Vissia, Chief Technical Advisor/Team Leader,
U.N. Project for Master Water Plan
James C. Ringenoldus, Senior Technical Advisor,
Project Preparation Unit
Rufus B. Hughes, Agriculture Econnmist,
Project Preparation Unit

Finance and Administration Department
Mostafa Nour, Chairman

Bgyptian Public Authority for Drainage Projects
Eng. Amin Makhlouf, Chairman
Ena. Mohamed Ali, General Director of Planning and Follow-up
Eng. Sayed Fawzy Heida, Undersecretary

High Dam and Aswan Reservoir Authority
Eng. Abd El Moneim El Zeftawy, Undersecretary and Director
Ramsis Shahen Basilious, Undersecretary for Observation
and Research
Eng. Mohamed Rocheli Mohamed, General Director of Public
Relations
Eng. M. Abd El All, Director General, Aswan Dam

Coast Protection Authority
Eng. Ahmed Aly Mazen, First Undersecretary and Chairman
Eng. Mohaned K. Nader, Undersecretary for Execution and
Maintenance
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Bgyptian Survey Authority
Eng. Ahmed Aly Mazen, First Undersecretary and Chairman
Eng. Kamal El Sharabasy, Vice Chairman
Eng. Iskandar A. Zaki, Director General for Planning
Eng. Abdel Moneim Abdel Maksoud, Director General for
Surveying Calculations and Training

Water Research Center
Eng. Mahmoud Abu Zeid Chairman
Manpower Development and Training Unit
Eng. Jean Kamel, Consultant
Eng. Ahmed Bayoumy

Mansouria Pilot Project Team

Eng. Fahim Wadie, Team Leader

. samal Fazwy, Agricultural Economist
Eng. Mahmoud Kheder, Agronomist

Kafr El sheikh Pilot Project Team
Eng. Kamal Ezz El-Din, Team Leader

Ragi Dawish, Agricultural Economist
Eng. Ahmed Ismail, Agronomist

Irrigation Public Authority
Eng. Refaat K. Messiha, Undersecretary and Vice Chairman

Bgyptian Dredging Company
Eng. Amin Mostafa Ismail, Chairman °

Bgyptian General Irrigation Workshop Company
Eng. Yeyha Mahmoud Ab El Khalik, Chairman
Eng. Yeyha Mahmoud Abou El Naga, Director General for
Technical Affairs
Eng. Iskander A. Zaki, Director General for Planning

Consultant Office for Engineering Design and Irrigation
Project.
Eng. Fahmy Fouad Mikhail, Undersecretary for Design
Eng. Abd El Hamid El Bagoury, Deputy Director
Eng. Mervet Fawzi

Ministry of Agriculture
Eng. Atef A. Halim, Director General, Center for Agriculture
Management Development
Director General, Center for Agricultural
Mechanization, Kafr El Sheikh
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Ministry of Development
M.A. El Masry, Chairman, High Dam Lake Development Authority

Ain Shams University .
Dr. M. Wafaie Abdel Salam, Head, Irrigation and Hydraulics
Department

Dr. Abdel Kawi A.M. Khalifa, Assistant Professor, Engineering

U.S. Agency for International Development
Edwin Stains, Office of Irrigation and Land Development
William J. Carmack, Office of Irrigation and Land Development
Eng. Ali Mohamed Khalifa, Office of Irrigation and Land
Development

Canadian Embassy

Michel P. Archambault, Counselor, Cooperaﬁion and Development “

Netherlands Consultants
Joep Blom, Hydrologist, Ministry of Foreign Affairs
Reinder H. Backelman, Department of Civil Engineering, Delft
University of Technology

Colorado State University
Dr. E.V. Richardson

Food and Agricultural Organization of the United Nations
Dr. Abu Senina
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Ministry of Irrigation
Needs Assessment Interview Guide

The purpose of this guide is to determine the management
and technical training needs of the various depar tments
within the Ministry of Irrigation. Questions are to be
asked of Senior Under Secretaries or their representatives.

What is the staffing structure of your department?
What are your department goals and objectives?
What are your current training activities and where are
they offered?
Immediate technical training needs. (1-5 yrs)?
1) Kinds of courses and list in priority order.
2) Length of course.
3) Where taught.
a) Irrigation Training Center.
b)  Abroad.
c) Bgyptian Universities
d) Job site.
e) Other
4) Instructors
a) American
b)  University
c) MOI
d) Other
5) Attendees (position and number)
6) Cost (Budget thru MOI or donor)

7) Is there a formalized training plan?

8) Is there a system for evaluating attendees performance
following training? :

S\
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E. Long Range Technical Training Needs (5 yrs and beyond)

F.

1)
2)
3)

4)

5)
6)
7)
8)

Kinds of courses and list in priority order.
Length of course.

Where taught.

a) Irrigation Training Center.

b)  Abroad.

¢) Bgyptian Universities

d) Job site.

e) Other

Instructors

a) American

b) University

c) MOI

d) Other

Attendees (position and number)

Cost (Budget thru MOI or donor)

Is there a formalized training plan?

Is there a system for evaluating attendees performance
following training?

Managerial Training needs.

1)
2)

3)

4)

How many employees are responsible to you?

Have you ever had any formalized management
instruction? If so when and where?

Have members of your staff had formalized management
instruction? If so when and where? Was it effective?

Why?

What might prevent vou from reaching  your
organizational goals next year?

2
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5) What has been the level of involvement of your
employees in the goal setting process?

6) ‘What has prevented you from delegating more
responsibility to your employees?

7) What are the most important aspects of management
training needed by your employees? (Prioritize)

a) Planning

b) Delegation

c) Time management
d) Decision making
e) ILeadership

f) Motivation

g) Communication

G. Are there same items on training that we have not covered
you would like to bring to our attention?

(This question outline has been prepared for a 1-1 1/2 hr.
interview.)



