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To Whom I t  May Concern: 

The College o f  Business and Administration and Southern I l l i n o i s  
Universi ty a t  Carbondale a r e  very pleased t o  have t h e  opportunity 
of being involved with t h i s  Middle Management Education Program 
f o r  Egypt. 

The purpose of  t h e  p ro jec t ,  a s  i d e n t i f i e d  by AID, is  t o  "acquaint 
Egyptian managers with American management decision-making tech- 
niques." This prel iminary program review ind ica tes  t h e  achieve- 
ment of  t h i s  purpose, and success of t h e  p r o j e c t  t o  da te .  

I t  should be noted t h a t  t h i s  is not  a f i n a l  r epor t  but r a t h e r  a 
prel iminary review, t h e  da ta  of which w i l l  be sub jec t  t o  f u r t h e r  
analys is  along with information secured from subsequent groups of 
pa r t i c ipan t s .  Any comments o r  suggestions from readers of  t h i s  
repor t  a r e  welcomed. 

R. Darling. / 

JRD : ph 
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Middle Management Education Program f o r  Egypt 

This is a prel iminary program evaluat ion of  t h e  Middle Management 

Education Program f o r  Egypt f o r  t h e  f i rs t  group of 28 p a r t i c i p a n t s .  The 

program was conducted between February 24th and May 19, 1979. The evalu- 

a t i o n  i s  based upon t h e  r e s u l t s  of  severa l  ques t ionnaires  deal ing with t h e  

classroom and in te rnsh ip  experiences a s  well a s  t h e  r e s u l t s  of a  s e r i e s  of  

t e s t s  deal ing with a t t i t u d e s ,  values,  knowldege, pe r sona l i ty ,  leadership  

s t y l e s ,  e t c .  Much has been l e a n e d  from our evaluat ion e f f o r t s  with t h e  

f i r s t  groups and t h i s  da ta  provides us wi than  i n v a l u a b l e i n f o m a t i o n b a s e  t h a t  

w i l l  be useful  i n  making f u r t h e r  improvements i n  t h e  p r o j e c t  f o r  f u t u r e  

groups. 

PROGRAM EVALUATION DESIGN: 

The o v e r a l l  ob jec t ive  of  t h e  Middle Management Education Program i s  t o  

acquaint Egyptian managers with American management decision-making techniques.  

With t h i s  i n  mind, t h e  program was s t r u c t u r e d  t o  inc lude both classroom i n s t r u c -  

t i o n  and p r a c t i c a l  in te rnsh ip  experience. Due t o  t h e  broad na tu re  of t h i s  

overa l l  objec t ive ,  w e  have r e l i e d  p r imar i ly  on ques t ionnaires  t o  assess t h e  

degree t o  which these  two phases of  t h e  program have helped us achieve our  

aims. 

The second p a r t  of  t h e  program evaluat ion c o n s i s t s  of measuring t h e  

p a r t i c i p a n t s  psychological and behavioral  c h a r a c t e r i s t i c s  which may inf luence  

t h e i r  e f fec t iveness  a s  managers. Several  of these  t e s t s  were repeated a t  

t h e  end of  t h e  program t o  d e t e c t  what changes, i f  any, had occurred as a 

r e s u l t  o f  t h e i r  experiences i n  t h e  U.S.A. 

Near t h e  beginning of t h e  program, t h e  p a r t i c i p a n t s  were given a test 

i n  general  business.  The purpose of  t h i s  test is  twofold; (1) t o  determine 



t h e i r  knowledge of business i n  order t o  help the ins t ruc tors  t o  t a i l o r  t h e i r  

lectures  t o  meet t he  needs and expectations of the  par t ic ipants ,  and (2) t o  

be used again a t  t he  end of t h e  inst ruct ion period t o  measure what they have learned 

during tha t  period. 

A f i na l  auxi l ia ry  aspect of t he  program consis ts  of facu l ty  research in to  

various aspects of the  behavioral a t t i t udes  of the  Egyptian managers. This re- 

search w i l l  be used t o  prepare a pool of information t h a t  w i l l  be useful in  the  

design and improvement of future  programs. 

EVALUATION OF OVERALL EXPERIENCE 

A t  the  end of the program, the par t ic ipants  were given a questionnaire 

t o  evaluate t h e i r  overal l  experience. The responses were assigned weights 

and a weighted-average mean was calculated f o r  each item. The r e su l t s  a r e  

as follows: 

SA = Strongly Agree D = Disagree 

A =Agree SD = Strongly Disagree 

N = Neither agree or disagree Leave inapplicable items blank 

(+I) (0) (-1) (-2) 

S A A N D SD Blank Mean - - - - --- 
1. Classroom f a c i l i t i e s  were 

sa t i s fac tory .  

2. Luncheon arrangements were 
sa t i s fac tory .  

3. Luncheon speakers were of 
value. 

4. Classroom sessions were well 
scheduled. 

5. Reading materials were 
su i tab le .  

6. Hotel accomodations were 
appropriate. 



D = Disagree SA = Strongly Agree 

A = Agree 

N = Neither agree o r  d isagree  

SD = Strongly Disagree 

Leave inappl icable  items blank 

(+2) (+I)  (01 (-1) (-2) 
S A A N D SD Blank Mean 
- - A p - - -  

Your problems were promptly 
solved . 
Travel and ho te l  arrangements 
f o r  the  in te rnsh ips  were s a t i s -  
factory.  

The general a t t i t u d e s  of t h e  
administrat ion,  f acu l ty  and 
s t a f f  of SIU were favorable. 

The in te rnsh ip  companies and 
locat ions  were adequately 
planned. 

Overall communication between 
you and t h e  administrat ion of  
t h e  Middle Management Education 
Program was adequate. 

The computer business game was 
o f  high value t o  you. 

The timing of  t h e  businessgame 
was aypmpria te .  

The community of Carbondale 
was f r iendly .  

Per diem was suf f ic ien t .  

Your i n t e r ac t i on  with t he  
pa r t i c i pan t s  was rewarding. 

The personnel of t h e  in te rnsh ip  
companies were cooperative. 

The work and a t t i t u d e  o f  t h e  
pa r t i c i pan t s '  coordinator have 
net your expectat ions.  

The work and a t t i t u d e  of t h e  
company l i a son  coordinator 
have met your expectat ions.  

The work and a t t i t u d e  o f  grad- 
ua te  a s s i s t a n t ,  George Armson, 
has met your expectat ions.  



SA = Strongly Agree D. = Disagree 

A = Agree SD = Strongly Disagree 

N = Neither Agree or  Disagree Leave inapplicable items blank 

(+I)  (0) (-1) (-2) 
S A A N D SD Blank Mean - - - ---- 

22. The work and a t t i t u d e  of 
graduate a s s i s t an t ,  B i l l  
Herron, has met your expec- 
t a t ions .  31% 54% 7% 4 % 

23. The work and a t t i t u d e  of t h e  
secre ta ry  of t h e  p ro jec t  has 
met your expectations. 19% 46% 12% 19% 4% + .58 

24. Your overa l l  experience i n  
U.S. was favorable. 50% 50% 

The only item f o r  which t h e  calculated mean was unfavorable (negative) was 

#16, "per diem' was suf f ic ien t . "  This is  probably more t r u e  f o r  t he  pa r t  cipants 

on in ternships  i n  l a rger  c i t i e s  where l i v ing  expenses a r e  l i k e l y  t o  be nigher. 

The next l e a s t  favorable mean was f o r  item #14, "the timing of t h e  business 

game was adequate." We a r e  current ly  exploring t h e  pos s ib l i t y  of  expanding t h e  

r o l e  of t he  business game in . - the  program. I t  should be noted t h a t  t he  item with 

the  most favorable mean was item n13, "the computer business game was of high 

value t o  you." 

Item #2, "luncheon arrangements were sa t i s fac tory , "  a l s o  had a r e l a t i v e l y  

low mean (+.31). This is due l a rge ly  t o  cu l t u r a l  d i f ferences  and t h e  d i f f i c i ency  

some par t i c ipan ts  had i n  adjust ing t o  t h e  American meal schedule. 

I t  is encouraging t o  no te  t h a t  a l l  of  t h e  pa r t i c ipan t s  e i t h e r  strongly 

agreed with o r  agreed with item #24, Ityour overa l l  experience i n  t h e  U.S. was 

favorable. " 



EVALUATION OF CLASSROOM EXPERIENCE 

A questionnaire was administered t o  the  par t ic ipan ts  a t  t he  end of t he  

program t o  assess  t he  classroom ins t ruc tors ,  the  classroom portion of t he  pro- 

gram, and the  degree t o  which progress was made i n  reaching various classroom 

objectives.  The responses were assigned weights t o  enable a weighted-average 

mean t o  be calculated f o r  each item. 

SA = Strongly agree D = Disagree 

A = Agree SD = Strongly Disagree 

N = Neither agree o r  disagree Leave inapplicable items blank 

(.+2) (+I )  COI (-1) (.-2) 
S A A N D SD Blank Mean - - - - - - . -  

1. In general, the  classroom inst ructors :  

a. were prepared f o r  c l a s s  36% 6 % 4% 

b. knew i f  students understood him 16% 26% 28% 20% + .48 

c. answered impromptu questions 
s a t i s f ac to r i l y .  28% 72% 

d. were organized and presented 
subj ec t  matter well. 28% 60% 8% 4% 

e.  showed an interest i n  students 36% 28% 32% 4% + -96 

f  . were en thus ias t ic  about the sub- 
j ec t  32% 56% 12% 

g. taught the  c l a s s  e f fec t ive ly  16% 52% 32% + .84 

Although a l l  means were favorable, t he  r e l a t i v e l y  low mean for  point Cb) is 

due t o  some language problems and communication gaps. However, it is expected 

t ha t  t h i s  problem w i l l  be avoided as the  ins t ruc tors  become more fami l ia r  with 

the leve l  of knowledge and language a b i l i t y  of the  Egyptian managers. 



2. In general ,  t h e  classroom por t ion of  t h e  
program was: 

(+2) (+I )  (0) C-1) (--2) 
S A A N D SD Blank Mean ------- 

a.  a good learning experience 16% 80% 4% +1.08 

b. well organized 8% 56% 24% 12% + .60 

c. very i n t e r e s t i ng  8% 68% 8% 16% + .68 

d. a waste of time 4% 8% 32% 56% -1.40 

e. too d i f f i c u l t  8% 16% 32% 44% - .12 

f.  o f ten  confusing 20% 16% 56% 8 % - .52 

g. good 24% 64% 12% +l. 12 

Point (g) ind ica tes  t h a t  t h e  pa r t i c i pan t s  f e l t  t h a t  t he  classroom por t ion of 

the  program was general ly  good But t he r e  does seem t o  be severa l  aspects  of  t h i s  
E 
2 phase of t h e  program t h a t  can ae improved. Although t h e  mean scores  f o r  points  
b .- >' (e) and ( f )  were both negative,  ind ica t ing  overa l l  favorable responses, they could 
r: 
;> 

have been more favorable.  The d ive r s i t y  of background i n  business of t h e  p a r t i c i -  
,v 
0 
c, pants causedsomeof them t o  repor t  t he  mater ia l  t o  be d i f f i c u l t  and confusing. 
-I 
'C 

Additional preparatory work (perhaps in Cairo) has been recommended t o  br ing a l l  

pa r t i c i pan t s  t o  a common leve l .  

3. The r e s u l t s  f o r  progress i n  t he  various classroom object ives  a r e  as follows: 

E = Exceptional progress 
V = Very good progress 
G = Good progress 

L = L i t t l e  progress 
N = No progress 
Leave inappl icable  i tems blank 

C4) (3) (2) (1) (0) 

E - v - G - L - --- N Blank Mean 

a .  Gained fac tua l  knowledge (termin- 
ology, c l a s s i f i c a t i o n s ,  methods, 
t rends)  . 8% 28% 52% 12% 

b. Learned fundamental p r inc ip les ,  
general iza t ions  o r  theor ies .  8% 28% 56% 8% 

c. Developed spec i f i c  competencies 
needed by profess ionals  i n  my - . - -  --* a n  



E = Exceptional progress 
V = Very good progress 
G = Good progress 

L = L i t t l e  progress 
N = No progress 
Leave inapplicable items blank 

~4 I (31 (21 Cll (PI 
E - v - G - L - N Blank Mean --- 

d. Developed c rea t ive  capac i t ies  4% 32% 52% 12% 2 .28  

e. Developed a sense of personal 
respons ib i l i ty  ( s e l f  - re l iance,  
s e l f -d i sc ip l ine ) .  8% 16% 64% 12% 

f, Gained a broader appreciation 
o f  i n t e l l e c t u a l  -cul tural  
a c t i v i t y .  13% 41% 38% 8% 

t 

g.  Developed s k i l l  i n  expressing 
myself o ra l ly  and/or i n  
writ ing.  24% 44% 24% 8% 

For a l l  l i s t e d  object ives  of t h e  classroom phase of t h e  program, t h e  

applicant , on the  average, made better-than-good progress. I t  is  pa r t i cu l a r ly  

i n t e r e s t i ng  t h a t  over half t he  group reported good progress o r  b e t t e r  under 

question (c ) .  I t  was not an object ive t o  provide par t ic ipants  with a t r a d i t i o n a l  

management development program. The in t en t  was t o  acquaint the  pa r t i c ipan t s  

with decision-making s k i l l s .  The f a c t  t h a t  so many reported gaining competence 

in their profession was considered a sigri if icant plus  f o r  t h e  program: 



. . 

EVALUATION OF INTERNSHIPEXPERIENCE 

A. From t h e  p a r t i c i ~ a n t s '  point of view: 

The 28 managers have experienced two 3-week in ternships .  The managers 

evaluated t h e i r  in te rnsh ip  experiences a s  follows: 

(1) In which category would you c l a s s i f y  t h e  type of  
work assignment? 

First Second 

100% 89% Mainly observing 

4% Normal departmental work--comparable 
t o  t h a t  assigned t o  o thers  i n  t h e  

7% Special  assignment (explain).  

Although t he  f i r s t  in te rnsh ip  experience consisted ch ie f ly  of  
observing, t h e  second in te rnsh ip  saw t h e  pa r t i c i pan t s  becoming 
more involved and having t he  opportunity t o  apply some of  t h e i r  
t a l e n t s  t o  spec ia l  assignments. This pa r t i c i pa t i on ,  e spec ia l ly  
i n  t he  a rea  of management decision-making, i s  expected t o  improve 
even more i n  the  future .  

(2) What statement bes t  describes t h i s  work assignment? 

First Second 

21% 33% New and d i f f e r e n t  experience d i r e c t l y  re la ted  - 
t o  my f i e l d  of spec ia l i za t ion .  

72% 48% New and d i f f e r en t  expereince not  d i r e c t l y  r e l a t ed  - 
t o  my f i e l d  of  spec ia l i za t ion ,  but of  de f i n i t e  
i nd i r ec t  value. - 

7% 11% Unrelated t o  my f i e l d  of spec i l a i z a t i on  and o f  - 
no apparent value t o  me. 

- Redundant experience; a r epe t i t i on  of experience 
which I a l ready possess. 

- 4% Other (explain).  

- 4% No response. 

After  t h e  experience of  placing t h e  pa r t i c i pan t s  i n  companies f o r  t h e  
first in ternship ,  we were b e t t e r  able  t o  p lace  t he  managers i n  areas  
d i r e c t l y  r e l a t ed  t o  t h e i r  f i e l d  of spec ia l i za t ion .  But at  t h e  same 
time, t h e  length of t h e  in te rnsh ips  (3 weeks) probably caused many 



companies t o  be re luc tan t  t o  accept pa r t i c i pan t s .  In addi t ion,  
i f  t h e  pa r t i c i pan t s  a r e  placed i n  decision-making pos i t ions ,  many 
of  t h e  p a r t i c i p a t i n g  firms have requested t h e  r i g h t  t o  be involved in 
s e l ec t i ng  t h e  managers who a r e  t o  be assigned t o  t h e i r  organization.  
Only two i n  the  f irst  in te rnsh ip  'and t h r ee  i n  t h e  second one ind i -  
cated t h a t  t he  e x ~ e r i e n c e  was not  of  apparent value t o  them. This 
may be a t t r i b u t a b l e  t o  t h e i r  "own expectations" f o r  technical  
t r a i n ing  a s  opposed t o  managerial t r a in ing .  

(3) How helpful  was t he  assigned work group on a s s i s t i n g  you t o  meet your 
ob j ec t ives?  

F i r s t  Second 

68% - 63% Always he lp fu l .  

Generally helpful .  

15% Rarely helpful .  

Not a t  a1 1 helpful .  

Although t he r e  continues t o  be a high l eve l  of cooperation being pro- 
vided by pa r t i c i pa t i ng  firms, t h e  increase  i n  t he  "rare ly  helpful t1  
response category i s  probably due t o  t h e  same reason a s  i n  (2) above. 

(4) How would you r a t e  your work period overa l l ?  

F r i s  t Second 

14% - 33% Excellent  

54% - 41% Good 

21% - 15% Sa t i s fac to ry  

11% - 7% Less than s a t i s f a c t o r y  

- 4% Poor 

The " less  than sa t i s fac to ry"  and "poor" responses were given by 
pa r t i c i pan t s  who were placed i n  a firm i n  an indus t ry  d i f f e r en t  from 
t h e i r  own. But t h e  s i gn i f i c an t l y  higher percentage of pa r t i c i pan t s  
with "excellent" responses speaks well of  t h e  higher  success of  t h e  
second in ternship .  

In addit ion,  before leaving f o r  h i s  in te rnsh ip ,  each pa r t i c i pan t  was 
provided a number of  questions covering a l l  t h e  functional  a r ea s  t o  
use a s  a guide i n  preparing a repor t  on h i s  in te rnsh ip  experience. 
This repor t  includes such items as the  main ob jec t ives  of  t h e  company, 
s t r a t e g i e s ,  control ,  etc. Appendix (1) contains a copy of  t h e  
question guide and appendix (2) contains a sample of t h e  i n t e rn sh ip  
repor t s .  



B. From t h e  in te rnsh ip  companiest po in t  o f  view: 

An evaluat ion ques t ionnaire  was sen t  out t o  a l l  p a r t i c i p a t i n g  U.S. firms 

. t o  secure d e t a i l e d  da ta  concerning t h e  in te rnsh ip  experience, a  copy of which 

is contained i n  Appendix 3. Although many firms have not  ye t  responded, p a r t i c -  

u l a r l y  f o r  t h e  second in te rnsh ip ,  t h e  majori ty o f  those  who have responded repor t  

favorably on t h e  in ternships .  However, they do have some suggestions. 

1. They would l i k e  t o  g e t  more information i n  advance about t h e  
p a r t i c i p a n t s '  background and t h e  program i n  general .  They 
would a l s o  l i k e  t o  have more par t ic ipaEion i n  planning t h e  
i n t e r n s h i p  experience. 

2 .  They f e l t  t h a t  a  s h o r t e r  in te rnsh ip  period would be more 
benef ic ia l ,  e spec ia l ly  i n  small and medium s i z e  companies. 

Many o f  t h e  p a r t i c i p a t i n g  firms repor ted  t h a t  t h e  in te rnsh ips  were p o s i t i v e  

experiences f o r  them. In te rac t ion  withthe Egyptian managers allowed some com- 

panies to :  

1. re th ink t h e i r  bas ic  assumptions and decision-making processes;  

2. compare operat ing methods and exchange technological  informa- 
t i o n ;  and, 

3.  gain business contacts  with a view toward expanding t h e i r  
markets. Appendix 4 i s  a copy o f  a  l e t t e r  which was 
a t tached t o  a proposal f o r  a  j o i n t  venture between a U.S. 
f i rm which p a r t i c i p a t e d  i n  t h e  i n t e r n s h i p  and an Egyptian 
firm whose employee p a r t i c i p a t e d  i n  t h e  program. 

A d e t a i l e d  t abu la t ion  and ana lys i s  w i l l  be done upon r e c e i p t  of a l l  responses. 

Since t h e  program emphasizes management and decision-making techniques, it is 

no t  e s s e n t i a l  t h a t  p a r t i c i p a n t s  be placed i n  companies t h a t  a r e  s i m i l a r  i n  s i z e  

and indus t ry  t o  t h e i r  companies i n  Egypt. But t h e  r e s u l t s  of t h e  first two 

in te rnsh ips  have shown t h a t  t h e  most successful  in te rnsh ips  have occurred where t h e  

p a r t i c i p a t i n g  f irms and t h e  Egyptian f irms were f a i r l y  matched. We in tend  t o  do our  

b e s t  t o  p lace  p a r t i c i p a n t s  i n  matched companies t o  provide t h e  b e s t  poss ib le  i n t e r n -  

r L I -  a*--; n n r n c  - .  - - 



WATSON-GLASER CRITICAL THINKING APPRAISAL 

This t e s t  i s  designed t o  measure an ind iv idua l ' s  a b i l i t y  t o  think c r i t i c a l l y .  

A l i s t  o f  a b i l i t i e s  r e l a t e d  t o  c r i t i c a l  th inking are:  

1. The a b i l i t y  t o  def ine  a problem. 

2 .  The a b i l i t y  t o  s e l e c t  p e r t i n e n t  information f o r  t h e  
so lu t ion  o f  a problem. 

3. The a b i l i t y  t o  recognize s t a t e d  and unstated assumptions. 

4. The a b i l i t y  t o  formulate and s e l e c t  r e levan t  and promising 
hypotheses. 

5 .  The a b i l i t y  t o  draw conclusions v a l i d l y  and t o  judge t h e  
v a l i d i t y  of inferences .  

The t e s t  i s  broken down i n t o  f i v e  sub- tes t s .  A copy of t h e  t e s t  i s  shown i n  

Appendix 5. The t e s t s  and t h e  means f o r  t h e  frist group o f  ~ ~ y p t i a n  managers 

a r e  a s  follows: 

Test  1. Inference.  Tes ts  a b i l i t y  t o  d iscr iminate  among 
degrees o f  t r u t h  o r  f a l s i t y  of inferences  drawn 
from given data .  Tota l  poss ib le  = 20, group 
mean = 8.3. 

Tes t  2. Recognition of  Asssnptions. Tes t s  a b i l i t y  t o  
recognize unsta ted  assumptions o r  presupposit ions 
which a r e  taken f o r  granted i n  given statements 
o r  a sse r t ions .  To ta l  poss ib le  = 16, group mean = 
11.2. 

Tes t  3. Deduction. Tes ts  a b i l i t y  t o  reason deductively 
from given statements orpremises.  Tota l  poss ib le  = 
25, group mean = 15.0. 

Tes t  4. In te rp re ta t ion .  Tes ts  a b i l i t y  t o  weigh evidence and 
t o  d i s t i n g u i s h  between warranted and unwarranted 
genera l iza t ions .  Tota l  poss ib le  = 24, group mean = 
15.7. 

Tes t  5. Evaluation of  arguments. Tes t s  a b i l i t y  t o  d i s t i n -  
guish between s t rong  and re levan t  arguments and weak 
and i r r e l e v a n t  arguments. Tota l  poss ib le  = 15, group 
mean = 8.4. 

For t h e  t e s t s  as a whole, t h e  t o t a l  p o s s i b l e  score  is 100, while t h e  group mean 



is  58.6, with a standard deviation of 8.8. This score i s  d i f f i c u l t  t o  i n t e r -  

p re t  o r  compare t o  t he  score of an equivalent group of American managers Cmean 

of 81 and standard deviation of 7.2) s ince  the  norms f o r  Egyptian managers a r e  

not current ly  avai lable  and because of the  unknown influence of  any language 

d i f f i c u l t i e s .  The scores w i l l  be useful i n  developing norms f o r  comparison 

with l a t e r  groups of par t i c ipan ts .  For the  l a t e r  groups, there  w i l l  be both 

pre  and post t e s t s  t o  measure any change. 

HOW SUPERVISE? 

This i s  a Cest t h a t  seeks t o  measure supervisory pract ices ,  company po l i c i e s  

about supervision, and supervisor opinions. The higher the  score on the  t e s t ,  

the c loser  the supervisory techniques a r e  t o  the ones suggested by the  most 

recent research findings i n  organizational behavior and indus t r ia l  psychology. 

This t e s t  was a l so  administered twice, once ear ly  i n  the  program and once a t  t he  

end of t he  program. Appendix 6 shows a copy of t h i s  t e s t .  The group mean f o r  the  

f i r s t  t e s t  was 27.5, with a rangeof 0 t o  55. The group mean f o r  the  second t e s t  

was 30.2,' with a range of 9 t o  54. Even though cornparLon might be misleading, 

the  American norm f o r  a roughly equivalent group of high leve l  supervisors was 

approximatley 48. 

The small increase i n  the group mean plus t he  f ac t  t h a t  only twelve managers 

improved t h e i r  scores (although one manager increased h i s  score  by 36 points)  

leads us t o  suspect t h a t  the  program had l i t t l e  effect  on t h e  dimensions t h i s  t e s t  

was measuring. But the  la rge  range of the  scores plus the  la rge  standard deviation 

(13.2 f o r  the  f i r s t  t e s t )  leads us t o  the conclusion t h a t  t he re  i s  grea t  

heterogeneity i n  supervisory prac t ices  and a t t i t u d e s  among the  members of t h e  

p u p  i t s e l f .  Again, the  lack of Egyptian norms makes it d i f f i c u l t  t o  a r r i ve  a t  

a meaningful in te rpre ta t ion .  



ENTREPRENEURIAL TENDENCIES 

The purpose of t h i s  t e s t  i s  t o  t ap  the dimensions of personali ty,  values, 

and a t t i t udes  t h a t  determine the successful entrepreneur. The higher the  score,  

the  greater  the  entrepreneurial  tendencies, and the  lower the  score,  the  greater  

the  bureaucratic tendencies. A copy of the  t e s t  is shown i n  Appendix 7. The 

highest possible score i s  165, and the  score t h a t  would indicate  t he  middle ground 

between the entrepreneur and the  bureaucrat would be 99. This t e s t  was adminis- 

tered twice, once ear ly  i n  the programandonce a t  the  end of the  program. The 
* 

group mean f o r  the  f i r s t  administration was 110, with a range between 127 and 

96. The second time the  t e s t  was given, the group mean was 116.64, with a range 

of 141 and 95. Twenty out of t he  twenty-eight par t ic ipants  increased t h e i r  scores 

by an average of 10.6 points.  

The r e s u l t s  of t h i s  t e s t  a r e  not t o a l l y  c lear ,  but it does seem l ike ly  t h a t  

for  a t  l e a s t  some par t ic ipants ,  there  was a s ign i f ican t  increase i n  t h e i r  entre- 

preneurial tendencies a s  measured by t h i s  instrument during the  course of the  

program. 

ASSUMPTIONS ABOUT PEOPLE 

This i s  a t e s t  designed t o  measure what kinds of assumptions an individual 

makes about people. Two general categories of assumptions a r e  represented on 

the t e s t :  those assumptions corresponding t o  a Theory X management s t y l e  ( task- 

oriented, close supervision), and those assumptions corresponding t o  a Theory Y 

management s t y l e  (employee-centered, more worker autonomy). The r e l a t i v e  

strength of these two s e t s  of  assumptions a r e  re f lec ted  i n  an indivudualf-s X 

score and Y score, t he  sum of which always equal 100. 

This t e s t  was a l so  administered twice, once ear ly  i n  t he  program and once 

l a t e  in  t he  program. A copy of t h i s  t e s t  is  shown i n  Appendix 8. The f i r s t  

t e s t  had an X-score mean of 34.2, with a range of 50 t o  16, and a Y-score mean 



of 65.8, with a range of 84 t o  50. The seocnd test had an X-score mean of 

33.4, with a range of 50 t o  14, and a Y-score mean of  66.6, with a range of 86 

t o  50. The di f ference between t h e  two tes t  r e s u l t s  i s  no t  s i g n i f i c a n t .  We can 

say t h a t  t h i s  group of managers does hold predominately Theory Y-type a t t i t u d e s  

about people and t h a t  they seem t o  be somewhat s t a b l e  over time. 

THE MANAGERIAL GRID 

The purpose of  t h i s  t e s t  is  t o  evaluate  one's leadership  and managerial 

s t y l e ,  i n  terms of concern f o r  t a sk  completion (production, goal at tainment)  and 

concern f o r  people. A copy of t h e  t e s t  is shown i n  Appendix 9. 

The following diagram represen t s  t h e  r e s u l t s  of t h e  t e s t  f o r  t h e  f irst  group 

of  pa r t i c ipan t s .  Concern f o r  production CT] i s  p lo t t ed  along t h e  X-axis, and 

concern f o r  people (P) i s  p l o t t e d  along t h e  Y-axis. Each ind iv idua l  i s  assigned 

a T-score [task score) and a P-score (people score.), and a l oca t i on  p l o t t e d  

in coordinate space on t h e  managerial g r id .  The numbers i n  t h e  boxes represent  

the  number of pa r t i c i pan t s  having Bcores t h a t  correspond t o  those  coordinates on 

the grid: 

1 2 3 4 5 6 7 8 9  
Low Concern for Production High 



Scores w i l l  be compared between groups of pa r t i c i pan t s  and norms w i l l  be 

developed. For fu turegroups ,  t h i s  t e s t  w i l l  beadministeredtwicetomeasure any 

changes i n  leadership  and managerial s t y l e s .  Further ana lys i s  w i l l  be conducted 

and included i n  t h e  f i n a l  ed i t i on  of t he  program evaluation. 

INTERNAL-EXTERNAL LOCUS OF CONTROL TEST 

The purpose o f  t h i s  t e s t  i s  t o  determine where t h e  managerfeels h i s  lllocus 

of  contro1"is  located. An i n t e rna l  locus of control  would mean t h a t  t h e  manager 

f e e l s  he is  t h e  master o f  h i s  own f a t e  and t h a t  he i s  u l t imate ly  responsible 

f o r  h i s  successes and h i s  f a i l u r e s .  A manager with an external  locus o f  control  

would f e e l  t h a t  he i s  not  responsible f o r  what happens t o  him a s  much a s  a r e  

forces beyond h i s  immediate control ,  such a s  f a t e ,  luck, o the r  people, e tc .  The 

t e s t  i s  composed of 31 forced-choice pa i r s ,  each p a i r  having one response indica- 

t i v e  of an i n t e r n a l  locus o f  control  and one response i nd i ca t i ve  of an ex te rna l  

locus of control .  Appendix 10 shows a copy of t h i s  t e s t .  

The group means f o r  t h e  measure of i n t e rna l  locus of con t ro l  was 22.5, with 

a range of  14 t o  28.5. The group mean f o r  t h e  measure of ex te rna l  locus of  con- 

t r o l  was 8.5, with a range of 3 t o  17. The conclusion t h a t  may be reached from 

t h i s  da ta  i s  t h a t  t h i s  group of managers have a predominately i n t e rna l  locus of 

control .  Later  groups of mangers w i l l  provide addi t ional  da ta  useful  i n  t h e  

development of  norms and in making comparisons poss ible .  

SrUDY OF VALUES 

This test aims t o  measure t h e  r e l a t i v e  prominence o f  s i x  ba s i c  i n t e r e s t s  o r  

motives i n  personal i ty :  t h e  t heo re t i c a l ,  economic, a e s the t i c ,  soc i a l ,  p o l i t i c a l ,  

and r e l i g i&s .  The t e s t  is  constructed so  t h a t  the  average American s co re  f o r  

any s i n g l e  value i s  40. Egyptiannorms a r e  no t  cur ren t ly  ava i l ab le ,  and t h e  

d i f f e r en t  c u l t u r a l  and soc i a l  environment makes i n t e rp r e t a t i on  d i f f i c u l t .  Since 



t h e  t e s t  i s  measuring only t he  r e l a t i v e  s t rengths  of  t h e  various values, a high 

score  on one value may only be obtained by reducing correspondingly t h e  scores  

on one o r  more of t h e  o ther  values.  A copy of t he  t e s t  is  shown i n  Appendix 

11. Means, s tandard devia t ions ,  and ranges fo r  t he  f i r s t  group a r e  a s  follows: 

Theoretical  

Mean - 41.4 

Standard Deviation - 4.3 

Economic 

Mean - 47.8 

Standard Deviation - 7.4 

Aesthetic 

Mean - 38.0 

Standard Deviation - 6.8 

Socia l  

Mean - 36.1 

Range: 51-30 

Range: 66-33 

Range: 55-28 

Range: 43-26 
Standard Deviation - 4.3 

P o l i t i c a l  

Mean - 43.1 
Range: 56-30 

Standard Deviation - 5.7 

Religious 

Mean - 33.6 
Range: 48-19 

Standard Deviation - 6.4 

Although t h e  economic value has t h e  highest  r e l a t i v e  weight, it a l s o  has 

t he  highest  s tandard devia t ion and l a rge s t  range, ind ica t ing  t he r e  i s  a l s o  a 

l a rge  amount o f  d i v e r s i t y  within t h i s  va r iab le .  As information i s  gathered from 

fu tu r e  groups, norms f o r  t h i s  t e s t  can a l s o  be developed. 



. . , - 

THE GENERAL BUSINESS TEST 

This t e s t  was made up of a s e r i e s  of questions covering each of the  various 

desciplines taught in the  classroom phase of the  program. These areas  included 

General Management, Marketing, Production/Operations Management, S t a t i s t i c s ,  

Economics, and Accounting/Finance. The purpose of the  t e s t  was t o  assess  t he  

par t ic ipan ts '  knowledge and level  of sophis t icat ion of the  theore t ica l  under- 

pinning of management science before formal ins t ruc t ion .  Appendix 12 shows a 

copy of t h i s  tes t .  

The highest possible  socre was 110. The scores f o r  t he  f i r s t  group of 

par t i c ipan ts  ranged from 21 t o  47, with a mean score of 34.8 and a standard 

deviation of  7.9. These r e su l t s  indicate  t h a t  t he re  i s  probably a general lack 

of fami l ia r i ty  with t he  analyt ical  and theorect ical  formulation upon which the  

program i s  based. But it is  l i k e l y  t h a t  the  unusually low scores a r e  i n  pa r t  due 

t o  language d i f f i c u l t i e s  and lack of motivation t o  do well on the  t e s t ,  although 

the  e f f ec t  of these  confounding var iables  cannot be precisely  determined. 

For fu ture  groups, t h i s  t e s t  w i l l  be taken twice t o  measure increases i n  

learning during the  program. The teaching facul ty  has a l s o  been encouraged t o  

supplement t h i s  general t e s t  with shor t  exams of t h e i r  own. 

Furthermore, t he  meetings which took place i n  Cairo i n  December 1978/ 

January 1979, between the  SIU-C f acu l ty  and the  o f f i c i a l s  from t h e  Egyptian 

Government and from the  A I D  o f f i c e  i n  Cairo had resu l ted  i n  t h e  following changes 

i n  t he  or ig ina l  program: 

(1) Module 1 of t h e  program which provides t h e  pa r t i c ipan t s  with a broad 

mastery of t h e  fundamentals of  t h e  functional areas was condensed t o  th ree  weeks 

and t o  be conducted on SIU-C campus. (See Table 1 of Appendix 13).  The o r ig ina l  

proposal required s i x  weeks t o  be conducted i n  Cairo. (21 The on campus portion 

of  Module 2 was consequently condensed t o  th ree  weeks ins tead of  four  weeks. (See 



Table 2 i n  Appendix 131. 

These major changes have generated pressures  on both  t h e  SIU-C f a c u l t y  

and t h e  Egyptian p a r t i c i p a n t s .  Hence, add i t iona l  t r a i n i n g ,  perhaps i n  

Cairo, before  t h e  p a r t i c i p a n t s  begin t h e  program, w i l l  he lp  br ing everyone 

t o  a common background. 

MANAGEMENT SIMULATION GAME 

During t h e  l a s t  week on campus, t h e  group was divided i n t o  s ix  teams and 

they p a r t i c i p a t e d  i n  a business game. This game allowed t h e  p a r t i c i p a n t s  t o  

i n t e g r a t e  and apply t h e i r  accumulated knowledge, t o  master t h e  s k i l l s  o f  decision- 

making, and t o  function a s  managers i n  a simulated but  r e a l i s t i c  business 

environment. The p a r t i c i p a n t s  were very much invloved i n  t h e  decision making 

process and were very exci ted  about t h i s  learning experience. Their  f i n a l  re-  

por ts  and p resen ta t ions  were exce l l en t .  Their  r eac t ion  t o  t h e  game i n  addi t ion  

t o  t h e i r  performance has led u s  t o  expand t h e  game t o  cover a longer "decision 

period1' and t o  be played over a period o f  two weeks f o r  t h e  next  two groups o f  

pa r t i c ipan t s .  

Two d i f f e r e n t  cases covering s i m i l a r  concepts and problems i n  business and 

decision-making a r e  given t o  p a r t i c i p a n t s .  One is administered a t  t h e  beginning 

of t h e  program and t h e  o the r  a t  t h e  end o f  t h e  program t o  measure t h e  improvement 

in  l o g i c a l  reasoning, q u a l i t y  o f  wri t ing ,  and decision-making a b i l i t i e s .  

FACULTY RESEARCH 

The f a c u l t y  has been encouraged t o  conduct var ious  k inds  of research Kith 

t h e  Egyptian managers. Two of t h e  p r o j e c t s  c u r r e n t l y  being worked on are :  



1. a study of t h e  a t t i t u d e s  of Egyptian p a r t i c i p a n t s  concerning 
se lec ted  fac to r s  which a f f e c t  t h e i r  performance, and 

2 .  a mul t ip le  influence model of leadership .  

A number o f  t h e  f a c u l t y  members a r e  p resen t ly  involved i n  preparing 

research proposals t o  be  conducted with t h e  Egyptian p a r t i c i p a n t s .  


