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MANAGEMENT TRAINING IN LIGHT OF DEREGULATION
OF THE EGYPTIAN TRANSPORT INDUSTRY

Dr. Khaled A. Abbas
Egyptian National Institute of Transport
P.0O. Box 34 Abbassia - Nasr Road - Nasr City
Cairo - Egypt

1. Introduction

Powerful political and economic forces are affecting the size and
the structure of the transport sector, as well as the objectives
and organisation of the transport companies. Major changes to the
transport industry through deregulation are happening and it is
expected to see more changes in the future. The transition from
planned to market economy in the transport sector is expected to
have considerable effects. These effects constitute difficult
times for any transport company. Innovative operational and
management practices are needed to steer the companies safely
towards reaching more stable grounds and conditions that can
encourage and instigate profit making.

In order for an organisation to adapt to such major adjustments,
it needs to be flexible and ready for change. The new strategic
directions and the resultant changes taking place are making many
new demands on the workforce. This entails having a workforce
which can rise to meet the necessary challenges of the future.

Training is considered to be an important component in the
management of human resources of any organisation. "It is
generally recognised that the success of any policy depends on
the quality of those who administer it, thus the development of
human capital becomes one of the important investments in
economic growth, especially in the Third World Countries, in
which the availability of well trained personnel is often the
main obstacle to economic development”, Studnicki, 1981. The
importance of training increases at times when there are
significant strategic and organisational changes. If transport
companies are to succeed they should invest in training their
staff, converting them from typical government employees to
business-oriented managers.

The significant trends realised by the U.S.A. Transportation
Research Board (TRB), in its conference held on transportation
education and training, to be driving the emerging educational
and training needs of the future transport professionals are:
development to management, privatisation, computerisation,
reorganisation, deregulation and internationalism, see TRB, 1985.

This paper explores the different components of the training
cycle. Its main emphasis lies in presenting the results of a
questionnaire survey designed to assess the management training
needs of some of the major Egyptian transport companies. The
assessment is considered in light of the relatively recent moves
towards deregulation of these companies, that took place as a
result of the issuing of the Public Sector Law no. 203 in 1991.
The paper discusses some of the questionnaire results, however
a full consideration of the outcome of the questionnaire will be
illustrated in future papers.
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2. The Training Process

The training process, as perceived by the author, is depicted in
figure 1. This is a dynamic iterative process. It comprises seven
stages.

Knowledge of organisational goals.
Setting of training objectives.
Assessment of training needs.
Design of training.

. Delivery of training.

Measuring training outputs.

. Evaluation of training.
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Figure 1: The training process

2.1 Organisational goals

The mission statement and the goals of a company ought to be
sharply defined and clearly stated. These are meant to provide
direction and purpose for the organisation. A mission statement
should be brief, realistic, comprehendible and well known to all
employees of the organisation.
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2.2 Training objectives

The first task of the training department, within the company,
is to set out the training objectives of the organisation as well
as of individuals. This task is achieved through meetings and
discussions with senior management of the company, department
managers as well as with representatives of employees. "Effective
and well focused training enhances the ability of managers to
identify and address key problem areas; enables resources to be
allocated more effectively; improves the quality of work
undertaken and raises staff morale thus harnessing the staff
potential more effectively. It should however be noted that
training should be only one of a package of management measures
to achieve these ends", Lawson and Watson, 1988.

2.3 Assessment of training needs

Following these two stages comes planning for training i.e. the
assessment of training needs. The assessment of training needs
entails the estimation, both qualitatively and quantitatively,
of the required training. The qualitative assessment attempts to
identify the important topics which the training courses should
address. The quantitative assessment determines the numbers of
personnel required to be trained over a predetermined period of
time. Training needs assessment provides the necessary quality
and quantity control for training expenditure and ensures that
training is based on the real needs of the company.

"The process of conducting an analysis of organisational training
needs will allow decisions to be made, on the basis of evidence,
about where training will offer the best investment. It will
strengthen proposals for funding training and allow priorities
between training needs to be established", Roscoe, 1992.

The assessment of training needs involves the analysis of three
components, namely organisational structure analysis, work tasks
functional analysis and manpower analysis. There are different
ways and techniques to carry out these three types of analysis
such as observational techniques, checklists, questionnaires,
content analysis, brainstorming, Delphi, ..etc.

This step is preferably carried out by the training department
inside the organisation. However, in many cases, companies tend
to consult training experts to carry out this task on their
behalf. On the other hand, from the supply side centres and
establishments offering training tend to carry a training
assessment exercise from time to time to monitor the current
needs of the training market in which they operate.

2.4 Training inputs

The fourth stage is concerned with the design of the necessary
combination of training inputs. Training inputs include: human
inputs i.e. nominating and selecting trainees; financial inputs
i.e. paying the fees for the training courses as well as
continuing to pay the salaries and all the allowances of the
trainees as much as they were actually at work; production time
inputs i.e. withstanding the absence of the trainees as regards
their production time; and other inputs. Training inputs are
subject to availability of resources specially the financial and
the production time resources.
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2.5 Delivery of training

Training takes place at specialised centres and training
establishments. Several components work together in properly
delivering the training courses. These include: trainers,
structure and content of training courses, documentation, medias
and methods used in delivering training as well as available
training facilities. Trainers should be well qualified,
experienced personnel with a strong character and ability to
deliver and transfer knowledge and skills to trainees. Trainers
need constant training themselves, to learn how to train other
people as well as to get updated with the state of the art in the
knowledge and skills in which they train other people.

Training topics must be set in advance and within these topics
the structure and content of courses should be carefully
prepared. The preparation of the courses' structure and content
is mainly the responsibility of trainers. Training committees of
academics, experts and company representatives are likely to be
established to share in the preparation of the training courses.

Documentation of the training courses is a very important element
in the delivery of training. Training documents should be
carefully written and edited, well photocopied, clearly read,
attractively binded, and most importantly handed to the trainees
on the first day of their training.

In instructing trainees, trainers can use alternative training
medias. These include: chalk board, white board, flip chart,
handouts, published texts, audio/visual material (films, videos,
slide presentations, transparencies, computer screen, audio
cassettes, ..etc.), ..etc.

There are several ways in which training can be delivered.
Training methods include: job rotation, secondment, supported
open learning, lectures, field case studies, group exercises,
discussions, project work, workshops, practical research, ..etc.
Each of these methods has its advantages and limitations. The
appropriate method should be selected in advance. Some of these
methods can be used in a hybrid fashion.

Training facilities include: lecture and seminar rooms, computer
laboratories, library, catering services, rest rooms,
accommodation, parking space, ..etc.

- Finally, it is the management of a training establishment that
holds the responsibility for the organisation and coordination
of all these elements contributing to the delivery of training.

2.6 Measuring training outputs

The output of the training process can be described in several
forms. Quantitatively, the output of training is the number of
trainees who have attended the training sessions, and passed any
qualifying exams. Qualitatively, the output of training can be
represented as the average amount of knowledge acquired by the
trainees, the average increase in their skills, and the average
change in their attitude and interpersonal skills. This set of
qualitative outputs can be translated into an accumulative
average better ability to perform at work, hence leading to an
increase in organisational efficiency and effectiveness.
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2.7 Evaluation of training

Companies uses training as a means to develop their employees
in a way that directly contributes to the success of the
business. This involves companies investing in their staff to
achieve real tangible benefits. Evaluation of training is an
important final stage in the training process. "Evaluation of
training provides feedback to trainers on the strengths and
weaknesses of the various aspects of the learning events. It
improves their professionalism. It gives better control over the
training function by highlighting what is good and what is bad.
Evaluation is meant to demonstrate evidence of worth and it
indicates that training does have an impact on organisational
effectiveness", Bramley, 1986. It should be carried out at three
times: during training, directly after training, and following
training by a period of time during which the trainee has settled
back in his/her job.

As mentioned earlier, there are several non-quantifiable results
related to training, in this respect social cost benefit analysis
is considered as an appropriate technique for evaluation. In
addition indicators of efficiency and effectiveness of training
are measured. Efficiency of training represents measurements of
the productivity of the training inputs i.e. comparisons between
the +training outputs relative to the +training inputs.
Effectiveness of training represents measurements of the extent
of achievement of the preset training objectives i.e. comparisons
between the training outputs relative to the training objectives.
Other measures of success or failure could be obtained by
comparing the output of training with standards and norms that
are commonly used to render whether training is
acceptable/justifiable.

If as a result of evaluation the training activities were
justified, the process of training is then reiterated starting
with the assessment of training needs. This is meant to
continuously monitor the changes in the training market that
might occur as a result of organisational and/or economic
changes, or any other affecting factors. - "Training needs
assessment cannot be a sporadic or "on-off" activity. It needs
to be visualised as something ongoing, in a sense repetitive,
always alert to changes, and responsive to opportunities for
improvement.", Richter, 1986.

On the other hand, if the evaluation shows that training is not
justifiable steps are taken towards reviewing the training
objectives, or revising the design of training, or modifying the
delivery of training, or a combination of these tasks. With these
iterative steps the dynamic cyclic nature of the training process
is completed.

3. Management Training Needs of the Egyptian Transport Industry

It is a general truth that people make any business succeed (or
fail) irrespective of the systems, procedures, hardware, ..etc
that exist. The development of human resources is an essential
ingredient for success. There is always a need for continuous
professional development, both for the individual and the
organisation, to cope and be up-dated with the rapidly and
constantly changing ideas, methods, techniques that govern the
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work environment. This is meant to achieve the organisational
objectives with optimum use of resources.

"In the past, there has been very little consideration given to
training needs assessment and the emphasis has been entirely on
implementation. Not surprisingly, this has led to patchy quality,
ineffectiveness and wasted resources. Training has not been
treated as a systematic process but bolted onto projects more as
an afterthought. Training, as a result, has suffered from a poor
image and generated scepticism amongst both suppliers and users.
It is in danger of becoming discredited", Costain, 1988.

The main objective of the study is to assess the management
training needs of the Egyptian transport industry. This
assessment 1is crucial at this point in time when all the
companies are experiencing changes in different aspects as a
result of their derequlation according to the Public Sector Law
no. 203 issued in 1991.

This objective is achieved through a questionnaire survey. The
main purpose of conducting the survey and analysing the
questionnaire responses is to investigate, understand and
statistically infer the way in which managers of transport
companies as well as transport experts perceive the main
components of management training. In other words, the study
attempts to answer the following six questions:

1. Why do transport companies train? i.e. what are their
objectives of training?

2. Where do transport companies train? i.e. what are the
factors that govern their choice of training establishments?

3. Whom do transport companies train? i.e. what are the
criteria used for selecting nominees for training?

4. What do transport companies want their trainees to learn?

i.e. what are the course topics that are perceived as most
relevant in the current period of deregulation?

5. When do transport companies want training activities to take
place? i.e. what are the appropriate times for training?
6. How do transport companies want training to be carried out?

i.e. details regarding number of trainees in a group,
contents of courses, background of trainers, language and
method of training, ..etc.

4. Steps Taken in Conducting the Survey

Before designing the questionnaire, interviews, discussions, and
an examination of published studies were carried out to identify
the different factors and problem areas thought to affect the
management training in the transport industry in Egypt. These
constitute the body of the questionnaire. The following
represents the main steps undertaken to conduct the survey.

4.1 Pilot survey

The preliminary interviews, with managerial personnel of some of
the transport companies showed that the questionnaire needed to
be further refined and adjusted. These interviews also showed the
difficulty encountered in arranging personal interviews,
specially if no previous contacts with the managers exist.
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4.2 Field survey

Based on the previously stated study objectives and the insight
gained from the pilot survey, a final questionnaire was designed
by the author. The questionnaire is of the revealed preference

type. It comprises ranking and choice type of questions, see
appendix I.

Several visits to the companies were carried out by the students
co-supervised by the author in the 1992 Transportation Planning
Diploma at the Egyptian National Institute of Transport. In the
course of their Diploma projects, these students distributed the
questionnaire forms and collected them after completion. The
questionnaire was completed by senior managers of three passenger
transport companies (out of four main intercity bus companies),
two water freight companies (out of seven main freight
companies), and the national authority for tunnels. In addition,
the author conducted meetings and personal interviews with
several transport experts who have completed the questionnaire,
see appendix IT.

Table 1 shows the details of the number of questionnaires

distributed and the level of response. Table 2 displays the
positions of respondents.

Table 1: Sample size and response rate

| Managers/Experts| popylation Size| Sample Size | Sample Size

Companies/ Authorlties (Approximately)|- (Numbers) (Percentage)
East Delta Bus Company 20 9 45 * 13
Middle Delta Bus Company 20 8 40 - 11
Upper Egypt Bus Company 20 8 40 * 11
Water Transport Company ' 20 12 60 | - 17
River Transport Company 20 13 66 * 18
Sub-Total 100 60 60 « 70
National Authority for Tunnels 20 10 60 * 14
Academic and Professional Experts NA. 1M NA. | +16

*» Total N.A. 71 N.A. 100

« Sample size as percentage of total sample
Survey was conducted during the month of November, 1982

Table 2: Number of respondents at different managerial

levels
espondents Positiong glor:;‘zo?; Sector Director | Department
Company/Authority [Chakrman/Member ) Head General Diractor
East Delta Bus Company, - 3 6 -
Middle Delta Bus Company 1 1 3 3
Upper Egypt Bus Company 1 1 3 3
Water Transport Company 1 3 8 -
River Transport Company 1 4 8 -
Sub-Total 4 12 28 6
National Authority for Tunnels 2 1 6 1
Total 6 13 34 7
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5. Diagrammatic Representation and Verbal Interpretation

Diagrammatic representations of the responses to the
questionnaire are obtained through the use of bar charts. Figures
2 to 12 represent the relative importance attributed to the
different parameters of the questionnaire. In viewing the bar
charts, note that rank "1" signifies the highest degree of
importance, in relative terms, given to the respective parameter.
When there is "no rank" occurrence, there exist two
interpretations to explain it. The first is that a respondent
does not have enough information and/or knowledge to rank the
particular parameter; the second is that the respondent does not
consider the particular parameter to be important enough to be
'ranked. In this study the second interpretation is thought to be
more plausible. This is mainly due to the high number of the no
rank occurrences for specific factors and parameters that were
originally expected to have a relatively low level of importance
from previously gained insights.

The first question was concerned with determining the training
objectives perceived as important by the respondents. As shown
in figure 2 the objective of raising efficiency and effectiveness
of the performance of employees came first. This was followed by
employees acquiring new skills to work on solving specific
problems which was followed by the objective of widening the
scope and raising the intellectual level of employees.

The second question considered the factors used in choosing a
training establishment. Figure 3 shows that the topics of courses
is considered to be the most important factor in choosing a
training establishment. This is followed by availability of
proper training facilities. Reputability of the quality of
courses as well as timing and administration of courses came
next. Cost of courses came as the fifth factor in the ranking.

Question three addressed the criteria used in selecting nominees
for training. The criterion of current position of the nominee
as well as nominee fitting requirements specified by training
establishment came first, see figure 4. These were followed by
the academic qualifications of nominee, then the 1level of
performance of nominee, followed by interests of nominee, then
age of nominee.

The fourth question, which could be considered as the core of the
questionnaire, was concerned with determining the course titles
that were perceived as the most important towards achieving the
current professional goals of the transport companies. Transport
Economics came top of the list. This was followed by Transport
Planning, then Information Systems for Management, see figure 5.
Improving the Efficiency of Transport as well as Transport
Marketing followed those courses at the top of the list by a
margin of ranks.

The areas of training which are thought to need concentration
are much more general and are to do with general management
development and training in the skills and competencies necessary
to operate in a commercial market place. Managers need constant
updating on the new legislation that affect their companies such
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as the Business Sector Law no. 203 that governs the formation of
holding companies and their affiliates in the Egyptian economy.

In the foreseeable future competitive business environment is
expected to prevail, company success is closely linked to the
skills and expertise of an organisation's workforce, particulary
the management personal. As more companies move into being more
commercialised there will be a growing need for staff trained in
financial management, sales and marketing skills. There will
continue to be a need for training in computer technology, not
only in appreciation and operation of a given system but more
importantly in its applications in management information and
decision making. The eight general areas, identified in the TRB
conference, that transport education and training should
concentrate on to effectively meet tomorrow's challenges are:
broad-based education, communications skills, computer skills,
analytical skills, strategic thinking, entrepreneurship, group
dynamics, and global perspective, see TRB, 1985.

Question six attempted to establish the best timing for running
the courses. The majority of the responses ranked the 9.00 a.m.
to 1.00 p.m. as the most appropriate time. This was followed by
the 2.00 p.m. to 6.00 p.m. period, followed by the 6.00 p.m. to
10.00 p.m., see figure 6.

Questions seven, eight, and nine were concerned with determining
the preference towards the homogeneity and size of a training
group. Respondents generally prefer trainees to come from several
organisations rather than from one single organisation. The forum
of participants attending from several organisations have the
advantage of introducing a greater breadth of experience which
can act as stimulus to discussion. To a large extent, they also
prefer trainees to have similar work responsibilities rather than
having different work responsibilities, see figure 7. As shown
in figure 8, the most preferred training group size is from 15
to 20 participants.

Questions ten and eleven asked whether the respondents preferred
the contents of the training courses to be specific or general
as well as whether they would be interested in being involved in
the curriculum design of the courses. Most respondents chose the
courses' contents to be more specific rather than being general.
Almost all of them showed interest in being involved in the
design of the courses, see figure 7.

Questions twelve and thirteen were concerned with determining
the language in which the course documents have to be prepared
as well as that should be used in presenting the training
courses. English translated into Arabic was chosen to be the best
alternative for preparing the course documents. On the other
hand, Arabic supported by English terms was chosen as the
preferable way for presenting the courses, see figure 9.

Questions fourteen and fifteen addressed two related matters. The
first is concerned with determining the emphasis of the course
contents, while the second is concerned with determining the
background of the course instructors. Respondents chose the
emphasis of the course contents to be on a mixture of both
practical and theoretical issues with the practical side
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outweighing that of the theoretical. On the other hand, the
respondents chose the background of the instructors to be from
a combination of both academics and practitioners, but with the
number of academics outweighing that of practitioners, see figure
10. As for the nationality of the course instructors, question
sixteen addressed this point. A combination of both Egyptians
and foreigners, with Egyptian instructors outweighing the foreign
ones, was perceived as the best choice, see figure 11.

As regards the most appropriate methods of training, question
seventeen dealt with this matter. The lecture forum is perceived
as the most appropriate training method. This is followed by
field case studies, then round table discussions, then practical
research, see figure 12.

6. The Egyptian National Institute of Transport (ENIT)

"Stemming from the acceptance by the Egyptian Ministry of
Transport that the main valuable asset is human resources, the
Ministry has established the ENIT to be a centre of excellence
for transport education, training, research and consultancy in
Egypt. ENIT is perceived to have a significant role in the
transitional period that the transport industry among other
industries is currently moving through", Abbas et al., 1992.

Question eighteen of the questionnaire attempted to explore the
role of the ENIT which is perceived as most significant in light
of the current moves towards deregulation. Training came as the
most crucial current role, and directly followed by the research
role. The educational role came third followed by the consultancy
role as last, see figure 13.

"The institute should be playing a prominent role in the coming
years of deregulation and privatisation of the transport
industry. This role could be stated as deploying all the
institute's resources for enhancing and supporting the
achievement of the strategic goals and .objectives of the
transport industry in Egypt. This could be achieved through
training staff as well as conducting innovative and problem
solving research projects...... " Overall, the institute has to
plan its future activities, to be more market oriented in terms
of training needs, to develop its programmes and courses, to
spend more money on publicity and to spread its services to other
areas", Abbas et al., 1992.

7. Conclusion

Management of transport companies is becoming an increasingly
complex and sophisticated task. There is a need for managers with
high levels of expertise and communication skills. Where these
skills are not available within a company, this may entail
bringing them from outside. Among all these companies there is
a strong desire to increase management professionalism and
company image.

Training can be looked upon as contributing both to the
development of the organisation as well as to the betterment of
individuals. Strategically, training aims to foster the business
success and growth of the transport industry through manpower
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development. This is meant to improve the value of the ccmpanies
most valuable asset their workforce.

This paper discussed the components of the training process.
These include: knowledge of organisational goals, setting of
training objectives, assessment of training needs, design of
training, delivery of training, measuring training outputs, and
evaluation of training.

A questionnaire survey was undertaken in an attempt to infer the
way in which managers of transport companies as well as transport
experts in Egypt perceive the main components of the training
cycle. This study is considered crucial at the present time when
all the companies are experiencing changes in different aspects
as a result of their deregqulation according to the Public Sector
Law no. 203 issued in 1991.

The results of the questionnaire can be summarised as follows.

1. Raising efficiency and effectiveness of the performance of
employees is regarded as the most important training
objective.

2. The topics of courses is considered to be the most important

factor in choosing a training establishment.

3. The current position of the nominee is considered to be the
most important criterion in selecting nominees for training.

4. Transport Economics is perceived to be the most important
course topic necessary to achieve the current professional
goals of. the transport companies.

5. The 9.00 a.m. to 1.00 p.m. is regarded as the best timing
for running the courses.

6. Respondents generally prefer trainees to come from several
organisations and to have similar work responsibilities.

7. The most preferred training group size is from 15 to 20
participants.
8. Most respondents chose the contents of courses to be more

of a specific nature. Almost all of them showed interest in
being involved in the design of the courses.

9. English translated into Arabic was chosen to be the best
alternative for preparing the course documents. On the other
hand, Arabic supported by English terms was chosen as the
preferable way for presenting the courses.

10. Respondents chose the emphasis of the course contents to be
on a mixture of both practical and theoretical issues with
the practical side outweighing that of the theoretical.

11. Respondents chose the background of the instructors to be
from a combination of both academics and practitioners, but
with the number of academics outweighing that of
practitioners. As for the nationality of the course
instructors, a combination of both Egyptians and foreigners,
with Egyptian instructors outweighing the foreign ones, was
perceived as the best choice.

12. The lecture forum is perceived as the most appropriate
training method.

13. Training came as the most crucial current role of ENIT.

As stated earlier in the introduction, this paper does not
attempt to fully discuss the results of the questionnaire. Future
papers will attempt to do so.
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APPENDIX I

The Patterns and Central Tendencies of Responses

Descriptive statistics were computed to provide an indication of the patterns and central tendencies of
responses of the managers of transport companies and the experts to the questionnaire. As ordinal data do
not have any meaning in an absolute numeric sense, the best statistical indicator that can describe the
pattern of this level of information is the mode and the median. The mode represents the most frequently
occurring value of responses. The median, additionally, represents the value below which there is a 50%
probability of occurrence of responses. The questionnaire shows the mode and the median for the ordinal
parameters and the percentage of responses for the nominal parameters.

-*
The Questionnaire

1. The questionnaire is concerned with collecting data and information that would be of benefit to a
scientific research related to assessing the management training needs in the transport field in
light of the Public Sector Law no. 203 issued in 1991.

2. Some questions depend on your personal experience and expectations and these are of great value to
the study, please give your best valuable estimates.
3. We thank you in advance for your cooperation and encouragement for the scientific research and

certainly this is a noble deed that we sincerely appreciate .
Name of Company (authority):
Name of interviewee:
Position of interviewee:
Date:

Other notes:

1. Rank the following objectives according to their importance as reasons for training.

Reasons for training Ranking (Mode/Median)
* Employees acquiring new skills to work on solving specific problems 2/3
* Raising efficiency and effectiveness of the performance of employees 1
* Increasing the number of trained employees in specific areas 5/5
* Motivating and raising the moral of employees 6/5
* Widening the scope and raising the intellectual level of employees 3/3
* personal reasons No Rank/8
* Just to satisfy the administrative obligation of having training No Rank/8
* Transferring acquired experience from trained employees to other employees 6/5
* Other reasons, please state No Rank/No Rank

2. rank the following factors according to their importance in choosing the training establishment.

Factors used for choosing training establishment Ranking (Mode/Median)
* Chosen by trainee No Rank/8
* Availability of proper training facilities ' 172
* In response to outside pressure No Rank/9
* Cost of courses 5/5
* Topics of courses 1
* Timing and administration of courses 3/4
* Reputability of the quality of courses 3/4
* publicity and personal contacts No Rank/10
* personal reasons No Rank/No Rank
* Ad-hoc choice No Rank/No Rank
* Acruuiring accredited and certified courses No Rank/9
* Other factors, please state No Rank/No Rank
* This questionnaire is designed and prepared by Dr. Khaled A. Abbas - Lecturer at the Egyptian
National Institute of Transport
e Questionnaire for high and middle management and experts
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3. Rank the following criteria according to their importance towards nomination of employees for training.

Criteria followed for selecting nominees for training Ranking (Mode/Median)
* Age of nominee 5/6
* Academic qualifications of nominee 2/2
* Current position of nominee 1/3
* Interests of nominee 4/5
* Level of performance of nominee 3/4
* Personal reasons No Rank/11
* Sex of nominee 9/9
* Willingness of nominee 777
* Nominee fitting requirements specified by training establishment 174
* Length of service of nominee No Rank/8
* Other criteria, please state No Rank/No Rank

4. Rank the following course titles according to their importance towards achieving the professional goals
of your company (authority).

Course titles Ranking (Mode/Median)
* Transport economics 1/4
* Transport planning 1/5
* Information systems for management and support for decision making 1/5
* Transport marketing 4/5
* Improving the efficiency of transport 3/4
* Methods for evaluation of performance No Rank/9
* Financing transport projects and analysis of financial structures No Rank/10
* Computers and system analysis No Rank/10
* Skills of negotiation and public relations No Rank/13
* Management of human resources and training No Rank/11
* Mathematical, analytical and modelling skills . No Rank/14
* Methods for analysis and reduction of costs - /7
* Skills of leadership and team work building No Rank/12
* valuation of assets and portfolio handling No Rank/14
* Restructuring and organisation of transport companies No Rank/10
* Passenger/Freight transport operations No Rank/12

5. In light of your company (authority) training needs and in light of the Public Sector Law no. 203 and

the economic changes that Egypt is passing through, what are the most important areas that transport
training should address?

Areas/Course topics

0B ~NON W SN =

6. Rank the following course timings in accordance with your preference.

Course timings Ranking (Mode/Median)
* 9.00 a.m. - 1.00 p.m. 171
* 2.00 p.m. - 6.00 p.m. 2/2
* 6.00 p.m. - 10.00 p.m. 3/3
* Other, please specify No Rank/No Rank

7. Make your choice as regards your preference for the group participants to be from:

* Several organisations............. . 91%
* One organisation........... 9%
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8. Make your choice as regards your preference for the group participants to have:
* Similar work responsibilities........... 54%

* Different work responsibilities............. 46%

9. Which of the following group sizes do you prefer to be in a course (make one choice by ticking the
appropriate box).

Group size Choice (Percentage)
*5-10 10%
* 10 - 15 39%
* 15 - 20 40%
* 20 - 25 8%
* 25 - 30 3%
* Other, please specify 0%

10. Make your choice as regards the course contents being either:

* Specific (deeply detailed)........ 78%
* General (widely scoped)........... 22%
11. Would you be interested to be involved in the curriculum design of the courses.

* YOS iiitaannnan 99%
* NOoiiiernonenan 1%

12. In your opinion in what language should the documents of a training course be prepared (make one choice
by ticking the appropriate box).

Language of course documents Choice (Percentage)
* Arabic 12%
* English 1%
* Arabic supported by some English terms 41%
* English and translated into Arabic 4L6%
* Other, please specify 0%

13. In your opinion in what language should a training course be presented (make one choice by ticking the
appropriate box).

Language of presentation Choice (Percentage)
* Arabic 12%
* English 1%
* Arabic supported by some English terms 81%
* English and directly translated into Arabic 6%
* Other, please specify 0%

14. Make your choice as regards your preference to the emphasis of the contents of a training course to be
mainly on: (make one choice by ticking the appropriate box).

Emphasis of course contents on: Choice (Percentage)
* Theoretical subjects 1%
* practical subjects 0%
* Mixture of both (Theoretical > Practical) 28%
* Mixture of both (Practical > Theoretical) 42%
* Mixture of both (Theoretical = Practical) 29%
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15. Make your choice as regards your preference to the background of the instructors of a training course
(make one choice by ticking the appropriate box).

Background of course instructors Choice (Percentage)
* Academic background 0%
* practitioner background 5%
* Mixture of both (Academics > Practitioners) 35%
* Mixture of both (Practitioners > Academics) 30%
* Mixture of both (Practitioners = Academics) 30%

16. Make your choice as regards your preference to the nationality of the instructors of a training course
(make one choice by ticking the appropriate box).

Nationality of course instructors Choice (Percentage)
* Egyptians 27%
* Foreigners 0%
* Mixture of both (Egyptians > Foreigners) 56%
* Mixture of both (Foreigners > Egyptians) 1%
* Mixture of both (Foreigners = Egyptians) 16%

17. Rank the following training methods in accordance with your preference.

Training method Ranking (Mode/Median)
* Lectures 1/3
* Workshops . 8/4
* Field case studies 2/2
* Round table discussions 4/3
* Practical research S5/4
* In house training 6/6
* Other, please state No Rank/No Rank

18. The Egyptian National Institute of Transport is considered as a centre established to have four main
roles in serving the transport industry in Egypt, rank these roles according to their importance in
serving your company (authority).

Roles of the National Institute of Transport Ranking (Mode/Median)
* Educational (Diploma in Transportation Planning) 1/3
* Training (several short courses and seminars in transport) 1/2
* Research (research projects related to transport problems) 172
* Consultancy (providing consultation in the transport field) 4/4
* Other, please state No Rank/No Rank

19. We appreciate if you could state any suggestions or comments that can help to enhance and improve the
role of the Egyptian National Institute of Transport.

20. Thank you for you cooperation towards completing this questionnaire, we appreciate if you could state
any more Views, comments, or suggestions that could help us in better assessing and monitoring the
training needs in your company (authority).



10.

11.

APPENDIX II
Positions of Experts Responding to the Questiomnaire
Emeritus Professor of Transportation Planning, Cairo University, Consultant and Member of the
General Assembly of the Holding Company for Inland Transport and Member of the Board of Directors
of the National Institute of Transport (Ex-Director of the National Institute of Transport).

Professor of Transportation Planning, Ain Shams University; Consultant and Member of the General
Assembly of the Holding Company for inland Transport.

Regional Transport Advisor at the United Nations Economic & Social Committee for Western Asia
(ESCWA), (Ex-Vice Chairman of the Transport Planning Authority and Ex-Director of the National
Institute of Transport).

Emeritus Professor and Advisor at the National Institute of Transport and Member of the Board of
Directors of the Holding Company for Inland Transport.

Vice Chairman of the Transport Planning Authority and Member of the General Assembly of the Holding
Company for Inland Transport and Member of the Board of Directors of the National Institute of
Transport.

Head of the Central Department for Technical Matters at the Transport Planning Authority.
Director General of the Centre for Transport Information at the Transport Planning Authority. .
Member of the Board of Directors of the Direct Freight Transport Company, (Ex-First Under Secretary
of the Ministry of Transport and Ex-Chairman of the Arab Union Company for Passenger Transport and
Ex-Chairman of the Roads and Bridges Authority).

Ex-Chairman of the River Transport Company and Member of the Board of Directors of the National
Institute of Transport.

Ex-Chairman of the Water Freight Transport Company and Ex-Member of the Board of Directors of the
National Institute of Transport.

Lecturer of Transportation Planning at the National Institute of Transport.





