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1. INTRODUCTION 

This report describes a leadership assessment study conducted at the Organization for 
Energy Planning (OEP), and presents the findings and concomitant recommendations 
resulting from this study. The report starts with a rationale for conducting the leadership 
assessment, and the targets of this assessment. It proceeds to describe the 
assessment and data analysis methodology used. It outlines the findings of the study. 
and presents general recommendations for developing leadership potential at OEP. In 
addition, the report outlines specific recommendations for individual leadership and 
management development, and provides human resource development plans for OEP 
management staff identified by the study as staff members demonstrating marked 
leadership and/or management potential. 

2. RATIONALE FOR THE LEADERSHIP ASSESSMENT 

The leadership assessment study was conducted at the request of the Chairman of 
OEP. in an effort to analvze leadershio and manaaement wtential at the oraanization. 
The bumose of the stud; was to i d e n k  OEP senyor and middle manaaers &marked 
leadership or management traits, or a &mbination of effective leaders6ip and 
management characteristics. The findings of this study are significant to OEP at two 

supporting informed decisions with regard to reviewing the organizational structure 
and management of OEP; and 

identifying OEP staff with marked leadership and/or management potential that the 
organization could nurture, thus developing a second tier of effective leaders and 
managers who would support the efforts of the organization, the Chairman and the 
OEP Board of Directors. 

3. ASSESSMENT TARGETS 

The OEP leadership assessment study aimed to achieve the following targets: 

. identifying OEP senior and middle managers with marked leadership traits andlor 
potential; 

identifying OEP senior and middle managers with effective management styles; and 

identifying OEP senior and middle managers with a balanced combination of 
leadership and management traits. 

The findings of the study would thus point to a pool of OEP management staff members 
with potential for leadership and/or management training and development. 
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4. PARTICIPANTS 

The OEP leadership assessment study targeted senior and middle managers at OEP. 
These included General Managers of the five key divisions at OEP (Energy Planning, 
Energy Conservation, Training and Energy Awareness, Information Management and 
Computers, and Administration and Finance). Heads of Sectors reporting to General 
Division Managers, Heads of Departments reporting to Heads of Sectors, and Heads of 
Sections/Units reporting to Heads of Departments. In addition. the studv included 
management-level staff and experts reporting directly to the OEP ~ h a i r k n .  For a list of 
OEP senior and middle managers targeted by this study. and the status of their 
participation, please refer to Appendix A. 

5. ASSESSMENT APPROACH AND METHODOLOGY 

5.1 General Approach 

The OEP leadership assessment study was based on staff self-assessments of 
leadership and management traits. Self assessment was selected as the key approach 
in this study due to the following factors: 

time constraints precluding a full-fledged 360° assessment; 

subjectivity affecting peer assessments; and 

perceived sensitivity regarding the nature of the assessment. 

Nevertheless, the consultant conducting the study was fully aware of the implications of 
using an exclusively self-assessment-based.approach with regard to the reliability and 
validity of the findings. These implications were compounded by the cultural setting in 
which the study was conducted, where it is quite often the case for respondents to rate 
themselves quite highly on the basis of perceived self images as opposed to actual 
behavior and performance. As a result, the consultant designed the study to include 
more than one assessment instrument and data collection method, as a means of 
providing a degree of internal crosschecking and validation. The following sections 
describe the assessment instruments and data collection methods utilized in this study. 

5.2 Leadership and Management Self Assessment Instrument 

The formal, paper-based instrument utilized in this study included three main 
components, as follows: 

Part A: General RightLeft Brain Tendencies 

This component of the instrument consisted of 20 items. 10 of vhich were designed to 
measure general right brain tendency, and 10 of which measured left brain tendency. 
This was based on a premise, supported by a body of research, that effective leaders 
often demonstrate a right brain tendency, while effective managers demonstrate a left- 
brain tendency (see. for example, Brown. R. E. 'The Nine Behaviors of Leadership'. 
1999). Even though research findings as to the impact of righffleff brain tendency on 
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leadershipimanagement traits are not conclusive. several standardized leadership 
assessment instruments are based on this premise (e.g. Heim and Chapman's 
ManagementiLeadership Assessment Scale. 1999; Clark Wilson's Survey of Leadership 
Practices (SLP), 1999). 

Part 8: Specific JobRelated Leadership and Management Styles 

This component of the assessment instrument consisted of 60 items. 30 of which 
measured management styles in a professional context, while the other 30 concentrated 
on leadership traits and styles on the job. Some of the items in this cornponent were 
mutually contradictory, thus providing a useful internal check for any respondents who 
chose to rate themselves highly on all of the items. 

For both Parts A and B, respondents rated themselves on a scale from 1 (never) to 6 
(always). An even-numbered scale was selected to encourage each respondent to rate 
hidherself either positively or negatively with regard to each item, rather than selecting 
an 'average' mid-way point between a positive and a negative rating. 

Part C: Leadership and Management Characteristics 

This last component of the instrument consisted of 30 adjectives, 15 of which pertained 
to leaders and 15 of which were more common in managers. Respondents were asked 
to mark only 10 adjectives that they deemed most suited to describing their characters. 
In doing so, each respondent selected 10 adjectives that consistently reflected hislher 
true leadership andlor management tendencies. It is worth noting that some of the 
adjectives in this component were designed to cross-check and validate some of the 
items in Parts A and B of the assessment, thus providing further scope for cross 
validation across sections. 

The leadership assessment instrument described above was designed by the consultant 
for soecific use at OEP. This was deemed necessarv since most ore-tested and 
standardized leadership assessments are in ~ n ~ l i s h :  which renders them difficult to use 
in an environment where Arabic is utilized almost exclusively by the staff. In addition, it 
was necessary to design the instrument with multiple components, each measuring and 
validating a particular area, in order to enhance the reliability of the findings. 

The instrument was piloted with two non-OEP respondents, and was fine-tuned and 
timed on the basis of the pilot stage. It was then translated into Arabic, and reviewed 
several times to ensure that the nuances of the assessment items were not lost in the 
translation. For a copy of both English and Arabic versions of the assessment 
instrument, please refer to Appendix B. Also, for a list of targeted leadership versus 
management traits underlying this study, please refer to Appendices C2 and C3. 

In scoring each respondents self assessment, 120 possible points were allocated to 
each componentipart of the assessment. 60 of these points pertained to leadership- 
specific items, while the other 60 points were allocated to management-specific items. 
This increased the weighting of Parts A and C, regardless of the fact that they contained 
fewer items than Part B. This was deemed necessary since Part B featured the most 
directiexplicit items that respondents could rate themselves highly on. and was therefore 
deemed to be the most vulnerable to perceived rather than actual high ratings. 
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. 
5.3 Analysis of Responses 

Respondents' scores were tabulated and sorted according to the following criteria: 

A score of 70%+ in either a leadership or management direction was determined as 
a starting point for a significant tendency in that particular direction; 

Scores between 60 and 69% in both leadership and management areas indicated a 
balanced combination of traits in both areas. 

Scores below 60% indicated an absence of the trait in question (whether leadership 
or management). 

5.4 Interviews 

The purpose of interviewing respondents with significant scores (see criteria below) was 
to provide a further method of validating scores on the paper-based instrument. 
lnterviewees were asked structured questions which were designed to cross-check the 
key leadership and management characteristics measured by the paper-based 
inst~ments. Responses noted during the interviews were later compared with scores on 
the paper-based instrument. 

OEP senior and middle managers were selected for interviews on the basis of the 
following criteria: 

A significant rating in either leadership or management traits (80%+ in me case of 
management traits, 70%+ in the case of leadership traits, since only one respondent 
fell into the latter category out of all the respondents who took the assessment); 

Respondents with missing data/responses (1 case; see Section 9 below for details); 
and 

OEP managers who were not available for the assessment due to other work 
commitments (2 cases; see Appendix A for details). 

It is worth noting that, at the OEP Chairman's request, a special instrument 
administration session was scheduled for the three staff members who were not present 
during the first two sessions (namely Ms Samia Guirguis. General Division Manager for 
Training and Energy Awareness; Mr. Tawfik Fayek Tawfik, Manager of the Energy 
Consumption and Budgets Sector; and Mr. Mostafa'Ahmed Mohamed El Semmani, 
Manager of the Department for Energy Production Studies). 
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6. ASSESSMENT INSTRUMENT ADMINISTRATION 

Originally, administration was scheduled to take place in one 30-minute session for ail 
OEP senior and middle managers. Single session administration was deemed important 
to ensure instrument security, avoid item leakage. and eliminate the effect of external 
variables. 

Nevertheless, this did not prove possible since management staff had various work 
commitments outside of OEP at different times. which made it practically impossible to 
administer the instrument with all target participants in one session. As a result, the 
instrument was administered to two groups of respondents in two diierent sessions. 
Some staff members were not able to attend either session. Appendix A presents a 
record of staff participation, and summary statistics regarding staff attendance. 

As was mentioned above, a third administration session was specially scheduled for 
three managers who were not present during the first two sessions. 

Prior to the administration of each session, participants were given detailed instructions 
regarding the constituents of each part of the assessment form. the rating scale used. 
and the overall time allowed for completing the form. This ensured consistency of 
administration across sessions. 

During administration, it was 0bSe~ed that several respondents had problems in 
interpreting items 9 and 15 in Part A. An analysis of these two items shows that they 
both consist of multiple thought components and utilize negative linguistic structures. 
Even though these items did not prove problematic during piloting, they seemed to be 
confusing during actual administration. Confusion may have been caused by the 
nuances of multiple conceptual and linguistic structures in Arabic. It is therefore 
recommended that these two items, as well as any other items that feature similar 
complex constituents, be simplified if the assessment form is to be utilized again in the 
future. If reviewed and cross-validated, the current leadership assessment form could 
become a prototype for developing a leadership assessment instrument bank. These 
instmments could then be used to profile newly appointed senior managers at OEP to 
indicate leadership potential. The instruments could also be used to assess the impact 
of leadership training and leadership assessment programs, and to measure sustained 
leadership traits in OEP's senior managers. 

7. ASSESSMENT FINDINGS 

Responses were tabulated and scored according to the weightings and percentile 
ranges described in Sections 5.2 and 5.3 above. Respondents' overall scores, as well 
as management-specific and leadership-specific scores, are presented in Appendix C. 

Respondents' scores placed them in four distinct categories, illustrated in the following 
table: 
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Table (i): Respondent Categories 

Category 

Respondents with a marked tendency towards leadership 
traits 

Respondents with no clear leadership or management I traits 

Number of Respondents 

1 

Respondents with a marked tendency towards 
management traits 

Respondents with a balance of leadership and 
management traits 

/ Respondents with incomplete responses ! 1 1 

20 

10 

/ Total number of respondents 35 1 

Names of respondents in each category are presented in Appendix D, arranged from 
highest to lowest scores per category. 

With regard to the three respondents who took the assessment at a later stage, their 
scores placed them in the second category in the table above (respondents with a 
market tendency towards management traits). All three respondents' scores were above 
70% in management-specific areas (please refer to Appendix C for exact scores per 
respondent). 

It was observed while scoring the assessment forms that respondents were more liable 
to rate themselves highly on all items in Part B of the form; which consisted of explicit 
items related to leadership and management styles on the job (see Section 5.2 above 
for details). Respondents' ratings were much more consistent and representative in 
Parts A and C. Please refer to Appendix C for scores per section/part of the assessment 
form, in addition to overall scores and percentages. The observed tendency towards 
inflated ratings in Part B justified the adjusted equal weighting given to all three parts of 
the form regardless of the number of items in each. 

With regard to the 5 management staff who refused to take the assessment (see 
Appendix A for names and details), they mainly expressed concern regarding the nature 
of the assessment, and the use of the findings. It is worth noting that at least three of 
these five management staff had actually emphasized the need for a leadership 
assessment to be conducted at OEP to identifv IeadershiD wtential and reveal 
possibilities for leadership development (namely Mr. ~ b d e l  ~ a h a b  Barakat, Acting 
Manager of the Energy Conservation Division: Mr. Alaa Taema. Manager of Me 
Computers Sector: and Mr. Mohamed Moataz Abdel Khalek. Manager of the 
Administrative Affairs Sector). Their recommendations were voiced-during a human 
resource development activity conducted at OEP in Februaly-March 2000. 
Nevertheless, these same staff members refused to take the assessment when it was 
actually conducted. It is the consultant's opinion that such a stance is an indicator of 
lack of leadership and drive in and of itself, and constitutes part of the findings of this 
study. By definition, effective leadership is characterized by initiative, decisiveness. 
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responsibility and accountability, all of which seem to be lacking in the stance taken by 
these five staff members. 

8. SHORT-LISTING FOR INTERVIEWS 

Respondent scores and rankings determined selection for intenn'ews. In addition, factors 
such as incomplete responses on the assessment form or inabilii to take the 
assessment for justifiable reasons qualified participants for inteMewing (please refer to 
Section 5.4 above for details regarding the purpose of the interviews). 

In total. 15 senior and middle managers were selected for interviewing. Of these, only 
11 were available. The other 4 had various work commitments that rendered it diiwlt to 
schedule interviews with them for the purposes of this study. It is worth noting that 
several attempts to schedule interviews with the only respondent who had obtained a 
significant score in leadership areas (Mr. Salah Abdel Raouf Kandeel) proved 
unsuccessful, since the staff member in question took leave without pay for one year 
very soon after the instrument was administered. 

Appendix E lists participants selected for interviewing, and actual interviews conducted. 

9. INTERVIEW FINDINGS 

Of the 11 interviewees who participated in this study, only 1 demonstrated significant 
leadership qualities, even though these qualies did not gain him a significant score on 
the formal assessrnent instrument. The participant in question. Mr. Adel Mahmoud 
Ibrahim, Current Manager of the Economic. Social and Environmental Impact Sector in 
the Energy Planning Division. demonstrated true organizational vision. Mr. lbrahim 
believes that OEP's mission should be cleariy stated as 'providing a center of 
excellence for decision-making support in the energy field in Egypr. In his point of view. 
this mission should drive all OEP's activities. oroiects and staff. For this mission to be 
achieved, it is necessary to review OEP's organkational structure and staffing, and 
resolve internal staff conflicts through objective measures. Throughout his interview. Mr. 
lbrahim demonstrated a clear understanding of the qual~ties of a true leader, citing such 
traits as vision, promoting achievement and productivity, promoting an abnosphere of 
trust, reliability, and loyalty to the organization. Mr. lbrahim also demonstrated a clear 
understanding of effective management styles that promote staff productivity and 
results, and a clear appreciation of the importance of forward planning to promote 
target-based performance. 

Five of the remaining 10 interviewees demonstrated a tendency towards effective 
management traits. Of these five, one interviewee's results on the formal assessment 
form also indicated a clear tendency towards management traits, namely Mr. Mahmoud 
Mohamed A1 Dabaa. In both the paper-based assessment and the interview, Mr. El 
Dabaa demonstrated a clear understanding of effective management traits. Mr. El 
Dabaa hiahliahted the im~ortance of consistencv in management policy, standing firm - - 
by management principl&s. fairness, decisivene&, making decisions on the basis of a 
careful analysis of observable data, responsibility. accountability and impartiality. 
Nevertheless, Mr. El Dabaa seems to have a tendency towards micro-management and 
an inability to trust others at work. 
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Two of the intew'ewees with a tendency towards management traits had obtained 
balanced management and leadership scores in the paper-based assessment 
However, their interviews revealed a tendency towards management rather than 
leadership characteristics. One such case was Mr. Mohamed Mostafa Nashaat, who 
demonstrated such traits as attention to detail, Obse~atiOn, objectivity and accuracy. all 
of which are particularly important in the financial sector which he manages. 
Nevertheless, Mr. Nashaat seems to find it difficult to manage multiple tasks 
simultaneously, and to handle a high workload while maintaining effective management 
and monitoring functions at his work unit. 

The second case of an interviewee with a tendency towards management traits in spite 
of a balanced score on his paper-based assessment was Mr. Alaa El Din Mahmoud Abu 
Samra. Mr. Abu Samra showed a clear appreciation of forward planning, balanced 
workload distribution, attention to detail, fairness, responsibility and attention to staffs 
needs and morale. Mr. Abu Samra considers it a personal achievement that work 
proceeds as planned, even in his absence, because he has empowered the staff he 
works withIsupervises to perform the work expected of them. 

One of the interviewees with a tendency towards management traits, Mr. Tavdik Fayek 
Tawfik, had incomplete responses on his paper-based assessment, a fact which 
rendered it difficult to work with his scores. Mr. Tawfik's form was missing a page due to 
a photocopying error. However, Mr. Tawfik's interview revealed an understanding of the 
need for a manager to understand his work, understand the people he supeMses. 
distribute work fairly, and capitalize on staff skills. Mr. Tawfik also demonstrated marked 
confidence throughout the interview. It is worth noting that the scores available for Mr. 
Tawfik on Parts A and C of the paper-based assessment corroborate these interview 
findings and point to a marked tendency towards management characteristics. Also, Mr. 
Tawfik's scores on the complete assessment form he completed during the third 
administration session further corroborate his tendency tvnrards management 
characteristics. 

The last interviewee who demonstrated a tendency towards management traits was Mr. 
Mostafa Ahmed Mohamed El Semmani. Mr. El Semmani had not anended the first two 
administrations of the paper-based instrument due to external work commitments. In his 
interview. Mr. El Semmani showed a clear appreciation of the importance of 
understanding the role of one's work unit within the framework and targets of the overall 
organization. He deemed it important for a manager to be organized, firm, yet people- 
oriented. Mr. El Semmani also showed understanding of the importance of forward 
planning, though he considered it difficult to implement at his o k  work unit due to the 
absence of an overall long-term organizational plan that drives the work of the key 
divisions. It is worth noting that these interview~bservations were clearty corroborated 
by Mr. Semmani's scores when he finally attended the paper-based assessment during 
the third administration session. 

The remaining five interviewees did not demonstrate a clear tendency towards either 
management or leadership traits. It is the consultant's view that these interviewees' skills 
can be channeled and further developed to suit the positions they holdlare to hold within 
the organization. 
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. 
It is worth noting, however, that one of these interviewees, namely Ms. Samia Guirguis 
Hanna, current General Division Manager for Training and Energy Awareness, 
demonstrated a markedly negative and pessimistic attitude towards the organization as 
a whole, and towards future prospects regarding organizational development. The 
question remains as to whether a senior manager with such a negative view can lead 
others towards achieving OEP's targets and shapingkealizing its mission. Ms. Guirguis 
was also considerably skeptical about the leadership assessment exercise when she 
was asked to attend the third administration session, and almost refused to respond to 
the instrument. When the exact purpose of the assessment was further clarified to her 
from a human resource development perspective, she accepted to respond to the 
instrument. Her score seems to indicate a tendency towards management traits, but not 
leadership. 

10. OVERALL FINDINGS OF THIS LEADERSHIP ASSESSMENT STUDY 

This leadership and management assessment study has yielded the following overall 
findings: 

OEP is in need of shaping and fostering organizational leadership. At the present staqe. - - - 
the organization lacksany significant leadership potential. with the exception of one 
senior manager (see the interview findings for Mr. Adel Mahmoud lbrahim above), and 
one middle manager whose scores on the paper-based assessment still need to be 
verified through an interview procedure, but who is currently on extended leave without 
pay (Mr. Salah Abdel Raouf Kandeel). 

More than 60% of current OEP senior and middle managers seem to demonstrate an 
understanding and appreciation of effective management hais and styles (see 
Appendix D for names and details). With a clear organizational vision and mission, clear 
and announced organizational goals, and a strong and e f f d v e  leadership, these 
managers can be capitalized on to put the management traits they believe in into 
practice, and to implement OEP's plans to achieve results. Current senior and middle 
managers need training to be able to translate Me management styles they intuitively 
seem to believe in into observable management practice. This will equip potentially 
effective managers with the practical skills to manage by results in a performance-based 
environment. This will be the true test as to whether current OEP manaaement is - 
capable of putting its management principles and beliefs into practice. 

11. RECOMMENDATIONS 

The following recommendations are based on the findings of this study: 

11.1 The findings of this leadership and management assessment study need to be 
validated through a modified 360" analysis that suits the cuttural and 
organizational environment in which it will be conducted. Even though the 
findings of the current study have been internally cross-checked within and 
across assessment instruments/methods, they are still mainly reliant on the 
respondents' self assessment and image of their own performance. In order for 
these findings to form a solid basis for decision-making regarding OEP 
leadership and management structures, they need to be externally corroborated 
through a modified 360° procedure. 
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11.2 The findings of this study provide a preliminary context and basis for developing 
individual leadership and/or management training and development plans. 
Appendix F presents individual leadership and management training 
recommendations for OEP management staff who demonstrated marked 
leadership and/or management potential in this study. These individual 
develooment olans would thus yield a core prouo of effective leaders and - .  
managers who would be equipped with the necessary skills to design strategies 
and policies for OEP, and to oversee the effective implementation of these in 
order to achieve OEP targets. 

11.3 The paper-based instrument used in this study needs to be reviewed and fine- 
tuned on the basis of current findings. in order to provide a reliable assessment 
instrument for future use at OEP and similar organizations. 

11.4 There is a need for a leadership development program to nurture current 
leadership potential at OEP, however limited, and to instill effective leadership 
traits andstyles in OEP senior management (current and future). 

11.5 On a parallel track, OEP is in need of a management development program to 
equip potentially effective managers with the necessary skills to manage by 
results and to promote quality performance on the part of their employees. 
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APPENDIX A: TARGET PARTICIPANTS AND STATUS OF THEIR PARTICIPATION 

ENERGY PLANNING DIVISION 

Head of Energy Consumption 
and Budget Planning Sector 

Head of Economic, Social and 
Environmental Impact Sector 

Head of Department of Energy 
Source Studies 

Head of Energy Generation 
Section 

Head of Energy Forecasting 
Section 

; ENERGY CONSERVATION DIVISION 

' Head of Energy Demonstration I Mamdouh Nagaty Elias I 

Mostafa Ahmed Mohamed El On external 
Semmani business - 

9 Attended 9 
session 

Ahmed lsmail Rushdi r /  

Head of Social Impact Section 

Head of National Budget . 
Plannino Section 

I Proiects Deoartment I I 

Tawfik Fayek Tawfik 

Adel Mahmoud lbrahim 

Anwar Farid Agaiby 

Head of Economic Studies 1 Ossama Kamal El Din / 
Section a Mohamed 

Soheir Ragab El Tahawi Did not attend i 

Amal Hussein Mostafa / 

Head of Project Implementation Ahmed Hassan Soliman 
Section I 

/ - 
Incomplete 
responses - 
Attended 9 
session for 
complete findings 
/ 

Did not attend 

I Head of Technology Nasr El Din Abdel Hamid Did not attend 
Development and Transfer 
Swtinn 

I I I 

[ Head of Demonstration Project I lhab Salah Hassan I Did not attend 
I Plannino Section I I 

TRAINING AND ENERGY AWARENESS DIVISION 

Head of Section for Energy 
Audits for Domestic and 
Commercial Sectors 

Abu Bakr Hassanein 



( Genera! Division Manager ( Samia Guirguis Hanna 1 On external I 

I business - 
Attended ? I 

I 

INFORMATION MANAGEMENT AND COMPUTERS DIVISION 1 
Head of Energy Awareness 
Sector 

I General Division Manaaer I Mohamed Imam Mohamed 1 b' 7 

Sayed Mahmoud Saeed 

I Decision-Making Support Sector 1 

session 
b' 

- 1 Saleh 

Head of Computers Sector I Alaa Abu Seria Taema I Refused to attend 

Head of Library, Documents I Soheir Mohamed Abdel Badie ! b' 

1 
* 

Head of Information and I Tolia Mohamed Anwar Khaled I b' 1 

/ Head of Computer Maintenance I Alaa El Din Mahmoud Abu b' 1 

and Microfilm Department 

Head of Decision-Making 
Support Department 

Head of Systems and 
Programming Department 

Head of Publishing Section 

Head of Information Section 

] Head of System Design Section 

Section 1 Samra . 

Head of Section I Salah Abdel Raouf Kandeel d 

Mohamed Ali Khafaga 

Tarek Eid lbrahim Hassaan 

Head of Budgets Department I Magda Mohamed Ahmed Ali 1 b' 
1 

Head of Administration , Nab11 Gha~th Hennawy I Refused to anend 

d 

b' 

ADMINISTRATION AND FINANCE DIVISION 

I Deoartment I I i 

Sahar Ahmed Zaki ' b' 

Waheed Ahmed Rushdi d 

Kamal lbrahim Moussa d , 

General Division Manager 

Head of Administrative Affairs 
Sector 

Head of Financial Affairs Sector 

Head of Personnel Department 

Mohamed Abdel Nabi lbrahim 

Mohamed Moataz Abdel Khalek 

Mohamed Mostafa Nashaat 

Ali Ghareeb Ali 

Head of Personnel Documents 
Section 

Head of Premises and Services 
Section 

d 

Refused to attend 

tf 

Refused to attend 

Mohamed Lotfi Mohamed 

Ramadan Anwar Hassan 

d Head of Maintenance Section 

b' I 
i 

b' 
I 

Ghaffar 1 Hashem Mohamed Abdel 



nd Public Relations 

d = Attended 

SUMMARY STATISTICS 



APPENDIX B: PAPER-BASED ASSESSMENT INSTRUMENT 

ORGANIZATION FOR ENERGY PLANNING 
HUMAN RESOURCE DEVELOPMENT 

SELF-ASSESSMENT INSTRUMENT 

The purpose of this survey is for OEP senior and middle management staff to assess 
their own skills, tendencies and management style. The results of this self-assessment 
will be used as a basis for team formulation and management development. Please 
indicate your name, position and work unit in the following boxes. 

NAME: 

POSITION: 

WORK UNIT: 



PART A 

Read each of the following general items carefully. Rate yourself on each item using the 
rating scale on the right. The following is a definition of each rating: 

1 Never (0% of the time) 
2 Seldom (1 -24OA% of the time) 
3 Sometimes (2549% of the time) 
4 Frequently (50-74% of the time)) 
5 Very frequently (75-99% of the time) 
6 Always (1 00% of the time) 

18. 1 find it diicult to express me feelings. 

19. 1 give clear directions. 

20. 1 can usually find what I need although I don't keep things in 
any particular order. 
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PART B 

Read each of the following work-related items carefully. Rate yourself on each item 
using the rating scale on the right. The following is a definition of each rating: 

1 Never (0% of the time) 
2 Seldom (1-24O/.% of the time) 
3 Sometimes (25-49% of the time) 
4 Frequently (50-74% of the time)) 
5 Very frequently (75-99% of the time) 
6 Always (100% of the time) 
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26. 1 think of different strategies and options to achieve one goal ; 
; ' I  or complete a single task. 

27. 1 give specific instructions to new hires or for new tasks. 

28. 1 demonstrate presence in meetings and public events. 
I 

29. 1 resolve conflict among staff effectively. 

30. 1 am accesstble to my staff. I 11 1 
31. 1 give detailed feedback to my slaff. I I 

I I 
32. 1 clear obstacles for others. 1 

i I 

/ 33. 1 foster an open and honest environment in my work unit : ! 
5 

, 34. 1 clearly assign roles and descnbe desired outcomes. 

35. 1 give instructions authoritatively. 

36. 1 assume responsibility and accountability for my actions. 

37. 1 know when to compromise. 
, 

38. 1 distribute workload evenly among my staff. 
! , , I : 

39. 1 monitor staff progress on assigned tasks. 
, . 1 : 

40. 1 keep a detailed schedule for work unit tasks and aclMties. ; 
. i ; 

i 

41. 1 stand firm on principle. I 
I 

42. 1 convey a clear message to others. 

OEP: SeV-Asressmenr lmrment  Page 3 of 5 



11  12 13 14  15 16 

I I I I I I 
45. 1 take calculated risks. 

43. 1 am consistent in exercising power and aulhonty. 

I I I I l l  
I I 

44. I have a strong track record for being decisive. I 

46. 1 have frequent meetings with my staff to phn work and 
distribute tasks. 

47. 1 generate in my staff a sense of pride in belonging to this 
work unit. 

48. 1 am not desk-bound; I move energetically around my work 
unit. 

1 I 52. 1 believe that iunior staff should be given the power to make 
4 , 

I 

I I 

i 1 

. . I : :  

J 

50. 1 carefully consider cost and resources in planning projects 
and activities. I 

51. 1 set clear direction for my work unit. 
i 

decisions abdut their work. 
- 

I 

1 
56. 1 tie short-term work unit taraets to the overall aoals and 

i 
I 
! 

I 49. If I left my work unit, others would consider following me. I 
! 
I 

. , 
i 

i i 

I / 

I 8 ,  

- - 
mlsslon of the organlzatton. 

57. 1 respond openly to staff concerns. 
I 

I 
I I 

54. 1 prepare people for change very carefully so that they are j 
ready for it when it happens. 

58. 1 build effective internal and external relationships. 

53. 1 pay a lot of attention to how people react to my suggestions. 

I I 

59. 1 consult with others in making decisions. 

1 1  

55. 1 give my staff time for professional development. b ! ! 

60. 1 am fully aware of the impact of my actions and words on 

OEP: SeY-Arrerrnent Imrmmenr Paxe 4 of S 



. 
PART C 

Put a check mark (d)  against 10 of the following items that you feel best describe your 
character. 

[7 analytical 

detail-oriented 

C] energetic 

[7 ethical 

firm 

flexible 

C] people-oriented 

positive 

protective 

[7 self-critical 

sharing 

[7 systematic 

gracious task-oriented 

[7 innovative 

intense 

just 

[7 logical 

loyal 

[7 meticulous 

modest 

[7 organized 

[7 time conscious 

visionary 

visual 

[7 a doer 

[7 a motivator 

[7 a risk-taker 

[7 an implementer 

C] an initiator 

OEP: Sey-Arserrmenr fmrunent Page 5 of 5 



APPENDIX CI: OVERAU ASSESSMENT RESULTS IN ALPHABETICAL ORDER 



APPENDIX E: PARTICIPANTS SELECTED FOR INTERVIEWING 

INTERVIEWING (in alphabetical 



APPENDIX F: INDIVIDUAL MANAGEMENT AND/OR LEADERSHIP TRAINING PLANS 

Premises underlying the proposed plans: 

The management staff members included in the planning table below were selected on the basis of the combined findings of the 
paper-based leadership assessment and the intewiews conducted in this study. The planning table thus focuses on the OEP staff 
members that obtained the highest leadership andlor management ratings in this study. It is recommended, however, that 
management and leadership development opportunities be offered to both current and future OEP senior and middle managers in 
order to build organizational capacity in these two areas. 

The training and development programs outlined in the planning table below build on each individual's current expertise and 
experience, combined with the management andlor leadership potential demonstrated by each individual. It is worth noting, however, 
that additional qualified OEP managers will be needed in order to formulate a core management and leadership group that can 
effectively lead the organization in key areas. 

The planning table below outlines core content for training and development programs that would enhance the management staff 
members' skills and effectiveness. For training programs that will be offered overseas, participants will require intensive English 
language training in order to fulfill the language requirements for overseas trainingand to guarantee that participants would derive 
maximum benefit from their training. The duration of English language training will vary from one individual to another depending on 
lheir current English language proficiency levels, which will be determined through a process of pre-training language testing. 
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OEP 
Management 
Staff Member 

Aiaa El Din 
Mahmoud Abu 
Samra 

Key Tralnlng Goal 

To develop capacity 
for strategic 
information systems 
planning. 

Proposed lraining 
assumes adequate 
technical IS skills. 
Technical training 
requirements may be 
identified/ 
recommendedas 
necessary. 

Proposed individual Tralnlng Plans for ~ e a d e r s h l ~  andlor Management Development 

Program 1 

General Project 
Management Skills 

Success criteria ol a 
well-defined project 
Key elements in 
project management 
and life cycles 
Successful project 
organization . Project budgeting . Developing 
contingency plans 

, , J ~ ~ ~ ~ ~ ~ ~ ~  sen,or 
management buy-in 
Setting practical 
project objectives 
Project scheduling 

, Workload 
Project monitoring . team 
productivily 
Motivating team 
members 
Effective decision- 
making 
Manaaino ~roiecl 

Program 2 

Information Systems 
(IS) Project 
Management 

The IS project: 
definition, scope and 
objectives . Identifying activities 
and resources: work 
breakdown 
structures, skills 
inventories, 
equipment and 
resource 
requirements . Determining work 
flow activities and 
network risk analysis . Estimating projecl 
duration . Scheduling activities 
and allocating 
resources 
Controlling work In 
progress and 
identifying problems: 
re-scoplng projects 

Program 3 

Strategic Information 
Systems (IS) Plannlng 

. Principles and 
process of 
organizational IS 
planning 
Identifying 
organizational IS 
needs 

• Organizational 
systems planning 
Assessing the 
impact of 
organizational 
change on IS . Implementing and 
monitoring IS plans 
Aligning IS initiatives 
with organlzalional 
goals 

Program 4 
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