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EXECUTIVE SUMMARY
 

I. BACKGROUND AND OBJECTIVES
 

a Productive Skills
 
USAID/Tunisia is currently designing 


Training Project (PROS) which aims to 1) help the 
private sector
 

2) provide support to USAID
 
acquire market-based skills and 


assisted projects. The types of training envisaged 
in the Project
 

Identification Document include short-term in-country 
training;
 

short term training in the United States/third countries, and
 

long-term graduate level academic training in 
the United States.
 

The Consultant was recruited to conduct an assessment 
of selected
 

training institutions for use as a base document 
by the design
 

team responsible for developing the Project 
Paper.
 

According to the Statement of Work, the objective 
of the
 

Consultant's assignment was "to prepare an assessment 
of selected
 

and
 
public- and private-sector institutions, organizations 


in major cities throughout Tunisia that are
 
associations 

currently providing or would be willing/able to 

provide short­

term management-related training courses to the 
private sector
 

in Tunisia." The final report was to include summary 
statistics
 

assignment and includes the following documents:
 

as a result of a broad institution survey and seven to ten 

organizational profiles of key institutions. 

The present report is the outcome of the Consultant's 

- Executive Summary
 
- Survey tables
 

(3 public
- Institutional profiles of 9 institutions 


sector; 3 associations; 3 private sector)
 

- Brief notes on institutions visited
 

to the USAID/Tunisia
accountable
The Consultant was 

Implementation Services Officer.
 

II. FINDINGS
 

During the course of the assignment the Consultant 
visited
 

and
 
public- and private-sector training institutions
19 

in Tunis, Sousse and Sfax. rN'o private companies
organizations 

were also visited in Sfax. These institutions were 

selected from
 

30 institutions. The institutions surveyed
an initial list of 

through official publications (Ministry of
 

were identified 

and Labor office), b-isiness directories, newspaper


Education 

advertisements and information provided during meetings.
 

the survey is that both public- and
 
The major finding of 


are becoming increasingly
Tunisia
private-sector companies in 

of the need for modern management training to help 

them
 
aware 

meet the imminent challenge of a market economy and a united
 

more particularly -- private training
Europe. Both public and --
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institutions and companies, as well as a number of associations,
are beginning to respond to 
this need by providing short-term
 
management training courses.
 

The Consultant's brief 
specifically included 
reviewing
private-sector training 
institutions within context
the of
USAID's objective to promote the private sector. As will be noted
from the following discussion and 
 from the institutional
profiles, private-sector institutions 
are very much alive and
quick to respond 
to this demand for short-term management
training. The private sector is far more dynamic than the public
sector in responding to trends and also possesses Tunisia's most

highly skillu trainers.
 

However, regardless of the 
sector, training programs in
Tunisia are faced with some major constraints which need to be
addressed in the PROS design. These constraints are described in

the following section.
 

III. CONSTRAINTS
 

Three broad categories of constraints are encountered in
management-related training for the private sector in Tunisia:
1) demand for 
training, 2) training programs, and 3) fiscal
 
constraints.
 

1. Demand for training
 

1) Volume of demand from SMEs. Tunisian SMEs generally have
a small management staff and senior managers can therefore rarely
afford to leave their jobs to attend training activities. Even
when they can, they cannot be absent 
from work for more than
three days. The availability of company managers themselves is
even more 
limited. As a result, the vast majority of training

performed in Tunisia is restricted to the staff of large public­sector companies and agencies, who can afford to release their

employees for a few days.
 

Availability was raised as being a vital issue during the
majority of meetings with private training 
institutions and
should be taken into consideration i project design and trainingneeds assessments. It is probably the major constraint faced by
&ny training program ta gcted at SMEs and needs to be addressed
by the development of innovative, flexible approaches. CCIS
(Chambre de ('ommerce et d'Industrie du Sud, based in Sfax) is the
only orqanization conducting training programs which
in all
participants are the management staff of SMEs.
 

In many cases, when the Consultant presented the generaloutline of the PROS project to training company managers, theyimmediately reacted to the idea of long-term training by stating
that no SME could affc_d to release its staff for more than a few
months and that, conseq'_ntly, long-term programs could only be
for new graduates. UcAID/Tunisia s'ould give some consideration
to this issue in order to define the objective of long-term
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training and develop safeguards to ensure that the project
 
objective is fulfilled.
 

2) Nature of demand. As yet, the managers of SMEs are not really
 
aware of the need for modern management training. However, they
 
are very concerned by the need to adapt to a market economy and
 
to be competitive on national and international markets in order
 
increase their production levels. According to Mr. H6di Jilani,
 
President of the Tunisian Employers' Federation (UTICA), managers
 
of SMEs are anxious to improve their product quality,
 
costing/time calculation skills, their capacity to operate on the
 
international market and teir knowled of the procedures for
 
developing joint ventures. According to Mr. Jilani, it is
 
through programs aimed to address these needs that SME managers
 
can be attracted to other aspects of management training.
 
However, the UTICA CCD-PME project designed to provide support
 
to SMEs found that organization/information systems was the area
 
of greatest need.
 

It will be necessary for PROS to conduct an in-depth needs
 
assessment of SME training needs and of their awareness of these
 
needs in order to develop an appropriate training strategy. The
 
needs assessment can use the data base of projects such as UTICA
 
CCD-PME but should also include needs assessment visits to a
 
sample of SMEs.
 

3) Range of participants' educational levels. The educational 
qualifications of Tunisian company managers range from primary 
school to Ph.D. The vast majority of Tunisian companies are SME's 
run by their owner or major shareholder, many of whom have not 
reached further than secondary education. However, these lesser 
educated company managers are becoming increasingly likely to 
recruit highly qualified technical and financial managers. Other 
-- usually larger -- companies are managed by highly qualified 

university graduates. This heterogeneity is an issue which needs 
to be taken into consideration when targeting and designing 
training programs. Most of the management-related training 
conducted at present is targeted at managers with a relatively 
high level of education (university and -- in some cases -- high 

school graduates). 

2. Training programs
 

a) Quality of training. With a few exceptions (and excluding
 
the organizations not surveyed) competencies in the development,
 
management and implementation of quality, skills-based training
 
programs in Tunisia are very limited. The major problem is that
 
training sessions are generally facilitated by university faculty
 
whose main experience (and skill) is in delivering lectures,
 
which generally replicate the lectures they give to their
 

The consultant did not meet wth Mr. Jilani as part of this assignment, but in another context. 

2 A bilateral project to support SNIEs in Tunisia. This project was initiated by USAID but is now supported by 

a Belgian program. 
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university students. This is exacerbated by the fact that there
 
are practically no company-based training needs assessments,
 
training needs being identified by a general intuition or feeling
 
for the business environment. As a result, training designs are
 
usually limited to the main headings to be dealt with in the
 
session and it is left up to the facilitator (lecturer) to fill
 
in the content using his/her own resources. Detailed lesson plans
 
are very rarely developed. The people in charge of training
 
programs are generally very satisfied with their product since
 
they consider that they are providing high-quality programs
 
delivered by the cream of the university resources. This
 
situation prevails in both the public and private sectors. In
 
addition, evaluation rarely goes beyond an end-of-workshop
 
questionnaire for participants and, again, is the exception
 
rather than the rule. One of the underlying causes of this
 
situation is that (with one or two exceptions) training program
 
managers have received no formal training for this vital task.
 

b) Technical competencies. Tunisia has developed a strong
 
base of university-trained economists, accountants, auditors,
 
computer scientists and business specialists who are generally
 
called upon to facilitate the short-term management training
 
courses currently offered. However, very few (if any) of these
 
facilitators have been trained in the management skills required
 
to meet the challenges facing Tunisian companies, particularly
 
small and medium-sized enterprises (SMEs). Such skills include
 
strategic planning, problem identification/solving, leadership,
 
management of organizational change, international marketing,
 
etc. The PROS project would need to address this issue in order
 
to proviqe the appropriate training to private-sector
 
companies.
 

c) Focus on Tunis. The majority of short-term training is
 
provided in Tunis". The Sfax market is beginning to develop,
 
however, as a result of the pioneering action of the local
 
Chamber of Commerce and Industry, which is now taking programs
 
on the road to seven other governorates in southern Tunisia.
 
According to the survey, there is no short-term management
 
training in Sousse in spite of the fact that Sousse is a major
 
industrial area. Ten private companies, all members of the
 
employers' federati.on for the training sector, recently visited
 
Sfax to attend a workshop on "Training in the Company" organized
 
by a local training firm, thus demonstrating their interest in
 
penetrating this up and coming market. Evidently, the situation
 
is ripe for developing training programs and networks beyond
 
Tunis. The PROS design team might consider ways of developing
 
joint private sector/chamber of commerce and industry programs
 

However, in many small 
companies, particularly outside of Tunis 
and Sfax, very basic
 
management skills (e.g. personnel management, computers, et:.) are seriously lacking and
 
need to be addressed. However, the competencies required to provide these programs are
 
widely available.
 

Often programs are developed by Tunis-based institutions for Tunis-based firms but
 
implemented in hotcls in Harrnamet or Sousse, but they are still only catering to Tunis
 
firms.
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-- 

based on the Sfax model.
 

Fiscal constraints
3. 


Professional training tax (Taxe de 
formation professionnelle
 

a major issue for private-sector training
 
- TFP). This is 

companies. TFP is levied on all 
companies at the rate of 2% of 

annual revenue (with the exception 
of the textiles industry which
 

and is reimbursable against the 
implementation of
 

pays only 1%) 

labor-office approved training programs. 

However, the bureaucracy
 

is so cumbersome and slow that it 
discourages most companies from
 

filing a reimbursement claim. 
The private training sector feels
 

is the biggest
 
that this -- together with 17% value added 

tax 


its development. The Training 
Sector Employers'
 

constraint to in the method of
 a reform
is lobbying for
Federation progress to
 
are no concrete signs of 


reimbursement but there 
provide the government of
 

date. It is forecast that TFP will only
in 1992,
in revenue
26.5 million
with TD
Tunisia of which will eventually be
 
TD 3 million
approximately would be
that the government
It seems unlikely
reimbursed. 


willing to introduce a reform which 
would probably result in it
 

foregoing a considerable portion 
of this revenue.
 

a major obstacle to
as 

However, TFP should not be viewed 


PROS. Private-sector companies 
continue to increase in number,
 

which is proof that there is a sufficient 
market. Also, the CCIS
 

the demand among SMEs
 
has demonstrated that 


program in Sfax are
 
be mobilized if the appropriate strategies
and can 


used.
 
exists 


III. GENERAL OVERVIEW OF TRAINING 
INSTITUTIONS/ORGANIZATIONS
 

important aspects of
 
This section provides an overview 

of 


training institutions and organizations 
which cannot be gained
 

by merely reviewing the institutional 
profiles. In order to avoid
 

are not
II above
in Section
issues raised
repetition, the 

discussed here.
 

a) Private-sector training institutions
 

Over one hundred private-sector 
companies provide training
 

in Tunisia. These range from the 
largest company, SAMEF, with a
 

staffing level of 80 and an annual 
revenue of $ 1,000,000 to one­

set-ups which make a modest annual man-and-an-answering-machine 

revenue. However, the average training 

company has 6-10 permanent
 

staff and an annual revenue of between 
TD 75,000 and TD 150,000.
 

Almost all of these companies also 
provide consulting services
 

in addition to training, which typically 
generates around 40% of
 

their annual revenue.
 

licenses 
to
from individual
status ranges
Company legal legal status and
issue of 

joint stock companies. However, 

the 


equity seems to be of minor importance 
for the type, quality and
 

by private-sector
offered

quantity of training programs Company
 
companies. Of much greater importance, however, 

is the 
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training programs is ulreu±y
manager. The quality and type of 

the company manager's perception of training, i.e.


linked to 

whether he perceives training as being the production of lecture
 

specific issues with some general discussion or
 
programs on 

rather as a skills-development activity.
 

In all private-sector training companies, it is the company
 

manager who is the hub of all activity and who makes all the
 

decisions. However, this does not pose the same problem as 
for
 

public-sector institutions whose chief executives are frequently
 

changed. Generally, the private company manager only leaves 
if
 

the company goes bankrupt. Therefore continuity is not an 
issue
 

in the private sector.
 

private training company implements 25-30
The average 

in addition to its ongoing
tailor-made workshops annually, 


Private companies respond rapidly
(standard) training program. 

to areas of need/opportunity. For example, at the beginning 

of
 

the 1992 fiscal year, there were numerous advertisements in 
the
 

day training workshops on the new
 newspaper each day for 1-3 

budget measures and fiscal regulations. At the top end of 

the
 

scale, in terms of both competencies and resources, SAMEF has
 

identified the new demand for high-level management workshops 
in
 

strategic planning and launched its first programs in this field
 

in January 1992.
 

Given its sensitivity to the market and its flexibility, the
 
suitable candidate for


private- sector seems to be the most 


developing modern management training programs for private sector
 

companies in Tunisia, particularly for modules targeted to groups
 

other than very top-level managers with the highest university
 
group might be best
qualifications. This intellectual 6lite 


catered to by more prestigious institutions such as IFID, 
IACE
 

or, in the private sector, SAMEF. Any program designed to 
reach
 

managers already working in companies would probably have the
 

greatest penetration if implemented by the private sector.
 

b) Public-sector training institutions. All of the public­
are higher education institutions.
sector institutions visited 


Other public-sector institutions which provide training are 
the
 

Labor Office (Office de la Formation Professionnelle et de
 

l'Emploi), but its training is restricted to technical skills 
and
 

levels of educational
is targeted to groups with lower 

The Agency for the Promotion of Industry (API)
achievement. 


provides some management training for newly established 
small
 

supervision. The only
companies which were set up under its 


Higher Education Institutes which provide short-term management
 

training are the Ecole Nationale d'Administration (ENA), Institut
 

de Financement du D~veloppement (IFID) and Institut Supdrieur 
de
 

Gestion (ISG). Institutional profiles were prepared on each of
 

these institutions.
 

Aside from the issues raised in Section II above, the main
 

higher education institutes the frequent
constraints with are 

short-term
changes in senior management and the fact that 


programs are generally targeted to participants who possess 
at
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least a bachelors' degree. The shortage of permanent faculty 
is
 

a further constraint to quality training programs, both in terms
 not

of design and facilitation techniques. However, this does 


should be overlooked. On the
 
mean that these institutions 

contrary, the PROS design team might consider ways of 

enhancing
 

the quality of their present short-term training programs 
and
 

helping them to develop further programs geared to the 
needs of
 

specific target groups through linkages with similar US-based
 
a experience in developing


management institues with sound 


executive packages.
 

c) PVOs and ass;ociations. The Institutional Profiles 
cover
 

three organizations whose activities include the promotion 
of
 

training in Tunisia: the "Chambre de Commerce et d'Industrie 
du
 

Sud" (CCIS), the "Institut Arabe des Chefs d'Entreprise" (IACE)
 
the training and consulting
and the Employers' Federation fo1 


sector. CCIS is by far the most active and dynamic of all the
 

four Chambers of Commerce and Industry (CCIs) in Tunisia. 
It does
 

not content itself with restricting its training activities 
to
 

the

the flourishing Sfax governorate, but is tackling 


considerably more difficult governorates of southern 
Tunisia. Its
 
of training


approach of subcontracting the implementation 

it to reach a


activities to private-sector companies enables 


greater number of participants and to adapt its programs 
rapidly
 

only
needs. is
in accordance with demand and %.CIS also the 


institution in Tunisia which effectively targets the 
managers of
 

SMEs in its training programs. A program to develop private­

sector training organizations could also include all 
four CCIs,
 

assisting them to target local companies for training and 
develop
 

appropriate packages, on the same model as CCIS.
 

the

The Employers' Federation has identified improving 


quality of training as a priority issue for its members. The
 

Federation has already covered considerable ground in 
promoting
 

quality as a goal (code of professional ethics, Federation 
logo,
 

and should be involved in the development of a program to
 etc.) 

promote training through the private sector.
 

IACE has the reputation of being an 6lite organization, 
and
 

is in fact 6lite in that it attracts the intellectual cream of
 

Tunisian management. However, it is a fore-runner and trendsetter
 

not be ignored. It might be worthwhile
and as such should 

considering ways of providing it with assistance to 

ensure that
 

the new training programs which it intends to develop 
are of the
 

highest quality so that it performs its demonstration 
role with
 

the best possible effect.
 

The choice of US-based institutes should be approached with care, inlight of the present
 

debate on the quality of executive packages available through management training 

institutes. 
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RECOMMENDATIONS
 

h. GENERAL RECOMMENDATIONS
 

1. 	 The major recommendation resulting from the survey and
 
analysis is that PROS work with private-sector training

companies to provide short-term training programs in modern
 
management for SMEs throughout Tunisia. The private sector
 
is sensitive to companies' needs and flexible to rapidly

adapt its programs to cater to the needs. It is also fast
 
to respond to new opportunities, as illustrated by the
 
recent surge of interest in Sfax.
 

2. 	 It is recommended that PROS perform an preliminary
 
assessment of the training needs of SMEs own
and their 

perception of their training needs in order to develop a)

appropriate training programs and b) a strategy 
for
 
enlisting the participation of SMEs in the training

activities. This is a vital first step if PROS is to
 
achieve a real impact on SMEs.
 

It is recommended that, in the framework 
 of the
 
implementation of recommendations 1) and 2) abve, PROS
 
activities include the development of the training skills
 
and technical competencies of the private-se-tor actors
 
responsible -for conducting the above-mentioned training
 
programs. This task would be facilitated by the involvement
 
of the private-sector actors in the needs assessment and
 
training design.
 

3. 	 It is recommended that PROS work initially through the
 
CCIS, and in a second phase on the same model with the
 
other Chambers of Commerce and Industry, to reach SMEs in
 
all governorates of Tunisia.
 

The specific recommendations below suggest ways of

implementing the above recommendations and also provide

additional recommendations related to public-sector institutions.
 

B. SPECIFIC RECOMMENDATIONS (Reproduced from profiles)
 

1. 	 It is recommended that PROS work with the following

private-sector training companies 
to provide training in
 
specific areas:
 

a) 	 SAMEF:
 

It is recommended that PROS work through SAMEF for the
 
immediate implementation of training workshops in all
 
management-related areas. SAMEF currently provides this
 
type of training and has the absorption capacity to
 
implement further programs.
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b) 	 Institut El Amouri:
 

It is recommended that PROS work with Institut El Amouri in
 
the following areas:
 

1. 	 TOT: developing programs 
to upgrade the training

skills of Tunisian private-sector actors (training

companies and companies with 
 in-house training

faci'.ities). 
This could be done in conjunction with
 
the Chambre Syndicale, or even with 
an public

institution such as IFID, and should include training

private-sector actors in activities such 
as training

needs assessment (including pre-workshop surveys),

training design, facilitation techniques and post­
workshop monitoring and evaluation.
 

2. 	 Developing and implementing communication programs

(communicating with clients, communicating with staff,

team-building, etc.) 
for all sectors.
 

3. 	 Training in marketing.
 

c) 	 BMF:
 

It is recommended that PROS work through BMF to provide the

mid-level management staff of small and 
medium sized

enterprises (SMEs) with management-related training of the
 
same type which it provides at present.
 

Depending upon the outcome of a preliminary training needs
 
assessment among SMEs, the implementation of this objective

might require some technical training for its trainers in
 
modern management techniques.
 

2. 	 It is recommended that PROS work in conjunction with the

Chambre Syndicale to develop a strategy and action plan to
 target and provide small and medium-sized enterprises

(SMEs) with appropriate management training programs.
 

The implementation of this recommendation would include 1)

a training needs assessment of SMEs, 2) a survey of the

capacities of local 
training companies to efficiently

respond 
to these needs, and 3) the development of

appropriate training packages. Based on the results of task

2), task 3) might include activities to provide private­
sector training companies with new training skills and

technical competencies 
in order to ensure a successful
 
outcome. The participation of 
local training companies in
the needs assessment would also contribute to increasing

their awareness and understanding of the needs and
 
constraints of SMEs.
 

3. 	 It is recommended that PROS work through CCIS to 
provide
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management training to small and medium-sized enterprises
 
in all eight governorates of southern Tunisia.
 

CCIS is ready and able to provide this type of training
 
immediately. However, it is also recommended that PROS
 
consider providing CcIS with the appropriate support to
 
develop the competencies of its staff in managing training
 
programs in order to ensure quality training programs and
 
institutional sustainability.
 

It is also recommended that, in a second phase, PROS work
 
with the three remaining CCIs to provide training on a
 
similar model, thereby taking training to as yet unserved
 
governorates of Tunisia. The implementation of this
 
recommendation would involve activities to develop the
 
training management skills of the appropriate staff of
 
these chambers.
 

In the implementation of this recommendation PROS should
 
provide CCIS and the other CCIs with assistance in pricing
 
training programs and in developing appropriate strategies
 
for taking management training to governorates which are
 
less developed than Tunis and Sfax but where there is a
 
latent need for this type of training program.
 

4. 	 Subject to the outcome of an initial needs assessment, it
 
is recommended that PROS work through IFID to develop and
 
implement training workshops in the areas of finance and
 
international trade for university-trained, managerial
 
staff of private-sector companies and of public-sector
 
institutions likely to impact on the private sector in
 
these same areas.
 

It is also recommended that PROS work through IFID to
 
provide TOT modules for private-sector trainers in the
 
following areas: project analysis; computerized economic
 
and financial project analysis; and project implementation
 
and monitoring.
 

5. 	 It is recommended that institutional linkages be developed
 
between ENA and an appropriate US-based public service
 
training institution to enable it to enhance its training
 
programs with a particular view to upgrading civil
 
servants' capacity to serve private-sector clients (e.g.
 
fiscal, customs authorities) efficiently and expediently.
 

6. 	 It is recommended that, in a second phase, PROS work
 
through ISG to develop tailor-made management training
 
packages for specific groups of private companies in
 
conjunction with a US-based institution.
 

7. 	 It is recommended that PROS a) work in conjunction with
 
IACE to identify future company executives among staff
 
already working in SMEs, and b) provide these young
 
executives with appropriate training for their role as
 
future managers; this training could 1e implemented by
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institutions such as IFID or SAMEF.
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SURVEY TABLES
 



Tzble 1 

TYPES OF COURSES W!H A MANAGEMENT COMPONENT
 
OFFERED BY TUNISIAN INSTITUTIONS
 

Private Sector
 

BMF 
CEFEG, Sfax 

CETAUF 

INSTITUT EL AMOURI
Sfax

ICET, 

Sfax

ICG, 

ln-titut Al Manar,
 
Gab~s 


SAMEF 


CIFORE 

Plus Formation 

Institut Massm~dia 

Tourisme Formation Consultant 


Public Sector
 

Ecole Nationale d'Administration 

Facult6 de Droit et des Sciences
 

Economiques et Politiques de Sousse
 

Facult6 des Sciences Economilques
 
et de Gestion de Tunis
 

Facult6 des Sciences Economiques
 
et de Gestion de Sfax
 

Institut des Hautes Etudes Commerciales
 

de Carthage (IHEC)
 

Short-term 

mgt.-rel'd 


X 
x 

x 

X 

x 

X 


X 

X 

X 

x 


x
 

Short-term 

other
 

X 
X 

x
 

x 

X 

X
 

X 

X 

X 

x 


Vocational
 

X 
X 

X 

n/a
 
n/a
 
n/a 
n/a
 



TaDie A tcon'-a) 

TYPES OF COURSES WITH A MANAGEMENT COMPONENT 
OFFERED BY TUNISIAN INSTITUTIONS 

Short-term Short-term Vocational 
mgt.-rel'd other 

;titut de Financement du Dfveloppement 
iu Maghreb Arabe (IFID) 
;titut Sup~rieur de Commerce de Tunis 
stitut Sup~rieur de Comptabilit6 de Tunis 
stitut Suprieur de Gestion, Tunis 
stitut R~gional des Sciences Informatiques 
t des T61communications (IRSIT) 

x 
-

-' 

n/a 

-

-

-

n/a n/a 

Os/Associations 

'-ociation Tunisienne da Gestion 
-es Approvisionnements et des Achats (ATUGA) 
sociation Professionnelle 
es Banques de Tunisie (APB) 
ambre de Commerce et de l'Industrie 
u Centre (Sousse) 
ambre de Commerce et d'Industrie du Sud (Sfax) 
stitut Arabe des Chefs d'Entreprise (IACE) 
.ion Tunisienne de l'Industrie, du Commerce 
t de l'Artisanat (UTICA) 

x 

nia 

x 
x 

x 

n/a 

n/a 

x 

n/a 

n/a 

-' 



PROGRAMS OFFERED BY
SHORT-TERM MWIMOAGENT-RITED 
SELECTETUIOSANINSTITUTIONS 

(All programs in Tunis unless indicateC otherwise)
 

Insur. Bank-ing

Export. Marketing Accountt- Audit Computers Finance 


Management 
 Fiscal
 

Private sector
 X XX X 
BMF x x X
X X
x X

CEFEG (Sfax) x 
 X X X
X x
x 

EL AMOURI x x
 

ICG: x
 

CETAUF 


x

Sfax 
 x
 
Gabes x x 

X 
x 
X X X X X X 

SAMEF x X 

Public sector x
x

ENA X X X
 
IFID x
 x
ISG 


PVOs and Associations
 
CCIS: 1 1
 xx X
Sfax 2 

x 
X
X 


Gabes 2 x X
 
Medenine x x 

X
x

Sidi Bouzd 2 x
X

Tataoyine 

Gafsa 2x
 X
Tozeur X
 
Kebili 2 

x
 
IACE 

UTICA/FKA:
 X Xx


Tunis x x x 
X
 

Sfax 
x 

X
 
Sous-e X
 
Kairouan 
 x
 
Mahdia x
 
Kebili X
 
Medenine 

Tataouine
 

With SAMEF With CEFEG
 



SHuRT-TiRM MANAGEMIT-RELATED PROGRAMS OFFERED BY 

SELECTED TUNISIAN INSTITUTIONS 

Human 
Resources Training 

Inventory 
Management Transport 

te sectcr 
Sfax 

-,URI 
.fax 
3ab~s 

x 
x 
x 
x 

x 

x 

x 
x 

X 

x 
x 
x 

x 

x 

X 

x 

c sector 

x 

,es* 
denine* 
i Bouzid* 
taouine* 
sa* 
:eur* 
)ili* 

X 
X 

x 

./FKA: 
is 
IX 

isse 
.rouan 
idia 

ili 
lenine 
:aouine 



Table 3 

CONTENT OF MANAGEMENT COURSES OFFERED BY SELECTED 

INSTITUTIONS IN TUNISIA 

Mgt. by 
Obj.ves 

(Taken from "management" column in 
Table 2) 

Leadership Team Strategic O&M Mgt. QualiFy 

Building Planning chart mgt.* 
Bank pro-
ceduresfor exporters 

Inst 

Private sector 
BMF 
CEFEG, SfaxCETAUF 

EL AMOURI 
ICG, Sfax 
SA14EF 

x 

x 

x 

x 

x 

x 

x 

x 

x 

x 

x 

x 
x 

xX 
x 

x 

x x 

Public sector 
ENA 
IFID 
ISG 

PVOs 
CCIS: 

Sfax 
Gabes* 
Medenine* 

x 
x 

X 

UTICA/FKA 
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Table 4 

INBTITUTIONS 
PROGRAMS IN TRAINING 

OFFERED BY SELECTED 
TUNISIA 


IFIDCETAUFSAMEFEL AMOURI
BMF 


Training Dept.:
 x
 
Org. & Management 


Developing training
 x
plan 


xxx 
TOT 


of training
 
Evaluation 


This was a one-off workshop
, 

Not widely available
** 



Table 5
 

TUITION FEES EXCLUDING TAX*
 
(Tunisian Dinars)
 

Standard Programs (participant rate) Tailor-made programs
 
1 day 2 days 3 days 4 days 5 eays (daily workshop rate)
 

BMF** n/a n/a 340 420 480
 
CEFEG 170-250 250-300 2401 250-

CETAUF 290 350-400 400
 
EL AMOURI
 
ICG (training in Gabes) 300 400
 
ICG (training in Sfax) 250 300-400 400
 
SAMEF*** n/a 260 3SO 520
 

IFID** 300 450 1,500-2,250
 

CCIS, outside Sfax 60
 
CCIS, Sfax. Transport: 320 320
 

Export: 1,500 for a 21-day cycle
 
IACE 300
 
UTICA/FKA 20
 

* Value Added Tax (TVA) is charged at a rate of 17% on all training activities 
** Rates include lunch 
** SAMEF provides special deals: for every 4 participants enrolled by company in the same workshop, 
accepts an additional participant free of charge; for every 10 participants enrolled by a company in a 
year, SAMEF provides one additional enrolment free of charge; for participants coming from out-of-town
 
contributes 50% of accommodation costs (maximum TD 12.500/person/night)
 



INSTITUTIONAL PROFILES
 



Note: The Annexes which were too bulky to be included in this document are available 
separately in the accompanying documentation. 



I. PRIVATE-SECTOR TRAINING COMPANIES 

1. Institut El Amouri 

2. SAMEF 

3. BMF 



INSTITUT EL AMOURI
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INSTITUT EL AMOURI 

I. CORPORATE STATUS AND STRUCTURE 

Institut El Amouri was established in 1974 as a private company ("soci6t6 en nom 

collectif"). 1.000. The partners in the company are Dr. Tahar El Amouri and Dr. Annie 

El Amouri. However, steps are currently being taken to transform the Institute into a 

joint stock company ("SA"). 

Dr. Tahar El Amouri is the founder and manager of the Institute, which has three 

departments: staff recruitment services, consulting services, and training. Mr. El Amouri 

managers the consulting and training functions while Mrs. Amouri is in charge of staff 

recruitment. Dr. El Amouri is a psychologist by training. 

Dr. El Amouri is a member of the Executive Committee of the National 

Employer's Federation for Consulting and Training Companies. He is also the Chairman 

of the Ethics (Commission de Ddontologie) of the
Professional Committee same 

Federation. 

Staffing 

staff of 13, comprised of nine
Institut El Amouri has a permanent full-time 

staff and four support staff and currently intends to recruit three more
professional 
professional staff. At present, six staff members are assigned to the Staff Recruitment
 

department and seven to the Consulting/Training department. In addition, the Institute
 

has a permanent roster of 30 consultants which it uses regularly for its consulting and
 

as a roster of 300 interviewers which it uses for conducting

training activities, as well 
surveys. 

Revenue 

The Institut has an annual revenue of approximately TD 100,000, 40% of which
 

is generated by training activities. The El Amouri's take pride in never having contracted
 

a bank loan for their business.
 

II. ACTIVITIES 

In addition to training, the Institut specializes in staff screening and recruitment
 

for large companies. Candidates are given psychological and technical tests. The Institut
 

employs full-time psychologists for this task. The Institut El Amouri is well reputed
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for its surveys and studies, particularly social and consumer surveys, and was a pioneer
in this field in Tunisia. The Institut recently conducted a survey on the cultural profile
of Tunisians for the Ministry of Culture, which included the administration of a
questionnaire to a sample of over 1,000 Tunisians in urban and rural areas. The Institut
has conducted similar surveys on attitudes towards women, divorce in Tunisia, etc. 

III. TRAINING 

Programs and target groups 

The Institut El Amouri provides three categories of training, all of which are
management related: strategic management; organization; and marketing. The 
management and organization programs are generally tailor-made for individual 
companies, while the marketing course is an ongoing program organized on the 
Institute's premises. 

The content matter of the five main training programs provided is given in the
appended documents. However, it should be noted that with the exception of the
marketing program, these are not "set" programs since, as was mentioned above, each 
program is developed according to the individual needs of each company. 

The following table shows the main training programs offered and the target
groups/clients. 

Target Groups Clients 

Strategic planning managers and department heads public transport

Organization (incl. " " 
 " public transport; banks
 
human res.
 
management)
 

Communication bank teller operators; airline staff airlines, banks, public 
transportTraining of trainers airline pilot instructors, training staff civil aviation authority, 
public transportMarketing young management staff; commerce and industry 

company managers 

Institut El Amouri's clients include Tunis Air, Banque du Sud, National Transport
Companies and the Civil Aviation Authority (i.e. mainly public sector). 
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Needs assessment and pre-design activities 

For the Institut El Amouri needs assessment is the vital first phase for every 

is usually implemented by Dr. El Amouri 
tailor-made training program. Thi3 phase 

himself or a senior consultant with several years' experience ir training with the Institute. 

Dr. El Amouri also makes a point of performing pre-workshop activities wherever 
to 

possible. For example, participants in a management workshop might be asked 

perform a survey and to bring the data to the workshop. A communication workshop 

might be preceded by a small-scale opinion poll of clients, to gather their opinion on 

customer services provided by a given company; the results would then be used during 

the workshop. 

WorkshoP planning 

El Amouri develops workshop
Based on the needs assessment, the Institut 

objectives and detailed session plans specifying the session objectives, methods, materials 

and timing. 

Workshop implementaiogn 

a) Methods 

Workshops are implemented using adult education techniques, including case 

studies, role plays, group work, brains orming, etc. Over the years Dr. El Amouri has 

become a specialist in participatory training and communication techniques, and this is 

definitely one of the outstanding features of the training programs provided by the 

Institute. Case studies are usually developed based on pre-design research. For example, 
as case studies in communication

letters of complaint to Tunis Air have been used 


training for airline stewards. Audio-visual equipment is used.
 

b) Materials 

which includeall participants with handouts,Institut El Amouri provides 
theoretical dozuments plus practical handouts and case studies used during the workshop 

activitie" 

Monitoring and evaluation 

activities include an end-of-workshop questionnaire for 
Workshop evaluation 

participants and trainers' debriefings. Training programs usually include some monitoring 

of participants' on-the-job performance, at least with a sample of participants. Also, when 
as described above, it is usually 

a pre-workshop opinion survey has been implemented, 
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followed by a post-training survey to measure the impact of the training on the 
company's image with its clients. 

Trainers 

Training workshops are usually facilitated by Dr. El Amouri himself, his
professional staff, or one the Institute's regular consultants. Senior consultants are 
consultants with several years' experience in training with the Institute. They are usually
university faculty who receive on-the-job training as trainers with the Institute. The
majority of the trainers are psychologists or sociologists. 

All facilitators are trained by Dr. El Amouri in TOT sessions and implement the
lesson plan developed during the design phase. All facilitators participate in the needs 
assessment and workshop design activities. 

Fees 

a) Tailor-made training programs. These programs are invoiced at a daily rate of
between TD 250 and TD 350 per day of workshop. This covers the cost of the facilitator,
co-facilitator (in some cases) and logistics. A facilitator for this type of workshop is
usually paid TD 100 - TD 150. This workshop fee/facilitator cost ratio is standard
practice for the service sector in Tunisia (3:1). Again, this type of training is obviously
not big business. It is more profitable to use in-house staff, who cost the Institut 
approximately TD 800/month. 

b) Ongoing marketing courses. This 3-month, 3-nights/week (2 hrs per night)
program is invoiced at a total of TD 1,000/participant which includes materials. The 
course is facilitated by a specialist in marketing from the faculty of the Institut Sup6rieur
de Gestion. The fees are paid by the participant's company. 

Institut El Amouri organizes around 25-30 workshops per year at a rate of 2-3
workshops per month. As indicated above, these works are generally between 3 and 6 
days in duration. 

Marketing 

Institut El Amouri relies mainly on direct contacts, either by mail or telephone,
to market its products. These contacts are usually to market a specific product. It seldom
advertises in the mass media, although it is going to experiment in advertising on the
radio in 1992. Institut El Amouri is one of the very few training companies which does 
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not develop an annual training schedule for widespread distribution. Its past experience 

has demonstrated that this is not a wo-thwhile exercise for the type of product which it 

markets. 

Institut El Amouri claims to have one of the biggest data base of companies in 

Tunisia, which it uses for. its mailing campaigns. It also maintains a short-list of new 

companies. 

IV. INSTITUTIONAL LINKAGES 

Institut El Amouri has formal links with foreign institutions in its consulting 
activities. Its main partner is SECODIP, a French marketing company with whom the 

Institute performs surve "° and studies for multinationals as well as mass media audience 
surveys. The Ins!itl?' aiso has two other partners -- Medixmix (Lyon, France) and MMT 

(Paris, France; who specialize in medical marketing. The Institute has implemented 
activities in Tu usia, Morocco, Egypt and Saudi Arabia with these two partners. 

The Institute does not have formal linkages with foreign training institutes. 

However, Dr. El Amouri himself has strong personal links with the Santa Cruz Training 
Institute of the University of California, for whom he has facilitated communication 
workshops in Arabic. He has also performed many short-term consultancies in Tunisia, 

asJordan, Yemen and sub-Saharan Africa for other US-based groups such RONCO 

Consulting Cotp. and The Academy for Education and Development (AED). He is an 
ongoing consultant to the USAID/WASH Froject in Tunisia. Dr. Ei Amouri considers 
these consulting assignments with US-based groups to be a valuable opportunity for 

learning new methods which he is then able to apply in his Institute. 

V. PHYSICAL PLANT 

The El Amouri Institute has two offices. The Consulting/Training department is 
located in a very pleasant and spacious villa in Cit6 Casablanca (Boulevard du 7 

Novembre). The Institut has four PCs and is equipped to provide training on the 
premises, with marker boards, flip charts, and audio-visual equipment (video and 
overhead).
 

CONCLUSION .,ND RECOMMENDATIONS 

Of all the training institutions visited, the Institut El Amouri seems to have the 
most professional approach to training. El Amouri is an experienced trainer and since 

the creation of the Institute has worked very closely with the business community through 

its three main functions of staff recruitment, consulting services and training. Dr. El 
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Amouri is very well known by Tunisian companies and institutions in both the public and 

private sectors. Institut El Amouri takes pride in the quality of its services. According to 

Dr. El Amouri, the Institute is particularly renowned for its communication and TOT 

It focuses on catering directly to the needs of individual companies and is courses. 

particularly well established in the transport sector.
 

The Institut is particularly renowned for its TOT activities and its communication 

workshops. It is strong in process. 

One of the great strengths of Dr. El Amouri himself is that he is accustomed to 

conducting workshops in conjunction with foreign agencies and is willing to devote the 

time to workshop design and planning with this agencies. He is also verynecessary 

flexible and adaptable.
 

Recommendations: 

It is recommended that PROS work with the Institut El Amouri in the following 

areas: 

to upgrade the training skills of Tunisian private­1. TOT: developing-programs 
sector actors (training companies and companies with in-house training facilities). 

This could be done in conjunction with the Chambre Syndicale, or even with an 

public institution such as IFID, and should include training private-sector actors 

in activities such as training needs assessment (including pre-workshop surveys), 

training design, facilitation techniques and post-workshop monitoring and 

evaluation. 

Developing and implementing communication programs (communicating with2. 

clients, communicating with staff, team-building, etc.) for all sectors.
 

3. Training in marketing. 

Address: 

Cit6 Romana II
 
5, rue no. 6498
 
2062 Tunis
 
Tel: 501.505/500.505
 
Fax: 791 442
 

Contact persor."
 
Dr. Tahar El Amouri
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SAMEF 

SOCIETE DASSISTANCE EN MANAGEMENT, 
D'ENGINEERING ET DE FORMATION 

I. CORPORATE STATUS AND STRUCTURE 

SAMEF is a joint stock company which was established in 1972 since when it has 

taken over CEGOS TUNISIE, which was the first major training company to set up in 

Tunisia. SAMEF also has three subsidiary companies: INFORMATEL, a computer 

service company; CEGAUDIT, specializing in audit and assistance to SMEs; and S2i, a 

computer and communication compaay. SAMEF is managed by its Founder-Director, 

Mr. Taoufik Rabah. 

SAMEF shareholders include leading Tunisian banks and companies, although the 

are Mr. Rabah and his family, with some shares distributed to staffmajor shareholders 
under an incentive scheme. 

The structure of the SAMEF Group is shown in the organization chart in the 

Annex. Basically, the whole concern is closely controlled by Mr. Rabah, although the 

subsidiaries do have separate directors, one of whom is Mr. Rabah's Canadian-trained 

son. 

At present, SAMEF only has offiLCes in Tunis, although it is in the process of 

setting up a branch in Sfax. This branch will open in April 1992 with either a private­

or a SAMEF full-time employee. SAMEF will be the first Tunis-basedsector partner 
private training company to open up in Sfax. 

SAMEF also has two offices in Morocco, one office in Mauritania, one office in
 

Egypt.
 

Staffing 

SAMEF has 60 full-time professional staff and 20 support staff on its payroll in 

Tunisia. It also has a staff of 10 in its Moroccan office. In addition to its full-time staff,
 

SAMEF has four exclusiv, consultants (i.e. they only work for SAMEF), ten senior short­

term consultants, most of whom are ex-SAMEF employees, and a roster of short-term
 

consultants for each of its departments.
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Revenue
 

The entire group has a total annual revenue of approximately $ 1 million,
although SAMEFs share is $ 700,000, 40% of which (i.e. $280,000) is generated by
training activities. According Mr. Rabah, invests lot into SAMEF a training and 
therefore it does not have such a high profit margin as the other SAMEF activities. 

Il. ACTIVITIES 

In addition to being Tunisia's oldest private training company, SAMEF is also the 
biggest and probably the most active. As mentioned above, training accounts for only 

revenue,40% of SAMEFs the remainder being generated by consulting activities.
However, SAMEF is particularly known as a training company and enjoys a high
possibly the highest -- reputation on the market. 

As may be seen from the organization chart, SAMEF has four main departments:
management and economics; engineering; training; and agriculture. Each department has 
a specialized area, e.g. transport banking, archives, tourism. The biggest department is
SAMEF Economie et Management which performs studies, consulting, and training. The
Management and Economics department has 8 full-time professional staff and 20 short­
term consultants. 

SAMEF relishes its image as a pioneer. According to Mr. Rabah the company is 
a pioneer in O&M in Tunisia and has recently started training activities in strategic
planning. 

SAMEF has 20 years' experience working with Tunisian companies. At present
it is focusing heavily on computer technology and has a wide range of computer training
packages as well as a computerized management package. SAMEF invests heavily in 
equipment and research. 

Since its establishment in 1972 SAMEF has trained over 15,000 participants,
performed over 200 economic and technical studies, and over 40G O&M consultancies, 
including assignments in Arab and African countries. 

III. TRAINING 

SAMEF has a separate training department which performs training and
consulting activities in the following areas: education, training, employment; including
reform of educational systems, educational consulting, curriculum development, TOTs,
vocational training. In addition, each department and subsidiary provides training within 
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the context of its consulting activities; in other words, training is not the exclusive domain 
of the training department. SAMEF has worked on the reform of ENA and the creation 
of six technological institutions; it is also working on project in Ile de Maurice with 
World Bank. It is currently preparing a big project to promote employment. 

SAMEF training department has a training school: "Ecole Pratique de 
Management et de Technologie," which itself contains sub-institutes such as an "Institut 
de Technologie Bancaire et d'Assurances" and an "Institut de Strat6gie de 'Entreprise." 
However, in practice all of these institutes are really sections or areas of activity within 
the "Ecole Pratique." 

Programs and target groups 

SAMEF provides a very wide range of training in terms of both content and target 
groups. The 1992 management training program is appended to this profile. The main 
subject areas covered are: strategic management; communication and leadership; 
information systems (accounting, audit, management audit; product management; 
production management; administrative and financial logistics; management and 
organization; and O&M. The main target groups for these programs are mid-level and 
senior managers. The ongoing training program is implemented on SAMEF premises. 
According to Mr. Rabah, the advertized training program is implemented 100% (unlike 
other training companies who tend to implement 70-85% of their advertized programs, 
according to demand). Thirty-nine management-related workshops are scheduled ")r 
1992 (she brochure). Most of these workshops are three days in duration. 

In addition to the ongoing program, SAMEF provides tailor-made programs for 
individual companies. The appended documents include the detailed program of a 
training workshop in applied communications for Tunis Air staff. It was not possible to 
obtain the exact number of tailor-made workshops implemented each year, since this 
information would require some research by SAMEF across its departments. 

In January 1992, SAMEF entered the field of strategic management for company 
managers when it organized a workshop entitled "Le Managemen, Strat6gique, Imp6ratif 
de Survie." This 2-day workshop was organized in conjunction with the Paris-based 
"Institut Europ6en du Leadership" and was attended by 50 participants (all company 
managers) drawn mainly --although no exclusively -- from large public-sector companies. 
The companies present included banks, cement factories, the national social security 
fund, transport companies, tourist companies, and hotels. There were also several 
Moroccan participants, and as a result Mr. Rabah is planning to replicate the workshop 
in Morocco. It is also going to be replicated for all the senior managers of Tunisia's 
leading bank, Soci6t6 Tunisienne de Banque (STB). A follow-up workshop on 
"Managerial Leadership" will be held in April 1992. The first workshop was recorded on 
video cassette and is available for viewing. 
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SAMEF is currently running a management training program (in exporting) in 
Sfax in conjunction with the Chambre de Commerce et d'Industrie du Sud (CCIS). As 
an outcome of this collaboration, SAMEF has decided to set up an office in Sfax. Initial 
feedback on the first workshop from the CCIS was both positive and highly enthusiastic. 

Mr. Rabah's motto is "Pas de thorie, nous vendons l'action" (Action, not theory). 
Mr. Rabah himself is probably the leading personality in the training field in Tunisia. He 
is well known and appreciated for his participatory approach and his taste for innovation. 

SAMEFs client base comprises mainly banks and large public-sector 
companies/agencies, including STB, transport companies, CNSS (social security agency), 
and cement companies. 

Needs assessment and pre-design activities 

SAMEF provided very little information on their pre-design activities. It seems 
that needs assessments are performed, but not automatically, depending upon individual 
contracts with companies. 

Workshop planning 

The main workshop designs are prepared by senior staff in conjunction with Mr. 
Rabah. The workshop objectives in SAMEF documents are among the best observed. 
The strength of SAMEF is that all of its training programs are designed and facilitated 
by its full-time -3taff. This means that there is organizational commitment (to maintain 
the company's high reputation) and sufficient time allocated to design. All programs are 
closely scrutinized by Mr. Rabah. 

Workshop implementation 

Methods 

SAMEF relies heavily on A-V materials/equipment (video, slides, films) in 
workshops and selects the appropriate training methods to achieve the workshop 
objectives. Case studies are widely used as well as discussions. SAMEF if,increasingly 
using computer programs in its training activities. 

Materials 

Slides, films, diagrams and case studies are used. Participants are provided with 
printed handouts. 
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Monitoring and evaluation 

According to Mr. Rabah, SAMEF performs impact studies on its activities. It also 
administers pre- and post-tests. Monitoring isperformed at the client's request, otherwise 
SAMEF sells follow-up media/tools, which are very popular. 

Trainers 

All of SAMEF trainers are full-time staff. They are required to meet 3 criteria: 
1) be specialists in a particular field; 2) be open to acquiring additional specialized skills; 
and 3) have good training skills. Training skills are developed on-the-job over a one-year 
period. This training includes practice in developing case studies. There is also a heavy 
focus on computer training. Staff are also provided with in-service training during 
workshop preparation. In addition, they are required to study new documents and 
produce summaries and analyses. SAMEF does not hesitate to send staff abroad for 
training in new areas when necessary. For example, two employees were recently sent 
to Canada and the USA for training in MIS (management information systems). 

a) Tailor-made tr.ining programs. These programs are invoiced at a daily rate 
of TD 500 per day of worksiiop for a maximum of 12 participants. This covers the cost 
of the facilitator, co-facilitator (in some cases) and logistics. In addition, SAMEF charges 
50% of the workshop rate for each day's travel required by its staff and includes 
workshop design costs in the contract as an additional cost. It also invoices computer 
rental at TD 20/ computer/day. Workshops are always facilitated by full-time staff, who 
cost SAMEF a total of approximately TD 1,500/month each (including social costs). 

b) Ongoing courses. These are invoiced at an average of TD 130/ 
participant/day. As stated above, courses are held on SAMEF premises and so this fee 
does not include lunch. Additionally, for every 4 participants enrolled in one workshop 
by a company, SAMEF accepts a 5th participant free of charge. If a company enrolls 10 
participants in a year it is entitled to a free participant in one workshop. For workshops 
organized outside of Tunis, SAMEF participates in accommodation costs for companies 
with at least 4 participants. 

Marketing 

SAMEF invests TD 150,000/year in marketing. The main marketing tool used by 
SAMEF is demonstrations in companies (usually performed by Mr. Rabah himself). It 
is on the basis of a demonstration that SAMEF was selected by CCIS for its export 
training program. 
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IV. INSTITUTIONAL LINKAGES
 

SAMEF has linkages with companies and institutions in Canada and the USA. Its 

US partners are Telemedia Chicago, which is an international training institution 

specializing in high technology. In conjunction with Telemedia, SAMEF provides training 

in the military and aeronautical fields in Egypt and Tunisia, using Tunisian experts. It 

also provides training in petroleum technology in Tunisia. SAMEF has several Canadian 

partners: LabVolte (training for turnkey projects, including fully equipped laboratories); 

Cabinet Zins (international marketing); and the Ecole Polytechnique de Montreal 

(innovative technologies). 

SAMEF has also performed ossignments for the Wc.: i .nk and UNDP. Its 

recent strategic management workshop was organized in conjunction with the Paris-based 

"Institut Europ~en du Leadership." 

V. PHYSICAL PLANT 

SAMEF offices are accommodated in a 5-story building in the Lafayette area.k 

has also recently rented two stories in another building to house a company specializing 

in AV teaching aids which SAMEF will open in March. 

are fully equipped with a UNIX network; it is also installing aSAMEF offices 
ROBOTEL system which can be linked to 32 computers. SAMEF possesses a 

considerable stock of A-V equipment which it uses in its training activities. It also has 

portable equirment which it uses in its training activities outside of SAMEF premises. 

Of all the training institutions (regardless of sector) SAMEF is certainly the best 

equipped. 

VI. CONCLUSIONS AND RECOMMENDATIONS 

According to Mr. Rabah, SAMEF is renowned for being innovative, using state-of­

the-art technologies, and providing quality services. Mr. Rabah himself is obviously both 

an innovator and a risk-taker and because of his approach, SAMEF is the trendsette,' in 

the private training sector. SAMEF knows what training is all about, provides quality 

services and is constantly looking for new techniques and market opportunities. 

Recommendation: 

that PROS work through SAMEF for the immediateIt is recommended 

implementation of training workshops in all management-related areas.
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Address: 

SAMEF 
45 rue d'Iran 
1002 Tunis Belvedere 

Tel: 890.550/288.589/892.322 
Fax: 782.791 
Telex: 13.107 

Contact person: 

Mr. Taoufik Rabah, President and General Manager 
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et Ingdnierie Formation Agricultur 
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gestion h6teli~re 

Centre de Ecole Pratique 
recherche pour de management 
le ddveloppe- et de techno­
ment technolo- logie 
gique I 

SAM':bRA Institut de 
technologie 
bancaire et 
d'assurances 

INFODOC 

Institut de 
stratdgie de 
l'entreprise 



ANNEXES
 

- Fiche signaltique du groupe SAMEF 

- Ecole Pratique de Management et de Technologie: 1992 training program 

- SAMEF Transport: 1992 training program 

- INFODOC: 1992 training program 
- Centre de Technologie Bancaire: 1992 training program 

- Ecole Pratique de Management et de Technologie: training program in applied 

communication designed for Tunis Air. 
- Organisation et Gestion de la Documentation (training program) 

- SAMEF general documents 
- Informatel general documents 
- S2i general documents 
- Program for workshop on "Le Management Strat6gique, Imp~ratif de Survie." 
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BUREAU DE FORMATION ET DE MANAGEMENT 

(BMF) 

I. CORPORATE STATUS AND STRUCTURE 

Bureau de Management et de Formation (BMF) was established in 1977 as a 
private (rather than corporate) entity in the name of its Founder-Director Mr. Faouzi 
Belhadj. BMF provides consulting and training services in management, marketing and 
computer science. It is operated jointly with Mr. Belhadj's other training company, 
CIFTEC, which specializes in technical training'. CIFTEC is a joint stock company with 
an equity of TD 30,000 and was founded in 1981. In addition to being Director of 
BMF/CIFTEC, Mr. Faouzi Belhadj is also the President of the Employers' Federation 
for the Consulting and Training Sector (see separate profile). 

The administration and staff of BMF and CIFTEC are shared jointly between the 
companies, although separate accounts are kept for each company for direct costs and 
revenue. 

Staffing 

As mentioned above, BMF shares its staff with CIFTEC. Together, both 
companies employ seven professional consultants/engineers, seven support staff, a 
financial director, and the company director (Mr. Belhadj), all of whom are full-time. In 
addition, BMF has a roster of regular short-term consultants which include academics, 
managers in the business sector and free-lance consultants. 

Revenue 

BMF has an annual revenue of around TD 157,000 while that of CIFTEC is 
slightly less. Mr. Belhadj did not give the breakdown of revenue between consulting and 
training activities. 

II. ACTIVITIES 

BMF provides consulting services and training in management, marketing and 
data processing. As with all of the private-sector companies providing training, consulting 

CIITEC provides training to public-sector companies in all areas, particularly chemicals, construction, and 
transport. 
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services are a vital part of BMF's activities, without which it probably would not survive 
Employers'due to the present situation/status of training in Tunisia. (See profile on 

Federation.) 

III. TRAINING 

Programs and target groups 

a wide range of ongoing courses which are open to exclusively toBMF offers 
companies in the following broad areas: 

Marketing/commercial management
 
Administration/personnel/training
 
Human relations
 
Accounting/taxation
 
O&M/Production management/training of supervisors
 
Office management/secretarial skills/filing
 
Management/finance/audit
 
Customs clearance procedures
 
Inventory management/purchl asing
 
Computer science
 

Target groups range from high-level managers to telephonists. The appended 
courses offeredbrochures showing the 1992 training program give full details of the 

(objectives and content), target groups, and training methods. BMF brochures are some 

of the clearest encountered in terms of presenting the training objectives, content and 

methods. The brochures are prepared at the end of each year and mailed to clients and 

prospective clients so that they may include them in the annual training plans which they 

submit to the Labor Office for approval. Approximately 85-90% of the courses advertized 

in the brochures are actually implemented. 

In addition to its ongoing training program, BMF also designs and implements 

tailor-made training activities for individual companies. It implemented approximately 

30 such modules in 1991. Tailor-made training modules are usually 4-5 days in duration, 

with 5-12 participants. 

the greatest demand for tailor-made courses is inAccording to Mr. Belhadj, 
computer science, office management skills, procedures manuals, inventory management, 

secretarial skills and communication. BMF is particularly specialized in training in sales 

techniques. Its ongoing training program includes a TOT module. 

Training courses are usually held in a local hotel. 

BAIF, .Ianuaty 1992. 



All of BMFs activities focus on the market in Tunis, although Mr. Belhadj has 

plans to reach out to the regions. 

BMFs client base includes Tunis Air, SNTRI (transport), ICM (chemicals), 

Ciments de Bizerte, SMLT (metro). A fuller list of clients is provided in BMF 

documentation. Most of BMFs clients are large public-sector companies. 

Needs assessment and pre-design activities 

BMF performs surveys of a sample of companies to assess training needs before 

new training modules. No other pre-design activities are performed.developing 

Workshop design 

Whenever a new product is identified which does not already exist in BMFs 

repertory of cour '-s, it is the trainer ultimately responsible for implementing the training 

who designs the course, in consultation with Mr. Belhadj. 

Workshop implementation 

a) Methods. According to BMF documents and discussions with its Director, it is 

one of the few training companies in Tunisia to go beyond lectures and the occasional 

case study in its training methods. It relies heavily on audio-visual techniques in training, 

particularly for marketing and communication modules. It also uses problem-solving 

exercises in small groups and role plays, as well as case studies. 

b) Materials. BMF relies heavily on audio-visual aids in its training activities. It 

prepares transparencies and slides for its courses and also rents films or purchases them 

from abroad. 

Monitoring and evaluation 

BMF implements an evaluation exercise (usually around the table) at the end of 

each training activity and the feedback is used in the design/implementation of future 

activities. Otherwise, evaluation and monitoring are still not well developed with BMF. 
for individual companies, a

Sometimes, in the case of tailor-made training programs 

monitoring exercise might be performed 1-3 months after the training. However, this is 

the exception rather than the rule. 

Trainers 

In addition to in-house staff, BMF also calls upon regular consultants to design 

W[IF, unag 1992. 



and facilitate training courses. These consultants are contacted well in advance and are 
usually university professors, professionals or free-lance consultants. Consultants are 
recruited according to two criteria: qualifications and experience in training. Most of 
BMFs consultants have experience working with companies, even when they are 
university professors, in order to ensure ar understanding of the needs of business. BMF 
prefers to work with consultants on a continuous basis insofar as possible in order to 
maintain the quality of ihs training. All trainers -- both staff and consultants -- are 
provided with an annual 3-day TOT module in which they are traipsed in new training 
methods and the use of audio-visual equipment. 

Fees 

a) Tailor-made training programs. These programs are invoiced at a daily rate 
of TD 300 per day of workshop. This covers the cost of the facilitator, co-facilitator (in 
some cases) and logistics. A facilitator for this type of workshop is usually paid TD 120 -
TD 150 for a 4.5 to 5 hour day, although in some cases the rate can be as high as TD 

150 and, in exceptional cases, as high as TD 200. It is more profitable to use in-house 
staff for training, these earn a net salary of TD 500-600/month (to which shoud be 
added tax and social costs), although they are also given and supplement of TD 40­
50/day for facilitating training activities. 

b) Ongoing courses. The fees for ongoing courses are indicated in the 
appended 1992 training program. They average approximately TD 110/participant/day, 
including lunch in the hotel where the activity is implemented. 

Marketing 

BMF relies mainly on mailing campaigns and telephone contacts to market its 
products. It has a mailing list of 800 companies. As mentioned above, it usually succeeds 
in selling 85-95% of its scheduled courses, although in 1991 it sold only 70% due to the 
general economic crisis which resulted from the Gulf War. 

IV. INSTITUTIONAL LINKAGES 

BMF has no formal linkages with foreign institutions but is seriously interested in 

developing linkages. 

V. PHYSICAL PLANT 

BMF has spacious premises with three classrooms and one workshop (all of which 
are shared with CIFTEC). It possess video cameras and projectors, slide projectors and 
overhead projectors. CIFTEC has fully equipped workshops for technical training. 

I3IF, .Ianuarv 1992. 4 



CONCLUSIONS AND RECOMMENDATIONSVI. 

range of training mainly to mid-level management and
BMF provides a wide 

staff. It does not have extensive experience in executive courses. The 
support 

are fairly standard for Tunisia (accounting, taxation,
management-type courses 
computers, personnel, etc.). However, discussions with BMF director and a review of its 

that the training provided probably ranks among the
literatuere give the impression 

in Tunisia. It is one of the few institutions to provide its
highest quality available 
facilitators with an annual TOT module and to grasp the difference between training and 

teaching. 
Recommendatin: 

that through BMF to provide the mid-levelIt is recommended PROS work 

management staff of small and medium sized enterprises (SMEs) with management­

related training of the same type which it provides at present. 

Depending upon the outcome of a preliminary training needs assessment among 

SMEs, the implementation of this objective might require some technical training for its 

trainers in modern management techniques (see Executive Summary). 

Address: 

Bureau de Formation et de Management
 
7-9, rue M'hame, Ali ,-,nabi
 
1002 Tunis Belv0d~re
 

Tel: 784.426/288.036
 
Fax: 788.061
 

Coatact person:
 
Mr. Faouzi Belhadj, Director
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ORGANIZATIONSII. NON-GOVERNMENTAL 

1. Chambre de Commerce et d'Industrie du Sud 

2. Chambre Syndicale des Entreprise. d'Etudes, de Conseil et de 

Formation 

3. Institut Arabe des Chefs d'Entreprise 



CHAMBRE DE COMMERCE ET DINDUSTRIE DU SUD
 

(CCIS)
 



CHAMBRE DE COMMERCE ET D'INDUSTRIE DU SUD
 

I. 	 GENERAL BACKGROUND: STATUS AND FUNCTIONS OF CHAMBERS OF 
COMMERCE IN TUNISIA 

The Chambre de Commerce et d'Industrie du Sud operates within the legal 
framework governing all chambers of commerce and industry in Tunisia and may be 
better understood after an initial review of this general framework. 

1.1 	 Corporate Status 

Chambers of Commerce and Industry (CCIs) are public organizations with 
independent legal status, governed by Law 88-43 (May 19, 1988). According to this Law, 
all of 	the four Chambers in Tunisia (North, Center, South, and North-West), are 
ultimately accountable to the Ministry of Commerce and Industry, although in practice 
they enjoy full autonomy in the planning, organization and implementation of their 
activities and in their financial management. 

1.2 	 Functions of CCIs 

In accordance with Law 88-43, CCIs perform the following functions: 

1. 	 Consultative function: provision of advice and suggestion on issues within 
its terms of reference, either at the request of the authorities or at its own 
instigation. 

2. 	 Information function: provision of information to its members and the 
authorities on any issues within its terms of reference,; this information is 
provided in the form of publications, studies and inf'ormation campqjgns. 

3. 	 Promotion function: promotion of the sector, falling within its terms of 
reference, particularly by identifying and launching projects, and organizing 
and participating in trades fairs. 

4. 	 Assistance function: providing members with inservice and refresher 
training through meetings, conferences, round iables, workshops and 
courses. The Chambers also provide services to facilitate their members' 
commercial and industrial relations both within Tunisia and abroad. 

The Chambers of Commerce and Industry are also empowered to manage special 
funds provided by donor agencies in order to execute projects falling within their terms 



of reference. 

In addition to the above, the Chambers are expected to develop linkages among 

themselves (i.e. the four Tunisian Chambers) and with foreign Chambers in order to 

develop all types of business opportunities (development of local industries, exporting, 

marketing, etc). They also issue certain types of certificates (e.g. certificates of origin), 

give their opinion on international conventions related to industry and trade, and ensure 

a spirit of professionalism within the sectors they serve. 

1.3 Structure and organization of CCIs 

The structure and organization of the chambers of commerce is specified in 

Decree No. 88-1027 dated June 6, 1988 (see Annex). The membership of the chambers 

consists of all individuals or companies --within the respective territory of each chamber 

-- licensed to operate in one of the following sectors: industry, commerce, crafts, small 

enterprise. Each Chamber of Commerce has a 25-member volunteer committee which 

is elected every four years and which meets at least four times a ycar. This committee 

must be composed as follows: at least two seats per member governorate; and two seats 

per sector (industry, commerce, crafts, small busiiess). The Ministries of Economy anid 

Finance have the right to appoint a representative to the volunteer committee. The 

volunteer committee may also appoint "corresponding members" located either within the 

territory of the Chamber or in other countries where such foreign members are likely to 

promote trading relations between Tunisia and their country of residence. The volunteer 

amber's by-laws, which (together with subsequent modifications)committee defines the c. 
are subject to the approval of the Ministry of Economy. 

The volunteer committee elects an executive committee comprising the following 

offices: president, two vice-presidents, secretary general, treasurer and deputy treasurer. 

The executive committee has a two-year term of office. 

The four chambers of commerce elect a national council comprising a president, 

three vice-presidents and a secretary general. This national council meets at least once 

a year and whenever the Minister of Economy or on of the chambers of commerce 

a meeting. Again, the Ministries of Economy and Finance are represented onrequests 
this national council. 

Each chamber cf commerce submits an annual budget and an annual financial 

report to the Ministry of Economy for approval. Modifications to the annual budget must 

also be approved by the Ministry of Economy. Chambers of Commerce are legally 

authorized to draw funds from the following sources: contributions by professionals; rent 

property; donations and legacies; loans approved by the Ministries ofand income on 
Economy and Finance; government grants; income generated by the chambers as a result 

of their activities. All chambers are required to employ an accountant to keep accounts 

. . . .
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in accordance with a specific accounting plan. Accounts are subject to annual audit in 

accordance with the procedures applicable to public entities. 

1.4 Management and administration of CCIs 

staff. The conditions of 
Each CCI has a paid Director and administrative 

recruitment and employment of the Director and staff are determined by the National 
includes the following

Council of CC~s. At present, the organization chart of CCIs 

Director; Training; Information; Administration and Finance. However,
functions: 
although these functions are always present, the organization charts of the four chambers 

may vary, according to the complexity and volume of their activities. For example, the 

organization chart of the CCI of Sfax is more complex than that of Sousse, which is a less 

active organization. 

DU SUD" (CCIS):ET DINDUSTRIEII. THE "CHAMBRE DE COMMERCE 

ORGANIZATION 

I1 STRUCTURE AND MEMBERSHIP 

on November 20, 1885. It covers the 8 southernmost
CCIS was first established 

governorates of Tunisia: Sfax, Gab~s, Tozeur, Gafsa, Tataouine, M~denine, Kebili and 

Sidi Bouzid. As with all of the Chambers of Commerce and Industry in Tunisia, CCIS 
aand an administrative structure (see Section I). CCIS has 

has a volunteer structure 
of 45,000 companies, i.e. every licensed company within its geographical

inembership 

terrltory is automatically considered to be a member.
 

are announced through
Upcoming elections to the Executive Committee 

advertisements in the local press and on the local radio (Sfax has its own regional radio 

station), CCIS volunteer committee and President are very active and dedicated. Many 
UTICA', thus providing

also members of other regional bodies, suchof them are as 

on the local level. The current President, Mr. Mohamed 
strong institutional linkages 
Amous, is particularly dedicated, spending at least 4 hours per day at the Chamber's 

main office and much longer hours during events such as trades' fairs, etc. Mr. Amous 

also frequently travels specifically on behalf of the CCIS. 

union.et de IArtisanalt. This is the employers'
Union Tunisienne dc I'lndustric, du Commerce 

Chanibre de Co/fii'rce et dIhdut.iet du Siid, .lanuat 1992. 
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11.2 INSTITUTIONAL 

The administrative structure of CCIS is headed by Mr. Fawzi Ben Arab, who is 

the Director General of the Chamber. Mr. Arab is a graduate of the Institut de Presse 

et des Sciences de 1lnformation (IPSI) and was previously with the Tunisian National 

Standards' Institute (INNOPRI) before joining the Chamber. The Chamber also has a 

Director of Training and Events, Director of Services, Director of Studies, Director of 
General), and aInformation (this function is currently performed by the Director 

Director of Finance and Administration. (See organization chart.) 

CCIS has a total full-time staff of 35, 8 of whom are located outside of Sfax, in 

Gab~s, Mddenine, and K,-bili. Half of total employees are professional staff.. 

in Gab~s, M6denifte andAs mentioned above, CCIS also has regional offices 
Kebili. The staffing levels of these regional offices are summarized below: 

Location Staff 

Gab~s Director 
3 secretaries 

Mdenine 	 Local manager 
1 secretary. 

Kebili 	 Local manager 
1secretary
 

These regional offices provide training (mainly typing, accounting and some 

computer training) and issue documents (e.g. certificates of origin). 

In addition to its full-time staff the Chamber also uses paid consultants, or 
"collaborateurs externes" to perform specific functions. These consultants have full-time 

to the Chamber's activities and needs. Forjobs elsewhere, which are closely linked 
example, the Head of Information with the Sfax local radio station, Mr. El Ouati, is the 

Chamber's press attach6 and also provides considerable assistance to the function of 

Director of Information. In addition, a local journalist, Mr. Aymed Hadhri, also assists 

the Chamber and ensures good press coverage for its activities. 

As will be seen below, subcontracting for private sector services is characteristic 

of CCIS. Instead of limiting its activities to the capacities afforded by its staffing levels, 

and rather than trying to implement tasks which are not within the specialized field of 

its staff, it calls upon the appropriate outside support. This strategy enables the Chamber 

to develop strong and vital institutional linkages on the local level, ensure that its 

CIatmtlirc (/1 Colmno'rt' c't W'hiduttric , t Slid, ./a/nt1(111 1092. 



activities are performed with the utmost professionalism, and reach a much greater and 

broader audience than if it relied purely on its own internal resources. Again, this is one 
keys to its success 

of the striking features of CCIS and undoubtedly one of the 

Premises 

CCIS has office buildings in Sfax (they are: 1) a school of typing and accounting, 
to

3) additional administrative offices). However, it is about 
2) main offices, and 
commence the construction of a 5-story building which will be ready in mid-1993. The 

new offices will be built on a piece of land which is the property of the Chamber, and 

will provide 3,000 m2 of office space. Two stories of the new building will be allocated 

to training activities. 

In addition, the Chamber has regional offices in Gab~s, Kebili and M6denine. The 

premises of the Kebili offices are particularly spacious, with 9 rooms and are apparently 
its own premises for its 

particularly suitable for training. CCIS also hopes to build 

regional offices, rather than rent. 

11.3 FUNDING/FINANCIAL 

CCIS receives an annual grant from the Ministry of Commerce and Industry. This 

grant amounted to TD 60,000 in 1991. However, CCIS raises much greater amounts to 
of 

cover'its activities, mainly through sponsorship by local companies. Representatives 

CCIS estimate the actual budget for 1991 at around TD 1,000,000 to which must be 

added the many lunches provided by local companies for official delegations, participants 

at trades fairs, round tables, etc. The 1991 level of revenue was exceptional due to the 

Medibat fair. Normally total cash funding (although much of it earmarked for specific 

activities) amounts to around TD 700,000. Sponsorship includes direct financing of such 

items as catalogs for trades fairs, advertising, and social events, as well as cash donations. 

This additional fund raising is congruent with the terms of Law 88-43. 

CCIS: CURRENT PROGRAM AND ACTIVITIESI11. 


III PERCEVED ROLE AND APPROACH 

CCIS is extremely active and dynamic in fulfilling its terms of reference described 

its role, CCIS officials immediately reply that it is to 
to stateabove. When asked 

promote the private sector in southern Tunisia. They interpret this as taking appropriate 

action to launch projects and activities, without trying to duplicate what is already being 

done by the private sector. Thus, for example, after launching basic management training 
can 

in Sfax in partnership with a local private-sector company, CCIS has decided that it 

Siitutaty 1092.
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now let the private sector take care of this type of training and focus on taking the same 
type of training to other governorates where it is not presently available. In 1991 CCIS
undertook to promote computers in the southern governorates of Tunisia and organized
the first computer fair in Gab s. Hence, CCIS really sees itself as a catalyst. 

111.2 PROMOTION, INFORMATION AND ASSISTANCE FUNCTIONS 

CCIS' greatest strength is probably the promotion of the private sector throughtrade fairs and contacts with other chambers and organizations. It participates inorganizing the Sfax International Fair and has also taken responsibility for organ'zingregional events such as Medibat Fair (construction) and the regional meeting ofASCAME (the Association of Chambers of Commerce in the Mediterranean). CCISmaintains contacts with many foreign chambers of commerce and trade organizations.
In this context, it received 15 foreign ambassadors in 1991. Over the past 2-3 years it has
also taken trade delegations to foreign fairs and events (e.g. Cherbourg, France;
Catalonia, Spain; Moscow, ex-USSR; USA). 

Another of the strengths of CCIS is its information function. In addition to its bi­monthly bulletin which is distributed to 1,000 companies in the south (600 free of charge,400 to subscribers), CCIS has publishe.d a magazine on economic and business issues ofinterest to local companies. However, this magazine was suspended after the first issue
due to lack of funding. CCIS publishes an information brochure whenever it takes 
delegations abroad. (See samples of publications.) 

CCIS is very efficient in publicizing its activities in the national press and on the
local radio (Sfax and Gafsa). In January 1992 it organized a press conference to inform

the public of its activities in 1991. This press conference was given wide coverage in the

national press. CCIS has decided 
to promote radio advertising in southern Tunisia. 

For CCIS, 1991 was Computer Year. Every weekend for six months it tookcomputer equipment on the road to cities in southern Tunisia. This was implemented inconjunction with Tunis-based "Sphere Informatique", the national IBM PCconcessionaire, who has since opened a branch in Sfax as a result of these efforts. CCISalso launched a PVO "Associations Ere de l'Informatique" to encourage the use ofcomputers and to work towards the purchase of at least one computer per school insouthern Tunisia. One of the highlights of Computer Year was the Comp-ter Exhibition 
in Gab~s in October 1991. 

Training is a longsi.anding and rapidly developing activity of CCIS. This is coveredin detail below. CCIS also provides assistance to local businesses by issuing certificates
of origin, providing fax and documentation services (periodicals, manuals, directories). 

(I/iamn/r, de Con mrce (Itd ndI tstri, d(l iSt d, .Il tav 1992. 
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CCIS has also launched a study function and, in collaboration with another group 
(ARDES) has prepared a study on the informal private sector in southern Tunisia. This 
study has resulted in a project proposal, for which the authors are currently seeking 
sponsors. The proposed project aims de promote the informal-sector activities and 
gradually build them up to enable them to enter the formal seu'.or. 

Finally, with 3 regional offices and ongoing activities in the southern governorates, 
CCIS by no means restricts its activities to Sfax. On the contrary, it makes every effort 
to involve the seven southern governorates to the greatest possible extent. 

IV. TRAINING 

IV.1 BACKGROUND 

Training for local companies is a fully-fledged function of all four Chambers of 
Commerce and Industry in Tunisia, as defined by Law 83/43. CCIS has been providing 
typing and accounting classes for over 30 years. The Chamber has a separate training 
school where it provides these courses (which are open to the general public) and which 
it also uses for other ongoing training activities. Consistent with its perception of its role 
as a catalyst, in 1991 CCIS management decided that it would be preferable to stop 
providing this type of training in Sfax since it is widely available on the private market. 
However, the volunteer committee ruled against this decision, considering that these 
training courses are the image of the Chamber among the local population. They 
supported this argument by the fact that the demand for the school's typing and 
accounting graduates among local companies by far surpasses the supply. 

The Chamber's staff nonetheless decided to broaden its range of training activities 
in order to gear them more specifically to the needs of local trade and industry. Thus, 
in 1991 it launched its first training cycle in basic management. In 1992 it is taking this 
course on the road to the other seven governoraies and is introducing additional 
programs in management-related areas in 1992. 

It is worth noting at this poiiit that training programs for rtanagers and 
businessmen are practically non existent in southern Tunisia. Only two private firms 
currently provide this type of management training in Sfax, both of which are relatively 
new. Another firm is just launching into this field in Gab~s and a second institute is 
currently planning to develop its activities in thik area. 

Chuillbre de Commln'rc 't d'lndu.tri' dui Suil, .Il!anatlV 1992. 



IV.2 APPROACH TO TRAINING
 

CCIS aims to provide training in areas in which the needs are currently unmet, 
courses. CCIS has identifiedi.e. in which no other institution is currently providing 

management as being the major area of unmet need. CCIS training program is designed 

first to train the private sector in critical business skills and at the same time act as a 

catalyst by introducing new openings for private-sector training firms. Congruent with its 

role as a catalyst, the Chamber does not attempt to implement the courses itself, but sub­

contracts them out to experienced companies. This enables it to provide a much larger 

and broader program of training activities than if it were to implement them itself. CCIS 

is also trying to encourage Tunis-based training firms to open up regional offices in Sfax. 

During an interview, SAMEF confirmed that it intended opening up in Sfax in the very 

near future. 

In summary, CCIS plays the role of catalyst, organizer and leader in the 

field of training. 

((Clahrc' dc Comc'r)'C , d'llIdtIstric (IIsit,. hinll/'v 19Q2. 8 



IV.3 	 TRAINING PROGRAMS AND PARTNERS 

A. 	 Programs and Partners 

The following table summarizes the 1992 training plan, target groups, partners and 

sites. 
CCIs TRAINING PLAN, 1992 

proiam arLet Grou Partner( Location 

Basic management* Company Managers 
and Senior Staff 

CEFEG (Sfax) GabS, Sidi Bouzid, 
Kebili, Midenine, Tozeur, Gafsa, 

Tataouine. 

Exporting and 
International Trade' 

Company Managers 
and Senior Staff 

SAMEF (Tunis), 
MASSMEDIA (Tunis), 
International 

Sfax 

Chamber of Commerce 

Training for Executive Secretaries SAMEF (Tunis) Sfax 

Executive Assistants* 

Transport planning' Senior Staff SAMEF (Tunis) Sfax 

Languages for business: Local businessmen Sfax 

English, Spanish, 
Italian, German 

Programmed learning Local businessmen Sfax 

Principles of Computer Local businessmen Sfax 

Science 

Typing General public2 CCIS scho,.l, Sfax; Gab~s, Mdenine, 

Kebili 

Accounting General public CCIS school, Sfax; GabS, Mddenine, 
Kebili 

Computer training General public CCIS school, Sfax; GabU, Mdenine, 
Kebili 

Detailed programs a.v provided in Annex. 

ongoing training 
The training programs which CCIS implements in conjunction with SAMEF and CEFEG are t 

programs in Tunisia which are specifically targeted at private-sector companies (mainly smal; and medium-sized enterprises). 

B. 	 Problems Encountered 

The main problem encountered by CCIS in its training activities is absenteeism 

Generally young people who failed to graduate from high school.2 

y 1992.,cin ualt 
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managers and owners. This particularly
due to the frequent travel of local company 

applies to the computer and language training programs. CCIS plans to overcome this 

difficulty by providing computer-assisted training facilities so that local business people 

study programs, using the facilities of CCIS training school. 
can schedule their own 

15 PCs as well as training
However, in order to implement this program it requires 

packages, for which no funding is available at present. 

Also, because it is difficult for senior management to attend lengthy training 
are 3 or 4 days in duration at 

sessions, the Chamber's management training workshops 

the maximum, often shorter. 

IV.4 MANAGEMENT OF TRAINING PROGRAMS 

Training is managed by Mrs. Ikrain Makni, Director of Training and Events, who 

obtained an MA in Ceramic Engineering under the USMD-funded Technology Transfer 

program. Mrs. Makni is really the hub of the whole Chamber. In addition to training, she 
trades' fairs, conferences, etc. and is 

is also responsible for organizing events such as 

generally involved in all of the Chamber's activities. Mrs. Makni is assisted by two full­
nor any of her staff have 

time professional staff plus a secretary. Neither Mrs. Makni 


received any training either as trainers or as managers of training programs.
 

care of all the logistics for its training programs. The managementCCIS takes 
all held in a local hotel. The subcontractor takes responsibility for the 

workshops are 

design and implementation of the training.
 

excellent approach to training by subcontracting the
CCIS has adopted an 

implementation out to specialized firms. However, CCIS staff do require skills in the 

to ensure that they are properly designed,
management of training programs 
implemented and evaluated. CCIS are aware of this gap and are interested in developing 

the necessary skills to enhance the quality of their services even further. Finally, given 

the heavy workload of the staff involved (training and events), it might be necessary to 

increase staffing levels (or use "collaborateurs externes") if training activities were to be 

developed even further. 

are discussed
Some of the main issues in the management of the training cycle 

are discussed as
below as they specifically apply to CCIS training program. They 

management rather than program issues in view of CCIS role as manager and organizer 

of its training activities, rather than iniplementer. 

Needs Assessment 

The role of CCIS is to promote private trade and industry. In order to perform 

of the overall needs of the sector in general, and training
this role it needs to be aware 

('Z(U r1 ( ComifrlZeC ,I( i/dchistrit, t Silt. j tu tin' 19Q.2.,' ' 
10 



needs in particular. CCIS assesses training needs through its very close contacts with the 

local business community and it is through this type of informal assessment that it has 

It does not conduct any formal needs 
its ongoing training programs.developed 


assessment exercises such as questionnaires, group discussions, observation exercises, etc.
 

However, needs assessment capabilities are important for an organization such as 
-- where the businessdeveloped governorate (Sfax)

CCIS which covers one very 
to programs designed to enhance its efficiency -- and 

commurity is quick to respond 
seven much less developed governorates where it is very difficult to communicate the 

importance and usefulness of even very basic management skills. 

and methodsTraining design: content 

CCIS subcontracts the implementation of training out to private companies and 

therefore has a very low level of involvement in the design of training activities. CCIS 

generally ensures that the main content areas in which it is interested are included in the 

program and leaves the rest of the design to the subcontractor. Quality of training is the 

key criteria for selecting training subcontractors, as expressed, for example, by the 
chosen for the 1992 

facilitators' CVs and actual workshop performance. SAMEF was 
of the one-day 

not only because of its national reputation, but because 
program en Management,
demonstration of training methods by SAMEF (Socit6 d'Assistance 

toof the reasons CCIS decided 
d'Engineering et de Formation) President. Also, one 

implement its 1992 basic management program in conjunction with CEFEG (Cabinet 

rather than with IGC (International General 
d'Etudes et de Formation en Gestion) 

the latter's attitude and 
a certain dissatisfaction with

Consulting) was because of 

approach, which was theoretical rather than skills-baseO and tended to put profit 

considerations before the quality of training. 

The other institutional profiles and the Executive Summary discuss training design 

in considerable detail. However, when reviewing the 1991 and 1992 training programs 

the Consultant noted the following points: 

a) In many cases the stated objectives are not training objectives, i.e. they do not 
of the session. 

skills which the participants will have acquired by the end 
state the 

or evaluate training sessions without clear 
However, it is difficult to design, plan 


objectives.
 

not seem to be skills-based, i.e. it is 
b) In many instances the training does 

are mentioned in only a few cases 
theoretical rather than practical. Training methods 

(e.g. case studies, role plays). 

or two-day workshop.
c) Some of the sessions seem tO be too full for a one-

However, this is difficult to assess because of the lack of clear objectives. 

yll
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Trainers 

The trainers are generally university faculty who provide ad hoc services for the
 

various subcontractors (with the exception of SAMEF, see profile). The trainers have no
 

specific training as trainers (with the exception of Mr. Koubaa of CEFEG, who trained
 

with SAMEF). In some instances, the trainers are given the program outline and provide
 

their own content. Again, this is difficult to assess without seeing the trainers in action,
 

although generally the methods seemed to be limited to lectures, group discussions and 

exercises. 

Evaluation 

no performance
There is no standard evaluation procedure and certainly 


monitoring.
 

COST RECOVERY FOR TRAINING ACTIVITIESIV.5 

CCIS is a non-profit making organization and as such does not endeavor to make 

any gains from its training activities. In general, CCIS pays the subcontractor's fees plus 

the cost of lunches for participants, advertising and mailing campaigns. As may be seen 

from the budgets in the Annex, the deficit varies considerably from one program to 

the subcontractor costs but not advertising,
another. Generally, the students' fees cover 

hospitality etc. CCIS covers the difference through its general funds received from the 

government and through its fund raising activities described in Section 11.3 above. 

Based on the prices applied by private training companies in Sfax, companies are 

so there seems to be no reason why
willing to pay considerably higher tuition fees, and 

CCIS should not charge higher fees in order to at least cover all of its costs. However, 
at this point in time, sincefor the other governoratesnot be the possiblethis may 

according to both CCIS and other persons met in Sfax, southerners need to be convinced 

of the utility of a product before they are willing to pay the price. Whatever the case, 

CCIS needs assistance in pricing its training products. 

IV.6 MARKETING 

CCIS markets its training programs through advertisements in the local press and 

on radio Sfax and radio Gafsa as well as by direct mailing. Depending on the location 
participant

of the training, around 200 - 300 brochures are mailed to potential 

companies, although in Sfax as many as 600 brochures may be mailed. The direct mailing 

is followed up by telephone calls. CCIS has a data base of 5,500 companies: 1,500 in Sfax 

and 4,000 in the other governorates. 
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V. CONCLUSION AND RECOMMENDATIONS 

CCIS is a dynamic and highly reputed organization which works actively towards 

promoting trade and industry in the southernmost governorates of Tunisia. It considers 

itself as a catalyst for launching new ideas and activities. 

CCIS is placing increasing emphasis on its training function, with particular focus 

on management training for local company managers and senior management staff. It 

is the only organization in Tunisia to target and reach both small and medium-sized 

enterprises and areas beyond its own city boundaries. 

However, in providing training CCIS p!ays the role of organizer and initiator, 

rather than implementor. It defines training needs and programs and subcontracts the 
as Tunis-based firms. This is anactual implementation of training out to local as well 

excellent approach in that it allows CCIS to reach a much broader audience and makes 

it easy to change programs with minimum effort, according to needs and trends. It also 

prevents CCIS from restricting their efforts to a limited number of activities. CCIS takes 

its training programs to all eights governorates within its mandate. In 1992 it will take 

management training on the road to the seven southernmost governorates in addition to 

Sfax. 

CCIS approach to training is also excellent becauase it works to develop the 
maximumcapabilities of local training companies. However, in order to achieve 

efficiency, it would be useful for CCIS staff to receive training in the management of 

training programs as well as in the principles of training in order to ensure that all the 
arefunctions of the training cycle (needs assessment-planning-programming-evaluation) 

performed as efficiently as possible. This is particularly important to ensure proper 

program design and implementation by the subcontractors. It may also be necessary to 

provide some of the subcontractors, particularly the local ones, with a TOT program, 

including training design and evaluation. 

of CCIS is due to its dynamic President, Mr.At present, much of the success 
Amous and Training Director, Mme. Makni. However, this is a constraint facing all 

training institutions in Tunisia, regardless ,Lthe sector: one person, usually the company 

manager is the hub. If Mine. Makni left, the situation would certainly change unless her 

other staff were also developed in the management of training programs. 
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Recommendations: 

It is recommended that: 

1. 	 PROS work through CCIS to provide mangement training to small and medium­
sized enterprises in all eight governorates of southern Tunisia. 

CCIS 	is ready and able to provide this type of training immediately. However, it 

is also recommended that PROS consider providing CCIS with the appropriate 

support to develop the competencies of its staff in managing training programs 

in order to ensure quality training programs and institutional sustainability. 

a second phase, PROS work with the three2. 	 It is also recommended that, in 
remaining CCIs to provide training on a similar model, thereby taking training to 

as yet unserved governorates of Tunisia. The implementation of this 
to develop the training managementrecommendation would involve activities 

skills of the appropriate staff of these chambers. 

In the implementation of recommendations 1) and 2) above, PROS should 

provide CCIS and the other CCIs with assistance in pricing training programs and 

in developing appropriate strategies for taking management training to 

governorates which are less developed than Tunis and Sfax but where there is a 

latent need for this type of training program. 

Address: 

127, rue Haffouz, B.P. 794, 3018 Sfax, Tunisia 
Tel: (04) 96 117/96 118/96 120 
Fax: (04) 96 121 Telex: 40 767 Minitel" (04) 96 119 

Contact person:
 
Mme. Ikram Makni, Directrice de la Formation et des Expositions
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ANNEXES 

Summary of 1992 Training Programs
 
1992 Training Plan and Programs
 
1992 Training Budget
 
Law 88-43 + Decree 88-1027
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CHAMBRE DE COMMERCE ET D'INDUSTRIE DU SUD 

SUMMARY OF 1992 TRAINING PROGRAMS 

1) Basic Management (La gestion du d6veloppement) 

Partner(s): IGC (1991); CEFEG (1992) 
Target group: company presidents and senior management 

Gabbs, Sidi Bouzid, Tozeur, Gafsa, Kebili, M~denine,Location: Sfax (1991); 

Tataouine (1992).
 
Workshop duration: 1-day workshops (1992)
 

are run at least twice (1992)Total number of workshops: 10, all of which 

This program is now entering its second year. In 1991 CCIS organized this course 

in Sfax in conjunction with IGC, a local consulting and training company. This was the 

first time that a program of this kind had been organized locally in Sfax by local 

institutions. The program was successful and not only demonstrated the demand for this 

type of training but also helped to launch IGC in this field. As a result, CCIS decided 

on into 1992, but in the seven other governorates and with
to carry the experience 
CEFEG, another private-sector company. It should be noted that in 1992, in addition to 

CCIS/CEFEG program, both IGC and CEFEG have management training programs in 

Sfax and IGC has a program in Cab s in conjunction with a local group in Gab~s. Thus, 

as a catalyst in the field of basic managementCCIS really has accomplished its role 
training by launching piograms in the eight governorates within its mandate and, at the 

same time, establishing two local private training companies in this field. 

2) Exporting and International Trade 

Partners: SAMEF (Tunis); Mass-media (Tunis); INNOPRI (Tunis); ICOS (Paris); 

International Chamber of Commerce.
 
Target group: company presidents and senior management
 

Location: Sfax
 
Workshop duration: 2-4 days
 
Total number of workshops: 8
 
Participants per workshop: 15-20
 

This program aims to provide company managers with the appropriate skills for 

operating on the international market. It consists of a series of eight workshops which 

vary between two and four days in duration. All of the v oikshops are organized in Sfax. 

16,Chambre de Coimnerce et dIndustrie du Sud, January 1992. 



The main partner for these workshops is Tunis-based SAMEF3, one of Tunisia's most 

experienced and reputable training companies. SAMEF was selected from among several 

candidates, the influencing factor for the final choice being the one-day demonstration 

implemented by SAMEF president, Mr. Taoufik Rabah. Two of the eight workshops will 

be run with other partners however: Tunis-based Mass-media and INNOPRI (national 
ICOS will run tht, workshop on "Internationalstandards institute) and Paris-based 

Image"; and the Internatih"nal Chamber of Commerce will take responsibility for the 

workshop on internatio ;ontracts. 

company management/administration.executive assistant in the efficient 

3) Training for Executive Assistants 

Partner: SAMEF (Tunis) 
Target group: executive secretaries 
Location: Sfax 
Workshop duration: 3 months (110 hours) 
Total number of workshops: 2 sessions (April/June; Sept/Dec) 

CCIS decided to organize this workshop because of the crucial role of the 
It aims to 

provide skills in communication, organization, company management and organization, 
and data processing. 

4) Planning Systems for Transport Companies 

Partner: SAMEF (Tunis) 
Target group: Management staff of transport companies 
Location: Sfax 
Workshop duration: 3 days 
Total number of workshops: 1 

This workshop aims to provide managers with strategic and operational planning 

skills. In addition to planning, it includes sessions on problem-solving and project 

evaluation. Workshop methods include role play and case studies. 

3 
 See separate Profile. 
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5) Staff Allocation Procedures (Transport Companies) 

Partner: SAMEF (Tunis)
 
Target group: Management staff of transport companies
 
Location: Sfax
 
Workshop duration: 4 days
 
Total number of workshops: 1
 

This workshop aims to provide participants with modem staff-allocation skills and 

with the tools for using these skills. 

6) Other Training Programs for Business People and Managers 

CCIS also provides in basic computer skills. This training was developed because 

it had been observed that many company manag, rs/owners possessed PCs on their desk 

tops but did not know how to use them. 

Another area of training is language training for business. Courses are currently 

offered in English, Italian, Spanish and German languages, with 6-10 students in each 

class. 

Both computer and language training are provided in CCIS training school. 
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CHAMBRE SYNDICALE NATIONALE DES ENTREPRISES DETUDES, 
DE CONSEIL ET DE FORMATION 

I. STATUS AND STRUCTURIE 

The Chambre Syndicale Nationale des Entreprises d'Etudes, de Conseil et de 

a PVO which was created in June 1990 within the 
formation (Chambre Syndicale) is 

'Artisanat (UTICA - employers'
Union Tunisienne de l'Industrie, du Commerce et de 

federation). 

The purpose of the Chambre Syndicale is to promote the interests of member 

companies in the consulting and training sector. However, particular focus is placed on 

training at the moment since this is the area of greatest need. 

100 private training firms in Tunisia, of which 21
There are approximately 

are 

currently members of the Chambre Syndicale. The members of the Chambre Syndicale 

elect a 10-member Executive Committee, the current President of which is Mr. Faouzi 

Belhadj (Manager of BMF and CIFTEC). The Executive Committee has four sub­

studies, consulting, training, and professional ethics. Each committee is 
committees: 
chaired by a member of the Executive Committee. The Executive Committee is elected 

once every five years. 

The Chambre has no full-time staff and no offices. However, it has the support 

and backing of UTICA, which is a very strong and sound organization in Tunisia. The 

premises and the everyday business is 
Chambre's meetings are held on UTICA 

Committee. The 
conducted from the private office of the President of the Executive 

month, although there are times when it meets as 
Executive Committee meets once a 
often as once a week. 

The Chambre Syndicale's only funds are membership fees, which are currently set 

at TD 100/year. 

The Chambre is very selective in its membership in order to maintain its own 

credibility and reputation as being the custodian and promoter of quality. There are no 

formal admission criteria although in practice each application is reviewed with a focus 

training organization and its professionalism. Theas aon the applicant's efficiency 
Chambre generally does not accept members who have been operating for less than two 

years and requires each application to be sponsored by another member. 
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II, ACTIVITIES 

The Chambre Syndicale has developed' a medium-term and a short-term action 
plan which mainly addresses the issues dealt with below. It aims to promote training by 
changing the environment in which training companies operate, and ensuring that they 
provide a better quality of services. In addition to its lobbying activities and meetings of 

its Executive Committee and sub-committees, the Chambre also organizes dinner­

debates, participates in interviews in the mass media and attends all meetiklgs related to 

training. During the first week of February 1992, LO members of the Chambre went to 

Sfax to participate in meeting on 'Training and the Enterprise" organized by the Sfax­
based training company !GC and targeted at managers and training managers of local 

private- and public-sector companies. 

III. ISSUES 

The Chambre Syndicale currently sees its role as addressing the major issues 
which affect the functioning of the sector: the professional training tax ('Taxe A la 
Formation ProfessionneUe" -TFP), ethical conduct within the profession, and the quality 
of service. 

Taxe A 1a Formation Professionnelle (TFP): All companies within the training 

sector see this as being the major obstacle to their development. At the end of each year, 

companies are required to pay the equivalent of 2% (1% in the case of textile firms) to 

the state for professional training. However, this amount is reimbursable under the 

following conditions: 

In January/February each year the company has to submit to the Office de la 

Formation Professionnelle et de l'Emploi (OFPE) an annual training plan, 
specifying training activities, organizers and dates. OFPE approves this plan. 

Immediately after the end of the fiscal yea2r, the company completes an 

application for reimbursement of the TFP. This application is accompanied by 
substantiation that the training has taken place as per the approved plan. 

The application is reviewed by a special committee, which decides on the amount 
to be reimbursed (as a percentage of the TFP paid). 

However, in practice the procedure is not quite so straightforward as it might 
seem. Even when companies submit their training plans on time there are delays in 
obtaining OFPE approval. This often means that the first four months of the year -- and 
the training plan -- have gone by before the official approval is received. Furthermore, 
the situation is complicated by the fact that the application for reinbursenent is 
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reviewed by a special committee which disallows all activities which do not fully comply 
with the training plan (including changes in dates). As a result, companies receive much 
less then they feel they are entitled to, and very few companies therefore make the effort 
to go to the great lengths required to obtain this reimbursement. 

According to Mr. Belhadj, the government received TD 20 million in revenue 
from TFP in 1991, while the forecast for 1992 is I'D 26.5 million. On the other hand, the 
total amount reimbursed in 1989 amounted to only TD 3 million. Approximately 40,000 
Tunisian companies pay TFP whereas only 300 submit applications for reimbursement, 
i.e. only about 7 companies per thousand do training. Mr. Belhadj stated that the number 
of companies which organize training and do not claim reimbursement of TFP N 
negligible and is limited mainly to a few multi-nationals and companies which are exempt 
(offshore companies operating under the law of April 1972, and approximately 10 public­
sector companies with their own in-house training facilities, e.g. STEG, Socit6 des 
Phosphates de Gafsa). 

The Chambre Syndicale is advocating for a reform in the TFP system: it is 
lobbying for the abolition of the special committee and for the requirement to submit 
an annual training plan. Instead, it suggests that when companies file their TFP returns, 
they should also append valid supporting documents to substantiate any training costs 
which they might have incurred and that such costs be deducted from the amount of TFP 
due. It would then be up to the fiscal authorities to perform inspcctions to guard against 
fraud. So far, there is no news on this issue, although the Prime Minister did refer to it 
in his speech at the meeting on "Training and the Company" seminar organized by the 
Institut Arabe des Chefs d'Entreprise in December 1991. 

The Chambre Syndicale feels that if this reform is introduced, it will have an 
immediate impact on the demand for training. 

Code of Professional Conduct: Professional conduct is a major issue in the 
training sector. It seems that unethical practices (e.g. taking other companies' training 
staff, making payments to heads of training departments to obtain contracts, etc.) are 
frequent in the sector. Thus in order to try and control the situation and improve the 
image of training companies, the Chambre Syndicale established a committee on 
professional ethics (chaired by Dr. El Amouri of the Institut El Amouri) which has now 
produced a "Code of Ethics' (see Annex). 

Ouailty of Training: The number of companies offering training programs and 
workshops has rapidly increased over the past few years. Many companies see training 
as an easy way of making money and offer a product which is not up to standard. The 
Chambre is seeking ways of promoting both quality services and the image of training 
companies. It is very strict in selecting its members (although there are no official 
selection criteria) and has developed a logo which members are allowed to use in the 
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a guarantee of
advertising and on their stationery. This logo is intended to symbolize 

quality. 

To these three issues should also be added the value added tax (VAT) which is 

services, including training, and adds an even further constraint to the
17 % on 
development of the sector. The Chambre is also lobbying for a reduction in the VAT on 

training. 

Finally, the President of the Chambre Syndicale is dissatisfieC vith the way the 
the

FLAP (Fonds d'Insertion et d'Adaptation Professionnelle1) is being handled by 
of focus of the FLAP project is toof the areasOFPE. In spite of the fact that one 

so far. In a 
promote service companies, OFPE has taken no action in this direction 

it was
discussion with another member of the Executive Committee (Dr. El Amouri), 

stated tLat the public sector, namely OFFE, is trying to monopolize the training market 

whereas in fact the public sector should be the promoter of training, rather than the 

implementer. Thus, the OFPE's role in training is also another issue for the Chambre 

Syndicale and the private training sector in general. 

IV. CONCLUSIONS AND RECOMMENDATIONS 

The Chambre Syndicale is a relatively new but certainly vociferous advocate of 
are

the interests of private training companies. It has clearly identified the issues which 

placing constraints on the development of the sector and is working to remove them. 

Although it only officially represents its member organizations, any achievements will 

have positive impacts on the entire private training sector. It seems that the Chambre has 

succeeded in developing a feeling of identity and common purpose among its members, 

which was not the case at the outset. 

The Chambre's focus on improving the quality of training is of particular interest, 

since this is obviously one of the major issues facing training in Tunisia, regardless of the 

sector (public, private or PVO). 

Recommendation: 

It is recommended that PROS work in conjunction with the Chambre to develop 

a strategy and action plan to target and provide small and medium-sized enterprises 

(SMEs) with appropriate management training programs. 

FLAP is a government sponsored project (with support from multilateral and bilateral donors) to provide basic ­

to equip them to 
- mainly technical - skills to people who did not progress very far in the school system, and 

find employment or set thenmclves up in micro-enterprises. 
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The implementation of this recommendation would include 1) a training needs 
assessment of SMEs, 2) a survey of the capacities of local training companies to 
efficiently respond to these needs, and 3) the development of appropriate training 
packages. Based on the results of task 2), task 3) might include activities to provide 
private-sector training companies with new training skills and technical competencies in 
order to ensure a successful outcome. The participation of local training companies in 
the needs assessment would also contribute to increasing their awareness and 
understanding of the needs and constraints of SMEs. 

Address: 

UTICA 
103, avenue de la Libert6 
1002 Tunis 

Contact Person: 

Monsieur Faouzi Belhadj 
7-9 rue M'hamed Ali Annabi 
1002 Tunis Belv6d~re 

Tel: 784 426 / 288 036 
Fax: 788 061 
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CHAMBRE SYNDICALE NATIONALE DES ENTREPRISES D'ETUDES, DE CONSEIL ET DE FORMATION 

LISTE DES MEMDRES DU SECTEUR DE LA FORMATION 

IA-IOSU- ALE" IT.LMILI. -S4t',,U-
ACTUEL FORMATION Mohamed All KSONTINI 

NMohamed All KSONTINI2 B C E F Salem BEN ROMDHANEiACTUEL FORMATION Mohamed All KSONTINI 
2BCEFSalem BEN ROMDHANE 

BMF Faouzi BELHADJ 
4 BTM Nouraddine MOALLA 
sC A S T Ahmed BOUACHIR 
6 CEDOC Rachld KAROUI 
7 CEMO Rldha GOUBAA 

8CE OF 
 Ta'eb BRINI 

_ CETAUF Hamda OUESLATI 

io0 C I F 0 R E 
 Hmld BELHADJ 

CUISBFODEERE08ii.C - F T E C Faouzl BELHADJ 
12 CMO 
12 CM AbderraoutDHAOU! 


13 ID EF 

Mohamed SAID 

14 IFAT SECURIFOR All LAJNEF 
1.5~ INSTITUT LAMOURI ThhrLAMOURIf 
16 INTERNATIONAL CONSULTING GROUP 

___ 

Rldha GUERMAZI 
17 MAGHREB MANAGEMENT ET MARKETING Mohamed Abassl RABHi 
1.8 MASSMEDIA Mustapha MASMOUDI 

19g~ PLUSFORMATION GhaziME, IBR! 
20 SA M EF iTaouflk RABAH 
21 TUNISIAN PREVENTIONSERVICES MalekHAROUNI 

A_ 
COMPLEXE ELMECHTEL1 
COMPLEXE ELMECHTEL 
53, RUE ECH CHAMCOMPLEXE EL MECHTEL 
53, RUE ECH CHAM 

7, RUE Med All ANNABI 


37, RUE ECH CHAM 

43, ROUTE DE LA PLAGE 

10, RUE DE L'INDE 

Imm. ERROUOUI Bloc A N" 17 

42, AV. DE LA LIBERTE 
43, AV. DE MADRID 
3, RUE D'IRAN102TNSBLERE 

QRUE Med All ANNABI 

4, Rue EL OUAZEZ Imm.J19mn 

Imm. SAADI 


12, RUE IMAM EL BEKKI 

5,RUEELHIJAZ 
Imm. TAPAROUNI 8 me Etage 

32 RUE D'ITALI.___E . 
C.t. lea Olympl~des Bloc 1 

96RUE DE YOUGOSLAVIE 

t4, RUEDIRAN 
12, RUE IMAM EL BEKKI 

V__LtTEL 

1002 TUNIS BELVEDERE 
1002 TUNIS1002 TUNIS BELVEDEREBELVEDERE 
1002 TUNIS BELVEDERE 

1002TUNIS BELVEDERE 

1002 TUNIS BELVEDERE 
4011 HAMMAM SOUSSE 
1002 TUNIS BELVEDERE 

2092 EL MANAR 2TUNIS 

1002 TUNIS BELVEDERE 
1000 TUNIS RP 

100 
1002 TU NIS BELVEDERE 

04 EL MENZAH I TUNIS2 

1004 EL MENZAH 1 TUNIS 
1002 TUNIS BELVEDERE 
1002 TUNIS BELVEDERE 

3000 SFAX 

1000 TUNIS RP 
1003 TUNIS Cl16EL KHADRA 

1000 TUNIS RP 

1002 TUNIS BELVEDERE 
1002 TUNIS BELVEDERE 

7on1 

79nt 

9 7 

204165 

34242s 

8904261
 

237619 

7
 
03 42Q25 

. .2094 

2 8 .6
2;06 
03 4 

2'I.69 
298 

04 -24763_ 

25 5477/ 
793r 9_. 

34505 

00,s0
200390 

,..d ., la{11Olll V--br.. de Ch.,mb . 43,?o,% dq d I - a cnsl .'d 



CHAMBRE SYNDICALE NATIONALE __ ".. .. LjJ I LUiJ I U..J I 

'DES ENTREPRISES D'ETUDES, _ IjoljLU.,YIj jL.IjiJI 

DE CONSEIL ET DE FORMATION -

103,AVE.E DE LA Lam-- 1002 - L JI LjL. 103 
1002 - TUNIS O 

CODE DE DEONTOLOGIE
 

RELATIONS AVEC LES CLIENTS 

1/ L'ldh6rent s'engage A respecter scrupuleusement le 
secret professionnel et s'interdit de faire usage, 
sans J°accord formel du client, de toute information 
ou renseignement qui serait venu A sa connaissance 
au cours de sa mission. 

2/ L'adh rent s'interdit de communiquer A I'entreprise,
 
ou plus gen~ralement a un tiers, toute information
 
conc.ernant le personnel, qui ne soit pas d'un ordre
 
strictement organisationnel ou p6dagogique.
 

3/ L'adh6rent s'engage A conduire et A achever les
 
missions qui lui sont confi6es avec conscienci;,
 
professionnalle et en toute ind~pendance en
 
utilisant les m6thodes et les moyens les plus
 
appropri s.
 

4/ L'adhfrent devra fournir sps presiat ions en toute 
ind6pendance et se refuser A toute complaisance 
incompatible avec l'(thique professiorinelle. 

ENGAGEMENT ENVERS LA CHAMBRE SYNDICALE 

1/ Servir ]a profession aver d6vouement et ]ovauti-.
 

2/ Respecter les obligations confraterne]les de
 
solidarite, d'entraide et d'honn~tet6 intellectuellp
 
et morale.
 

3/ Ne pas utiliser A J'encontre de ses confr6res lps
 
information, obtenups dans le cadre des activitAs dp
 
)a Chamhre Syndicale.
 

4/ Ne pa.q porter atteinte 6 ]a ri putat ion d'1r) 
confrire, par ses paroles ou ses 6cris. 



5/ Donner la prioritU A une collaboration tunisienne
 
dans les limites des compAtences disponibles.
 

6/ Ne pas d6tourner par des manoeuvres condamnables la
 
clienteAle de ses confr6res.
 

7/ 	Ne pas s'approprier, sans a'torisation, 
les 	produits
 
programmes, syst6mes et mnthodes mises 
 u point par
 
tin confr6re.
 

8/ 	Ne pas servir de gratification ou de commission pour
 
poiir obtenir des march~s.
 

9/ 	Oeuvror pour l'am4lioration et la d6fensp dp 1'imPge

de marque de la profession.
 

10/ 	"FidA1iser" les intervenants vacataires, attadhs A

tin bireau, en vue de 
 d6velopper ]a cr'dibilitA de 
[a profPssion. 

It/ 	Respecter les-tableaux de tarification minimale 
specifiques aux professions Otablis par ]a Chambre. 

12/-Signaler 
A ]a Chambre toute pratique inadmissible,
 
susceptible de porter prejudice A )a profession.
 

13/ 	Signaler A la Chambre Syndicale toute pratique

dument constat6e chez un confr6re, 
 susceptible de
 
porter pr6judice A la profession.
 

14/ 	Exiger de ses collaborateurs, qu'ils soient employis
 
permanents ou vacataires, toute la comp6tencp et le
 
s6rieux afin d'6lever le niveau des 
 activits de
 
consultation d'6tudes et 
de 	Formation.
 

15/ 	Avoir recours systematiqement l'arbitragp dp 
 la

CharbrP Syndicale en cas 
de 	litiges entre confr6res.
 

16/ 	En cas de violation des rigles et usages

confraternels, ]a 
 Commission de D~ontologip sera
 
saisie par 6crit en vue d'instruire ]'affaire et de
 
prononcer, eventuellement, une sanction.
 



Les recommandations et les attentes suivantes sont le
 
fruit d'un long et libre d~bat et dchanges de rdflexions, au
 
sein de la premiere commission constitude & cet effet lors
 
de la journ~e rencontre " Responsables de Formation /
 
Entreprises de Formation ", du 18 septembre 1991 & l'h6tel
 
Diplomat, organisee par la Chambre Syndicale Nationale des
 
Entreprise d'Etudes, de Conseil et de Formation :
 

1- Clarifier davantage la nature et le contenu de la
 
formation
 

2- La Formation n'dtant qu'un moyen pour atteidre les
 
objectifs de l'entreprise, elle dolt imp~rativement
 
s'inscrire dans le cadre "e celle-ci et coller & sa
 
rdalit 6 .
 

3- Il est indispensable d'amliorer les techniques de
 
conception et de gestion de la formation et de
 
l'orienter vers la crdativit6 et l'innovation
 

4- Intdgrer la formation dans la strat~gie de
 
d4veloppement de l'entreprise et la politique de sa
 
gestion .
 

5- Valoriser la perception de la formation au sein de
 
l'entreprise .
 

6- La formation dolt jouer un r6le de stimulant pour
 
la motivation du personnel, viser la qualification,
 
dlever le niveau professionnel et optimiser les
 
ressources humaines quli engendrent le d~veloppement
 
de l'entreprise
 

7- Elargir la formation h des categories d'agents non
 
touchds actuellement par la formation
 

8- La formation dolt accompagner & la fois les
 
modifications de structure au sein de l'entreprise
 
et les changements individuels .
 

9- Procdder & l'6valuation des actions de formation
 
d'une manibre systdmatique
 

Mais les structures actuelles, les Institutions de 
de formation & tous les niveaux, les textes 16gislatifs 
et 1'environnement d'une mani~re g~n~rale ...sont-ils 
capables de r~pondre a ces attentes ? 
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IOURN-EE RENCONTRE DU 18 SEPTEMBRE 1991 
HO DIPLOMAT 

"LA FORMATION AU SERVICE DE
 
L'ENTREPRISE TUNISIENNE"
 

de Monsieur BELHADJ. Pr6sident de laAprz le mot de Wienven)e 
AMOR, President de Ia FENAS ('EDERATIO NATIONALE DES

Chambre, Monsieur BE1 
en relief l'intdret et let necessit6 pour

SERVICES), prend Ia parole pour mettre 
tunisienne de faire de la formation, il felt des comparaisons chiffrdes

1'entreprise enregistr6 sur le 
avec les pays d6velopp:s pour montrer le retard que nous avons 

pour le ratt aper;plan national et qu'il nous faut metre les bouchdec doubles 
de sdrieux dangers pour 1'entreprisequi presentel'*ch~ance 1993 approche 

.Mnisienneqiui doit 'y preparer, en particulier en ezn6liorant Is prodwctivite el en 
tout ceci ne peut 6tre atteint Gu'enplus egressivit6,montrant une grande 

des ho mnes elen int rant a voltiqW, de
am6llorent Iaquifjcatiofln 

estion des ressources bumainexformation dans la politique 4e 

a suivi celle de Monsieur BELEADJ a permis de
L'intervention qui et les 

conneltre la genbse et les reisons de la cr6aon de la Chembre Syndicale 

objectifs qu'elle pou,-,rsuit : 
* Assairsement du secteur, amdlioration de l'image de marque de Ia 

le pay-s...profession, promotion de Is formation de.n 
Des actions ant d'.es el dj-h 6te r6alismeS 
* Elaboraion d'un document de ,trat6gie &long, moyen et 
court terme. 

* Elaboration d'un code de d6ontologie; 
* Cr6ation du label Chambre Syndicale; 
*Diffirion du tableau des menbrez de Ia Ceambre Syndicale. 

La volontd de I8Chambre d'aller de l'avant est nette et Sans 6quivoque et 
eux en

les responsables de formation ont et6 interpell6s pour s'organiser aussi, 
& "I'AP.GHE" ASSOCIATION DES RE"PONSABLES DE

pwriculier, en adh6rant 
OPMATIN ET DE GESTION HUMAINE DANS LTNTEP.PISE. 

Le prveramme de I journ6e fut pr&sen6 : 
R. ABASSI, Vice President de. Ia - d'at'ord un exposi de Mon:ieur 

Chamtre. stir le thbme "lArORMATION AU SP.V ICT DE LTNTP.EPIRISE" 
- ensuite druz commissions devaient trevailler separemmat , une suir 

le; e.ente, de formation de: entrepries,l'autre sur les relations Entrerises/Bureau, 

de Formation. 



Les diff~rentes interventi3Ls des participants aux travaux de la
 

Commission, qu'il s'agisse de suggestions ou de recommandations 6manant
 

de formation dans les entreprises, ou
des responsables de services 

de
des directeurs de bureaux
d'616ments de r~ponse fournis par 


formation, peuvent Otre regroup~es en trois parties distinctes:
 

Inter-
I) Conception et Formulation des Programmes de Formation 


Entreprises
 
II) Communication entre les Cabinets de Formation et les Entreprises
 

Ill) Int~rit Particulier & Accorder aux Programmes de Formation
 

Intra-Entreprise
 

D- QQEUQI El FORMATION DM PROGRAME DE EOUAUM TNTERR 

A) Choix des Themes
 

limiter 6 des thames se rapportant seulement aux
 - Ne pas se 
couvrir 6galement des sujets techniques


domaines du management, mais 

aspects de la production et les autres fonctions


int~ressant divers 

techniques de l'entreprise.
 

B) Ciblage des Participants
 

- Xieux pr~ciser, pour chaque s"minaire ou programme de 

responsables ou da gestionnaires

formation, le ou les cr~neau (x) de 


cibls.
 
Elargir la gamme des participants, en pr~voyant davantage
-

ayant des responsabilites de
 
de programmes 	& l'intention de cadres 


ou L-Ame des agents de production de niveau
 
niveau intermrdiaire, 

6lmentaire.
 

C) Informations fournies sur les programmes
 

- Am~liorer 16information prbalable fournie lors de 

lannonce des programmes de formation, particuli6rement concernant les 
fonction actuelle),animateurs et conf~renciers (niveau, expbrience et 


ainsi que la p-dagogie qul sera utilisee.
 

- Pr~voir la possibilit4 d'obtention ais~e et rapide 

d'informations compl~mentaires qui pourraient Otre sollicit~es, par
 

tbl~phone, par les services de formation des entreprises.
 

D) Coit de la formation
 

- Prtvoir des 	coots A la journ~e moins 6lv~s et qui 

plus grande fidelit6 de l'entreprise auxpourvaient inciter a une 

seminaires proposes par le cabinet de formation, ou 6 l'envoi d'un plus 

grand nombre de participants. 

E) Duree des seminaires
 

- Des opinions varites ont ete exprimees par les 

et favorables 	aussi bier, A des
intervenants lori des discussions, 

oureesLmiraires de courte duree (I A 2 jours) que de plus torue 

5 oa , or:clurion £e o3e near, -or':.'u2 c pci nt:.s Sur 
. d : :or 2t1ofl coivtnt o:::-ir leI u:r.artlculle:eO . :?-:* ora 

£Jr tousc 	 , siarirte5 les 1rint& ce choix y co:L-is sur la 



A par- 1'annonce prelable de Ja pedagogie a utilier,il a
 
e6t recommande aux bureaux de formaticn de:
 

- Developper davantage 1'aspect pratique et l'utilisation de
 

.situations concretes aux fins d'illustration, A c6t6 de l'aspect 
thtorique. 

- Respecter les programmes annonc~s. 

- Pr~voir, & la fin de chaque programme de formation, une 
recapitulation des sujets traitLs, et ce pour faciliter A chaque 
participant la preparation de son rapport de stage. 

- Pr~voir la possibilit6 d'une 6valuation des resultats du 
s~minaire auprds des participants individuels. 

ILL £ JICATIOI ENIE [K CABLU DE F.RNAIOX U LIa 
ENRPIiSES 

_ Les services de formation des entreprises sont souvent
 
.embarass~s par la multitude des.actions proDo.Aes, et appr~cient tout ce
 
qui peut les aider A faire le meilleur choix.
 

- Des reponses rapides et claires aux sollicitations, 
qu'elles 6manent du cabinet formateur ou du service de formation de 
l'entreprise, ne peuvent que miejx satisfaire les attentes de 1'autre 
partie, et 6viter des relances souvent consid~r~es comme g~nantes.
 

- Les annulations ou confirmations, ainsi que les reports de
 

dater doivent se faire dansdes d4ais qui genent le moins possible.
 

- I1 est propos4- de d~centraliser divantage les lieux de 

d~roulement des seminaires de formatica inter-entrepriseo. 

- 1I est souhaitable de formuler un cadre contractuel entre 

les cabinets et les entreprises qui definirait des normes de qualit6 de
 

lormation, les obligations du cabinet formateur, et qui constituerait
 

une sorte d'assurace-qualit6 r~pondant mieux aux attentes de
 
I I entre Pr ise. 

£2INERET. PEARTICLUiIER & ACQODEAU EROGRAMMES. a EUMILU 

Plusleurs intervenants ont soulign6 las avantages
 

particuliers que presentent, pour ilentreprise, les actions de format.on
 

en intra:
 

- Meilleure satisfaction des besoins specifiques de 

lentreprise individuelle, 

- Meilleur contr6le et suivi du d~roulement des programmes 

par le service de formation de lentreprise, 

- Choix de la p~dagogie la mieux indiqu6e, compte tenu du 

niveau des participants et du th~e de la formation, 

- Permet la formulation de propositions corlttes et 

globales par le cabinet de formation, facilitant ainsi la gestton des 

actions de formation par lentreprie. 

(.3lnt .:2 ,; o.r*- ?a r 3 ( , / 
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Mesdames et Messieurs,
 

Aujourd'hui, les entreprises s'interrogent sur la
 

rentabilit6 des sommes investies en formation; et bon nombre
 

de responsables de formation se pr~occupent de savoir quelle
 

la port~e exacte de la formation dans leur entreprise
est 


Nous aussi, nous nous rencontrons autour de cette
 

table pour essayer d'approfondir le mi-ne th~me
 
Ila formation au service de l'entreprise
 

ce
Mon intervention ne prdtend pas analyser en d4tail 


theme ddlicat mais proposer seulement des id4es sur la
 

perception de la formation au sein de l'entreprise et
 

susciter, par l&, la reflexion commune et des pistes
 

d'actions pratiques & 6changer au cours de notre ddbat
 

Sur ce mime sujet, un Institut de formation relevant
 

d'une banque frangaise vient de mener une enquite specifique
 

QUALITATIVE, aupr~s de 48 personnes, cadres et agents
 

d'entreprises
 

Des entretiens de 2h30 & 2h ont dtd enregistrds sur
 

La m~thode pratiqude dtait non directive, et
magndtophone .
 
grhce h une attitude d'dcoute et aux techniques de
 
reformulation et de relance utilisdes par l'enqubteur,
 

propres
l'interview6 est amend .i exprimer librement ses 

associations d'id~es
 

Ces entretiens ont dtd ensuite explords grAce &
 
lanalyse THEMATIQUE , chaque thtme a donnd lieu h une
 
analyse approfondie
 

Je vous propose, chers amis, pour susciter notre ddbat,
 
les difforentes id~es de reflexion qu! d~coulent de cette
 
enqu6te aprks les avoir, au prdalable, orientd et adaptd &
 
notre milieu et & la culture de notre entreprise tunisienne
 

I- REFLEXIONS GENERALES :
 

1- L'efficacitd de la formation se d~finit par ce
 
qu'elle produit l'effet attendu; c'est aussi un moment
 
intdressant, enrichissant et souvent bien v~cu .
 

2- La formation fait partie du " discours dominant 
Elle stimule le potentiel humain de I'entreprise et nraitient 
en m~me temps, les freis personnels secrets 

3- Derriere le ,desir de se former, il y a aussi la 

crainte et I'an>Xifta sur l'avenir personnel 



II-	 LA FORMATION COMME REPONSE AUX BESOINS DE
 

LENTREPRISE OU
 
LA RENTABILITE D'ABORD
 

1- La formation ne devient efficace et rentable que par
 
la pratique immddiate ; elle ne doit pas se faire ni trop
 
t6t, ni trop tard .
 

2- La formatiun dolt coller k la fonction que l'on
 
occupe ou pr4parer h une fonction nouvelle
 

3- la formation dolt r6pondre imp4rativement aux
 
besoins de l.'ertrepr.ise
 

4- Les cadres b4n~ficient souvent d'informations sur
 
les possibilit~s de formation , contrairement aux employ~s
 
qui ne peuvent pas prendre en charge leur propre formation
 

III - LEFFICACITE DELA EORMATION COMME FACILITATION
 
DE LA MISE EN VALEUR DU POTENTIEL HUMAIN
 

1- La motivation est indispensable & l'efficacit6 de la
 
formation
 
En effet, l'envie suscite l'int6r~t qui entraine implication
 
et effort, souls 646ments permettant d'apprendre vraiment .
 

2- Par ailleurs la motivation & l'6gard de la fcrmation
 
serait'li-eaau'dsird'6Vdluer dah- son m6tier et sa
 
carriere .
 

3- L'6valuation de la formation ne tient pas toujours
 
compte de l'expression des besoins personnels .
 

4- L'id~al serait qu'il y ait concordance entre les
 
besoins en formation d~tdrmin4s par l'entreprise et, ceux de
 
la personne . Mais la capacitd & diagnostiquer ses propres
 
besoins semble trbs indgale
 

5- Le r6le de l'encadrement pour favori~er la formation
 
de son personnel n'est pas toujours jug6 satusfaisant
 

6- La formation est souvent plut6t imposde , celle
 
demand~e n'a pas toujours de r~ponse
 



, .. ) sont souvent Qemanuee= p­
( catalogues, brochures 

ceux qui ne l'ont pas et jugdes insuffisantes par 

qui les
 

regoivent
 

se d~gage,

8- Car, aujourd'hui il semble qu'un profil 
 ses
 

plut6t dynamique, avide d'apprendre, 
conscient de 


besoins et capable d'auto-6valuer sa 
formation ; mais aussi,
 

la formation plut6t passif et peu
6 l'opposd, le resistant h 
mobile . 

IV- L'EFFICACITE DE LA FORMAfIOM DANS LE FONCTIONNEMENT
 

DE L'ENTREPRISE
 

l'id~e

1- Pour renfor'cer l'efficacitd de la formation , 

de contr6le est vivement souhaut~e mais avec prudence 

2- Le test de cnnaissance, l'auto dvaluation, les
 
le jugement de la
 indices de satisfaction de la clientele et 


hi6rarchie ... constituent une palette d'outils pour 
6valuer
 

la formation .
 

3- La formation reque renforce la motivation & l'4gard 

du travail et de l'volution dans l'entreprise 
. C'est ainsi 

le suivi de la formation doit s'exercer dans le travail 
cue 

quotidien .
 

4- Souvent la formation n'accompagae d'assez pros ni
 

les diff4rents changements indi-iduels, ni les modifications
 

de structure dans l'entreprise
 

5- La politique de formation varie dnorm4ment d'une
 

; et donc l'efficacit6 qui en d6coule
entreprise & une autre 


6- II est indispensable de :
 
la formation
- mieux informer sur 


former
- susciter l'cnvie de se 


- donner la parole au personnel concern•
 



INST.TUT ARABE DES CHEFS DENTREPRISE
 

(IACE)
 



INSTITUT ARABE DES CHEFS DENTREPRISE
 

(IACE)
 

I. STATUS AND STRUCTURE 

The Institut Arabe des Chefs d'Entreprise ([ACE) is a PVO which was founded 
in February 1985 by a group of leading Tunisian business people and academics who 
were anxious to develop strong links between the University, enterprise and the 
government. lACE is an association of companies and company managers whose stated 
purpose is to promote Tunisian enterprise and the function of company manager in the 
interests of the unconstrained development of Tunisian corporations. 

At present IACE has 320 paid-up members. The membership base includes a wide range 
of sectors and company sizes: the banking sector is very well represented and there is 
also a considerable number of small and medium-sized enterprises. 

IACE is governed by the General Meeting of all of its members, which defines 
the Institute's policies and elects the 20-member Executive Committee (once every three 
years). The Executive Committee implements ACE's policy, and oversees its activities 
and budget. Leading Tunisian financial specialist and ex-Minister of Finance Mr. 
Mansour Moalla Las been [ACE President since its foundation. ACE's ongoing activities 
are administered by a paid staff comprising the Director, two professional staff, a 
secretary and two support staff. The present Director is Mr. Mondh,,, Gargouri (one of 
Tunisia's most senior Economics prGfessors), who has occupied the position since the 
Institute's foundation. IACE also uses paid advisors/consultants to work on specific 
project areas in preparation for its main annual activity "Les Journ6es de lEntreprise" 
(see below) as well as other activities. 

[ACE has a branch in Sfax. 

As a PVO, LACE's funding sources (although not necessarily resources, as may 
be seen below) are limited and it is therefore planning to establish a "Fondation de 
l'Entreprise" (which will have the status of a company) in order to further develop its 
acvities. 

Funding 

L%.CE is financially autonomous in that it generates its resources from 
membership dues and participants' fees. Each corporate or individual member pays an 
initial membership fee of TD 1.100 upon joining the organization and then TD 600 
annually thereafter. This gives an annual revenue of approximately TD 213,000 with the 

Itisiittt Aro d." C/.ic/" d'-l:/rcp'lc,.Iliutatv 1992. 1 



present membership level, which adequately covers IACE's running costs. 

Additionally, all activities more than cover their costs through participant fees: 
participation in the "Journ6es de rEntreprise"' (approx. 350 participants) costs TD 350 
for members and TD 600 for nor -members, while participation in other activities is 
usually invoiced at the rate of TD 150/participant/day. 

II. ACTIVITIES 

IACE endeavors to achieve its overall objective through two main types of 
activity: information; and training for company managers. 

a) Information 

The main event in IACE's calendar -- and the event for which is most widely 
renowned -- is its annual "Journdes de rEntreprise" which gathers together both members 
and non members for a day and a half to participate in a debate around a specific
theme. Seven such events have been organized to date, the most recent one on the 
theme "Education, Training and the Company" (December 1991). The event attracts 
between 350 and 400 pariicipants each year. The "Journ6es de rEntreprise". The annual 
theme is decided by the General Meeting and focuses on a topical area of crucial 
importance to enterprise in the current economic environment. The theme for 1992 is 
"L'Etat et rEntreprise" and will examine the government's policy role and its impact on 
enterprise; the government as a provider of services; and the role and management of 
parastatals (of which there are still a large number in Tunisia). The documents for the 
"Journ6es de l'Entreprise" are prepared during the course of the year by LACE's 
consultants. 

In addition to the "Journ6es de I'Entreprise," LACE organizes meetings/workshops­
to discuss economic issues from the point of view of companies. Such workshops have 
included themes on insurance and technology (see proceedings in appended documents). 

IACE produces a wide range of publications (e.g. proceedings of meetings, annual 
report on the Tunisian economy specifically targeted at companies, etc.) which it 
distributes free-of-charge to its members. It intended publishing a "Revue de rEntreprise" 
and began working on the project, only to realize that the vast majority of Tunisian 
trained journalists are not up-to-the-mark in producing really objective analyses without 
introducing a political slan. However, IACE is still intent on producing a review for 
Tunisian enterprise and is therefore interested in seeking assistance to fund a core group
of 3-4 qualified Tunisians (graduates in economics, business studies, technology) to train 

A symposium specifically targeted at companies in' order to discuss issues of major concern to them. 
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in a European or American school of journalism. These journalists would then produce 

articles on economics/business issues not only in Tunisia but in all Maghribi countries. 

b) Training 

LACE organized its first training activity at the end of January 1992 around the 

theme of "Financial Risk Management." The documents from this workshop were not 

available at the time of the consultant's meeting with IACE, although the agenda is 

included in the Annex. 

Training is thus a new area for IACE and it intends to proceed by testing the 

method in 1992 through two or three workshops and then develop a standard program 

in 1993/94 which will be replicated in Sfax and Tunis. 

Ihe first workshop was facilitated by two Tunisian university professors, the 

director general of a local bank and a professor from the French Institut des Hautes 

Etudes Commerciales (based in Paris). It was prepared six months in advance by the 

facilitators in conjunction with lACE permanent staff. ne methods used were lectures 

and discussions. This first training workshop was obviously targeted for highly qualified 

managers able to grasp the technicalities of the issues involved. However, ACE Director 

stated that future workshops will be targeted to less qualified managers of SME's and 

will cover practical topics. He said that he realizes that in order to successfully run such 

workshops it will be necessary to use a wider variety of training techniques. 

The first training workshop was designed for 40 participants but in view of the 

overwhelming demand, 65 participants were accepted. Participants completed evaluation 

questionnaires. 

[ACE Director Mr. Gargouri considers that the priority areas for training are 

high-level communication techniques, company assessments and strategic planning. The 

themes of LACE's training workshops will be identified in the evaluation questionnaires 

distributed at its annual general meetings. In general, Mr. Gargouri considers that in 

order for a training program targeted at company managers to be successful, it needs to 

meet three criteria: 1) the managers should be aware of the neea for the activity, which 

implies the necessity for an initial information activity; 2) the activity should be of a high 

the duration and timing of the activity should be acceptable for thequality; and 3) 

managers' workloads. Mr. Gargouri also considers that it isworthwhile focusing on future
 

company managers (i.e. current junior or mid-level managers) as a key target group.
 

INSTITUTIONAL LINKAGES 

lACE operates in very close collaboration with the Tunisian business and 
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university environments, which provide an important contribution to all of its activitiesas well as forming its membership base. The Institute also has linkages with some foreignorganizations. For example, FADES (Arab Fund for Economic and Social DevelopmentFund) provided funding in 1987 for the "Forum International de l'Entreprise" arid"Congr s Maghrebin de l'Entreprise." In addition, IACE's recent training workshop on"Financial Risk Management" was organized in conjunction with the Friedrich NeumannWoundation, which covered the costs of the French professor and also provided someequipment items. Friedrich Neumann Foundation also finances some of the Institutespublications. 1ACE hasalso information-exchange linkages with the "Institut del'Entreprise" (France) and the "Circolo di Impresarios" (Spain). It is interested
developing its institutional linkages even further. 

in 

PHYSICAL PLANT 

IACE premises are located in a pleasant villa on the main road out to La Soukra.However, it intends building larger premises where it can hold meetings and moreadequately fulfill its role as a club for businessmen. It is equipped with PCs and has basicequipment items such a overhead projectors, etc. Its major meetings are held in hotels,
usually at Port El Kantaoui. 

CONCLUSIONS AND RECOMMENDATIONS 

LACE is an association of the intellectual cream of Tunisian company managers.Most of its members are already highly trained and as a group they identify and debatekey issues for Tunisian business. Inthe the pyramid of Tunisian managers, IACEmembers are definitely at the summit. However, according to IACE Director, anincreasing number of SME's are either joining or participating in the "Journdes derEntreprise" and it is also intended to recruit them as participants in future trai'ningevents. A striking feature of IACE is that it does seem to be a fore-runner or trends etterin identifying the concerns of the Tunisian business community. For example, sin.e itsit announced its workshop on Financial Risk Management, private-sector trainingcompanies have also started to advertise similar workshops. This could be purecoincidence, but whatever the case, IACE certainly seems to be a trendsetter. 

Given IACE's membership, it seems unrealistic to assume that it will gear itsl1anning training activities to less highly qualified managers in the very near future. Also,is with the vast majority of training institutions in Tunisia, training methods are limited.o lectures and discussions, the majority of facilitators being university professors with 
1o training as trainers. 
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Recommendations: 

1. 	 It is recommended that PROS a) work in conjunction with 1ACE to identify
future company executives among staff already working in SMEs, and b) provide
these young executives with appropriate training for their role as future managers;
this training could be implemented by institutions such as IFID or SAMEF. 

2. 	 It is recommended that PROS consider be given to ACE's request for assistancein providing training for a core group of Tunisian business journalists, since this
is a definite gap in catering to the needs of the business community. 

Address: 

77, Boulevard Ali Bourguiba, 
2036 la Soukra. 

Tel: 715.344/711.380 
Fax: 717.694 
Telex: 14207 

Contact persons: 

Mr. Mondher Gargouri, Director 
Mr. Mansour Moalla, President 
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ANNEXES
 

1. 	 Brochure: "Documents de base, Janvier 1986." 

2. 	 Letter of i'vitation and Agenda of Training Workshop on Financial Risk 
Management. 

3. 	 Publications: 

PROCEEDINGS OF THE "JOURNEES DE LENTREPRISE": 

1985 :Uentreprise tunisienne : acquis et perspectives ('Tunisian Enterprise: 
Achievements and Prospects") 

1986 : L'entreprise face Ases d6fis ('The company in face of challenge") 
1987 : L'Europe et le Maghreb, un avenir commun ("Europe and the Maghreb: 

a single future") 
Pour une communaut6 6conomique maghr~bine ("In Favor of a Maghribi 
Ecenomic Community) (This event was entitled "Forum International de 
l'Entreprise" inst,---l of "Journ6es de l'Entreprise".) 

1988 : L'imp6t, l'entrep, Je et le d6veloppement (Taxation, the Company and 
Development") 

1989 : L'entreprise et le financement ("Company and Finance") 
990 : L'entreprise et l'environnement social ("'he Company and the Social 

Environment") 
1991 	: L'ducation, la formation et l'entreprise (Education, Training and the 

Company) 

WORKSHOP PROCEEDINGS: 

L'entreprise et la technologie ('The Company and Technology"), April 1988. 
L'assurance en Tunisie ("Insurance in Tunisia"), June 1991. 

ECONOMIC REPORTS: 1989; 1990 

hstittt,,lra)' des Chc',f 1Llf-ltrCeriso,, .1t99iatv 1 )2. 



III. HIGHER EDUCATION INSTITUTES 

1. Institut de Financement du Ddveloppement du Maghreb Arabe 

2. Institut Supdrieur de Gestion 

3. Ecole Nationale d'Administration 



INSTITUT DE FINANCEMENT DU DEVELOPPEMENT
 
DU MAGHREB ARABE
 

(IFID)
 



INSTITUT DE FINANCEMENT DU DEVELOPPEMENT
 
DU MAGHREB ARABE
 

(IFID)
 

I. ORGANIZATION 

A. STATUS AND STRUCTURE 

The Institute for the Financing of Development in the Arab Maghreb (IFID) isan autonomous institution governed by international public law. It was established by ajoint Tunisian-Algerian Convention in September 1981. It is a post-graduate institute
speciaLed in banking and insui ance. 

IFID is governed by a joint Board of Directors comprising four Tunisian and fourAlgerian members who represent the ministries of finance and central banks of the their
respective countries as well as private-sector institutions. 

The Chairman of the Board is Algerian, while the Director General of the 
Institute is Tunisian. 

B. PURPOSE AND OBJECTIVES 

IFID's stated purpose is to develop high-level skills in the areas of developmentand development finance, particularly in countries of the Maghreb. Although it is apublic institution, with public-sector representatives on its Board of Directors, IFID
particularly caters to private-sector institutions. 

IFID has the following objectives: 

to provide long-term training programs to the future senior management

staff of banking and insurance institutions in the Maghreb;

to undertake operational research related to development finance;
to provide short-term in-service training and TOT 
 programs for 
management staff with a university education;
to organize and facilitate the exchange of experts as well as scientific and 
technical meetings. 
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C. ORGANIZATION AND MANAGEMENT
 

IFID is managed by a Director General, who is currently Mahmoud Besbbs. It has 
a total full-time staff of 18 spread throughout the following functions: Director of Studies 
Office, Department Administration and Finance, Research Unit, Insurance Program, In­
service Training, Postgraduate Program, International Cooperation. The full-time staff 
is responsible for F'ipervising the Institute's programs, which are for the most part taught 
by part-time faculty from other higher education institutes as well as specialized agencies. 
All of the faculty have at least Ph.D.s ("agrdg6s"). 

D. FUNDING 

IFID operates on a sponsorship basis, in that each student is sponsored by a 
company, usually in the bank or insurance sector. The sponsors' contributions amply 
cover the Institute's operating costs. The sponsor pays tuition fees for the long course 
amounting to TD 12,000, which includes TD 7,000 to cover tuition costs (including
administrative and teaching costs) and a monthly amount of TD 185 to cover the
 
student's living costs during the :wo year program. This amount is paid to students
 
monthly. The list of companies which sponsor IFID includes the leading banks and
 
insurance companies in Algeria and Tunisia, together with several major Tunisian
 
parastatals.
 

The Tunisian government provides IFID's premises and maintenance costs. 

IFID's resources are more than adequate to meet its needs. The dependance upon 
sponsorship means that the Institute has to maintain a high standard of tuition, adapted 
to the requirements of the sectors which it serves (banks and insurance). 

The costs of the in-service training program are adequately covered by the tuition 
fees (which are described in the in-service training section). 

11. ACTIVITIES AND PROGRAMS 

A. GENERAL 

IFID's main activity is its postgiaduate program which trains high-level staff for 
the insurance and banking sectors. However, it also has a substantial and growing in­
service training program. Both of these programs aie described below, although greater
emphasis is placed on the in-service program, since this is the main focus of the prcsent 
survey. 
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Additionally, IFID runs an operational research program which is developing 
computerized teaching materials, with the ultimate aim of establishing a data bank on 
finance and development in the Maghreb countries. The operational research department 
has recently established three units: project analysis, insurance and deposit banks. It also 
plans to set up a case study data base for use in IFID training programs. Finally, the 
operational research department also undertakes research projects (these are described 
in the accompanying documentation). 

IFID publishes a half-yearly journal entitled "Finances et D6veloppement au 
Maghreb". The Institute also publishes studies performed by the research department. 
(See Annex.) 

B. POSTGRADUATE TRAINING PROGRAM 

The two-year postgraduate program provides theoretical and practical training for 
future high-level managers with banks and insurance rompanies in the countries of the 
Maghreb. All students are sponsored by the companies for whom they are to work after 
graduation. 

1. Admission criteria/students 

IFID admits either young professionals already working in financial institutions, 
or young graduates who have been pre-selected for employment by such institutions. 
Candidates who are new graduates must be under 28 years old and graduates in 
economics, management, finance, business, law, engineering, etc. Candidates who are 
already working must be aged under 35, graduates in the same fields as those required 
of new graduates, and have the approval of their employer. All candidates must be able 
to follow classes in Arabic, French and English. All candidates take a written entrance 
exam followed by an oral exam in which they are required to give a 10-minute 
presentation on a subject of their choice. A!! successful candidates must be officially 
sponsored by 
an institution. 

IFID has now reached its ninth year of graduates. Each year it admits 50 new 
students (25 per section, see below, approximately 50 %of whom are Tunisian and the 
remainder Algerian plus students from other Maghreb countri,.s. This year's intak o 

included approximately eight Mauritanians, while previous years' intakes have included 
Moroccans (1 or 2 graduates each year). Approximately 450 students have graduated 
from IFID so far. 
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2. Program 

The program includes a general program followed by all students and which 
includes finance, applied economics, law, social sciences, English, quantitative metbods 
for management. In addition, half of the students major in banking, and the other half 
in insurance. The program includes three internships in companies, one of which is in 
Europe. The detailed program is given in the appended documents. It does not include 
such vital subjects for future managers as problein identification/solving, leadership, 
negotiation, team building. 

Students are evaluated by continuous assessment and are required to write a 
dissertation on their foreign internship. 

3. Program design, implementation and evaluation 

The program is designed and monitored by a special committee ("Comitd 
P6dagogique") which develops the broad outline to be followed by the teachers, who 
provide their own content-matter based on this outline. As stated above, the faculty are 
all part-timers which, in the Tunisian system, makes it more difficult to control the 
content of the programs when it is not prepared in detail by the institute itself (i.e. 
detailed lesson plans). Also, aside from case studies, the lectures are the main method 
ised. 

IFID is probably the only ifigher education institute in Tunisia which makes some 
effort to evaluate its programs. It distributes evaluation questionnaires to students on 
their teachers' performance and also handed out an evaluation questionnaire on the 
whole program to its most recent graduates. 

C. IN-SERVICE TRAINING 

Aside from the Ecole Nationale d'Administration (ENA), IFID is the only higher 
education in Tunisia which runs a regular in-service training program and which has in­
service training included in its mandate. Unlike the long-term program, in-service 
training is not restricted to the banking and insurance sectors, although the main focus 
is presently placed on these. 

1. Programs and Target Groups 

In-service training programs cover: 

a) Inter-company workshops in finance and insurance. These 2-3 day courses such 
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topics as the management of a company's insurance portfolio; covering exchange and 
interest rate risks; foreign trade finance; marketing for insurance companies; financing 
small and medium-sized enterprise, etc. A program of 13 workshops is proposed for 1992 
(see full program in annex). The target group for these workshops are senior managers 
,.nd department heads (Directeur, Chef de service). 

b) Tailor-made in-house workshops. These workshops in specific subject areas are 
organized for both private and public companies and cover subject-matter within the 
areas generally covered by IFID, particularly managemert auditing and accounting. 
Clients for these workshops have included the Housing Bank (1-month course), CTAMA 
(private insurance company) and SITEP iTunisian-Italian petroleum company). The 
target groups for these workshops are defined by the company requesting the program. 

c) Training of trainers (TOT) workshops. These workshops are designed to 
upgrade.the skills ot professionals and academics who are responsible for training 
functions within their respective institutions. The workshops are organized at the regional 
level in conjunction with international organizations, particularly the International 
Development Agency (IDA). The main content areas covered by these TOT workshops 
to date are: project analysis; compute;Ized economic and financial project analysis; 
project implementation and monitoring. 

d) Insurance workshops. These workshops are organized in conjunction with 
international organizations, the EEC and bilateral donors and are facilitated by 
European insurance experts. The workshops are primarily intended for IFID students, 
but are a.lso open , the professional staff of insurance companies. To date, these 
workshops have cov red such themes as risk management, marketing insurance products, 
management audit and insurance, e'.c. 

d) English Language Skills for Business. These courses are given by native English 
speakers in IFID's language laboratory. The teaching modules focus on import-export, 
banking/finance, and insurance. They are open to the general public. 

2. Workshop Design. Implementation and Evaluation 

The facilitators for the programs described above arc either senior university 
faculty (e.g. Faculty of Economics, Institut des Hautes Etudes Commerciales, Institut 
Sup6rieur de Gestion) or leading professionals and public figures, as for the postgraduate 
program. IFID isparticularly concerned to involve specialists. For example, the workshop 
module on "Financing Small and Mediun-Sizcd Enterprise" iscoordinated by the person 
who manages credits f,)r small and medium-sized enterprises in Tunisia. Generally, as 
with the vast majof il: of hivher education institutions in Tunisia, faculIty and facilitators 
have no specific training as trainers. 
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Workshop design is generally a joint effort between IFID management staff (e.g.Director of Studies) and the workshop facilitator(s). The workshop objectives are defined 
and detailed session plans developed, specifying the materials required, methods to beused and persons responsible. No examples of these session plans were obtained during
the meeting with IFID management. However, the brochure advertising the 1990
workshop program is well produced: the workshop objectives and content are clearly
stated, and some indication is given of training methods. 

Workshop methods include case studies, panels and group discussions. The
ongoing (inter-company) in-service training program and the English language program
are run on IFID's premises. However, the in-house workshops are generally held in
hotels in order to get participants away from an office environment. 

Evaluation questionnaires are handed out after workshops. There is no other type
of evaluation or monitoring of in-service training. 

3. Cost 

Workshops are usually invoiced at a rate of TD 150/participant/day for a group
of 10-15 participants. These fees are adequate to cover the costs, which include
facilitator's fees, hotel room and equipment rental, lunch for participants, andadministrative costs. Facilitators are paid between TD 200 and TD 360 for a 6-hour day,
although the rate can be as high as TD 550 for a leading personality (e.g. ex-minister).
The facilitator is also paid a daily rate for module preparation whenever she/he is 
required to develop a new module. 

4. Marketing 

IFID produces a circular letter each year advertising its in-service training
program. The Ministry of Economy also distributes this letter to all of its departments
and agencies. Workshops and programs are also advertised in the national press and 
brochures are produced presenting the programs offered by the Institute. 

Apparently, there is a high demand for the ongoing in-service training program,
and people come from as far as Gab~s to attend. 

D. INSTITUTIONAL LINKAGES 

The development linkages with foreign and international institutions and
organization is a priority activity for IFID The responsibility for this functions lies with
the Department of International Cooperation, whose objective is to develop linkages
which have a direct relation with the Institute's training program. This includes 

lnstitut de Financement du Ddveloppment du Maghreb Arahe,Jnatlary 1992. 



sponsoring visits by eminent foreign professors, the organization of workshops, obtaining
scholarships, etc. IFID has produced publications in conjunction with USAID/Tunis, the 
International Monetary Fund, and the Arab Monetary Fund. 

IFID has institutional linkages with the European Economic Community, the 
"Institut des Hautes Etudes Commerciales" of Montr6al, the "Institut de la Banque de 
France," the "Institut des Hautes Etudes Commerciales" of Belgium, the International 
Development Agency, International Monetary Fund and United Nations Development
Programme. Additionally, as can be seen from the preceding paragraphs, IFID also 
maiutains strong links with Tunisian and Algerian public and private institutions and 
companies, both through its structure (Board of Directors) and through its sponsorship 
program. 

III. CONCLUSIONS AND RECOMMENDATIONS 

IFID enjoys a very high reputation in Tunisia and operates with the full support
of the banking and insurance sectors. In terms of training, it probably has the most solid
institutional base of all higher education institutes in Tunisia, despite the fact that most 
of its faculty are part-time. It has an institutionalized in-service training program,
developed in response to the needs of the sectors it serves. Its management is stable, in 
that it is not subject to the frequent changes and transfers to which other institutions are 
subject. It takes pride in the quality of its product. 

IFID would probably be the higher education institution with which any PROS 
project activities would be most likely to achieve success, because of its strong
institutional base. However, it still is more or less limited to the banking and insurance 
sectors and to teaching highly qualified, high-level students and participants, although it 
is will to reach out to small and medium-sized enterprises. 

It is recommended that the team examine how links with US-based institutions 
could strengthen the quality of training (especially program design and teaching methods) 
programs as well as of its TOT activities. 

IFID could be a suitable, neutral, base for developing a program to improve the 
quality of private-sector training programs of the type recommended in the profile on the 
Chambre Syridicale. 
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Address:
 

8, avenue Tahar Ben Ammar,
 
El Manar II,
 
Tunis 1004.
 
Tel: 766.311
 
Telex: IFID 14811 TN 
Fax: 767.336 
Minitel: 750.256 

Contact persons: 

Monsieur Mahmoud Besbes, 
Directeur G6n~ral 
Monsieur Ezzedine Larbi, Directeur des Etudes 
Monsieur Ferchiou, Directeur de ]a Formation Continue 
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ANNEXES 

1. 	 "Institut de Financement du D6veloppement du Maghreb
Arabc," December 1991. General description of IFID's 
activities. 

2. 	 1992 In-service Training Program (inter-company). 
Brochure for 1990 In-service Training Program. 

3. 	 Standard letter advertising in-house training programs. 

4. 	 IFID review "Finances et Dbveloppement au Maghreb," 
1991/1, number 9. 

5. Samples of evaluation forms. 

3 books 
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FORMATION CONTINUE 

PROGRAMME DES SEMINAIRES I.FI.D. 1992 

flTmEstDEs ThEmES DATE DUREE 

TECHNIQUES DEGESTION DES OPERATIONS EN DEVISES 22/23 JANVIER 1992 2JOURS 

2 GESTION DES ASSURANCES DE LENTREPRISE 4/5 FEVRIER 1992 2JOURS 

3 INSTRUMENTS DE COUVERTURE CONTRE LES RISQUES 
DE CHANGE ET DE TAUX DriNTERETS 26/27 FEVRIER 1992 2 JOURS 

4 L2ORGANISATION DES BACK-OFFICES 22/23 AVRIL 1992 2JOURS 

5 LASSURANCE DES PERTES DYEXPLOITATION APRES 
INCENDIE ET APRES B.D.M. 6/7 MAI 1992 2JOURS 

6 FINANCEMENT DU COMMERCE EXTERIEUR 19/20/21 MAI 1992 3JOURS 

7 LE MARKETING APPLIQUE A LASSURANCE 9/10/11 JUIN 1992 3JOURS 

8 LORGANISATION DE LAGENCE BANCAIRE 24/25 JUIN 1992 2JOURS 

9 LE FINANCEMENT DE LA P.M.E. 23/24 SEPTEMBRE 1992 2JOURS 

-: 10 L'AUDIT DES INSTITUTIONS FINANCIERES: 3ANQUES-ASSURANCES 6/7/8 OCTOBRE 1992 3JOURS 

11 EVALUATION DES RISQUES DE FINANCEMENT 21/22 OCTOBRE 1992 2JOURS 

12 
13 

LES INSTRUMENTS ET LES PRODUITS FINANCIERS 
LES GARANTIES DU CREDIT BANCAIRE ET LA GESTION DU CONTENTIEUX 

11/12 NOVEMBRE 1992 
24/25/26 NOVEMBRE 1992 

2JOURS 
3JOURS 

L.. 

E 

rJ 

cu 
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fO 9RvTION A LA CA&CIE
 

Outre la filiere int6gr6e (formation longue de deux ans), la filiere 
altem6e (projet dtalM sur 18 mois), la formation continue (s6minaires de 2 d 
3 jours), l'I.FI.D. organise ponctuellement des actions de formation d la carte 
qui r6pondent 6 une demande de formation sp~cifique s'adressant A une 
population bien d6termin6e. 

Ces actions intra-entreprise peuvent se tenir dgalement sous forme 
d'actions inter-entreprises. Ce type de formation que I'I.FI.D. propose aux 
entreprises prdsente lavantage de la flexibilit6 puisqu'il s'adapte aux besoins 
spdcifiques exprimds par lentreprise. Lenseignement est modul selon ces 
besoins et les programmes ddfifiis en fonction des objectifs poursuivis. 

Les opdrations de lespfce sont initi~es A la demande des entreprises 
qui expriment dans une correspondance d lintention de I'l.FI.D. les 
composantes du programme de formation d la carte qu'elle envisage de 
r~aliser. 

Elles doivent pr~ciser notamment 

PLes objectifs et le contenu de la formation projete 
ILe niveau et le nombre de participantspotentiels 
ILes dates, piriodes et lieu d'organisation 
PLes modalitispratiquesde rialisationde la formation 

(cycles bloquds, formation en alternance,cours du soir,etc...) 

Ultrieurement une reunion commune est organis~e au cours de 
laquelle le programme ddtaiIll de la formation est arrdt , compte tenu A la 
fois des objectifs visds par lentreprise et des contraintes d'ordre 
scientifique et pddagogique. 

De meme, il est convenu'au cours de la reunion en question du choix 
des enseignants et experts appels A animer les sdminaires prdvus. 

Au terme de cette reunion le dossier de la formation envisagde est 
boucld (programme, durde, le lieu, la date...). 

Quant aux modalitds financi~res, elles sont arrftdes d'un commun 
accord par les Directeurs G~n~raux de lentreprise et de I'I.FI.D. 
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INSTITUT SUPERIEUR DE GESTION 
(ISG) 

. ORGANIZATION 

A. STATUS AND STRUCTURE 

The Institut Supdrieur de Gestion (ISG) is a public higher education institute of 
the University of Tunis III (Ministry of Education). It was established in 1969. 

B. PURPOSE AND OBJECTIVES 

The stated goals of the Institute are to introduce modem management programsinto the university system and to bring modern management practices to Tunisian 
business. 

C. ORGANIZATION AND MANAGEMENT 

ISG is managed by a Director who is assisted by a Director of Studies. Thepresent Director is Mr. Ahmed Ben Hamouda. There is either a department head or acoordinator for each of the subject areas taught. The Institute has a full-time teachingstaff of'100, which includes 30 professors with either a Ph.D. or a "Doctorat d'Etat". Inaddition, the Institute also uses 100 part-time teachers from within the university system. 

D. FUNDING 

ISG receives an annual budget of TD 280,000 through the Ministry of Education.Half of this amount is allocated to operating expenses (materials, maintenance) and theother half to part-time staff. The salaries of full-time teaching and administrative staff are paid directly by the Ministry of Education. 

ISG is able to supplement its income through consulting assignments and training
workshops organized directly with public and private companies. It is free 
 to use the

funds thus earned as it wishes.
 

II. ACTIVITIES AND PROGRAMS 

ISG runs two undergraduate programs (two years and four years) and apostgraduate program. It also provides consulting services and organize occasional in­service training workshops for public and private companies. It is currently considering 
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organizing evening classes in computer science. 

The Institute currently has approximately 2,500 students. Two hundred and fifty 

undergraduate and 120 postgraduate students graduate each year. 

Since its inception, ISG has placed emphasis of the real-life environment and a 

practical approach to problerr., solving. It was the first institute in Tunisia to teach 

marketing, and was also one of the pioneers in computer science. 

The present Director of ISG has decided to take this focus on the real world one 

step further through consulting assignments with companies. He recently started to invite 

well-known company managers to give lectures at the Institute on specific issues. For 

example, the President of Poulina spoke on human resource management in his 

company. This is intended to help students relate their course work to real-life situations. 
Twelve corn-any managers have given such talks at the Institute over the past four 

months. Some of these talks have been given positive coverage in the written press. 

Both ISG's faculty and its graduates have a good reputation. 

A. CONSULTING AND IN-SERVICE TRAINING ACTIVITIES 

ISG has a good reputation for quality education in Tunisia and is frequently called 

upon by both public and private companies to provide consultancies or organize 
workshops. There is a particular demand for developing computer systems, although 
other areas (e.g. human resource development, marketing, finance and accounting) are 

also in demand. These assignments are usually performed by faculty with the active 
some practical experience. Forassistance of students, in order to provide them with 

example, a computer project with the Banque du Sud involves one faculty member and 

eight students. 

The following consulting assignments (some of which include training workshops) 
have all been completed: 

STEG (national electricity and gas company): communication, information, 
human resource management. 
SONEDE (national water company): staff development. 
ASSAD (car batteries): management by objectives, development of 
company spirit ("culture de 'entreprise"), performance standards. 
CTKD (Tunisian-Kuwait investment consortium): marketing, company 
image, human resoui ces management, job analysis. 
SITEP (Tunisian-Italian energy company): organization, restructuring. 
Banque du Sud: computer system, human resources development, job 
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analysis, development of company spirit. 

These activities generate income for the Institute which otherwise has no extra 

cash flow. Training workshops are usually 2-3 days in length and cost TD 250/day, which 

is lower than the rate practiced by the private sector. Consulting services are invoiced 

at a rate of TD 3-5,000/project, which covers a 5-person team. One third of this amount 

goes to ISG and the other two thirds to the facilitator, in accordance with Ministry of 

Education regulations. Payment is channeled through the "Fondation Nationale de la 

which is apparently very efficient in distributing the funds to thoseRecherche" 

concerned. This foundation is managed by the Secretary of State for Scientific Research.
 

ISG is free to use the funds earned as it likes.
 

B. UNDERGRADUATE PROGRAM 

1. Admission cr teria/students 

Students are admitted with the baccalaureate. All students are initially admitted 

to the 2-year program but may go on to complete the 4-year program if they maintain 

high academic standing. 

2. Program 

Two diplomas are issued: "Technicien Sup6rieur" after completing the two-year 

program (or the first cycle) and "Maitrise" after completing the four-year program (or 

second cycle). The first cycle program includes economics, accounting, law, mathematics, 

statistics, management and organization, fiscal law, labor law, computer science for 

business, auditing and English. 

The second cycle covers subjects in accounting, computer science, economics, 
financial management, commercialmathematics, statistics, personnel management, 


management, business economics, operational research, computer science for business,
 

marketing and English. (The programs are given in greater detail in the Annex.)
 

In addition to their classroom studies, students are required to do internships in 

Tunisian private-sector companies. However, in order to avoid past mistakes with these 
now well definedinternships, the objectives and content of each internship are 

beforehand. All internships are insmall and medium-sized enterprises and are usually 

in the areas of accounting and data processing. 
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3. Program design. implementation and evaluation 

Students are taught in "small" groups of 30-35 (as opposed to groups of 100 ormore, as is the norm in most Tunisian higher education institutes). Lecture methods arecommonly used, but so are case studies and practical exercises, particularly in computerscience and accounting. Program outlines are designed by the Institute's management andapproved by the Ministry of Education. They are generally applicable until furthermodifications are approved by the Ministry. However, faculty may vary the programcontent within the official outline. Students are evaluated by mid-term and end-of-year 
exams. 

C. POSTGRADUATE PROGRAM 

1. Admission criteria/students 

Students are admitted with a "maitrise" (equivalent to bachelors) from ISG, IHEC 
or in Economics. 

2. Prgram 

Postgraduate diplomas ("Dipl6me de 36me cycle") are awarded in the following
subjects: Exporting, Management Information Systems (MIS), Management, Auditing. 

D. INSTITUTIONAL LINKAGES 

ISG has formal links with the University of Ottawa (Canada) with whom it isworking on a project to develop 30 joint ventures between Tunisian and Canadian
companies. This project is being implemented in conjunction with UTICA (Tunisian
employers' federation), the Agence de Promotion de l'Industrie 
 (API) and the Centrede Promotion des Exportations (CEPEX). The program started with a two-way exchangeof faculty and a 2-year study in order to be able to identify suitable Canadian industriesfor operation in Tunisia, and suitable Tunisian partners. This project is important forISG in that it has given the Institute's work a practical dimension as well asdemonstrating a model for operational research ("recherche-action"). 

Mr. Ben Hamouda is also seeking to develop links with the University of Bremen(Germany), a Belgian institute, and the University of Grenoble (France). With theBelgian institute, Mr. Ben Hamouda would like to do an "observatoire des m6tiers et desqualifications" (a directory of jobs and qualifications) to be used as a guide for definingtraining needs and to develop a classification of jobs, salaries, etc. 
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The Institute is very open to developing linkages with similar US institutions, 
particularly as language is no problem, since some classes in marketing and finance are 
already taught in English. 

Within Tunisia, ISG enjoys a particularly good relationship with UTICA, to whom 
20-25 of ISG faculty are advisor,. It also has good links with API, particularly since the 
present API president, Mr. Hanachi, is an ex-Director of ISG. It also has extensive links 
with private and public companies through the lectures and consulting projects described 
above. 

PHYSICAL PLANt 

ISG campus is very pleasant although not designed for the present number of 
students. It is one of the best-equipped higher education institutes in Tunisia, with a 
computer .- center and language labcratory. The computer center has 100 PCs which 
operate in a network. However, Mr. Ben Hamouda considers that the present equipment 
is inadequate for a management training institute, which ought to have PCs in each 
classroom as well as audio-visual equipment. 

III. CONCLUSIONS AND RECOMMENDATIONS 

ISG has the image of being a forward-looking and innovative institute which 
provides high quality training. At present, it has a better reputation in Tunisia than the 
"Institut des Hautes Etudes Commerciales" (IHEC). It has always had links with Tunisian 
business and is now developing them even further. It is a flexible institution which 
endeavors to adapt to the needs of Tunisian business. Its teachers have a high reputation, 
although, again, they have not been trained as trainers. 

However, the level of activity of the Institute very much depends on the Director 
himself. The present Director, Mr. Ben Hamouda, is very dynamic and strongly identifies 
with the Institute (he has been with ISG since 1979). 

At the present point in time, ISG is not immediately ready to develop/implement 
management training packages for private-sector companies. However, given its wide 
experience and contacts with private companies, together with the present 
consulting/training activities described in section II.A of this profile, it has the potential 
for developing integrated packages for individual companies or groups of companies in 
the same field, based on detailed needs assessments and including monitoring/evaluation 
activities. This could be achieved in conjunction with a US-based management training 
institute with specific experience in this field. 
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Recommendation 

It is recommended that, in a second phase, PROS woi k through ISG to develop
tailor-made management training packages for specific groups of private companies in 
conjunction with a US-based institution. 

In order to implement this recommendation, it would be :iecessary to identify the 
appropriate funding/administrative channels. 

Address: 

Institut Sup6rieur de Gestion 
45, avenue de la Libert6 
Cit6 Bouchoucha 
Le Bardo 2000 
Tunis 

Tel: 264 729/261 854/260 378/260 313 

Contact person: 

Monsieur Ahmed Ben Hamouda, Directeur 
Tel: 260 378 

'tZstitut Stupcriettrde Gestion, Jaltuan' 1992. 
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- Une double r1union v ou lieu su Recterat sus 1a prhsidence do M. Afif al 
Hendeoui, Recteur do 'Untversit6 Tuis il. Outre Is Directour do VI.S.G., ls 
collagues enseignants Mohamed DEN AIAR, Nihjl El Garbi et Fatme SMAOUi ont 
repr6sont6 II.S.G. Cotte rurnien a pert6 sur Is projet do restructuration do 
'Enseignement Suptriour et le r6ferme do 3e Cycle et & permIs eux co1l6uOs 

d'exprimor laura points do viw at do discuter lea recommendations des 
Commissions . Un P.Y. sera Incessamemt cmmuniquh par ]e Rectorat. 

- Le ler Consell Scientifique 6e 1'ann 92 et le 4e do 1'ennbe universitalre s'est 
tenu Samodl 18 Jenvier evac Is pertietotn des btudiento. Do nombrouses 
dfcisons relatives aux not-s 6liminaftires, aix absences pendant lea examens et 
eux coefficients des matihres ont 1t prises. Un P.Y. at an prbparstion. 

- Nous appronona qua ]s Centre do Cecul sest enrtchi do 17 micros dont 15 
offorts par ]e Rectorat do Tunit III et 2 efforts par Commodor. 

- Los revues se font attndro. En verto d'une circulalre, les Institutions 
d'onseignoment nont plua Is peossibilit do v'odrosor & un regrompeur moo 
doivent passer los commandos directonnt aupr}a des malsons d'dition. Du retard 
an perspective 

- M. RHEIN Directeur i Is Cemmsumut6 Eurapienue et vae tefirer i propoe des 
relations particuliares entre Is Commusmamt Eurspienne et le papl du Bassin 
IWditerranhen dent l Tunisie. Cets tomfooiresc a e liet on prisoefe do M. Mongi
SAFRA Secr6taire d'Etat charg9 du Commerce, de Klaus van HELLDORFF Chef de Is 
Deligation do I Conmmission des C*mi4& Eurepeewmes et do M. Slalh HANNACHI 
P.D.G. do 1A.P.I. I 

- M. Abdlvahab BEN AYEDo P.D.G. do Groupe POULINA entour6 d'un staff compos
do jounes sortants do II.S.G. eat veis mes eatretenir do son itiniraire de Chef 
d'Entreprise et de is culture de groupe Poulino. 
Des somainiers et des agendas eat tc griciesenment efferts a mos ,tudisnts & cette 
occasion. 

- L'Ambassadeur de Belgique vient visiter II.5.G. ce Jeudi 30 Janvier 1992. Des 
dfimarches sont depuis quelques semaiMe entreprises avec lea services culturels 
et do coopiration de ce pays ami en ve d'n parteRariat universitaire. 

- Des co!1 gues enseignants et des etwdiants s'a.&tivent en ce moment pour
organiser une croisiere et visiter des Institutions Fran;aises d'enseignement et 
de recherche. Ne coll~gues marocai&s semblent evoir feat des 6mules. 

- La grande salle de travail collectif zitu6e en face de ]s buvette va se 
transformer en Club Informatique de libre acies. LAdministration se penche 
vers urge surveillance par roulement asuree par los 6tudiants eux-m~mes 

- M. Ali DAOUES est de retour parmi nous apres une absence de 4 ans au Canada 
1issue desquels ii a obtenu un PH.D. en Finantces - Toutes ne3 f6licitations . 

- M. Fethi DEBILI, chercheur au CNRS est parmi nous. I vient animer dens le 
cadre de la Cooperation nvec 1I.S.G. un ensemble de cours et de s3minaire3. 



- Un nouveau volet du projet de Coopiration entre ]a Facult6 d'Administration de 
'Universit6 d'Ottava et 'I.S.G. comporte eoe action de partenariat. Le Comit6 de 

Direction compos6 du Directeur de FIi.S.G., du Secr~taire G6n6ral de IU.T.I.C.A., 
du P.D.G. de 'A.P.I., da P.D.G. do C.E.P.E.X. de M. GIROUX Conseiller de 
Coop6ration, ant d06cid de confier i une 6quipe de Consultants Tunisiens et 
Canadiens ]a responsabilit6 de cette action . L'I.S.G. sera associc a cette action 
grace aux colgues GDOURA Ahmed , et DAOIJAS Ali qui auront )a charge de 
prospecter et d'identifi : d'ici fin Avril, 30 entreprises tunisienes interssees 
et capables d'egtrer uans une relation de partenariat, d'6valuer leur potentiel 
(Finances, Prodction...) et de monter cenjeintement avec 1*6quipe canadienne des 
dossiers d6finltfs de partenariat. Los enseignants qul peuvent apporter leur 
concours i ]a riussite de cotte action sont pries de prendre contact avec le 
Comlt de Direction. 

- Une sympathique r~ception a eu lieu i I Oriental Palace en 1 honneur de I 3e 
promotion d'exportateurs. M. Le Secr6taire d'Etat Charg6 du Commerce, le P.D.G. 
du C.E.P.E.X. ainsi que de nombreux invites sent venus f6liciter les heureux 
laur6ats. 

- Deux conventions ont 6t6 sign6es enti . II.S.G., le CTKD et ]a Banque du Sud. Ces 
conventions pr6volent des missions de conseils, d*6tudes et de formation dens les 
domaines de linformatique de Gestiso lo finances, le marketing ot I Ge.tion des 
Ressourcei Humaines et ]a prise en charge par ces institutions des stages 
d'6tudes de nos 6tudiants. 

-bnceres condoltances a M. TEMIIAR ([Eaeignant), Am ZITOUN, LArINE et 
C('AKER (Personnel Administratif) qui viennent de perdre des tres chers. 

C. 
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ECOLE NATIONALE DADMINISTRATION 
(ENA) 

I. ORGANIZATION 

A. STATUS AND STRUCTURE 

The Ecole Nationale d'Administration (ENA) was created in 1940. It as a public
institution directly accountable to the Prime Minister's office. 

B. PURPOSE AND OBJECTIVES 

ENA prepares university r:duates for senior civil service functions and provides
in-service training for civil servart,., it. previous years, it trained high school graduates
for mid-level civil service functions. It also provides some short- and medium-term pre­
service training for specific goverimlent departments and agencies (see below). ENA hasproduced many of Tunisia's high-level officials now in office, including Ministers,
Secretaries of State and-Governors. 

C. ORGANIZATION AND MANAGEMENT 

ENA is managed by a Director, appointed by the Prime Minister. The present
Director, Mr. Maher Kammoun, was recently appointed specifically to carry ENA
through a period of reform. Previously, Mr. Kammoun was Director General of Public
Enterprises and feels that its is part of ENA's role to make public enterprises
competitive a..d capable of being privatized. 

In addition to the Director's office, ENA has three departments: the Department
of Postgraduate Studies ("cycle sup6rieur"), the Department of undergraduate studies
("ycle moyen") and In-service Training, and a Research Center. The school's
professional staff comprises the heads of these three departments, English and Arabic
teachers, and of course the Director. The Director of Studies, Mr. Ben Salem, was
recently in the U.S.A. and has developed contacts with severer US institutions. 

All of the teaching faculty (other than lan.,_,e teachers) are part-time and are
drawn from ministries and higher education institutions (e.g. Institut Sup6rieur de
Gestion, Faculty of Law, Faculty of Economics). Mr. Kammoun recognizes that this lack
of Cull-time faculty is one of ENA's m-jor weaknesses and would like to develop
permanent faculty, or at least department heads who would supervise the teaching 
programs and develop research projects. 
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ENA currently has two American Fullbright fellows )n its staff. 

D. FUNDING 

ENA receives funds from the Prime Minister's office which cove rs all maintenanceand operating costs. There are no additional resources for employing full-time staff,buying new equipment, etc. Mr. Yammoun hopes to tap new resources "y developing in­service training programs for public-sector companies. 

II. ACTF 7JTIES AND PROGRAMS 

ENA provides both pre-service -nd in-service training for civil servants. Inaddition it has a research center which directs res -arch projects in all areas related topublic administration. 

A. IN-SERVICE TRAINING 

ENA conducts 1-2 year in-service training programs for civil servants tothem with .rovidehe necessary knowledge and skills to be promoted to a higher grade. Thetarget groups for this training are particularly admi- '-:',,ttive and financial staff. Themajor disadvantage of this system, according to ENA, is that the civil service is withoutvital staff for a long period. Also, the staff who live outside of Tunis have to leave theirfamilies for 1-2 years to follow the program. EN.\ Director cotnside.-s that it would bepreferable to teach these people at their worksites. This could take the form of distaicelearnhig backed up by manuals and short worruchops. ENA Las neither the budget northe technical skills required to develop this sort of program. Mr. Kammoun was not veryenthusiastic about the idea of subcontracting
However, the school has 

this type of task to the private-sector.run workshops in conjunction with the private-sector. For
example, the Insitut El Amouri did a workshop on "Coniunicating With Chents" for
ENA.
 

ENA recently collaborated with RHUDO (Regional HousingDevelopment Office) in providing training workshops for municipal staff o, 
 training
 
and Urban 

needs assessment in municipalities. 

ENA would like to provide in-service training for some of the major parastatalcompanies (e.g. SITEP, SNT, 51"-fI') in order to raise funds. It has already conducteda workshop for SITEP, a Tunisian-Itaiian joint-venture energy company. The mainthemes of this woikshop were pricing, salary ard monetary policies. However, these largeparastatals are the main clients of Tunisia's emerging private-sector tr-aining companiesand are therefore a vital resource for th, development of this sector. Also, it is doubtfulthat ENA, given its present staffing situation, could provide the same quality of services 
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currently provided by the.private sector. 

ENA recognizes that in order to enter into the in-service training sector on a firmfooting, it would be necessary to perform needs assessments prior to training design andto evaluate the performance of trainees after completion of training. 

B. PRE-SERVICE TRAINING 

ENA provides two types of pre-service training: immediate post-graduate trainingfor future high-level civil servants and short-term pre-service training for the new recruitsof specific government departments. In the past ENA had an undergraduate program("cycle moyen") which produced mid-level civil servants, however this was suspended dueto saturation of the civil service's absorption capacities for this category of personnel.Nonetheless the department still retains its name and ENA Director Mr. Kammounwould likd to re-open the program to train employees for regional and local governmentagencies, hospitals and documentation/library facilities. The program would take high
school graduates and train them for 2-4 years. 

1. Post-graduate Program 

a) Admission criteria and program 

Approximately 50 students are admitted each year to the three-year post-graduateprogram. Admission is based on an entrance exam open to graduates in economics, law,management, etc. The entrance exam threecomprises components: the student's
specialized area (e.g. law), general knowledge, and English. 

In the first year, all students follow a core program. This first-year program hasjust been revised as the result of a UNDP-funded study conducted at the request of theTunisian government to reform ENA programs to bring them into line with the needs
of the civil service. 

The second-year program ismore specialized. This program is also due for reform
and will include research projects for students. 

Generally, the two-year classroom program includes a development of thestudent's specialized knowledge, introduction to other vital subjects for governmentservice (e.g. law, management), language training (E;!glish and Arabic), new managementtechniques, d- tz processing and public relations. The present Director of ENA wouldalso like the new program to develop students' general knowledge of important issues
and to introduce a Chair of Administrative Sciences. 
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After the successful completion of two years' classroom training, students spendthe third year of studies in Tunisian ministries or parastatal companies. The program alsoincludes internships abroad in public agencies and large parastatal companies in the
student's specialized field. 

After graduation, students enter the civil service with the grade of "Conseiller desServices Publics." They are assigned to positions in their areas of specialization (e.g.taxation, economic planning, etc.). 

b) Program design. teaching faculty and inethod 

The Director of Postgraduate Studies designs the teaching module outline inconjunction with the school's director. These outlines are then provided to the part-timeteachers who provide their own content accordingly. There are no detailed lesson plans. 

Courses are taught by three types of teachers: Tunisian officials or universityteachers, and visiting foreign professors. The Tunisian part-time staff are specialists intheir area and are recruited from the appropriate government departments (e.g."Direction G6n6rale du Budget", "Direction G6ndrale des Imp6ts") while the universitystaff teach more generar subjects (e.g. law, economics). As is the general pattern inTunisian higher education institutes, no training of trainers programs are provided, andteachers generally use the lecture method. 

Foreign professors are usually invited for one week to give a seminar on a specifictopic. In this case, the travel costs are usually paid by the appropriate foreign embassyand ENA provides the professor with a set per diem of around TD 75/day. It does not
pay honoraria to thcse professors. Tunisians who facilitate occasional sessions are paid

at a rate of TD 25/hour.
 

The above information on program design and teaching equally applies to short­
term pre-service training and in-service training programs. 

2. Short-term pre-service training 

ENA also organizes pre-service training for new recruits of various governmentdepartments. For example, it provides a one-year course thefor newly recruitedprofessional staff of the Ministry of Foreign Affairs, during which students are given ageneral orientation for work in the civil service. After this one-year program the studentsspend a one-year internship in one of Tunisia's embassies abroad. Another example isthe four-month orientation course provided for tax inspectors. 
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III. INSTITUTIONAL LINKAGES 

ENA has institutional links with its counterpart institutions in Paris (France),Quebec (Canada' and Birmingham (England), with whom it organizes internships for itsstudents. The school has not yet developed formal institutional links with US-basedtraining institutions although it isseeking to do so. It is particularly interested in NASPA,the Harvard School of Administration, the L.B. Johnson Institute at Austin, and the
Kennedy Institute. 

ENA is interesting in exchanging both students and faculty and also seekscooperation with an American institute, particularly for exchange of faculty. It also seesthis as being an important means of increasing the English publications section in itslibrary where 90% of the titles are currently in French or Arabic, in spite of the fact thatmost of the important literature in the fields of management and finance is in English. 

IV. PHYSICAL PLANT 

ENA is located on a very attractive and spacious campus. However, it does nothave much equipment apart from a computer center with a limited number of PCs.There is no language laboratory, in spite of the heavy focus on English. 

V. CONCLUSIONS AND RECOMMENDATIONS 

ENA is currently endeavoring to adapt its pre-service training programs to moreappropriately meet the needs of the civil service. It is also looking for more efficient waysof providing in-service training to civil servants. This task will require considerable skilland effort, certainly beyond the present capacities of ENA's limited number of full-time 
staff. 

It is recommended that the design team consider ways of assisting ENA indeveloping quality training programs in terms of both design and training methods. This
r 
"ght be achieved through a strong linkage with a US-based institution. 

At this point in time, ENA is not strong enough to provide quality in-servicetraining for private-sector companies. Furthermore, this should be the role of the private
sector itself. 

R ecommendation: 

It is recommended that institutional linkages be developed between ENA and an 
appropriate US-based public service training institution to enable it to enhance its 
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training programs with a particular view to upgrading civil servants' capacity to serveprivate-sector clients (e.g. fiscal, customs authorities) efficiently and expediently. 

Ele Nationaled '.dniinitrato , J tl l 1992
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Address:
 

Tel: 288 300
 

Contact persons:
 

Monsieur Maher Kammoun, Directeur
 
Monsieur Hatem Ben Salem, Directeur du Centre de Recherche
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ANNEXES
 



TUNIS
 

AMIDEAST
 
12 rue Mustapha Sfar, lre 6tage,
 
Le Belvedere,
 
Tunis
 
Tel: 790.559/790.563
 
Telex: 14794
 

Mrs. Patricia Payne, Director
 

Bureau de Formation et do Management (BMF)
 
7-9, rue M'hamed Ali Annabi
 
1002 Tunis Belvedere
 
Tel: 784.426/288.036
 
Fax: 788.061
 

Mr. Faeuzi Belhadj, Director
 

CETAUF
 
43, avenue de Madrid
 
Tunis
 
Tel 253.690/340.198
 
Mr. Oueslati, Director
 

Chambre Syndicale Nationale des Entreprises d'Etudes, de Conseil
 
et do Formation
 
UTICA
 
103, avenue de la Libert6
 
1002 Tunis
 

Monsieur Faouzi Belhadj
 
7-9 rue M'hamed Ali Annabi
 
1002 Tunis Belvedere
 
Tel: 784 426 / 288 036
 
Fax: 788 061
 

Ecole Nationale d'Administration
 

Tel: 288 300
 

Monsieur Maher Kammoun, Director
 
Monsieur Hatem Ben Salem, Director of Research
 

Tnstitut Arabe des Chefs d'Entreprise (IACE)
 

77, Boulevard Ali Bourguiba,
 
2036 La Soukra.
 
Tel: 715.344/711.380
 
Fax: 717.694
 
Telex: 14207
 

Mr. Mondher Gargouri, Director
 



Institut El Amouri
 
Cit6 Romana II
 
5, rue no. 6498
 
2062 Tunis
 
Tel: 501.50F/500.505
 
Fax: 791 442
 

Dr. Tahar El Amouri, Director 

Institut de Financement du D~veloppement du Maghreb Arabe (IFID)
 
8, avenue Tahar Ben Ammar,
 
El Manar II,
 
Tunis 1004.
 
Tel: 766.311
 
Telex: IFID 14811 TN
 
Fax: 767.336
 
Minitel: 750.256
 

Monsieur Mahmoud Besbes, Director General
 
Monsieur Ezzedine Larbi, Director of Studies
 

Institut Supdrieur de Gestion (ISG) 
45, avenue de la Libert6 
Citd Bouchoucha 
Le Bardo 2000 
Tunis 
Tel: 264 729/261 854/260 378/260 313 

Monsieur Ahmed Ben Hamouda, Director, Tel: 260 378 

SAMEF 
"45 rue d'Iran 
1002 Tunis Belv~dre 
Tel: 890.550/288.589/892.322 
Fax: 782.791 
Telex: 13.107 

Mr. Taoufik Rabah, President and General Manager 

UTICA 
103, avenue de la Libert6 
1002 Tunis 
Tel: 780.366 
Fax: 782.143 

Centre de Formation des Dirigeants des PME (Projet UTICA-FKA) 

Mr. Taieb Ayed, Project Manager 

Centre de Conseil et de Ddveloppement de la PME (CCD-PME) 
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17 rue Abderrahmen El Jaziri
 
1002 Tunis Belv6d~re
 
Tel: 792.762/792.951
 
Telex: 13.982
 
Mr. Rafik Chetouane, Project Manager
 

Cabinet d'Etudes et de Formation en Economie et Gestion (CEFEG) 
Villa Sellami 
Rue Ibn Zidoun 
Route de Gab~s km 1,5 
3000 Sfax 
Tel: (04) 97.613 (this needs checking, since they changed address) 
Fax: (04) 97.761 
Mr. Koubaa, Director 

Chambre de Commerce et d'kndustrie du Sud (CCIS) 
127, rue Haffouz, B.P. 794, 3018 Sfax, Tunisia 
Tek (04) 96 117 / 96 118 / 96 120 
Fax: (04) 96 121 Telex 40 767 MiniteL (04) 96 119 

Mr. Fawzi Ben Arab, Director
 
Mine. Ikram Makni, Director of Training and Fairs
 
Mr. Aymed Hadhri, Consultant (Press)
 

International Consulting Group
 
Rue Habib Maazoun,
 
Imm. Taparura, Esc. A, 86me Etage, No.1
 
3000 Sfax
 
Tel: (04) 24.763
 
Telex: 40.917
 
Mr. Ridha Guermazi, Director
 

Institut Central de Commerce et d'Enseignement Technique de Sfax
 
Avenue 5 aolft,
 
Rue Said Aboubaker,
 
Sfax
 
Tel: (04) 25.665
 
Sfax Electronique (private company)
 
Mr. Trabelsi, President and Managing Director
 

Packing Company
 
Mr. Zghal, President and Managing Director (also president of Sfax branch of IACE)
 

SOUSSE
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Chambre de Commerce et dIndustrie du Centre 
Rue Chadly Khaznadar 
4000 Sousse 
Tel: 25.044 (+city code) 
Fax: 24.227 

Mr. Jalel Charfeddine, Administrator 

GABES (meeting held in Tunis) 

Institut Al Manar 
Rue Constantine 
Gab~s 
Tel: Gab~s 72.462/75.292 
Mr. Chairi, Director 



H.T.P.S. STUDENTS
 

I EARLIEST I I 1ST SEMESTER I 2ND SEMESTER I
1 EXPECTED I 
 I EXTENSION I EXTENSION I
NAME I DEGREE I COMPLETION I AMOUNT I WITH FULL IIAP + HAC ONLY I TOTALI DATE I SPONSORSHIP i 

AADENNADHER Akras 

AUDgNNADHKN Horad 

ABDENNADHER Hourad 
Ben HekkL 

I PhD 

I 
I PhD 
I 
I K5 

I June 30, 93 1 17,821.90 

I I 
I De . 31, 93 1 26,730.70 
I I 
I Dec. 31, 92vt 8,912.90-

I 

1 8,912.90 

I 
1 8,91a,90 

I 
1 -" 

I 

I 

I 

I 

370.00 

25, 0 

1 

I
I 
I 
I 

27,112.70 

31 1 ,0304 , 

AZAIEZ Jale I PhD I Dec. 31, 92 I 8,912"90 1 8,912.90 1 252.00 1 18,077,8Q 
AZAIEZ Mohamed Naceurl PhD I June 30, 93*1 17,821.80 1 8,912.90 1 378.00 1 27,112.70 

LEI AUDELKADER Chlratl 85 1 June 30, 94 1 35,651.60 1 8,912.90 1I * I Q 
BEN AISSA Had NabL1 I iS I Dec. 31, 93 1 26,738.70 1 - 26,730,70 
BEN AMEUR Kaml I PhD I June 30, 94 1 35,651.60 1 8,912.90 1 378.00 I 4,942. 

BEN HADJ RHOU4AHod I PhD I June 30, 941 35,651.60 I 8,912.90 1 378.00 1 4402." 
BEN HAPO4OUDA Honcer i PhD I June 30, 93 1 17,a21.80 1 (1912.90 1 378.00 7,112,70 

IU HAIA HAb I PhD I June I0,9\j I 17,021,00 1 5,912,90 1 371,00 Ills! 

BEI LAMINE Ania I BS I June 30, 54 I 35,651.60 1 8,912.90 1 ,6I. Q 
BEN EXKI Hammouda I MS I Dec. 31, 921 8,912.90 1 . 8,91,gQ 
BEN ROIIDHANE Hd Salahl PhD I June 30, 94 1 35,651.60 1 8,912.90 1 378.00 I 49 q' 

BOUALI Gh&Llene HS I June 30, 93 1 17,821.60 . " 17,61.0 
BOUISSAA HidkL I PhD I June 30, 94 35,651.60 1 8,912.90 1 378.00 I g,9O2.50 
CHAHERLI abil I PhD I Dec. 31, 92 1 8,912.90 1 8,912.90 1 252.00 1 16,077.80 
CHRABEKH Waid I as I June 30, 94 1 35,651.60 1 8,912.90 1 - 1 ,564.50 
DAMI Ied I PhD I June 30, 94 1 35,651.60 1 8,g12.go t 378.00 1 44942.50 
DIDEN Kesel I PhD I June 30, 941 35,651.60 I 8,912.90 1 378.00 1 44#912,50 

El.HAFSI Iehsen I PhD I June 30, 94 1 35,651.60 1 8,912.90 1 378.00 I 414,% 

GHANNOUCHI Souheil I PhD I June 30, 93' 17,821.80 1 8,912.90 1 378.00 1 27,112-70 
GHAZEL Honcef I PhD I June 30, 93' 17,821.80 1 8,912.90 1 378.00 I 27,112.79 

JEILI Kanaan I PhD I June 30, 941 35,651.60 1 8,912.90 1 378.00 1 44,942.50 

KHEMIRA Hablb I PhD I June 30, 91 35,651.60 1 8,912.90 I 378.00 1 1119112.50 

LAA$IRI Kall I Bs. I June 30, 941I 35,651.60 1 6,912.90 1 378.00 1141,912.50 

I I I I /, 
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I EAiL.IL:;T I I 1T SEMESTEH I 2ND S VEISTCRII I EXPECTED I I EXTENSION I EXTENSIONIAE I DEREE I COPLETIOH I AMOUNT I WITH FULL I ZAP 
I 

+ HAC ONLYI TOTALI I DATE I I SPONSORSHIP II 
I.II1 I I 

LACHAAL Raja I PhD I Dec. 31, 93 1 26 ,738.70 1 8,912.90 1 252.00 1 35s903.60 
LAHAR o4ondher I PhD I Dec. 31, 92 1 8,912.90 1 8,912,90 1 252.00 1 11,077.60 
LAJILI Kaouhar I PhD I Dec.. 31, 93 1 26,738.70 I 8,912.90 I 252.00 1 35,903.60 
LANDOLSI Adnene I PhD I June'30, 941I 35,651.60 1 8,912.90 1 378.00 1 44,942.50 
MBARKI Imeddlne I PhD I June 30, 93 1 17,821.80 1 8,912.90 1 378.00 1 27,112.70 

MEGUEDICHE Nejmeddinel KS I Dec. 31, 92 1 8,912.90 - I - 8,912.90 
REKIK Boulbaba I PhD I June 30, 94 1 35,651.60 1 8,912.90 1 378.00 1 4,942.50 
SAADOULI Naareddlne 

SAHIAOUISorino 

I 
I
I 

BS 

D 

I June 30, 94 1 
I II June 30, 93 J 

35,651.60 

17,821.80 

1 
I 

8,912,90 

8,912.90 

I 
I
1 

378.00 

378.00 
1 4,pa11, 

I
I 

' 

SAWI! Adel I PhD I Dec. 31, 93 1 26,738.70 1 8,912.90 1 252.00 I 35,90 , 

SELAAMI Hichea 

SELLAMI Honce' 

I PhD 

I Ms 

I Dec. 31, 92 1 

I Dec. 31, 92 1 

8,912.90 

8,912.90 

1 8,912.90 1 252.00 1 

1 

14,077.09 

8,912.90 

Tu.1141 Akram I PhD I June 30, 93 1 17,821.80 1 8,912.90 1 378.00 1 27,112.70 
TRIKI dabil I Bs I June 30, 93 1 17,821.80 1 8,912.90 1 - 1 26,734.70 
ZAIBET Lokman I PhD I June 30, 94 1 35,651.60 I 8,912.90 1 378.00 1 4,942.5Q 
ZOUARI Hinda I KS I Dec. 31, 92 1 8,912.90 1 - 8,91.99 
BEN SALAH Hasadl I PhD I June 30, 92 - 1 8,912.90 I 378.00 I 9,190.90 
CHEBIL Salr I PhD I June 30, 92 1 - 1 8,91.90 I 378.00 1 9,20g,90 
FERIIANI Slim I PhD I June J0, 92 1 1 8,912.90 I 378.00 1 9,aQ.90 

GHARBI A"el I PhD I June 30, 92 1 - I 8,912,90 1 378.00 1 9,290.90 

JOUINI Mohaaed I PhD June 30. 92 1 - I 8,912.90 1 378.00 1 9,290.90 

RIAHI Haa3na I PhD I June 30, 92 1 - I 8,912.90 1 378.00 9,290.94 
ZALILA Faiza I PhD I June 30, 92 -1 8,912.90 1 378.00 1 9,290.90 

TOTAL.: II 1,016,026.60 
I 
I __ _ _ _ 

II 37 1,3111.80 
I 

_I _ _ _ __I 

II 
I 

_ 

13,356.00 

_ _ 

II 1,1103,72I1I0 
I 

_I. 



SELF-SPONSORED STUDENTS
 

I I EARLIEST II 
 ! !1 I EXPECTED I 
 I 1ST I 2ND I TOTA
NAME 	 I DEGREE I COMPLETION I AMOUNT I EXTENSION I EXTENSION I 
I I DATE ! I III 
 I I I I. I _ 

I BEN AMARA Foued I PhD I June 30, 92 	1 - I>(2F2.00 1 378.00 I 630.00 
I I1 BEN RODHANE Saidal 

11 
PhD 

1 	 IDec. 31, 92 1 252.00 1 378.00 1 252.00 
 I 882.00
 
I1 1 I1 BOUABID Jawhar 
 I PhD I Jan. 30, 92 1 
 - I C252.00 378.001 1 630.00
 
11 1 1 IEl KAMEL All 	 IPhD I June 30, 92 1 - IX 252.00 1 378.00 1 630.00 
I I JuneI 

I GHARI Rdha 	 II PhD I June 30, 92 1 
 - I <252.00 1 378.00 1 630.00 
I P I J 3


I GHOZI Raja PhD 	 II I June 30, 92 
I 	

1 - I) 252.00 1 378.00 I 630.00I I
I' 
I JkEA naeur I PhD I June 30, 92 1 

I 
- IN 252.00 1 378.00 I 630,00 

I JOOBEUR Adel I PhD I June 30, 
I 	

92 I 252.00 378.00 I 630.0Q
I I D 3 9 
 II KZADRI Bouteina I PhD 
 I June 30, 92 	1


1I AMR hld Ph I 
- 15 252.00 1 378.00 1 630.00Dec 3I 9111
II I J 30I 	 '5.0 f 220I1 OUERFELLI ohamed PhDI I June 30, 92 1 - 1I0 252.00 1 378.00 1 630.00 

1 
1 252.00 
\1l 252.00!
 

IOUJA Tri a I PhD I Dec. 31, 91 2 1 37- 1 52.00 1 8200
 

I BGEN AOI Hic PhD
1 HIA Kihem ene I June 30, 931 1,60.00I PhD I Due 31, 931 63-0 11 252.00 1 37.00 1 12.00o5.0 1 38.0 1120O
 
I ARNOUBI
IKOSETIU lhu I PhD I June 30, 1 630.00
I Faaouzi PhD IJune 30, 9393 I630.00 I 252.00 378.00 I 1,260,00I ENAME 	 T I1 8 I 252.00 I 378.00 I 1,260.00HSaI! I PhD I Dec.31. 931 	 5 I88.0 1 37-0 1 I IS20252.00I 
1 ELM ae Ph De.3t9
IHSAAD Hichem I 

IPhD I 	 I8-01 380 5.0 11520June 30, 	 1 193 I630.00 252.00 
 378.00 1 1,260.00 

I IAMDAOUI Monee£ I PhD 1Dec. 31, 93 	 1 1I882.00 378.00 252.00 1 1,512.00 
IIIII
IKALLEL Sadok IPhD 1Dec. 	 I31. 93 1882.00 1 378.00 1 252.00 1 1,512.00
I 

ISELLAMI iiat,m PhD IDee, 31, 93 I882.00 I 378.00 
I 
I 252.00 

I 
I 1,512.0Q 

IIIIII

ISOUISSI Thouz-aya IPhD 	 IIDec. 31, 92 	I252.00 I I378.00 252.00 ! 882.00
 

IBEN ABDALLAH 	 Hanene PhD IJune 30, 914 1,260.00 I 252.00 I - I 1,512,0Q
III 
 I IIJF.NDOUBI Slah 	 . I! PhD 1June 30, 914 1,260.00 1 252.00 - I 1,512.00

II 
 I. 
 ! I 

IIII 

I 

I 

http:1,512.00
http:1,260.00
http:1,260.00
http:1,512.0Q
http:1,512.00
http:1,512.00
http:1,260.00
http:1,260.00


TTA STUDENTS
 

! I I EARLIEST I I !
I I I EXPECTEjD I I 1ST 	
1 ! 

I 2ND I TOTAL !I NAME I DEGREE I COMPLETION I AMOUNT I EXTENSION I EXTENSION I
I _ _ _ _ _ 

II, __ _ 
I DATE I ! I ! I

! 
_ _ _ ! _ _ __I _ _ _ I _ ___! III 	

_ 

! 	 k ! I II ! 	 I ! I ! 
I JABBES Mohamed I PhD I June 30, 93 I 630.00 1I! 	 I ! 252.00 1 378.00 1 1,260.00 1! I
I I ! I 

I! 
I I 

1 NECIBI Sami 
 I PhD I June 30, 93 1 630.00 I 252.00
! 	 I ! 1 378.00 1 1,260.00 1Il

I I I I I 	

I 
I 

I A4AR Karim I PhD I June 30, 9 1 630:00 I 252.00 1I I I 	 378.00 1 1,260.00 1
I I I
! I 	 I I I I 
I FARFS All
II 	 I PhD 

II June 30, 93 1! 630.00 
I1 252.00 

I1 378.00 I 1,260.00 1I
 

I II REZGUI -	 ?I PhD I June 30, 93 I 630.00 I 252.00 I 378.00 1 1,260.00 I 

I I I ! ! 
TOTAL:
I 	 1 3,150.00 1 1,260.00 1 1,890.00 1 6,300.00! I ! ! 

http:6,300.00
http:1,890.00
http:1,260.00
http:3,150.00
http:1,260.00
http:1,260.00
http:1,260.00
http:1,260.00
http:1,260.00


REPUBLIQUE TUNISIENNE . ,3V 
MINiT.RE DR L!'DUCATION ET DES SCIENCES 

DIRECTION DE LA PLANIFICATION DES STA1STIQQUS 

ElT DE LINFORMATIQUE 

Av. Oued HaIfouz - 1030 TUNIS 

TEL: 288 534 CC 4 
FAX 786711 

IN'PIt 

Tunis, le 27 octobre 1992 ,pso.' 
AGR 

RHUDO
CAR 

ICHKON 

Monsieur le Directeur, 

J'ai lhonneur de vous transmettre ,ci-joint, une estimation fimanci '%de nos besoiis pour 

la couverture des &Ydiants emargeant sur notre programme de transfert de technologie. 

Le montant des fonds n6c.siircs pour Ia totalit du programme s'6lbve sinai & 
1$430,814,.40 US S. 

i est i noter quc : 

- ce montant inclut, pour les Itudiants inscrits en PhD, une priz en charge "tal 
d'un premier semestre de prolongation pour un montant total de 381,271.80 US $ 
ainsi que la seule prise en charge des frais de visa et d'assurance d'un deuxim 

semestre de prolongation pour un montant total de 22,176.00 US $. 

- les cinq (5) 6tudiants du programme IA ainsi que l'fudiante Touraya SOUISSI 

figurent parmi la liste ci-jointe. 
- les Itudiants suiv~ats sont sortis du programme: 

- HADJ ALOUANE Atidel
 

- BEN JAAFAR Salfallah
 
- HARMEL Maher 

http:22,176.00
http:381,271.80
http:1$430,814,.40
http:MINiT.RE


En ce qui concerne les taxes does par notre mission universitaire i washington, uncprovision de 75,000 $ est Aprdvoir pour Iccas oi nous ne se'ions pas exondrd. do c" 
taxes. 

Jc vous saurais grd de bicn vouloir faire It n6cessaire pour It d boursement des fonds
correspondams au dernier semesue 1992 ct vous pric d'agr6er, Monsieur Ac Di% iql,
lcexpres ion de ma parfaite considdration. 

Le Directeur de la PlanifIcation 
des Statist es et I'Informatlque 

uel Braham 

Monsieur James A.GRAHAM 
Directeur 
USAID/TUNIS 
28, rue de Suff x 
NotmDame-TUN1S 


