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Abstract
Based on the work undertaken in the scoping phase of TSLDP, it is apparent that there is a
need for a broad-based transport professional, capable of leading complex transport projects
in an environment of diminishing natural resources, lacking financial resources, enormous
social challenges and often complicated governance and status quo.
TSLDP aims to support the development of transport professionals in sub-Saharan Africa with
a view towards equipping them with the leadership, managerial and technical skills necessary
to become these broad-based transport professionals, and the future leaders of the industry
in Africa. This scoping phase has shortlisted a selection options that should be progressed to
help achieve this goal. The proposed options revolve around a sustainable delivery
mechanism and a selection of delivery options (which are the training programmes).
The delivery mechanism is a Centre for Sub-Saharan Transport Leadership (CSSTL), which
should be embedded in an existing, transport-orientated institution in sub-Saharan Africa.
The centre’s role will be to develop and implement the delivery options over the coming years
and act as a managing agent for the TSLDP. The CSSTL is the recommended option for ReCAP
to progress at this stage, as it is the solution that puts in place the foundations for the success
of TSLDP beyond the ReCAP end date in 2020, hence ensuring long-term sustainability.
The delivery options consist of three levels of intervention. This provides a range of training
options to meet any time and budget constraints that may exist. The options include:
1. Intervention Level 1: Mentoring programmes where candidates receive on-the-job
training and mentoring. Supplementary external training, particularly around
leadership and management, is recommended.
2. Intervention Level 2: CPD courses which encapsulate the leadership, managerial and
technical content identified for a leading transport professional. Candidates should
also be assigned a mentor from within the employing organisation.
3. Intervention Level 3: Post-graduate degree covering the same content as the CPD,
but in greater detail and with enhanced learning outcomes. Candidates should also
be assigned a mentor from within the employing organisation.
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RESEARCH FOR COMMUNITY ACCESS PARTNERSHIP (ReCAP)
Safe and sustainable transport for rural communities
ReCAP is a research programme, funded by UK Aid, with the aim of promoting
safe and sustainable transport for rural communities in Africa and Asia. ReCAP
comprises the Africa Community Access Partnership (AfCAP) and the Asia
Community Access Partnership (AsCAP). These partnerships support
knowledge sharing between participating countries in order to enhance the
uptake of low cost, proven solutions for rural access that maximise the use of
local resources. The ReCAP programme is managed by Cardno Emerging
Markets (UK) Ltd.
See www.afcap.org
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Executive Summary
The Transport Sector Leadership Development Programme (TSLDP) is a capacity building project
designed to enhance the technical and managerial / leadership skills of transport professionals in subSaharan Africa. The concept was initially identified by ASANRA before being supported and coordinated by ReCAP. ASANRA and ReCAP recognised the leadership issues within the industry and
promoted this project as a means of developing professionals within the sector.
This programme sets out to address this and develop skills in subjects across transport engineering,
transport services and managing / leading people. These themes are seen as critical to the
development of a modern transport network across sub-Saharan Africa, as future industry leaders
need to understand the wider industry and the links between its constituent parts, in addition to the
ability to make informed decisions based on reliable evidence and communicate these effectively to
a wide-ranging audience, from the public through to politicians and other decision makers, such as
funding organisations.

Needs Basis
At the outset of this project, a needs assessment and gap analysis was prepared to justify the basis for
the programme and identify the key thematic areas it needed to focus on – see the Status and Interim
Reports1. Based on the work undertaken, it is apparent that transport professionals in sub-Saharan
Africa are likely to get a solid academic foundation in civil / transport engineering, design and
operations; land use and transport planning. However, as identified by ReCAP and ASANRA, there is
a need for a more broad-based transport professional, capable of planning, designing, managing and
leading complex transport projects in a complex environment of diminishing natural resources, lacking
financial resources, enormous social challenges and often complicated governance and tertiary
education structures and status quo.
In addition to the highlighted needs above, the results obtained from an online survey conducted by
TSLDP among professionals drawn from the civil engineering and transport sectors in sub-Saharan
Africa revealed that there is a need for a capacity building programme specifically designed for
transport experts on the continent, especially one focused around leadership and management. The
programme should also provide a solid grounding in disciplines where there are obvious knowledge
deficiencies, such as transport policy and planning; transport systems analysis; transport operations
planning; land use planning; road safety that are critical to the effective management of the sector in
Africa.
Therefore, the overall finding from the needs assessment and gap analysis is that a programme like
TSLDP is required to help develop the future leaders of the African transport industry. This work also
identified that bodies like the UN have identified similar needs previously, and set up programmes
historically, however, the issue remains and it is a challenge that it is hoped the options in this scoping
report will start to address.

Options
A summary of options and the associated advantages, disadvantages and conclusions was generated
and is shown in the main report under Table 5-1. From this analysis, a shortlist of options was
prepared for further development. The options are split between the delivery mechanism and the
delivery options (i.e. the training courses).
The proposed sustainable delivery mechanism is a Centre for sub-Saharan Transport Leadership
(CSSTL), which would be based in an existing institution in sub-Saharan Africa. At this stage, its setup
is likely to require ReCAP supporting one or two managerial staff members, plus some support. Their
1 ReCAP Rural Access Library: http://www.research4cap.org/SitePages/Rural%20access%20library.aspx
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role would be to further develop and implement the delivery options discussed in the next section.
The CSSTL is the recommended solution for ReCAP to take forward to the next phases of TSLDP. It is
considered the most sustainable option which will lay the necessary foundations for the successful
implementation of the training programmes in future.
The proposed delivery options were developed based on their learning outcomes, in addition to their
time and cost for implementation. The options have been sub-divided into intervention levels, which
will allow ReCAP and CSSTL to implement a phased training programme that can mature with time
and increased levels of funding, should these be secured. The options consist of:
1

Intervention Level 1: Mentoring Programme. Consists of candidates being assigned a senior
mentor from within their organisation. This person should help guide them through a formal
learning process whereby they log and sign-off on experience across a range of technical and
non-technical thematic areas. This could be done using a similar process to that used by the
ICE and CIHT to record initial professional development for graduate engineers getting
chartered.
This on-the-job mentoring should be supplemented by formal training in the managerial /
leadership area as a minimum. This could be done using existing courses, such as the
leadership training offered by DBSA.
This option offers a solution that can be readily implemented by the CSSTL shortly after being
setup and becoming operational.

2

Intervention Level 2: CPD Courses. Ideally, this should be a set of bespoke courses that
targets the thematic areas specifically required by TSLDP. However, it could utilise existing
courses, but this may be more logistically challenging and pose quality issues that would
need to be monitored and managed by CSSTL. This option will be much more costly than
the mentoring programme and should be explored further by CSSTL once operational.

3

Intervention Level 3: Post-graduate degree. This is the option that is likely to offer the most
benefit to candidates in terms of learning outcomes, qualification and future career
opportunities. It is also likely to offer greatest benefit to the transport sector as a whole.
However, it is also the most time-consuming and costly to implement and it may not be
possible within the timeframe available to ReCAP. However, it should be explored by CSSTL
as the highest level of training they can anticipate offering.

Gender Balance
Gender balance is addressed in two ways under the delivery options for the programme. These are:
1.

Incorporating it into candidate selection to establish gender balance on the programme. This
is being done through advertising which targets female applicants from the outset,
diversifying the education acceptance criteria to incorporate relevant degrees from courses
with higher female participation (e.g. transport planning), and finally, allocating a minimum
number of places to female candidates.

2.

Incorporating components into the modules which teach candidates about the importance
of diversity and women in the workplace – see Management and Mentoring in Table 7-1.

This approach was presented at the Stakeholder Workshop in July 2017, with participants generally
indicating that they were satisfied with this approach. However, the discussion did prompt an
interesting and lively debate, particularly amongst female professionals within the audience, as to
how they want gender balance addressed within the industry. This mainly revolved around the
following:
•

Some believed female candidates should be positively discriminated against to ensure sufficient
female participants
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•

Counter-arguments suggested they should gain a place on the programme based on merit, to
avoid the view that they are only there to fill a specific quota and not because of their ability

The proposed approach tries to accommodate both these positions, as they are both key points which
highlight the sensitivities that exist around gender balance policy. Based on the approach proposed,
whilst there will be a certain number of places allocated to female candidates, it will only be to
candidates who meet the necessary criteria who merit a place on the programme.

Mentoring
The most practical means of addressing this within the programme will be for candidates to choose
their own mentors, ideally from within their employer organisations, with the person ideally being:
•
•
•

In a senior position of responsibility, similar to that which the candidate is aspiring to achieve, so
they can provide guidance and advice based on their own experience
Accessible to the candidate and available for periodic discussions about their progress
Supportive of the candidate’s development and their participation on the TSLDP

The position of the mentor is formally recognised within the candidate’s educational contract. Both
the mentor and the mentee should have a specified amount of time set aside on a periodic basis,
suggested as being once every 1 to 2 months, to discuss progress.

On-the-Job Training
It is appreciated that this training may be beneficial to some candidates, however, there are concerns
about its practicality to implement and its appeal to both candidates and employers. A question was
raised on this at the Stakeholder Workshop and most respondents (17 of 23 people) indicated their
employers would be willing for them to be seconded to other organisations to develop their skills.
However, it is thought that this may be an overly-optimistic outlook, and depending on their
employer’s perspective and workload, the prospect of losing a key staff member for weeks or months
may not be appealing.
As a result, it is considered that external on-the-job training in different organisations should not form
part of this programme. Whilst it may appeal to candidates, it is understandable that it is unlikely to
appeal to employers who would be reluctant to lose relatively senior staff for extended periods of
time to other organisations. This may create difficulties with implementation and finding placements
for all candidates.
Nonetheless, candidates and employers should be encouraged to provide internal on-the-job training
within their organisations which would involve candidates taking on more responsibility, particularly
on the leadership and managerial aspects of the job. This would enable them to put into practice
many of the skills they will learn as part of the programme. This could form part of the education
support contract signed between the employer and candidate and something that could be
implemented and managed between the candidate and their mentor.

Costs
Centre for Sub-Saharan Transport Leadership
Initial cost headings and estimates for setting up CSSTL linked to an institution in sub-Saharan Africa
are shown in Table 0-1. These estimates should be verified in any further examination of this option
and depend on whether staff appointments are ‘regional’ or ‘international’ and do not include any
laboratory facility or equipment costs. The staff costs below are considered more representative of a
‘regional’ candidate than ‘international’. International staff full-economic costs (FEC) may be in the
region of GBP 100k+.
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Table 0-1: Indicative Costing for Setting-Up CSSTL
Centre Costs

Yr 1 - 2018

Yr 2 - 2019

Yr 3 - 2020

Yr 4 - 2021
Post-ReCAP

Team to support setup and business case
development and hire CSSTL staff

£200,000*

£100,000*

£50,000*

£-

CSSTL Manager – assume mid-2018 start

£30,000

£60,000

£60,000

£60,000

CSSTL Asst. Manager – assume mid-2018
start

£27,500

£55,000

£55,000

£55,000

Staff housing/air travel (2 staff) - assume
mid-2018 start

£25,000

£50,000

£50,000

£50,000

Local administrative support - assume mid2018 start

£10,000

£20,000

£20,000

£20,000

Facilities/office costs - assume mid-2018
start

£10,000

£20,000

£20,000

£20,000

£302,500

£305,000

£255,000

£195,000

Total

* Assumed support project cost of £350k, which will need further scoping to define and confirm.

Intervention Level 1: Mentoring Programme
This option will require further scoping by the CSSTL as part of its initial setup. However, it is envisaged
that the costs of running this programme should largely be absorbed by the staffing cost of CSSTL
itself. The only additional cost is that of formal training and candidate travel, if included as part of the
programme, particularly in the area of leadership and management. This course could be run by the
DBSA and they can tailor the module content to suit a range of budgets.

Intervention Level 1: CPD Programme
Based on existing known examples from UCT, a CPD offering through a tertiary institution is likely to
cost in the region of GBP 14k in fees. However, CPD costs can vary greatly depending on the delivering
institution and other offerings should be investigated further by CSSTL as this project progresses.
There would likely be a similar amount of travel required to the degree-giving option, which adds a
further GBP 15k in travel costs. This would mean a total investment per candidate in the region of
GBP 29k to complete the CPD programme.

Intervention Level 2: Post-graduate degree
A degree course like the one proposed for TSLDP does not currently exist. Therefore, an assessment
of cost structures for existing programmes and the level of offering (i.e. executive and non-executive
programmes) had to be undertaken to get an indication of the course fees and other costs. Given the
nature of the joint degree in TSLDP, the final course fees will likely be an average of the fees charged
by the chosen institutions. Based on the fees shown in Table 0-2 below, the fees for a post-graduate
degree could range as follows:
1. Average tuition fees if delivered by a UK or SA university individually are £29,500 and £13,342
respectively.
2. Regarding a Joint Degree, a split of 75/25 between a UK and SA university has been assumed
at this stage. On this basis, the cost would range from approximately £17,000 - £25,500, with
the higher cost encountered when 75% of the content is delivered by a UK university.
3. If the course is delivered from the CSSTL, the travel and associated fees for lecturers must be
added. This is estimated to cost in the region of £60,000 over 2 years. Based on having
20 candidates on the course, this adds £2,950 to the cost per candidate.
Given the modular and international nature of the proposed programme, with extensive travel to
South Africa and the UK, it is expected that there will be approximately GBP 15k in travel,
accommodation and subsistence costs in addition to tuition fees. This is based on attending 10
modules that require travel to UK or SA institutions, plus on average 11 days accommodation and

x

Transport Sector Leadership Development Programme

subsistence per module. This will be required for each participant and will also likely need to be
funded by the supporting organisation.
This equates to a total investment in the region of £32-£43,000 per candidate depending on the
combination of variables outlined below – e.g. delivery at CSSTL or in another country, delivery by
university in UK or SA etc.
Table 0-2: Summary of Estimated Fees if Delivered in UK, SA or Combination of Both, Plus Delivery at CSSTL.
Institution

Country

Estimated Avg. Cost

Average per credit
(180 Credits in Total)

Average Post-Graduate Degree Costs in UK and RSA for International Students
Average Tuition Fees in UK

UK

£

29,500

£

164

Average Tuition Fees in SA

RSA

£

13,342

£

74

Estimated Tuition Fees for TSLDP as Joint Degree by Varying Lead University
25% SA : 75% UK Uni's

UK/RSA

£

25,461

£

141

75% SA : 25% UK Uni's

RSA/UK

£

17,382

£

97

Estimated Cost of Running at CSSTL + varying tuition fees from above
Estimated Cost of Running at CSSTL
(i.e. Lecturer fees + associated travel
etc.)

CSSTL

£

60,000

£

333

Estimated Cost of Running at CSSTL
per Student (Assuming 20 candidates)

CSSTL

£

2,950

£

16

Cost per candidate running at CSSTL
when delivered by 75% UK and 25%
SA Uni's

UK/RSA/CSSTL

£

28,411

£

158

Cost per candidate running at CSSTL
when delivered by 75% SA and 25%
UK Uni's

RSA/UK/CSSTL

£

20,332

£

113

Conclusions
A summary of the key points for each of the three options is shown in Table 0-3 on the following page.
Of the three options, it is considered that the CSSTL is the most advantageous option for ReCAP to
take forward at this stage. It accommodates ReCAP’s short-term objectives, in addition to having
strong benefits in the long-term to TSLDP and the industry if it can be effectively setup, operated and
funded.
The CSSTL should then be charged with the task of developing the training options identified below.
These could be developed chronologically, with increasing time and budget availability, as follows:
1. Intervention Level 1: Mentoring Programme
2. Intervention Level 2: CPD Courses
3. Intervention Level 3: Post-Graduate Degree
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Table 0-3: Overall Option Summary
Sustainable Delivery Mechanism
Centre for sub-Saharan Transport
Leadership

Delivery Options/Training Programmes
Intervention Level 1:

Intervention Level 2:

Intervention Level 3:

Mentoring Programme

CPD Courses

Post-graduate degree

Overview

Overview

Overview

Overview

Involves funding one or two
managerial positions at an existing
institution, whose role would be to
promote and develop TSLDP, then
oversee its implementation and
management.

Mentoring programme where
candidates are assigned a senior
colleague from within their
organisation. Formal training should
also be included on the managerial /
leadership thematic area.

Selection of CPD courses covering topics
across transport engineering, services, and
management/leadership. Delivered by a
university or other recognised training
institution.

Bespoke post-graduate degree in Transport
Leadership delivered as a Joint degree on a
modular basis. Covers topics across transport
engineering, transport services and
management / leadership.

Positives

Positives

• Long-term home for TSLDP and
Champion for the programme.

• Easiest option for CSSTL to
implement shortly after being setup.

• Using an existing institution with
strong links to Africa, other bodies
and IFIs, will benefit TSLDP.

• Should facilitate on-the-job training
and mentoring from senior leader.

• CSSTL take ownership of the
programme and its future beyond
ReCAP.

• Formal training on leadership and
management will help bridge any
gaps in this key area.

• Implementable within the timeframe
available to ReCAP.
• Become leading regional institute
and ‘think tank’
Negatives
Not strictly an educational programme
in its own right but should be
responsible for development and
implementation of the mentoring
programme, CPD and post-graduate
degree.

Negatives
• Candidates may not get broader
knowledge outside of their
employer’s area of operations.
• Quality of the experience
candidates receive may vary with
the quality of the mentor.
• Reduced networking opportunities
as limited contact time between
candidates on the programme.

Conclusion: Implementable before
ReCAP ends in 2020. Will benefit the
long-term sustainability of TSLDP,

Conclusion: ideal option as an ‘entry
level’ training programme which would
be a good starting point for TSLDP

Positives
• Implementable within the timeframe
available to ReCAP as it doesn’t require the
course approval and accreditation
processes needed for a degree course.
• Likely to be lower cost per candidate than a
post-graduate degree. However, it should
be noted that the difference may not be
substantial and that the lower cost will be
dependent on the choice of delivery
organisation – CPD courses can work out
as expensive per module as a postgraduate degree.
Negatives
• Is not accreditable and will not provide
candidates with a recognised qualification.
• Cannot contribute towards a degree or
Chartership, it will provide candidates with
CPD hours only.
• Whilst it may work out cheaper than a postgraduate degree, the cost per candidate will
still be high.
Conclusion: offers a formal learning and
capacity building benefit that is broader than
the mentoring programme alone. It should be

xii

Positives
• Option meets the TSLDP desired learning
objectives and offers a recognised and
accredited qualification.
• Will enable candidates to become
professionally registered, or Chartered, with
an internationally recognised professional
institution.
• Networking opportunities; candidates can
develop relationships, share ideas and
knowledge into the future.

Negatives
• The implementation cost per candidate is
going to be relatively high, especially given
travel is also required.
• It has a relatively long implementation time,
given the course approval and accreditation
processes that will need to be completed
within the chosen universities. Therefore, a
cohort is unlikely to complete the programme
before ReCAP ends in 2020.
Conclusion: Educational programme option
that meets the TSLDP capacity building goals.
Strong long-term benefits to candidates and
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Sustainable Delivery Mechanism
Centre for sub-Saharan Transport
Leadership
acting as its Champion and the body
which can implement and manage it
into the future. It will benefit from its
links to professional bodies,
universities, regional agencies and
IFIs. Should be given task of
implementing the training programmes
identified as Level 1-3 options with
support from an external organisation.

Delivery Options/Training Programmes
Intervention Level 1:

Intervention Level 2:

Mentoring Programme
and the CSSTL. It provides good onthe-job training for candidates and will
help build their profile within their
organisation, which should help them
in ascending to more senior
leadership roles.

CPD Courses
implementable within the timeframe available
to ReCAP and is likely to have a lower cost
per candidate than the post-graduate degree.
The implementation of the CPD courses
should be managed and implemented by the
CSSTL.

Considered the ‘recommended option’
for ReCAP to take forward into
Phases 2 and 3.

xiii

Intervention Level 3:
Post-graduate degree
‘saleability’ to funding agents, all improving its
sustainability. It is a long-term option that
needs a vision beyond the ReCAP timeframe.
Ideal scenario is that it is implemented in
conjunction with the CSSTL.
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1

Introduction
1.1

Project Background

Transport infrastructure is a vital driver of national economic development, facilitating the movement
of goods, services and people both nationally and internationally. However, as highlighted by the
World Bank2, Africa remains the least connected region in the world.
Decision makers, professional service providers and contractors across sub-Saharan Africa (SSA) face
the growing challenge of reducing this connectivity deficit on a local, national and international scale.
These challenges require innovative, motivated and technically capable leaders who can effectively
manage and deliver infrastructure projects within this environment.
Industry leaders understand the broader picture when it comes to co-ordinating the concept,
planning, design and construction of infrastructure projects. However, it is being observed that often
the technical and managerial capacity is lacking, particularly when it comes to experience and ability
to deliver large and complex projects.
This project was originally conceived in association with the Association of Southern Africa National
Road Authorities (ASANRA). ASANRA and ReCAP recognised the leadership issues within the industry
and promoted this project as a means of developing professionals within the sector. The initial
concept was developed to:
•
•

Focus on all aspects related to road transport infrastructure
Include East and West Africa, as recognising the importance of this opportunity, these regions
requested that they were included

These concerns were bought on board for the development of the Transport Sector Leadership
Development Programme (TSLDP). It is expected that the programme will encompass both transport
infrastructure and transport services and should be deliverable across sub-Saharan Africa.
Whilst it is recognised that ReCAP generally focusses on rural road infrastructure, technical and
managerial leaders are required across the transport profession, and requiring co-ordination with the
wider transport sector for sub-Saharan Africa.

1.2

Aims

The aim of the TSLDP is to provide a sustainable leadership development educational programme that
can be expanded into the whole of sub-Saharan Africa. The project is anticipated to be implemented
in three phases:
1. Phase 1 Planning and Scoping (i.e. current phase): includes a review of options, development
of appropriate programmes and preparation of an implementation plan including a candidate
selection procedure and budget.
2.

Phase 2 Selection of Participants: call for applications and screening through a series of
aptitude tests and other selection criteria.

3.

Phase 3 Implementation: implementation and management of customised development
programmes for each participant, including project administration, monitoring and
evaluation.

The specific aims of Phase 1 are as follows:
•

Development of a business plan and budget for implementation that should include:

2 Ali et al, 2015, Highways to Success or Byways to Waste, World Bank Group.
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o

An appropriate management structure

o

Competency streams and curricula for the programme

o

Development of an application and selection process for participants

o

Monitoring and evaluation criteria

o

Action plan for implementation

•

Identification of appropriate professional bodies and tertiary institutions for accreditation

•

Identification of regional structures that will drive and sustain the TSLDP in the future

1.3

Objectives

There are five core objectives outlined in the Terms of Reference (ToR). These are as follows:
1. Research: whilst not a specific research project in itself, research projects may be included as
part of the curricula to develop skills.
2. Capacity building: important to ensure sustainable continuation of this project and ReCAP
overall aims and objectives once the ReCAP programme ends.
3. Knowledge exchange: develop the ability to communicate knowledge and ideas effectively
through interventions like technical reporting and paper writing, giving presentations,
managing and presenting at stakeholder workshops, developing and presenting training
courses and how to review and assess technical papers.
4. Uptake and embedment: monitoring and evaluating the uptake and embedment of skills
throughout the programme. The output from the TSLDP should be a group of forward
thinking, confident and competent early career professionals for the roads and transport
sector in sub-Saharan Africa (SSA). They will become role models to other young professionals
and be able to influence the development of future generations.
5. Gender Balance: this is a key element of the project, with a focus on trying to address the issue
of gender balance and the increased participation of female professionals in the technical
leadership of the transport sector in SSA.

1.4

Report Purpose

This report is the Final Report and collates the work undertaken on the project to date and identifies
the shortlisted options and associated business case for implementing TSLDP in Phases 2 and 3. This
report and previous reports under this project are available in the ReCAP document repository3.
These previous submissions include:
1. Inception Report
2. Status Report
3. Interim Report
4. Stakeholder Workshop Report
5. Curriculum Development Report
6. Draft Final Report

3 ReCAP Rural Access Library: http://www.research4cap.org/SitePages/Rural%20access%20library.aspx
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2

Needs Assessment
2.1

Background

Most sub-Saharan African countries highlight capacity building and knowledge transfer as one of the
strategic needs of the transport sector in their local context. However, documentary evidence shows
that in the face of overwhelming transport infrastructural deficit and limited economic resources,
these governments often prioritise direct investment in infrastructure over capacity building of the
personnel that are responsible for the planning, management, design and maintenance of the same
infrastructure.
While, both infrastructure and personnel play very crucial roles, the latter should also be given priority.
It is often the case that transport sector policies in SSA are developed and implemented by
professionals who for the most part, are well-grounded in their technical (read: engineering /
transport planning) disciplines, but frequently lack the requisite leadership and managerial skills to
drive the vision and strategic goals of the sector. This has consequently often led to poor
implementation levels of transport policies / projects and the attendant wastage of enormous funds
that are budgeted for these projects.
In addition, there are other factors that limit the development of the SSA transport sector, ranging
from corruption; to a lack of understanding outside the sector of the need for activities such as landuse integration, transport planning and service delivery; operations policy and planning; and other
relevant and related topics that transcend the direct provision of infrastructure.
However, it is paradoxical that the most important issue is given the least attention, since it is obvious
that the future development of the transportation sector in Africa, squarely depends on the
competence and aptitude of the younger generation of professionals in the sector. Therefore, the
status quo of the transportation profession needs to be re-thought, and more time and resources
dedicated to the continuous professional development and capacity building of these professionals,
with a particular focus on management and leadership skills.
This section presents a needs assessment of the demand for technical, leadership and managerial skills
in the transport infrastructure and services sector within sub-Saharan Africa. The gaps between
existing and desired conditions are determined following a systematic process involving
questionnaires, interviews, online surveys and a literature review - in this case the discrepancy
between desired knowledge and skills of mid-career, mid-level, professionals in the sub-Saharan
African transport sector; and actual knowledge and skills (as offered in national tertiary education).

2.2

Objective

The specific objective of this needs assessment is to provide a way to understand the current
programmes and training available, and what gaps exist relating to the deficiency in technical,
managerial and leadership knowledge in the transport sector in sub-Saharan Africa. The knowledge
acquired from this exercise will then be leveraged to design a transport leadership development
programme, which will equip early career and mid-level managers in the sector, with not only the
necessary technical skills but also some requisite skills beyond their technical expertise, that will
enable them to successfully manage and lead the sector into the coming decades.

2.3

Scope of the Assessment

The assessment was carried out across all the countries participating in the ReCAP TSLDP within the
SSA region. It involved internationally acceptable research methods, and a literature review of existing
policy documents on capacity building in sub-Saharan African transportation sector. The following
activities were carried out:
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•

Literature review

•

Online survey of experts drawn from both civil engineering and the transportation sector

•

Identification of curricular requirements for the ideal leader

•

Gap Analysis

•

Survey of relevant academic curricula in Africa

2.3.1 Assessment Findings
Transportation plays a crucial role in the development and socio-economic growth of a nation. As an
agency of economic integration, transport infrastructure and services constitute a basic condition for
enabling trade and the movement of people, goods and services. To this end, the transport sector
remains a powerful means of accessing national and regional trade in a radically changing global
environment, with a view to fast-tracking growth and lowering poverty in SSA. The detailed literature
review conducted in this section, reveals that the continent is clearly lagging in the development of
regional trade, particularly because of the poor state of its transport infrastructure.
The points discussed below are summarised from the reviewed documents such as: United Nations,
Economic Commission for Africa (ECA) Committee on Trade, Regional Co-operation and Integration
(6th Session; 2009, Oct. 13-15, Addis Ababa, Ethiopia); ASANRA Strategic plan 2014-2019 and United
Nations, Economic Commission for Africa (2005-04-16), African review report on transport, Addis
Ababa Ethiopia. Further inputs were also received from experts at the International Road Federation
(IRF), and the Association of Southern Africa National Road Authorities (ASANRA). These reports
describe the broader needs in the transport sector of SSA, and they are highlighted as follows:
•

Poor transport network connectivity and state of infrastructure: In SSA, transport networks
have several missing network links within each country and between countries, which
compels a significant percentage of the rural population to live without access to essential
economic and social services. Along, with the problem associated with the various modes of
transport, a large proportion of the existing infrastructure is aging and in a poor state.

•

Insufficient human and institutional capacity: Although the number of workers in African
public transport enterprises and agencies is relatively high, the availability of skilled leaders
is limited. In addition to the lack of adequate skilled human resources, institutions are also
lacking appropriate powers and technical capacity to formulate, plan, and manage
infrastructure development and services and to regulate and enforce policies and regulations.

•

Insufficient funding: The availability of funds also plays a very crucial role as stakeholders
admit they cannot take advantage of leadership training opportunities when agencies have
insufficient funds to support these opportunities.

•

Lack of mentorship and training for mid-level engineers: The cadre of senior professionals,
both national and international, in the roads sector is nearing (or has reached) retirement in
many countries in the region. This includes international consultants who have devoted much
of their lives to working in Africa. The next generation of SSA technical experts and managers
is not emerging in sufficient strength to take their place and to cope with the increasing
challenges of managing the sector, and there are no formal machineries in place for young
professionals and future leaders in roads and transport to benefit from the experience of their
senior colleagues. Hence, ASANRA’s strategic plan 2014-20194 explicitly mentions the
development of human capital through structured programmes for young professionals and

4 ASANRA Strategic plan 2014-2019
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future leaders to learn from the experiences of their older colleagues, thereby, emerging as
capable leaders and professionals within the sector, such as the TSLDP.
•

Disconnect between the industry and academia: Civil engineering syllabuses in universities
are strong in civil engineering theory, but pay very little attention to entrepreneurship and
leadership which are often the skills required to succeed in the industry. In this way, they
produce graduates / young professionals that are ill prepared to respond to the challenges of
the transportation sector and to positively influence the sector. This issue is also exacerbated
by the lack of adequate internship opportunities, through which young professionals can
experience the work environment before graduation.

•

Limited opportunities for continuing professional development in the work environment:
Generally, there is a lack of sufficient well-defined mentorship programmes to assist the
young professional’s transition into the job when they are first hired. Furthermore, with a
heavy focus on design and construction of transportation infrastructure, there remains very
few avenues for capacity building opportunities such as workshops, webinars and training for
agency staff. The current work environment makes it difficult for primary stakeholders
involved in transportation to interact and network outside of specific projects. These primary
stakeholders are basically agency staff, consultants, contractors and staff of multilateral
development partners. The status quo where interaction between groups of professionals is
limited, means that a window of opportunity is lost for these primary stakeholders to engage
early in their careers and keep this relationship strong as their careers progress. Finally,
compounding this hurdle is the perception that careers of agency staff stagnate while private
sector transportation professionals quickly move up the ranks, making long-term bonding
more difficult.

•

Insufficient regional interaction: When considered in a regional context, barriers due to
geographical and language constraints inhibit African transport professionals from reaching
out to other groups on the continent that could assist in leadership development schemes.
These groups could be the lead transport national or regional transport bodies that are
already well acquainted with leadership development

•

Lack of support of transport related policies and programmes by key stakeholders outside
the transport sector: The inability to effectively communicate with stakeholders outside the
transport sector, such as community leaders; decision-makers; other professionals; and
members of the community who directly interact with transportation systems and the effects
of policies, means that transport professionals are not able to get the maximum buy-in and
necessary political support from these stakeholders for programmes in the sector.

•

Lack of full appreciation for the connection between transport infrastructure design and
service planning: The transportation specialisation in Africa is still highly skewed towards the
design and construction of infrastructure that supports private car ownership, without giving
due attention to the complexities and intricacies of the planning and management of multimodal transport systems, and the impact transport has on people, communities and the
environment. This problem is evident both in the academia and practice, as university
undergraduate civil engineering curricula are drawn up with little or no recourse to, for
example public transport or non-motorised transport policy and planning, without even
discussing the design and construction principles of the same. On the other hand,
transportation experts in both the public and private sectors again focus on infrastructure
rather than transport system operational planning and design. This lack of appreciation for
transport planning and operations, means that transport services have often been considered
a self–managed system which happens only after infrastructure has been provided. However,
with the growth problems like traffic congestion in large urban centres and road safety, it has
5
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become evident that a complete awareness of these often-neglected disciplines are critical
to the provision and operation of viable and sustainable multi-modal transport both in an
urban and rural context.
In addition to the highlighted needs above, the results obtained from an online survey conducted
among professionals drawn from the civil engineering and transport sectors in sub-Saharan Africa
revealed that there is a need for a capacity building programme specifically designed for transport
experts on the continent, especially one focused around leadership and management. The
programme should also provide a solid grounding in disciplines where there are obvious knowledge
deficiencies, such as transport policy and planning; transport systems analysis; transport operations
planning; land use planning; road safety, that are critical to the effective management of the sector in
Africa.
A summary of the initial results collated from the responses of 71 participants surveyed shows that:
•

62 percent of the participants agree that leadership skills are more relevant to prepare a
transport professional for effective management of the sector

•

51 percent think that leadership and managerial components are the most important aspects
of the proposed Transport Sector Leadership Development Programme

•

85 percent have little or no skill in transport planning, urban and regional planning, land use
planning, and transport modelling

•

82 percent have little or no skills in transport policy planning and governance

•

75 percent have little or no skills in project impact assessment

In response to the issues highlighted above, especially those that affect capacity building, knowledge
acquisition and professional career development of transport experts in SSA, there has been some
attempt by different national, regional and international stakeholders to address the challenges.
These efforts are discussed as follows:
•

With regards to African countries, the United Nations embarked on two transport and
communication decades in Africa 1978-1988 and 1991-2000 (United Nations Economic
Commission for Africa)5. These included the United Nations Transport and Communications
Decade in Africa (UNTACDA-I), which was launched in 1978. The second decade programme,
UNTACDA-II, was launched in 1991 with the long-term objective of establishing an efficient
and integrated transport and communications system as the basis for the physical integration
of Africa. Out of the 708 projects approved, 466 projects had been fully or partly implemented
by 2000. However, despite these efforts, it is evident that further work, such as that proposed
under TSLDP, is still much needed to help develop the professional staff and leaders needed
to deliver these goals.

•

Still in the United Nations Economic Commission for Africa, another programme along these
lines is the sub-Saharan Africa Transport Policy Programme (SSATP) Poverty Reduction and
Transport Strategy Review (PRTSR) underway in many countries, which is helping to integrate
transport planning within poverty reduction strategies, and has the potential to serve as a tool
for policy development in all aspects of the transport sector. Eighteen member countries of
the SSATP, including Burkina Faso, Central African Republic, Ethiopia, and Gambia, that were
added in 2007, had completed their PRTSR reviews and started work on implementing the
recommendations of the reviews by the end of 2007.

5 UN, ECA Committee on Trade, Regional Co-operation and Integration (6th Session; 2009, Oct. 13-15, Addis Ababa, Ethiopia)
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•

Some SSA countries have also taken steps to develop their transport sectors. In Central Africa,
the Democratic Republic of Congo (DRC), Mali, Malawi, Rwanda and Senegal, the review
proposals shaped the way transport was perceived as part of poverty reduction strategies.
While in other countries, the sensitisation process initiated the demand for updating transport
strategies in response to the changing development environment that currently feature the
millennium development goal objectives. DRC, Ethiopia, Lesotho, Malawi, Mali and Zimbabwe
completed preparation of their transport sector policy documents and master and investment
plans by 2007, while Benin, Burkina Faso, Cameroon, Central Africa, the Niger, Senegal,
Tanzania and Uganda, started to draft their policy documents in the same year. However, a
review of these efforts devoted to improving the transport sector, shows that the existing
transport infrastructure and services are still far from enabling Africa to achieve socioeconomic development and integration6.

Clearly, one important item that is missing in the above mentioned developmental efforts is the aspect
of developing holistic human capacity building programmes to facilitate the training, mentorship and
adequate equipping of young professionals to take over the enormous responsibility of managing
SSA’s transport sector from their senior colleagues.
Despite the fact that some work has been done in this regard, such as establishment and restructuring
of road agencies through enhancing the capacity of local governments to co-ordinate rural transport
infrastructure and services effectively, these efforts have barely been adequate and have mostly
lacked continuity. With this realisation and that of the crucial role capable leaders will play in
successfully piloting the affairs of the transport sector, both in terms of infrastructure and services,
there seems to be a shift in policy by key stakeholders such as country government transport agencies,
regional transport bodies and international development agencies, towards developing well rounded
programmes designed to equip young engineers with managerial, leadership and technical skills
needed to successfully take the sector forward. Instances of such efforts are ASANRA that has
captured human capacity development as one of their strategic goals in their 2014-2019 strategic plan
and are aggressively driving this goal in collaboration with the ReCAP programme.
Another case of such investment in training and mentoring potential leaders is the Infrastructure Skills
for Development programme (IS4D)7. The IS4D programme by Australia Africa Partnerships Facility
(AAPF), in collaboration with New Partnership for African Development (NEPAD) adopted a short,
work-based, action learning programme designed to equip professionals working in public sector
agencies with the project management competencies required to initiate and oversee key
infrastructure projects, especially the Priority Action Projects [PAPs] that form part of the Programme
for Infrastructure Development in Africa [PIDA]. The action learning model, which is the foundation
of the IS4D programme, involves the participants in a process of activity and reflection that requires
them to analyse the project, identify obstacles or bottlenecks, and develop strategies to ensure the
successful completion of the project or project stage. Participants are supported in this process by
being provided with access to:
•

Individualised support from an experienced technical mentor

•

A peer-to-peer support group or learning set

•

Online, accredited project management training delivered by an Australian provider

•

Short-term training on specialised topics, such as negotiation skills, infrastructure financing
and leadership skills

6 United Nations, Economic Commission for Africa (2005-04-16), African review report on transport, Addis Ababa © UN, ECA
7 Australia Africa Partnerships Facility, Activity Progress Report, Infrastructure Skills for Development, Q1, January-March 2015.
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•

Experiential work placements with, and shorter-term visits to, organisations undertaking
tasks related to the participants’ work based projects

To date, IS4D has been supported by the Australia-Africa Partnerships Facility [AAPF] through donor
funding supplied by the Australian Government.

2.3.2 Analysis
With a consensus on the need to ramp up human capacity development efforts and programme
formulation in the transport sector, there is the obvious need to conceptualise the components of a
programme which is designed to equip a transport professional with the necessary skills to lead the
whole spectrum of transport infrastructure and services.
In order to create such a programme a profile or picture of the desired leader and the curricular
requirements that can transform them from just mid-level managers to world class, innovative and
highly competent leaders who will drive the growth of the transport sector in the coming decades is
needed.
Therefore, with the benefit of the insights received in the process of developing the TSLDP, the
answers to some of the questions centre around the profile of the ideal transport leader; the curricular
requirements of the programme that will equip him / her, with a transport leadership profile; and the
requisite curriculum requirements are summarised in this report.

2.3.3 Graduate Profile and Curricular Requirements
The profile of the desired professional or ideal leader for the future of the transport sector in SSA is
one who:
•

Is technically sound in various facets of transport engineering across all land-based modes
and users

•

Understands the complexities of planning transport infrastructure and services within the
built environment

•

Appreciates the impacts of transport decision-making and is able to assess them

•

Is capable of managing complex projects throughout the project life cycle

•

Is able to envision a future for the transport sector in Africa, and lead, inspire and mentor
others towards this vision

For this to be possible, the potential leader must have an appreciation of the following knowledge
areas or disciplines:
•

Transportation engineering: geometric design, drainage design, pavement and materials
engineering, safe road design, computer aided design etc.

•

Transportation systems and operations, such as: traffic safety, traffic simulation, whole
system design and traffic management and control

•

Transport policy and planning, for example: land use planning, road user behaviour, gender
issues, as well as urban and rural planning

•

Asset management: road maintenance strategies, road asset management systems,
geotechnical asset management and pavement asset management, among others

•

Impact assessment: sustainable development, as well as social, economic and environmental
impacts
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•

Project management components: such as, risk and uncertainty analysis, financial accounting,
project life cycle assessment and quality control

•

Project assessment: project appraisal and project funding

•

Project procurement: tendering, procurement and forms of contract (BOT, PPP, design and
construct

•

Leadership components: technical communication, effective leadership in transport, critical
and systems thinking, as well as governance

•

Management and mentoring: talent management, situational leadership, coaching and
performance management

2.4

Conclusion

This chapter described the status quo of the transport sector in sub-Saharan Africa, highlighting some
trends in the sector today, including efforts by country governments, international development
organisations and other stakeholders to improve the sector. A clear need emerges to focus more on
human capacity building, as a significant factor in the drive to develop the sector. It is clear that the
success of any venture will only be guaranteed by the quality of personnel driving it, and the level of
knowledge at their disposal. This thinking has been developed into the transport leader profile
highlighted in the section above, which will then be compared with the results of surveys of academic
and professional institutions in sub-Saharan Africa. The disparity between what is required to develop
the transport leader and the existing curricular offerings at these institutions will represent the gaps
or areas that need to be addressed in the development of the TSLDP curriculum.

9

Transport Sector Leadership Development Programme

3

Current sub-Saharan Africa Curricula Review
3.1

Introduction

In this section, a review of Civil Engineering and Transport Leadership programmes in Africa is
discussed based on a survey of existing Civil Engineering / Transport courses offered in institutions of
higher education across sub-Saharan Africa. For the purposes of this assessment, universities in 15
countries were selected to provide a suitable representation across the wider sub-continent. This
section of the report presents the methodology of the survey as well as the key findings.

3.2

Methodology

To make an inventory of existing relevant courses in transport and / or leadership, UCT recruited 12
students / researchers to survey existing courses in the ReCAP partner and supported countries by
means of a web and phone-based survey. The students / researchers were either nationals of the
various countries or have worked extensively in these countries to ensure; (1) they are familiar with
key tertiary education institutes in the countries (2) they have relevant contacts and (3) they speak
the local language.
The countries surveyed include; Ethiopia, Kenya, Uganda, Zambia, Sierra Leone, Cameroon, Malawi,
Tanzania, South Sudan, South Africa, Democratic Republic of Congo, Liberia, Ghana, Nigeria and
Mozambique
The inventory for each country was conducted based on the following checklist:
•

Programme (Civil engineering, Transport studies, Urban & regional planning / town planning,
MBA, other relevant programmes)

•

Degree options per programme (BSc, MSc, Diploma, PhD)

•

Existence of Continuous Professional Development (CPD) for the programme

•

Accreditation status at national and international level

•

Existing collaborations at the national, regional and international level

•

Availability of laboratory facilities (pavement, traffic, geotechnical and GIS labs)

•

Computer facilities and relevant proprietary software (ArcGIS, AutoCAD, HDM4, SPSS) at the
department level

•

Blended learning facilities at faculty / university level. E.g. video conferencing and broadband
internet

•

Curriculum details such as curriculum roadmap, course content and credits

•

Ranking of the institution (university) at the regional and global level

•

Transport expertise in other programmes

The outcome of this desktop study enables us to give an overview of the relevant courses in the
partner countries and allows the identification of gaps in tertiary education.

3.3

Country Summaries

3.3.1 Ethiopia
Ethiopian public universities are all nationally accredited for all their available programmes. The
Higher Education Curriculum Quality Assurance Office (quality inspecting office of the Ministry of
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Education) perform several assessments on all new programmes in line with the national demand for
graduates of such programme. All universities in Ethiopia share the same harmonised curriculum for
each of the programmes which are accredited by the Ministry of Education’s Curriculum Quality
Assurance Office. For example, Highway Engineering I and II are taken by all undergraduate civil
engineering students in all universities with a civil engineering programme. High emphasis is given to
accreditation of programmes at national level but the international accreditation issue is out of the
scope / concern of the Ministry. The top Ethiopian universities all offer programmes in Civil
engineering / Urban planning with some highway and transport content. In terms of availability of
learning facilities like laboratories and selected software among the universities offering programmes
in Civil Engineering with the highway / transport component, over 90% of the institutions reportedly
have a GIS lab, while less than 10% of the institutions have dedicated labs for traffic and pavement
studies. Most of the institutions reportedly have AutoCAD and SPSS software available for students
and staff. However, less than 10% of these institutions have access to HDM4 software.

3.3.2 Kenya
Engineering programmes in the country are mainly offered in public universities and four out of the
six institutions offering civil engineering and transport related programmes were surveyed. In terms
of availability of learning facilities like laboratories and engineering software at the institutions, the
data showed about 80% of the institutions reportedly having pavement, geotechnical and GIS
laboratories, while about 60% have laboratories for traffic studies. The survey also showed availability
of AutoCAD and GIS software in most of the institutions but none of the institutions have access to
HDM4.

3.3.3 Uganda
Uganda has eleven public universities with Makerere University as the oldest (since 1922) and largest
institution in the country. Most of the universities in Uganda are study-area specific, mainly offering
courses in humanities, business and health sectors. About three public universities i.e. Makerere,
Kyambogo and Uganda Christian University have civil engineering and transport related courses
offered in the 4th year of the undergraduate programme.

3.3.4 Zambia
Currently there are about thirty Zambian universities split between public and private institutions, of
which two are listed on the top 200 Universities in Africa: University of Zambia, ranked at number 76;
and the Copperbelt University, ranked at number 188 (as at March 2017). From all these universities,
only the University of Lusaka is understood to have a transport course (Bachelor of Logistics and
Transport). Only six out of the total universities offer an MBA programme. Civil Engineering is only
offered at three of the universities, viz; University of Zambia, Copperbelt University and Mulungushi
University. None of the surveyed universities were found to offer urban and regional planning
courses.

3.3.5 Sierra Leone
The University of Sierra Leone has its origin in the Fourah Bay College which happens to be the main
institution offering a degree in civil engineering at the Bachelor’s level in the country. The survey of
this institution revealed a general lack of access to facilities and learning resources like broadband
internet, online academic journals and software, with most of the staff and students relying on private
sourcing of these resources. In terms of availability of facilities like laboratories, the survey showed
that the institution only has a geotechnical lab among the four kinds of laboratories investigated in
the survey.
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3.3.6 Cameroon
Cameroon has around 132 higher education institutions. Among these, only four offer programmes in
civil engineering with a transport component. These include; University of Douala, National Advanced
School of Engineering in Yaoundé (ENSP) which is linked to University of Yaoundé, National Graduate
School of Public Works (ENSTP) in Yaoundé, and Saint Jerome Catholic University in Douala. While the
first three universities are public institutions, the last is privately owned.

3.3.7 Malawi
The University of Malawi Polytechnic is the only institution offering a programme in civil engineering.
The programme is offered at the undergraduate level and is one of the three engineering programmes
offered within the faculty of engineering. An advanced diploma in transport operations management
(TOM) is offered at the post-graduate level. Master of Science programmes in sustainable engineering
management and Infrastructure development and management are also offered in the institution.
Transport systems is one of the optional course modules in the infrastructure development and
management programme.

3.3.8 Tanzania
A total of seven Higher Learning Institutions were surveyed in Tanzania. These include; University of
Dar es Salaam, Ardhi University, National Institute of Transport, Mount Meru University, Open
University of Tanzania, University of Dodoma and Saint Augustine University of Tanzania. Civil
engineering programmes are currently offered at the University of Dar es Salaam, Ardhi University and
Saint Augustine University of Tanzania. The civil engineering programme offered at the abovementioned universities has been accredited by Tanzania Commission for Universities (TCU) which is
the national accrediting body. Most of the institutions reported in this survey all offer transport studies
programmes at different levels from Bachelor to post-graduate levels. Three of the institutions have
been found to offer associate programmes. Urban and Regional Planning is offered at Ardhi University.
Master of Business Administration is offered at five of the Universities. The Open University of
Tanzania offers an MBA programme in collaboration with the National Institute of Transport.

3.3.9 South Sudan
Limited information is available for the institutions in South Sudan. However, Civil Engineering and
Urban Planning are offered at the University of Juba.

3.3.10 South Africa
Civil and transport engineering programmes offered at Universities in South Africa are accredited by
the Engineering Council of South Africa (ECSA). Among the surveyed African countries, South Africa is
the only country that has its engineering degree programmes recognised internationally under the
Washington Accord. A total of ten universities were surveyed, out of which eight offered programmes
in civil engineering and transportation. A survey of curriculum content in some of the institutions
revealed a more balanced transportation curriculum, offering the core transportation / highway
engineering topics in combination with aspects such as transport planning, public transportation,
transport policy and management. In terms of access to learning facilities, most of the institutions of
South Africa have better access to such facilities when compared to institutions in most of the African
countries surveyed.

3.3.11 Democratic Republic of Congo
Programmes of study offered at the universities in the DR Congo are accredited by the Ministere de
l’Enseignement Superieur et Universitaire (Ministry of Higher Education) which is the national body
overseeing the accreditation of institutions of higher learning. Among the surveyed institutions, three
offer a programme in civil engineering and one of the institution offers a programme in Urban &
12
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Regional Planning / Town planning. All the universities that offer a programme in engineering or
construction have laboratory facilities, however, the available labs are only those of pavement and
geotechnical engineering. In terms of availability of laboratory facilities and software, only the
University of Kinshasa reported ownership of most of the software, while University of Bandundu,
University of Lubumbashi and Universite Libre des Pays des Grands lacs reported access to only ArcGIS
and AutoCAD software.

3.3.12 Ghana
Four institutions of higher learning were surveyed, namely: University of Ghana, Central University,
Kwame Nkrumah University of Technology and Webster University Ghana Campus. Most of the data
was collected through the web search and reports / documents of the respective institutions due to
the difficulties encountered in conducting a phone-based interview. As such, only general information
on the programme offerings was collected. The survey revealed that civil engineering programmes are
offered at the Central University and Kwame Nkrumah University of Science and Technology. The
programmes are accredited by Ghana National Accreditation Board which is the national accreditation
body. Only Kwame Nkrumah University of Science and Technology is reported to have transportation
specialisations at post-graduate levels of study, i.e. post-graduate degree and PhD. The University of
Ghana recently opened a Centre for Urban Management Studies (CUMS) in June 2016. The centre
seeks to provide a platform for multi-disciplinary research cutting across several aspects of the built
environment, while also bringing together, academics, policy-makers and practitioners in this field.
Some of the focus areas of the centre include urban policy, planning and governance, urban transport,
urban economy and informality, urban infrastructure financing strategies, amongst others. Postgraduate degree of Business Administration programme is offered in all four Higher Learning
Institutions. In addition to the MBA programme, Webster University Ghana Campus also offers a
Master of Art in Management and Leadership.

3.3.13 Liberia
Four institutions namely University of Liberia, United Methodist University, Stella Maris Polytechnic
and William V.S. Tubman University were surveyed. Most of the data was gathered using the web
search and from reports / documents of the respective institutions. The survey revealed that civil
engineering programmes are offered at the Stella Maris Polytechnic, University of Liberia and the
William V.S. Tubman University. The qualification of BSc. in civil engineering issued by these
institutions are accredited by the National Commission on High Education which is Liberia’s national
accreditation body. Post-graduate degree of Business administration is offered at the United
Methodist University and the University of Liberia. MBA programmes are accredited by the
Accreditation Council for Business School and programmes.

3.3.14 Nigeria
Data collection for Nigeria was carried out using a combination of phone interviews and web search.
Among the seven institutions that were surveyed in this study, six of them were found to offer a 5year Undergraduate degree programme in civil engineering with transport and highway engineering
options. The transport and highway component of the programme are introduced to students at the
third or fourth year of study, and normally taken till the final year. In-depth exposure to transport and
highway design as well as components of transportation planning are usually achieved at the postgraduate degree or PhD level. All programmes are accredited at the national level by the National
Universities Commission (NUC), and the Council for the Regulation of Engineering in Nigeria (COREN).
A few of the institutions also offer Continuous Professional Development programmes in various fields
of study. On the aspect of leadership related programmes, most of the institutions offer various MBA
programmes within their management sciences / social sciences faculties, with specialty in fields such
as finance, human resources, leadership and innovation, etc.
13
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3.3.15 Mozambique
Five institutions of higher learning were surveyed, namely: Eduardo Mondlane University; Catholic
University of Mozambique; Polytechnic University; Higher Institute of Science and Technology of
Mozambique (ISCTEM); and Higher Institute of Transport and Communications (ISUTC). Most of the
data was collected through an internet search and from reports from the respective institutions. The
survey revealed that Civil Engineering programmes are offered at all the above-mentioned universities
except ISCTEM and they are accredited by the Ministry of Education and Culture of Mozambique,
which is the national accreditation body. Only the Higher Institute of Transport and Communications
(ISUTC) and the Polytechnic University were reported to have transportation specialisations at postgraduate levels of study, i.e. Railway Engineering and post-graduate degree in Roadways and
Transport. Post-graduate degree of Business Administration (MBA) are offered at two higher learning
institutions namely: Catholic University of Mozambique and ISCTEM.

3.4

Country Comparison

From the summary data of the institutions in the surveyed countries, four key indicators are selected
to reflect the level of robustness of the civil engineering / transport programme offered among the
various countries. The indicators are hinged on:
•

Level of industry collaborations that exists among these countries

•

Curriculum content in terms of planning versus engineering aspect

•

Availability / access to learning tools (labs and software)

•

Existence of CPD content

3.4.1 Collaborations / Partnerships
Figure 3-1 presents an outlook of the amount of industry / academic collaborations that exist in higher
institutions in some of the countries surveyed. Information on collaborations was only available in the
countries represented in the figure. The size of the bubble is an indicator of the summation of both
the local and international collaborations existing in institutions of the various countries, as reflected
in the survey. Industry collaborations / partnerships were found to be highest in South Africa,
Ethiopia, Kenya and Tanzania, when compared to the rest of the surveyed countries.
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Figure 3-1: Industry/academic collaborations in higher education institutions across Selected SSA Countries
(ref: Bing Maps)

No. of Collaborations
No data or zero
collaboration
1
3
5
7

3.4.2

Existence of CPD programmes

Among the collected information regarding the institutions and programmes is the existence /
availability of Continuous Professional Development programmes targeted at industry professionals
in the civil engineering and transport sector. From the data collected, it was found that only a few of
the surveyed higher institutions offer Continuous Professional Development (CPD) programmes. A
comparison of the surveyed countries was also made in terms of the availability of such programmes.
Figure 3-2 below represents a comparison of CPD programmes offered among the various countries.
Most of the information on the CPD programme offerings were extracted from the institutions’
websites. The highest level indicates the countries with the most number of CPD programmes for the
sampled higher institutions. From the survey information, South African, Tanzanian and Kenyan higher
institutions reportedly offer more CPD programmes when compared to other countries. Currently
only higher institutions are shown below, other organisations that offer CPD courses are being collated
for inclusion in the Final Report – e.g. IRF, SARF etc.
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Figure 3-2: CPD Programme offering

3.4.3 Ranking of Institutions at the Regional Level
Using web based ranking information, a comparison has been made among the surveyed countries in
terms of the ranking of their higher institutions. As the majority of higher institutions in the various
African countries do not feature on popular global ranking scales, a regional (continent) level
comparison was adopted using www.webometrics.info. The top 50 institutions on the continent were
selected and the number in each country then quantified. Figure 3-3 below shows the various
countries and the number of higher institutions featuring among the top fifty institutions across the
continent. The ranking reflects the relative strength of higher institutions in these countries measured
in terms of their academic impacts, presence and openness. From the chart, it can be seen that South
Africa has the majority of the number of higher institutions featuring among the top 50 across Africa.
Figure 3-3: Country ranking of institutions
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3.4.4 Transport Curriculum Content
Figure 3-4 below presents an overall outlook of the curriculum content of programmes in transport in
the 15 SSA countries surveyed. This has been broken down to a planning related component and the
engineering / technical design components, with a score for each component based on a summation
of programmes offered at both the undergraduate and post-graduate levels of study. The planning
component relates to areas such as transport demand / supply analyses and forecasting, travel
demand management, multimodal systems planning, land use planning, service and operations
planning. The engineering component, on the other hand relates to aspects focusing on design of
physical infrastructure, such as highway engineering and railway engineering.
From Figure 3-4, for the majority of countries, more attention is given to the engineering design aspect
of transport infrastructure over planning-focussed components. The transport curriculum in
institutions in the East African countries, such as Ethiopia, Tanzania and Kenya, as well as South Africa,
tend to be more balanced, in terms of these two components, when compared with the other
countries.
Figure 3-4: Country Comparison of Transport curriculum content
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4

Gap Analysis

Following the detailed investigations in Chapter 2 and 3 of the needs in the transport sector capacity
building in sub-Saharan Africa, and the existing status of available courses and curricula, this chapter
summarised the analysis of the curriculum gaps that was used to inform curriculum development.
The survey results from the transport curricula in the ReCAP countries clearly demonstrated that
transport education (typically embedded in civil engineering programmes) tends to focus on the
traditional engineering content of highway engineering and design, including geometric design,
pavement design, highway capacity analysis and some elementary traffic engineering. Besides
foundational courses in transport engineering, most programmes also teach construction
management and civil engineering design (related and relevant to transport engineering as well).
Some courses offer project management, and to a lesser extent professional practice and / or
reporting skills.
Chapter 3 paints a picture of the knowledge base available in the academic institutions across subSaharan Africa. It is evident that transport professionals on the sub-continent are more likely to get a
solid academic foundation in civil / transport engineering, design and operations; land use and
transport planning.
Clearly, there is a need for a more broad-based transport professional, capable of planning, designing,
managing and leading complex transport projects in a complex environment of diminishing natural
resources, lacking financial resources, enormous social challenges and often complicated governance
and tertiary education structures and status quo. Whilst there is diversity in course offerings,
especially in South Africa, the findings of this study have led to the identification of a list of course
topics that would need to be included in a balanced transport leadership curriculum.
This analysis is summarised in Figure 4-1 below, where courses in green are covered in-depth in all
countries, typically in existing civil engineering curricula; courses in purple are the topics that are
mostly offered; and gaps that have been found in current civil engineering undergraduate courses are
indicated in yellow (only available in a few countries and the content is not in-depth) or red (generally
no offerings).
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Figure 4-1: Gap in existing courses required for a balance transportation leadership curriculum
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The above listing contributed to the design of a curriculum to fill these gaps and acknowledges the
technical and managerial content of a post-graduate transport course. The curriculum is summarised
later in this report, but is available in more detail under the Curriculum Development Report, which
can be found in the ReCAP document repository1.
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5

TSLDP Optioneering
5.1

Overview

Building on the findings of the needs assessment and gap analysis, the next stage of programme
development involved defining the options for the format, delivery method and structure of a
programme to achieve the defined learning objectives. This section summarises the methods for
structuring the course and its content to deliver the competencies highlighted in the gap analysis. This
was also discussed as part of the Stakeholder Workshop on 13th July 2017, with broad agreement from
stakeholders on the preferred options that will be taken forward from here – i.e. CPD and postgraduate degree.
The format the TSLDP takes is key to ensuring candidate and wider stakeholder participation, and
ultimately, the long-term success of the programme. Whilst the TSLDP content will cater for both the
technical and managerial / leadership needs of the candidates, it needs to be accessible and
achievable for candidates across SSA.
A balance needs to be struck between achieving the desired learning goals and creating something
that is too complex in terms of its content or onerous in terms of time-input, as this is likely to have
an adverse impact on uptake. Furthermore, the TSLDP programme will need to be both cost-effective,
implementable and manageable for ReCAP and any subsequent funding organisations.

5.2

Educational Programme Options

Several options were considered for TSLDP, looking at different options available leading to CPD hours
or academic qualifications. The options that were considered are discussed in Table 5-1 below and
are summarised as follows:
1. Mentoring programme
2. Continuing Professional Development (CPD) courses
3. Full-time post-graduate degree (awarded by 1 University)
4. Part-time post-graduate degree (awarded by 1 University)
5. Research post-graduate degree (awarded by 1 University)
6. Two-thirds Research post-graduate degree (awarded by 1 University)
7. Post-graduate degree run by two or more Universities, delivered modularly, with degree
awarded by one of the partners (i.e. Joint degree)
8. Post-graduate degree run by two Universities and delivered modularly, with two degrees
awarded, one by each of the partner Universities (i.e. Double degree)
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Table 5-1: Summary of TSLDP Qualification Options
No.
1

Option
Mentoring
Programme

Description
Mentoring
programme to
develop
candidates
utilising support
from their senior
colleagues.
Involves
candidates
being assigned
a senior
colleague as a
mentor to guide
them through a
structured
training
programme,
aimed at
equipping them
with the
necessary skills
for senior roles
in future.

2

Bespoke
Continuing
Professional
Development
(CPD) courses

Key topics
delivered as
CPD courses
and could be
delivered at
various
locations.
Bespoke set of
courses
developed
specifically for

Advantages
• Should be readily
implementable by ReCAP
within the available
timeframes.
• Will provide a ‘quick win’
which can be a first-level
intervention, with more
intensive options like CPD
or post-graduate degrees
something that could follow
in time.
• Builds a support structure
for candidates using their
current work network.
• Provides a platform for
candidates to develop within
their organisations and
become the leaders those
organisations need, which
will be of key benefit in the
public sector, at least
initially.
• There is a benefit to career
development. Should be
used to identify routes for
candidates to progress into
more senior roles.

Disadvantages
• Depending on the programme and
what additional training could be
incorporated, the development the
candidates receive will be
determined by the quality of the
organisation they are in and the
mentor they are assigned.
• Risk of candidates not progressing or
being assisted if cultural or
hierarchical barriers exist within
organisations.

Summary and Conclusion
• Offers a ‘quick win’ in terms of a first
level intervention that could be made
before ReCAP ends in 2020.
• Ideally, could be developed and
implemented by CSSTL as one of its
first tasks.
• Provides a support structure within the
candidate’s current organisation and
could be used for career development,
in addition to capacity building.
• Risks may exist around cultural or
hierarchical barriers.

• Fits within the preferred
timescales identified by
candidates (e.g. 1-2 weeks
travel per course / trip).
• Fits within the preferred
timescales identified by
ReCAP for implementation.
• Could be delivered remotely
through online courses.

• Candidates may only get an overview
of key topics from short-duration
courses.
• Many CPD courses do not include
assessments, so potential for lack of
motivation to learn the course
content – i.e. no risk of failure.
• Creates a risk of the course not being
taken seriously by candidates and
becomes considered ‘a perk’ and an
opportunity to travel.

• Fits within the timeframes available
both from a candidate and ReCAP
perspective.
• Depending on the course(s),
candidates may not receive as in-depth
an insight into the various topics as
through a post-graduate degree.
• Candidates will receive CPD hours
which will benefit them in
demonstrating training, which is
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No.

Option

Description
the content
required under
TSLDP.

Advantages
• Often preferred by
employers as less time
away from work required.
• Networking opportunity for
candidates at each module.

Disadvantages
• No qualification at the end of the
process.
• Unlikely to be able convert or
contribute credits towards a degree
retrospectively.
• Depending on the courses and
institution who ultimately runs it, CPD
courses can be as expensive per
module as a post-graduate degree.

Summary and Conclusion
required to maintain professional
registrations.
• The course(s) are unlikely to lead to a
formal qualification.

3

Existing
Continuing
Professional
Development
(CPD) courses

Key topics
delivered as
CPD courses
and could be at
various
locations.

• As above.
• Reduces the workload
setting up new CPD courses
as the content is already
available from other
suppliers.

• As above, plus:
• Existing courses can vary in quality
and would need monitoring.
• Courses may not be offered annually,
or may be discontinued, creating
potential annual availability issues.
• Courses generally cover specific
topics, meaning several courses may
be required for each module.
• Existing courses will be offered by
various institutions in various
geographic regions. Managing the
logistics and cost of implementation
will be onerous as it may involve
sending all candidates to a range of
locations at various different times
per year, rather than bringing them to
one location and running the CPD
programme from there.

• As above, plus:
• Quality assurance of courses provided
by commercial suppliers could be a
risk.
• Risk of availability issues with courses
year-on-year i.e. what is offered one
year, may not be available the next.
• Several courses likely to be required to
cover the breadth of content required
by each module.
• Potential logistical difficulties and cost
implications if courses are spread
across a range of areas at different
times of the year.
• Would likely benefit from utilising online
courses to reduce travel. Internet
challenges in some regions would need
to be considered.

• Could meet many of the
learning requirements
(depending on degree; see
disadvantages).
• Networking opportunity for
candidates at each module.

• Potentially more expensive than
CPD, (depending on final suppliers
etc.).
• Unlikely to be modular, therefore
onerous in terms of time input from
candidates as it requires full-time
attendance at University (also adds
to expenses if payment of
accommodation costs etc. is
required).

• Expensive and onerous on candidates
who would have to combine it with fulltime jobs.
• Employers may be unlikely to release
candidates of mid-level seniority for the
time required.
• No existing degrees cover all the
learning needs, so more than one
course or a new degree would be
required.

Uses existing
commercially
available
courses on the
content required
under TSLDP.

4

Full-time postgraduate
degree
(traditional
classroom
delivery)

Full-time postgraduate
degree course
delivered and
accredited by
one University.
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No.

Option

Description

Advantages

Disadvantages
• No existing degrees offer the breadth
of content required so would need
more than one course or a new
degree to be developed.

Summary and Conclusion

5

Part-time postgraduate
degree
(traditional
classroom
delivery)

Part-time postgraduate
degree course
delivered and
accredited by
one University.

• Could meet many of the
learning requirements
(depending on degree; see
disadvantages).
• Networking opportunity for
candidates at each module.

• Potentially more expensive than
CPD, (depending on final suppliers
etc.).
• Lacks flexibility in its delivery (i.e.
unlikely to be modular) so candidates
may need to attend University one or
two days per week, adding significant
travel costs.
• No existing degrees offer the breadth
of content required so would need
more than one course or a new
degree to be developed.

• Expensive, particularly if a lot of travel
is required, but less onerous on
candidates than the full-time option.
• Lack of modularity may mean
candidates need to attend University
regularly (i.e. once or twice per week).
• Employers unlikely to release
candidates of mid-level seniority for the
time required.
• No existing degrees cover all the
topics, so more than one course or a
new degree would be required.

6

Research postgraduate
degree

Researchbased degree
course
delivered and
accredited by
one University.

• No significant advantages
seen.

• No skills transfer.
• Too focussed on a specific area so
would lack the variety of content
required by this programme.
• Potentially more expensive than
CPD, (depending on final suppliers
etc.).

• Focusses in detail on a small topic, so
will not cover the breadth required by
this programme.

7

Two-thirds
Research
degree

Variant on the
above delivered
and accredited
by one
University.

• No significant advantages
seen.

• No skills transfer.
• Too focussed on a specific area so
would lack the variety of content
required by this programme.
• Potentially more expensive than
CPD, (depending on final suppliers
etc.).

• Focusses in detail on a small topic, so
will not cover the breadth required by
this programme.

8

Joint degree
(modular
delivery/blended
learning)

Module based
post-graduate
degree
delivered by two
or more
Universities and
accredited by
one of them.

• Meets learning
requirements.
• Provides an international
perspective by including
modules at international
universities.
• Takes advantage of the
strengths of different

• Expensive, but less than a full-time
degree where permanent university
presence would be required.
• Some administrative work required at
the outset to setup the agreements
between the universities involved.
For this reason, there is a benefit in
keeping the number of university

• Offers a recognised qualification which
can benefit from the strengths of
various Universities, including those
outside SA and SSA.
• Flexible delivery which is module based
and can be adapted to suit candidates
needs.
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No.

Option

Description
Blended
learning using
combination of
classroom and
home-based
learning.

Advantages
universities across the
various disciplines.
• Can be delivered part-time
and modularly to make
participation easier for
candidates.
• Timeframe can be extended
from 2 years to 3-4 years if
the candidate requires for
personal or financial
reasons.
• Networking opportunity for
candidates at each module.

Disadvantages
partners low to simplify this process,
at least to begin with.

Summary and Conclusion
• Costly but less than a full-time or parttime post-graduate degree delivered
non-modularly at the University.
• May offer better value than spending
money on CPD hours for high-level
training and no qualification.

9

Double degree
(modular
delivery/blended
learning)

Module based
post-graduate
degree – two
degrees
delivered by two
Universities (i.e.
degree obtained
from both).

• Meets learning
requirements.
• Provides an international
perspective – i.e. can
include modules at
international universities.
• Takes advantage of the
strengths of different
universities across the
various disciplines.
• Can be delivered part-time
and modularly to make
participation less onerous.
• Timeframe can be extended
from 2 years, to 3 or 4 years
if the candidate requires due
to personal or financial
circumstances.

• Expensive, but less than a full-time
degree where permanent university
presence would be required.
• Increases administration difficulty as
two universities involved in awarding
degrees, rather than just one
awarding university under the Joint
degree option.
• Not an option in some countries, e.g.
South Africa.

• Offers similar benefits to the Joint
degrees above.
• Administration input is greater as two
Universities each give a degree for the
course.
• Not available in all countries.
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5.3

Delivery Mechanism Option

This option is a sustainable delivery mechanism for TSLDP, which can lead the development and
implementation of the educational options, and was added for consideration following discussions
with ReCAP in September 2017. This involves setting up a Centre for Sub Saharan Transport
Leadership (CSSTL) that will be responsible for disseminating knowledge on leadership in the transport
sector, in addition to delivering TSLDP in the future.
This option would involve ReCAP and / or another Donor funding one or two positions within an
existing institution in sub-Saharan Africa, where TSLDP would then be based. The option has the
advantage of having long-term benefits to TSLDP whilst being implementable within the period
available to ReCAP before it finishes in 2020.
Advantages:
•

Acts as an implementable short-term (to long-term) achievement for ReCAP

•

Can manage future implementation of TSLDP – i.e. course development, candidate selection
and implementation etc.

•

Should be seen as a key building block towards the sustainability of the programme into the
future – i.e. create an entity whose purpose and focus is developing and promoting this
programme

•

Can build links with other institutions, universities and IFIs over coming years

Disadvantages:
•

Not an educational programme so will not achieve immediate capacity building goals, unless
a mentorship programme is initiated as an initial ‘quick win’

Conclusions:
•

Good short-term goal for TSLDP

•

Cost effective to implement as just funding one or two people within an existing institution
in SSA

•

Strong benefits for long-term sustainability of TSLDP

•

Create an entity that has a vested interest in developing, implementing and updating TSLDP
into the long-term future – like IRF with their Fellowship Programme

5.4

Final Shortlisting

5.4.1 Sustainable Delivery Mechanism: Centre for sub-Saharan Transport Leadership
The overarching concept is that the CSSTL will form an independent body whose role is to promote
capacity building interventions for future leaders in sub-Saharan Africa. This would be achieved by
developing and implementing TSLDP and acting as its managing agent into the future. This is
particularly important to ensure a sustainable means of managing and implementing the programme
is in place before ReCAP ends in 2020.
The CSSTL would be responsible for implementing the various levels of leadership training that have
been identified in Table 5-2. The implementation of a mentoring programme would offer a relatively
simple initial goal for the CSSTL. From there, it could progress the development of a CPD programme
and post-graduate degrees, increasing its level of intervention with time and funding.
Initial setup would require funding for a small team of experts with experience in the capacity building
sector related to highway engineering, transportation and leadership to manage and grow the
programme. The aspiration would be for this Centre of Excellence to be a focus for innovation and
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research in the transport sector for sub-Saharan Africa, with funding ultimately coming from partner
countries using the centre and / or IFIs.
It would be advantageous if this CSSTL was linked to an existing institution with capability in the
transport / engineering sector and who might consider sharing facilities, experience and resources.
In summary, the rationale and advantages of investing in a CSSTL are:
•

Creates a mechanism whereby funding can be introduced gradually into the TSLDP reducing
risk and financial exposure

•

Creates an opportunity for a small number of well-qualified, experienced staff to build up the
programme gradually and develop links with other universities and transport / highway /
leadership experts in the UK, SA and other ReCAP countries

•

Develop a CPD programme and/or post-graduate degree in Transport Leadership over a
number of years, through collaboration with recognised UK / SA universities by inviting
international staff to deliver standalone modules at the CSSTL

•

Provides a mechanism of having a post-graduate degree through a Memorandum of
Understanding at linked universities

•

Provide a focused physical centre of excellence of Transport Leadership Studies for the ReCAP
countries with international academic standing to attract funding and investment in research
and training and development from international funding agencies

The envisaged implementation stages involved in the setting up of the CSSTL are described below.
5.4.1.1 Stage 1
Initially (in year one and year two) ReCAP / DFID recruit and fund two senior staff with expertise in
training and education in the transport / highways and management / leadership disciplines, with
some administrative support. These core staff would be responsible initially for developing and
implementing Level 1 of the TSLDP training programme, namely a mentoring programme. They would
also explore linkages and build academic relationships with other tertiary institutions and professional
bodies, necessary to obtain recognition of the training programmes, in addition to linkages with IFIs
and partner country Road Authorities, who could be potential sources of long-term funding beyond
ReCAP.
5.4.1.2 Stage 2
As the Centre matures and is recognised as a successful and viable programme (over year two, year
three and beyond) the core staff would further develop links with International and African
universities, professional organisations across Africa, Public Works Departments, Industrial Partners
(Contractors and Consultants) and Donor funding agencies to explore the possibilities of attracting
scholarships and funding and explore the potential for developing Levels 2 and 3 of the TSLDP – i.e.
CPD courses and post-graduate degrees.

5.4.2 Shortlisted Delivery Options
The goal of the TSLDP programme is to provide a self-sustaining, bespoke, internationally recognised,
training programme in transport and leadership, leading to an accredited qualification, if required.
These options should be considered as varying levels of intervention, as described in Table 5-2, rather
than discrete options for selection.
The options start with a mentoring programme, which is the ‘first level’ of what can be achieved.
Depending on available funding and uptake, this could then be expanded to incorporate CPD and postgraduate degrees, if feasible. This development and implementation process will take time and could
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be managed by the CSSTL. Moreover, it highlights the importance of having such an organisation in
place for the long-term to act as a managing agency to achieve this.
Table 5-2: Levels of Training Intervention
Level

Option

Description

Level 1

Mentoring programmes

Offers practical on-the-job learning, offers less theoretical learning outcomes,
but quickest to setup and cheapest to run

Level 2

CPD programmes

Increased theoretical learning outcomes, combine with mentoring for practical
on-the-job learning, longer setup and increased cost from course fees

Level 3

Post-graduate degrees

Best theoretical learning outcomes, combine with mentoring for practical on-thejob learning, longest setup time, high-cost in tuition fees

Figure 5-1: Review of Options and Corresponding Implementation Timelines

5.5

Shortlisted Option Summary

5.5.1 Intervention Level 1 Option: Mentoring Programme
The mentoring programme involves a structured practical training programme, whereby candidates
are assigned a senior colleague as a mentor, who guides them through a work-based skills
development programme over a 1 to 2 year period. This training is delivered informally through
practical experience within the candidate’s organisation and could be run like the process for
developing experience towards obtaining professional registration with organisations like ICE and
CIHT.
Candidates would have to obtain knowledge, understanding and experience across a range of
thematic areas, both technical and non-technical. This experience and understanding could be logged
through quarterly reports which are reviewed by their mentor. Their mentor then signs them off once
he/she is satisfied they have gained sufficient knowledge and understanding in the key areas. This is
predicated on them being considered to have the requisite understanding to independently make
informed and logical decisions in these areas.
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The CSSTL, or another managing agency, should manage this process, develop the content of the
mentoring programme and monitor candidates progress. As the CSSTL (or another agency) matures
into the role, they should start to develop the mentoring programme to include key elements of
training, perhaps through CPD courses, with a focus on the key theme of management and leadership.
This could be done by enrolling candidates on the leadership course(s) offered by the Development
Bank of Southern Africa (DBSA), as was also used successfully by the IS4D programme.

5.5.2 Intervention Level 2 Option: CPD Programme
5.5.2.1 Recommended Option – Bespoke CPD courses
This option consists of providing standalone bespoke CPD courses. The courses should be provided
by approved higher education or training institutions in the UK or Africa and the syllabus reflect closely
the aims of the TSLDP in terms of critical thinking at a strategic level in the transport sector and include
leadership and management modules.
The advantage in this approach is that there would be no requirement to seek technical approval of
the course from an accrediting body or to seek approval from a university administration for an
approved post-graduate degree. This substantially reduces the required implementation time.
Compared with in-house mentoring, undertaking formal training such as CPD offers networking
opportunities, which will facilitate candidates building links and sharing ideas in future.
The risk in choosing this option is in persuading an institution to develop bespoke CPD courses that
will remain commercially viable over a sustained period. The other disadvantage, as with any CPD
option, is that the candidates will not receive a qualification (nor can it contribute credits towards a
qualification) which may benefit their future careers or enable them to become professionally
registered / chartered.
However, if the programme was to be run by the CCSTL or another managing agent, they could identify
appropriate and approved courses for candidates to attend. These courses could potentially receive
recognition from professional bodies, particularly in terms of CPD hours, in-lieu of a formal
qualification. This has been discussed at a high-level with the ICE and CIHT, who have expressed an
interest in assisting to establish this element, and this would need to be recommended in the next
phase of the project.
5.5.2.2 Alternative Options Considered
CPD courses (use existing CPD courses, both technical and leadership)
The next option would be to use existing approved CPD courses available in the UK or Africa. CPD
courses can be more expensive per ‘module’ than taught MSc modules and although there are many
CPD courses available through professional organisations such as the ICE, SAICE, SARF or CIHT the
quality can be variable. This risk would need to be managed through frequent monitoring of the
quality of approved courses for TSLDP. This could be done by the CSSTL or other managing agency.
The lead-in time will depend on the availability of CPD courses and the duration of the training will be
dependant on the availability of the candidates and the academic level candidates would be expected
to achieve.
There is also a risk that the syllabus would be quite fragmented for candidates and be less attractive
in terms of a final qualification. Different candidates may accrue very different CPD modules unless a
select group of approved courses is developed. This would require a secretariat to select and appoint
candidates and would require a greater input to signpost suitable CPD courses, which again could be
done by the CSSTL.
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5.5.3 Intervention Level 3 Option: Post-Graduate Degree
5.5.3.1 Recommended Option: Post-Graduate Degree in Transport Leadership
This is the only option which satisfies all the aims of the TSLDP, but is also the most time-onerous and
costly to implement. The modules can be developed so that the syllabus matches the learning
outcomes of ReCAP and both technical and leadership aspects can be fully explored. Also, the cohort
of candidates will be more likely to form a viable support network, as they will engage with each other
frequently through the course.
Once the degree programme is in place, approved by the university and technically accredited, it will
provide a recognised and desirable qualification for high-achieving candidates.
The disadvantages are the length of time required to get approval for the course, the risk to a
university that the course would not be profitable and self-sustaining, and the cost to the candidates
in course fees, travel and subsistence – these would need to be funded by ReCAP or an MDB.
5.5.3.2 Alternative Options Considered
Use existing MSc courses
The least costly option with the minimum lead-in time is to set up a programme which takes advantage
of the many existing approved technical and leadership post-graduate courses across the UK and
Africa. This would require a secretariat to select candidates, to signpost approved courses and to
record the achievements of the candidates, which like the CPD, could be done by the CSSTL.
The selection and appointment of the organisation to host the secretariat would incur costs as would
the funding of course fees and travel and subsistence for the candidates. It may be possible to
persuade the ICE or CIHT to record the achievements of the candidates. Candidates would graduate
with an approved post-graduate qualification.
However, the main disadvantage and reason it has not been chosen as a shortlisted option, is that it
will not achieve all the learning outcomes, as there are no existing courses which cover the curriculum
required under TSLDP.
Modular degree
A further option would be to develop a post-graduate degree using existing MSc modules from a
selected and collaborating group of approved Universities. This could be undertaken on a part-time
basis and a greater range of modules could be selected to more closely align with the educational aims
of TSLDP.
The difficulty with this model is in seeking approval for a joint post-graduate degree delivered between
institutions. Memorandums of Understanding would need to be signed between institutions and
arrangements made to share course fees. This process would be administratively challenging.
The disadvantages are that the approach could be rather fragmented with different candidates having
different educational experiences and it would be more difficult to maintain adhesion and a
professional network between cohorts of candidates, lessening the effect of a future support network.
Also, from the research carried out on existing courses, it will be difficult to find a programme with
the desired blend of technical and leadership modules.

5.6

Summary

Based on the analysis undertaken in this section, several options have been shortlisted to be taken
forward to the next stage of TSLDP. These can be divided between the sustainable delivery
mechanism and the delivery options (i.e. the training programmes).
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The proposed delivery mechanism is the CSSTL, which ideally should be setup in sub-Saharan Africa.
It provides a sustainable means of further developing the delivery options below and managing their
implementation in the long-term.
The proposed delivery options vary based on the desired level of intervention, which is keenly linked
to time and cost for implementation. The three levels of intervention are:
1. Intervention Level 1: mentoring programme, which should eventually include some formal
training, such as CPD, on leadership and management. This should be developed,
implemented and managed in the long-term by CSSTL.
2. Intervention Level 2: CPD programme, ideally consisting of bespoke courses, which closely
match the learning needs of TSLDP candidates. The programme should be managed and
implemented by CSSTL. If bespoke courses are not used, approved existing courses should be
identified by CSSTL and identified to candidates. Their quality would also need to be
frequently monitored.
3. Intervention Level 3: Post-graduate degree programme, again ideally consisting of a bespoke
course, which closely matches the learning needs identified for TSLDP candidates. This should
also be managed and implemented by CSSTL. As for CPD, if a bespoke course cannot be
developed, the CSSTL would instead need to identify approved courses for candidates.
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6

Detail for Delivery Mechanism

Three options for the physical location of the CSSTL have been explored. Further work would be
required to find the most workable and acceptable solution.

6.1

UK-Based Centre for CSSTL

An option would be to locate the Centre in the UK (schematically shown in (schematically shown in
Figure 6-1) linked to a University with some experience in delivering MSc courses in Highways /
Transportation / Leadership. This has the advantage of ensuring the academic quality of the
programme is maintained by linking it to UK standards. If a degree was to be delivered via CSSTL in
future, it would also simplify the accreditation process.
However, the disadvantages are the increased costs of staffing and student subsistence costs in the
UK, if candidates are to visit and study at the centre. Additionally, there is the loss of direct investment
and capacity building of an institution in sub-Saharan Africa.
Figure 6-1: Setup for a UK-Based Centre for CSSTL
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6.2

South African-Based CSSTL

A second option would be to locate the Centre in South Africa (schematically shown in Figure 6-2),
also linked to a university or research centre with relevant experience. As with the UK, this has the
advantage of ensuring that the academic quality of the programme is high. It would also simplify the
accreditation of any degree programme that may be offered there in future. Costs of staffing and
student subsistence will be less than the UK and the Centre would have an African focus. However,
like the previous option, the benefit of directly investing in sub-Saharan Africa and developing capacity
is lessened.
Figure 6-2: Setup for a South Africa Based CSSTL
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6.3

CSSTL Located in a ReCAP Country

A third option is to base the Centre in a ReCAP country (schematically shown in Figure 6-3). Several
locations and countries may be possible and further work will be required to determine the most
appropriate. Suggestions to date have included Ghana, Uganda and the new Ethiopian Road Authority
Research Centre.
The example of the Ethiopian Research Centre has been given here to illustrate some of the
advantages of locating a Centre of Excellence regionally in sub-Saharan Africa. These advantages
include:
•

Taking advantage of and creating synergies between existing expertise and facilities at the
host institution

•

Creating a physical location for the TSLDP in sub-Saharan Africa giving a sense of ownership
to the ReCAP countries

•

Creating a mechanism whereby funding can be introduced gradually into the TSLDP reducing
risk and financial exposure – hence the ‘Level of Intervention’ approach proposed in terms of
delivery options

•

Creating an opportunity for a small number of well-qualified, experienced, full-time staff in
the Centre to build up the programme gradually and develop links with other universities and
transport / highway / leadership experts in the UK, SA and other ReCAP countries

•

Provide a focused and physical centre of excellence of Transport Leadership Studies in the
ReCAP countries with the international academic standing to attract funding and investment
in research and training and development from international funding agencies
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Figure 6-3: Setup for CSSTL based in a ReCAP Country in sub-Saharan Africa

6.4

Feedback from ReCAP Inter-Regional Implementation Meeting

The concept of the CSSTL was introduced after the Stakeholder Workshop in July. However, it was
presented at ReCAP’s Inter-Regional Implementation Meeting (IRIM) on 22nd November 2017. The
concept received positive feedback and a question was asked via PowerVote regarding the criteria
that should be adopted in selecting a host country and institution.
The key feedback from the PowerVote question and subsequent discussions are:
1. The CSSTL should be based in a sub-Saharan country, so aligning with the setup shown in
Figure 6-3 above.
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2. The location needs to be accessible, with good transport links from other sub-Saharan
countries.
3. The host institution should be reputable and well-established, perhaps a university or other
research/teaching institution.
4. Should have suitable available facilities to host CSSTL.
5. Identify whether there is a local champion at the location.
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7

Detailing for Delivery Options
7.1

Level 1: Mentoring Programme

The most practical means of addressing this within the programme will be for candidates to choose
their own mentors, ideally from within their employer organisations, with the person ideally being:
•

Someone in a senior position of responsibility, similar to that which the candidate is aspiring
to achieve, so they can provide guidance and advice based on their own experience

•

Someone who will be accessible to the candidate and available for periodic discussions about
their progress

•

Someone who will support the candidate’s development and their participation on the TSLDP

The position of the mentor is formally recognised within the candidate’s educational contract with
their employer - as shown in Appendix A. Both the mentor and the mentee should have a specified
amount of time set aside on a periodic basis, suggested as being once every one - two months, to
discuss progress on the programme.

7.1

Level 2: Continued Professional Development (CPD) Courses

The proposed modules are shown in Figure 7-1 and cover the same technical and managerial /
leadership topics as the degree. The primary difference is the references to credits awarded for each
module and the necessity to complete a dissertation are no longer required.
Courses could be offered through multiple institutions, however, overall delivery would need to be
managed through a single organisation, such as CSSTL. Their role should be to manage the candidate’s
progression through the module content below and issue an overall completion certificate once the
candidate has successfully attended all necessary components of the course.
There is no requirement to complete accreditation or other course set-up processes as is the case for
the post-graduate degree, enabling the CPD programme to potentially be implemented by the Phase 2
& 3 Service Provider within the next year.
Figure 7-1: CPD Course Content / Structure
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7.2

Level 3: Post-Graduate Degree

As highlighted in Figure 7-2, a post-graduate degree delivered as a Joint degree is the desirable longterm goal. This format and level of qualification achieves the necessary learning outcomes to develop
the next transportation sector leaders, whilst also offering flexibility in its delivery to accommodate
candidate needs and make best use of the strengths across multiple Universities.
The degree should be delivered modularly over a two-year period, although this could be extended to
three or four years if required by candidates for financial or logistical reasons. As shown in Figure 7-2,
four out of six Elective transport modules plus three Mandatory leadership and management modules
and the Dissertation are proposed, giving an approximate 50 / 50 split between technical and
managerial / leadership content.
Candidates can choose from a set of elective technical transport modules, the choice of which should
be determined by their background experience – i.e. if a Highway Engineer is participating on the
course, they should be encouraged to select modules other than Road Engineering. The leadership
and management modules are mandatory for all candidates, as is the final research project.
Candidates must achieve a minimum of 180 credits through a combination of mandatory and elective
modules to be awarded a post-graduate degree in Leadership in Transportation.
Figure 7-2: TSLDP Course Structure. Values in brackets are indicative credits which are to be finalised by the
institution delivering TSLDP.

7.2.1 Curriculum Content
Several key disciplines have been identified for the TSLDP course, which are summarised in Table 7-1.
These disciplines are necessary regardless of whether the programme is run as CPD or as a degree.
The main differences are that the content will likely be covered in less detail as CPD and there is also
no requirement for a final dissertation. The project / coursework components of each module are
also not applicable for a CPD programme. More detail on the specific curriculum content for the postgraduate degree and CPD is provided in the Curriculum Development Report, which is available in the
ReCAP rural access library1.
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Table 7-1: TSLDP Course Modules
Module

Module Content Description

Electives

Transport / Technical
Road
Engineering

Route selection; geometric design; junction design; pavement and materials engineering;
drainage design; equitable road space design (i.e. considering all road users); importance of
design co-ordination between disciplines; low-volume rural roads; safe road design; public
space design.
*Project: CAD-based design project.

Transport
Systems

Whole system design (i.e. complexity of running a transport system); non-motorised
transport and operations; public transport design and operations; traffic engineering; traffic
management and control; traffic safety (i.e. accident rates, reporting and education); road
user behaviour.
*Project: traffic simulation modelling problem-based project.

Transport Policy

Transport policy and legislation; transport institutions; drivers for change (i.e. national policy,
finance availability etc.); gender bias / hidden agendas / corruption; urban and rural planning;
land use planning; demand / supply analysis (i.e. travel demand modelling).
*Project: GIS problem-based project based on travel demand modelling.

Asset
Management

Road asset management; road maintenance strategies; road maintenance funding
mechanisms; HDM 4 (and others).
*Project: road asset management systems problem-based project (e.g. HDM 4).

Project
Assessment

Sustainable development; sustainable development goals (SDG); New Urban Agenda;
environmental impact assessment including climate change; social impacts; economic
impacts.
*Project: transport impact assessment.

Project
Procurement

Project funding (IFIs etc.); project appraisal; cost-benefit analysis; multi-criteria analysis;
sustainable livelihood approach; appropriate technology (e.g. labour-based construction);
GIS / visualisation.
*Project: problem-based project around project appraisal.

Research
Methods**

Research skills (the scientific method, induction and deduction, inference, statistical thinking
and ethics), technical writing skills (technical writing, searching and interpretation of scientific
literature, proper use of citations and communication of research outputs) as well as data
and statistics skills (experimental design, survey techniques, sampling, errors in modelling
and forecasting, quantification and the inferential paradigm, statistical modelling, hypothesis
testing)
*Project: research proposal or research plan

Mandatory

Leadership / Managerial
Effective
Leadership

Introduction outlining what being a transportation leader is about; best practice; critical
thinking; systems thinking; ethical behaviour; complexity and uncertainly around large
projects; sustainable development goals (SDG) and governance.
*Project: case study on the above linking development with transport.

Management
and Mentoring

Talent management; situational leadership; coaching skills; skilful and effective
communication and collaboration; mapping motivation; gender awareness and diversity
training; performance management.
*Project: event based around team-working.

Project
Management

Risk and uncertainty analysis; project programming; financial accounting / budgeting /
costing; project lifecycle assessment; contracts and change control; quality control; resource
management; health and safety; project administration and reporting.
*Project: problem-based project around programming, resourcing and costing.

*Dissertation
Research
Project

Introduction course on research methods and knowledge management, including evidencebased decision making; summary course on statistics.
Project: topic to be confirmed by candidates but to be based on a subject from TSLDP.

* Projects, coursework and dissertation may not be feasible as part of the CPD programme.
** The Research Methods module is for the CPD programme, so this topic is covered by candidates
not undertaking a Post-Graduate Degree. Under the Post-Graduate Degree, this content would be
covered by the Research Project.
The curriculum content has been designed using Bloom’s classification system distinguishing (see
Figure 7-3 below) different levels of human cognition, i.e. thinking, learning and understanding, in the
progression of a teaching programme, like TSLDP. Designing the curriculum this way also allows for

39

Transport Sector Leadership Development Programme

distinguishing onsite and online parts of the curriculum, individual work versus group work and helps
to define the kind of assessment that is required.
Figure 7-3: Bloom’s Taxonomy of Learning Progression

(https://www.fractuslearning.com/2016/01/25/blooms-taxonomy-verbs-free-chart/)
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8

Additional Programme Components
8.1

Gender Balance

Conclusions from the gender balance works completed indicate that it should be addressed in two
ways under the programme. These are:
1. Incorporating it into candidate selection to establish gender balance on the programme – see
Section 10 Candidate Selection for specific details.
2. Incorporating components into the modules which teach candidates about the importance of
diversity and women in the workplace – see Management and Mentoring in Table 7-1.
This approach tackles gender balance from two perspectives. It ensures female candidates will be
participating on the programme, in addition to educating all candidates about the importance of
diversity and gender balance within the workplace.
This approach was developed based on feedback from the Stakeholder Workshop. Participants were
presented with the options proposed for addressing gender balance in the programme, with the
majority indicating that they were satisfied with the proposals – see Stakeholder Workshop Report for
further detail. However, the discussion prompted a lively debate amongst female professionals as to
how they want gender balance addressed within the industry, which can be summarised as:
•

Female candidates being positively discriminated against to ensure sufficient numbers of
female participants

•

Counter-arguments indicating that female candidates should be on the courses based on
merit, particularly so there isn’t a view that they are only there to fulfil a necessary quota.

It is considered that the approach adopted finds an appropriate balance, ensuring that there will be
sufficient spaces made available for female candidates who meet the entry requirements.

8.2

Mentoring

Whilst a separate mentoring programme has been identified as a Level 1 intervention, candidates on
the CPD or degree programme will benefit from having a mentor. Therefore, this should remain as a
component of both options. The format this should take is broadly the same as for the mentoring
programme, however, the formal sign-off structure is unlikely to be necessary as part of the CPD or
post-graduate degree offering due to the additional workload it would create for candidates.
Furthermore, the suggested formal training which forms part of the mentoring programme would not
be needed as it forms part of the CPD and post-graduate degree programmes. Instead, the mentoring
should act as a support mechanism by which candidates can have periodic progress discussions with
their mentor.

8.3

On-the-Job Training

It is appreciated that this training may be beneficial to some candidates, however, there are concerns
surrounding its practicality to implement and its appeal to both candidates and employers. A question
was raised on this at the Stakeholder Workshop and most respondents (17 of 23 people) indicated
their employers would be willing for them to be seconded to other organisations to develop their
skills. However, it is thought that this may be an overly-optimistic outlook, and depending on their
employer’s outlook and workload, the prospect of losing a key staff member for weeks or months may
not be appealing.
As a result, it is considered that external on-the-job training in different organisations should not form
part of this programme. Whilst it may appeal to candidates, it is understandable that it will unlikely
appeal to employers who would be reluctant to lose relatively senior staff for extended periods of
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time to other organisations. This may create difficulties with implementation and finding placements
for all candidates.
Nonetheless, candidates and employers should be encouraged to provide internal on-the-job training
within their organisations which would involve candidates taking on more responsibility, particularly
on the leadership and managerial aspects of the job. This would enable them to put into practice
many of the skills they will learn as part of the programme. This could form part of the education
support contract signed between the employer and candidate and something that could be
implemented and managed between the candidate and their mentor.

8.4

Linkages with Professional Institutions

A number of discussions have been held with the Institution of Civil Engineers (ICE) and Chartered
Institution of Highways and Transportation (CIHT) since the outset of the project. The purpose of
these discussions was to gauge their interest in supporting TSLDP and determine what forms this
support could take.
Finalising the role they can ultimately play is not feasible until later in the process, when more detail
on the programmes format and content is available. ReCAP, the CSSTL, or any future service provider,
should re-engage with these institutions at that stage. At this stage, a summary of the initial findings
is listed below:
•

•

•

•

Degree accreditation: this is applicable for the development of the MSc. It is a formal process
that involves the submission of information about the MSc programme and will involve a visit to
the academic establishment to tour facilities, meet the teaching staff etc. Four professional
bodies ICE, IStructE, CIHT and IHE work closely together on accreditation activities via a joint
committee known as the Joint Board of Moderators (JBM). Costs of any international
accreditation visit would have to be covered by the University applying for accreditation.
Approval of some of the elements of the Development Programme for CPD activities. This is not
something that the ICE currently undertakes. However, it may be something that CIHT could
help with, but will need further exploration in the next phases of the project.
Development of a Centre of Excellence: in the next phases of the project, it would be worthwhile
contacting other Universities with similar structures which could further advise on the tasks
involved in setting up a Centre of Excellence, i.e. teaching staff how many and what experience
they should have, admin support, possible research areas, support materials for the staff and
students (access to journals, online resources etc.). Some suggested universities are as follows
– Leeds University, Institute for Transport Studies, http://www.its.leeds.ac.uk/.
– Newcastle University, information on a range of MSc programmes
http://www.ncl.ac.uk/sage.cpd/transport/#transport.
– Birmingham University, information on a range of MSc programmes
https://www.birmingham.ac.uk/research/activity/civil-engineering/highwaystransport/index.aspx
– University College London and Imperial work together in the area of transport research and
delivery of MSc programmes, https://www.cege.ucl.ac.uk/cts/default.aspx.
– University of Southampton Transport Research Group,
https://www.southampton.ac.uk/engineering/research/groups/transportation_group.page
– University of the West of England
http://people.uwe.ac.uk/Pages/person.aspx?accountname=campus%5cj3-parkin
CIHT have a range of specialist publications that may be a useful resource for the CSSTL and the
ICE has a Virtual Library that it can subscribe to http://www.icevirtuallibrary.com/.
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•

•

Mentor support for Initial Professional Development (IPD) related activities – this is relevant to
the Mentoring Programme and how candidates training and experience should be captured.
Information on the various ICE schemes in this area can be found on the ICE website.
Where candidates are assessed using a methodology similar to the IPD process and against the
thematic areas developed under TSLDP, and may be useful case studies to test the processes
developed, their details can be forwarded to the ICE and CIHT and they can advise on routes to
professional registration for them.
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9

Indicative Costs
9.1

Intervention Level 1: Mentoring Programme

This option will require further scoping by the CSSTL as part of its initial setup. However, it is envisaged
that the costs of running this programme should largely be absorbed by the staffing cost of CSSTL
itself. The only additional cost is that of formal training and candidate travel, if included as part of the
programme, particularly in the area of leadership and management. This course could be run by the
DBSA and they can tailor the module content to suit a range of budgets.

9.2

Intervention Level 1: CPD Programme

Based on existing known examples from UCT, a CPD offering through a tertiary institution is likely to
cost in the region of GBP 14k in fees. However, CPD costs can vary greatly depending on the delivering
institution and other offerings should be investigated further by CSSTL as this project progresses.
There would likely be a similar amount of travel required to the degree-giving option, which adds a
further GBP 15k in travel costs. This would mean a total investment per candidate in the region of
GBP 29k to complete the CPD programme.

9.3

Intervention Level 2: Post-Graduate Degree

A degree course like the one proposed for TSLDP does not currently exist. Therefore, an assessment
of cost structures for existing programmes and the level of offering (i.e. executive and non-executive
programmes) had to be undertaken to get an indication of the course fees and other costs.
It is proposed that this course be delivered on an ‘Executive’ basis. This means the fees will be higher
than a standard post-graduate degree course, however, it enables a higher quality offering from the
University. This is important to appeal to the professional candidates the TSLDP is trying to capture.
The higher fees generally enable the Universities to engage guest lecturers and experts from the
industry, in addition to better facilities versus what the conventional student base are offered. Extras
like meals, stationary and accommodation could also be included, however, as shown below, travel
and accommodation is estimated separately for now.
Table 8-1 below summarises a rudimental overview of typical course fees one can expect to pay for a
post-graduate degree, based on costs from the UK and SA, the basis for which are shown in
Appendix B. A variety of MSc and MBA fees are shown in Appendix B and they are indicated per
degree, irrespective of whether the course takes 1 or 2 years. Taking UCT as an example, three
different offerings for the programme are presented:
1. UCT – (CPD): Through Continuous Professional Development (CPD) points – independent
courses and coursework without degree given.
2. UCT – Standard Civil: Standard enrolment of post-graduate degree students in the Faculty Civil
Engineering Postgraduate programme.
3. UCT – CfTS Executive: An offering of TSLDP using facilities with the qualities of an executive
MBA programme, including the involvement of high-level industrial leaders as instructors in
the programme.
Given the nature of the joint degree in TSLDP, the final course fees will likely be an average of the fees
charged by the chosen institutions. Based on the fees shown in Table 9-1 below, the fees for a postgraduate degree could range as follows:
4. Average tuition fees if delivered by a UK or SA university individually are £29,500 and £13,342
respectively.
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5. Regarding a Joint Degree, a split of 75/25 between a UK and SA university has been assumed
at this stage. On this basis, the cost would range from approximately £17,000 - £25,500, with
the higher cost encountered when 75% of the content is delivered by a UK university.
6. If the course is delivered from the CSSTL, the travel and associated fees for lecturers must be
added. This is estimated to cost in the region of £60,000 over 2 years. Based on having
20 candidates on the course, this adds £2,950 to the cost per candidate.
Given the modular and international nature of the proposed programme, with extensive travel to
South Africa and the UK, it is expected that there will be approximately GBP 15k in travel,
accommodation and subsistence costs in addition to tuition fees. This is based on attending 10
modules that require travel to UK or SA institutions, plus on average 11 days accommodation and
subsistence per module. This will be required for each participant and will also likely need to be
funded by the supporting organisation.
This equates to a total investment in the region of £32-£43,000 per candidate depending on the
combination of variables outlined below – e.g. delivery at CSSTL or in another country, delivery by
university in UK or SA etc.
A final element worth considering is what the course will provide to the candidates. At present, no
single course has been located which offers the breadth of content being proposed under TSLDP. To
gain a qualification covering transport provision, transport services and management / leadership
skills, would currently require a candidate to take a minimum of two separate post-graduate degree
courses.
Table 9-1: Summary of Estimated Fees if Delivered in UK, SA or Combination of Both, Plus Delivery at CSSTL.
Institution

Country

Estimated Avg. Cost

Average per credit
(180 Credits in Total)

Average Post-Graduate Degree Costs in UK and RSA for International Students
Average Tuition Fees in UK

UK

£

29,500

£

164

Average Tuition Fees in SA

RSA

£

13,342

£

74

Estimated Tuition Fees for TSLDP as Joint Degree by Varying Lead University
25% SA : 75% UK Uni's

UK/RSA

£

25,461

£

141

75% SA : 25% UK Uni's

RSA/UK

£

17,382

£

97

Estimated Cost of Running at CSSTL + varying tuition fees from above
Estimated Cost of Running at CSSTL
(i.e. Lecturer fees + associated travel
etc.)

CSSTL

£

60,000

£

333

Estimated Cost of Running at CSSTL
per Student (Assuming 20 candidates)

CSSTL

£

2,950

£

16

Cost per candidate running at CSSTL
when delivered by 75% UK and 25%
SA Uni's

UK/RSA/CSSTL

£

28,411

£

158

Cost per candidate running at CSSTL
when delivered by 75% SA and 25%
UK Uni's

RSA/UK/CSSTL

£

20,332

£

113

9.4

Option 3: Centre for Leadership in Transportation

Initial cost headings and estimates for setting up CSSTL linked to an institution in sub-Saharan Africa
are shown in Table 9-2. These estimates should be verified in any further examination of this option
and depend on whether staff appointments are ‘regional’ or ‘international’ and do not include any
laboratory facility or equipment costs. The staff costs below are considered more representative of a
‘regional’ candidate than ‘international’. International staff salaries may be in the region of GBP
100k+.
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Table 9-2: Indicative Costing for Setting-Up CSSTL
Centre Costs

Yr 1 - 2018

Yr 2 - 2019

Yr 3 - 2020

Yr 4 - 2021
Post-ReCAP

Team to support setup and business case
development and hire CSSTL staff

£200,000*

£100,000*

£50,000*

£-

CSSTL Manager – assume mid-2018 start

£30,000

£60,000

£60,000

£60,000

CSSTL Asst. Manager – assume mid-2018
start

£27,500

£55,000

£55,000

£55,000

Staff housing/air travel (2 staff) - assume
mid-2018 start

£25,000

£50,000

£50,000

£50,000

Local administrative support - assume mid2018 start

£10,000

£20,000

£20,000

£20,000

Facilities/office costs - assume mid-2018
start

£10,000

£20,000

£20,000

£20,000

£302,500

£305,000

£255,000

£195,000

Total

* Assumed support project cost of £350k, which will need further scoping to define and confirm.
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10 Candidate Selection for Training Programmes
10.1 Selection Process
The appended Personnel Sub-Consultancy Report (see Appendix C) provides more detail on the
options and mechanisms for selecting candidates for the TSLDP. These candidate selection criteria
are applicable for all levels of intervention, from mentoring programme through to post-graduate
degree. A summary of the key points and recommendations is given in this section. The recruitment
process is divided into two parts, involving advertising to candidates (i.e. accessing) and selecting
candidates from those who apply (i.e. assessing), as illustrated in Figure 10-1.
Figure 10-1: Recruitment process for candidate selection
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10.1.1 Advertising
The following mechanisms were identified for advertising TSLDP to potential candidates:
• Email circulars
•

Social media campaign

•

Marketing video (would work in tandem with social media)

•

Newspaper advertisements

•

Industry magazine advertisements

Newspaper advertisements are an option, but are expensive and are likely to have limited impact as
they are more ‘broad brush’ and do not specifically capture the target audience, therefore are not
included in the costing below. The marketing video is an option that could be developed in tandem
with a social media campaign, but may be a ‘nice to have’ rather than a ‘need to have’, depending on
budgetary constraints.
Therefore, the recommended approach would be to advertise the programme through email circulars,
social media and industry-specific magazine advertisements, guiding prospective candidates towards
the appropriate application pages and a soft-copy version of the prospectus which should be held on
the programmes website (integrate into ReCAP website and/or TSLDP Project Page at this stage). This
will offer the most cost-effective means of reaching the target audience.
It is anticipated that tasks like email circulars and social media campaigns could be undertaken by the
CSSTL, if that option was taken forward, mitigating these costs in the long-term.
It is important also that in all advertising campaigns the message ‘female transport professionals are
encouraged to apply’ is prominently displayed. This forms a fundamental component of encouraging
female applicants and addressing the gender balance component of this project.
Table 10-1: Financial Options for Accessing Candidates
Costs in Year 1
Advertising Tool

Option A
(Do Minimum)

Branding
Campaign*
Workshop*
Marketing Video*
Social Media^
Magazine Adverts
Total

Option B
(Do Something)

Option B
(Do Maximum)

Subsequent
Annual Advertising
Cost

£6,300

£6,300

£6,300

-

-

£10,700
£11,350
£1,500
£29,850

£5,050
£10,700
£11,350
£2,400
£35,800

£11,350
£500
£11,850

£11,350
£1,500
£19,150

* One-off cost at the start of the programme. Should not reoccur until marketing materials require updating as materials
should be reusable year-on-year.
^ The social media campaign and email circulars could be run by the CSSTL, if this option is taken forward to the next phase.
This would mitigate the annual running cost substantially, primarily just leaving the magazine advertising costs.

10.1.2 Candidate Selection
Applications will need to be made to a processing body, which will likely be the managing agent or
university that will run the programme. Part of the CSSTL role could be to take on the candidate
selection / assessment processes involved in enrolling candidates. This could help mitigate some of
the costs indicated in the Table 10-4 below.
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The assessment process begins with an initial categorisation and screening of candidates, where they
will be sub-divided into Categories A, B or C based on the criteria in Table 10-2. This assesses the initial
applications to eliminate any applicants who are clearly inapplicable and creates a longlist of
candidates to be taken forward to the more in-depth selection criteria.
Table 10-2: Candidate assessment categories
Category A

Category B

Category C

(Primary Candidates)

(Secondary Candidates)

(Not Suitable)

• Relevant Bachelors or postgraduate degree in civil eng.,
transport, environmental sciences,
or geography related field.
• ≥10 years relevant experience.

• Relevant Bachelors or postgraduate degree in civil eng.,
transport, environmental sciences,
or geography related field.
• 5 -10 years relevant experience.

• Irrelevant qualifications.
• <5 years relevant
experience.

Exceptions:
• 5-10 years’ experience but
demonstrable high-flier candidate
– e.g. won awards, industry
recognised etc.

Exceptions:
• <5 years’ experience but
demonstrable ‘high-flier’ potential
seen in CV or portfolio. Could be
accepted depending on availability
of places.

This is followed by a number of assessment procedures, outlined below and culminating in a character
profile and candidate score:
•

A Scoring Matrix: a matrix will be used in this assessment to score candidates for various
criteria that includes education and experiences, motivation for being involved in the
programme.

•

Background Checking: for this assessment, each candidate will have to provide a Police
Clearance Certificate (PCC) from their country of origin and any other country they have
resided in for over six months. Additionally, qualification and reference checks will be
performed.

•

All candidates who come through the categorisation, scoring matrix and background check
will be required to attend an interview to confirm their suitability for the programme.

•

A specific number of places, or a percentage of the spaces available, should be set aside for
female candidates. The exact number or percentage should be defined in the next phases of
the project and may vary annually depending on female applicant numbers – but should be
broadly in line with the percentages shown in the Monitoring and Evaluation criteria given
under point 3 in Table 12-1.

Additional processes can be considered, as discussed in the Personnel Sub-Consultants Report, such
as Activity-Based Assessment and Confirmation (ABAC) and Dominance, Influence, Steadiness and
Compliance (DISC) profiling. These are additional assessments to establish the candidate’s
competency and behavioural traits.
However, it is worth bearing in mind that the addition of these may make selection a more onerous
task for the managing agency, as all of these processes will be time-consuming. They are not processes
that are usually undertaken for post-graduate degree applications, but in this instance, it may be
considered valuable by ReCAP to help ensure they are investing in the right candidates, particularly
for the more expensive training options like CPD and post-graduate degrees.
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Table 10-3: Scoring Matrix for Candidate Selection
No. Selection
Criteria

1

Education Level

2

English*
Language Skills

3

Nomination
Letter from
Employer

4

5

6

7

8

Interview
Scoring

Motivation
Letter

Portfolio

Contract
Agreement

Sector

Assessment Criteria

Scoring
Criteria

Relevant degree ≥10 years relevant experience

5

Relevant degree + 5-10 years relevant experience
Lacks degree and Experience.
IELTS score of 6.5 - 7.5.
IELTS score of 7.5 - 9.0.
IELTS score of less than 6.5.

4
Ineligible
5
6
Ineligible

Yes

5

No

Ineligible

Candidate demonstrates potential to be 'high flier' in
industry - Exceptional Candidates Only.

10

Candidate demonstrates some knowledge and ambition
but does not differentiate themselves from other
candidates.

5

Candidate considered unsuitable for the programme.
Valid reasons must be given.

Ineligible

Candidate is engaging and shows excellent knowledge
and ambition in the transport area.

7

Excellent – clearly articulates tangible benefits to career
in participating.

4

Good – identifies that there may be benefit to their
career and some interest in participating.

3

Fair – may be some benefit to the candidate in
participating. Not made very clear what candidate
wishes to gain.

2

Poor – has not demonstrated any benefits to them or
their career in being part of the programme.

1

Excellent - wide range of technical content across TSLDP
spectrum, excellent competence, well presented.

5

Fair - fair range of technical content across TSLDP
spectrum, fair competence, adequately presented.

3

Good - good range of technical content across TSLDP
spectrum, good competence, good presentation.

4

Poor - poor range of technical content across TSLDP
spectrum, demonstrates poor competence, poorly
presented.

1

Agrees to contract terms i.e. repayment of fees and / or
repeat exams not being paid for.
Contract terms are not applicable i.e. if the candidate is
self-funded.
Does not agree to contract terms i.e. repayment of fees
and / or repeat exams etc. not being paid for by ReCAP
or other funding agency.
Academia
International Funding Agency
Private Sector Employee
Public Sector Employee

5
5

Ineligible
3
2
4
5

Candidate Assessment

Candidate
Score

Relevant Bachelor’s
degree + ≥10 Years
Relevant Experience.

5

IELTS Score of 6.5 - 7.5.

5

Yes, shows future
potential and employer
agrees to provide study
leave etc.

5

Candidate
demonstrates potential
to be 'high flier' in
industry (Exceptional
Candidates Only).

10

Excellent - criteria TBC.

5

Good - good range of
technical content across
TSLDP spectrum, good
competence, good
presentation.

4

Agrees to contract
terms i.e. repayment of
fees and / or repeat
exams etc. not being
paid for by ReCAP or
other funding agency.

5

Public Sector Employee.

5

Eligibility
Final Candidate Score

Eligible
44

* Feedback was received at the Stakeholder Workshop about delivery of TSLDP in languages other than English. It is
considered that the first pilot of TSLDP should be delivered in English, however, once established, work should then take
place to translate it to other languages where a needs basis may be identified – e.g. French. On this basis, English
language skills should then be altered as needed to any other language in which TSLDP will be offered in future.
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10.1.3 Costs of Candidate Selection
A costing summary is provided in Table 10-4 below for the candidate assessment phase of the
candidate selection, and where final candidate scoring would be carried out by a lead academic from
the host institution(s). Full detail on the makeup of these costs is given in the Personnel SubConsultancy Report and in Figure 10-2, with regards to how candidate assessment was generated.
With the specific nature of the course content and sectoral audience, the most efficient results will be
gained through careful targeting of institutional stakeholders at the stage of accessing candidates.
Figure 10-2: Basis for Maximum and Minimum costs of assessing candidates (assuming 100 applicants)

It is worth noting that there are costs below that could be mitigated if the CSSTL was adopted – such
as email circulars, social media, administration staff and recruitment agency fees. These tasks could
be given to the administration and academic staff already employed by the Centre.
Furthermore, recruitment agencies are an option for undertaking this process, hence why they’re
included in the costing below. However, in reality, the task is more likely to be undertaken by the
managing agents (e.g. CSSTL) or the university that is developing any future degree course. Therefore,
it may be possible to remove these recruitment agency fees from consideration.
Additionally, to provide some perspective from other institutions, anecdotal evidence suggests that
budgets available to many universities in the UK for marketing etc. on new courses would not be
substantial. They would tend to be in the tens of thousands in year 1 and unlikely to continue at this
level beyond year 1, as it would be expected that candidates would simply keep applying once the
course becomes well-known.
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Table 10-4: Indicative Costing for Candidate Selection
Do Min
(Year 1)

Do Some
(Year 1)

Do Max
(Year 1)

Annual
Costs

£6,300

£6,300

£6,300

-

Category

Item

Marketing

Branding Campaign

Marketing

Workshop

£-

£-

£5,050

-

Marketing

Marketing Video

£-

£10,700

£10,700

-

Marketing

Social Media

£11,350

£11,350

£11,350

£11,350

Marketing

Magazine Adverts

£1,500

£1,500

£2,400

£1,500

Candidate
Selection

Administration
Staff

£600

£600

£600

£600

Candidate
Selection

Recruitment
Agency Fees

£-

£21,000

£74,520

-

£19,750

£51,450

£110,920

£13,450

Total

10.2 Recommendations
This report has discussed the options available to ReCAP when it comes to advertising the programme
to attract candidates, the assessment criteria that should be applied and the associated costs involved
with this. Based on this, the following recommendations can be made:
•

Numerous advertising tools are available to promote TSLDP, with a variety of costs and
efficiency at reaching the target audience

•

Some costs will be one-off (or periodic), such as any branding or promotional materials that
may be required at the outset, but which can be reused each year

•

Other costs will be annual, such as email circulars and social media campaigns which will be
useful to inform potential candidates that the application process will be opening shortly

•

Much of this work could be undertaken by staff at the CSSTL, if this option is taken forward
to the next stage. Recommendations in this report indicate this would be an ideal means of
taking the project forward and having a permanent centre with the aim of promoting,
developing and implementing this programme

52

Transport Sector Leadership Development Programme

11 Sustainability
11.1 Key to Sustainability: Creating a Champion
In September 2017, the concept for a CSSTL was proposed as another option alongside the postgraduate degree and CPD courses. This is considered the most sustainable option for ReCAP to
implement at this stage, and on this basis, the next phase of TSLDP should be in establishing its
business plan. The CSSTL should then focus on developing and delivering the varying levels of training
that have been identified in this scoping report. This places the foundations for all work moving
forward, thereby helping to provide a lasting, long-term impact which gives TSLDP the best chance of
succeeding, as shown in Figure 11-1.
Figure 11-1: Sustainability Relationship for TSLDP

Champion

CSSTL

Programme
Option

Level 1-3
Options

Funding from
each Country

Funding

The long-term vision (say within 10 years) should be for the centre to become a leading ‘think tank’
on the subject for sub-Saharan Africa, influencing policy and industry trends across the region, in
addition to providing the training outlined in this programme. This provides a viable and highly
beneficial long-term impact, as has been proven by the Asian Development Bank Institute (ADBI) in
Japan, which provides a similar role for this region – albeit not just transport focussed.
As outlined on the ADB website8, in addition to informing policy and undertaking research, the “ADBI
provides capacity building and training to mid-level and senior-level officials from ADB developing
member countries to enhance awareness on the regions important development issues, introduce
appropriate policy proposals to address them, and build consensus among policy makers and
stakeholders on key policy areas.”
It is proposed that the CSSTL should be embedded within an existing, appropriate organisation so it
can benefit from their links to external bodies and institutions that would help the training
programmes. However, the centre can also benefit the host organisation by supporting them in
providing transport leadership knowledge. The CSSTL can become the home and champion of TSLDP.
By setting up TSLDP as the centres ‘brand’ and ‘offering’, this gives it vested interest in ensuring the
success of the programme.
By setting up the centre independent of the host institution (rather than awarding the host institution
the role of managing TSLDP), staff funded by ReCAP will be focussed on development and
8Asian

Development Bank Institute website: https://www.adb.org/adbi/capacity-building-training Accessed on: 02/10/2017.
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implementation of TSLDP. However, they will need to find separate funding to secure their presence
beyond ReCAP in 2020. On the basis they can do this (with ReCAP support in engaging national
governments / road authorities and / or IFIs), it provides a more sustainable source of long-term
management for TSLDP.
If TSLDP was given to a regional body, there is a risk of it getting discontinued, as implementing such
programmes are unlikely to generate sufficient money to justify the time inputs required.
Furthermore, no suitable regional bodies with links across Africa have been identified (except
potentially someone like IRF), and there is a risk that regional bodies whose focus is a specific country
or geographic region in Africa, may give preference to those regions and reduce the number of
candidates coming from other areas.

11.1.1 Funding
As the preference has been to undertake engagement with IFIs upon the completion of the scoping
phase, it has not been possible to engage with them at this stage. Furthermore, the inclusion of the
CSSTL, which is now the preferred option for the next phase, has come too late in the process to enable
meaningful discussion on the proposal to take place.
Recommendations have been provided in this report for the development of a Funding Proposal for
delivery to the IFIs, placed in the context of key development goals such as the SDGs, and based on
the outcomes of this report subsequent strategic decisions, and supported by the establishment and
ongoing maintenance of a TSLDP Working Group. This working group should include members of the
ReCAP Technical Committee and key IFI stakeholders.

11.2 Links to Professional Institutions
Building the value of the programme and enhancing its appeal to candidates is important. This means
adding value in terms of recognition or associations with professional bodies and increasing the value
of the course to candidate’s career prospects.
This is particularly important for the post-graduate degree, as it needs to provide an accredited and
internationally recognised qualification, which would also provide a route to Chartership with major
international professional bodies, such as the Institution of Civil Engineers (ICE), Chartered Institution
of Highways and Transportation (CIHT) or South African Institution of Civil Engineers (SAICE).
At this stage, ICE and CIHT have indicated they are interested in supporting the programme. The
choice of body will likely be determined by the training options being implemented under TSLDP. All
professional bodies may be able offer some support or recognition for a mentorship programme or
CPD courses.
However, with regards a post-graduate degree, the choice of organisation will be dependent on the
country where the university originates. For ICE and CIHT, it would likely be easier to accredit a course
which is provided by a university that is already providing Joint Board of Moderators (JBM) accredited
programmes. JBM accredited programmes are essentially those which qualify as accepted learning
for the candidate to undertake his / her Chartership. For TSLDP, this means the programme would
need to be delivered by, or at least the lead partner be, an accredited UK university. If the university
was from South Africa, the same conditions would likely apply, but the accrediting body would become
SAICE rather than ICE or CIHT.
Either before Phase 2, or at an early stage in Phase 2, there will be a need to re-engage with
professional bodies such as the ICE and CIHT, who indicated they are interested in supporting the
programme where they can, once a decision is made regarding the option(s) to be taken forward.
Once this takes place, a roadmap for progressing accreditation processes in the case of the postgraduate degree, or a form of recognition if it is CPD or a mentorship programme, can be set out.

54

Transport Sector Leadership Development Programme

11.2.1 Institution of Civil Engineers
To further supplement the needs assessment and gap analysis undertaken under this project,
information was also provided by the Institution of Civil Engineers (ICE) in the UK (Table 4-1 below),
based on research they have recently carried out regarding members interest in non-technical
training.
The ICE also recognises the need for additional non-technical training, as findings from their surveys
show that their UK and overseas membership both rated “leadership and team motivation” training
as highest in their area of interest. As shown in Table 4-2, for respondents from outside the UK, the
next most popular categories were:
•

Decision making skills

•

Personal effectiveness skills

•

Conflict management and interpersonal communications

Each of these are elements which have been outlined for development in the leadership and
managerial element of the TSLDP.
Furthermore, the research also puts perspective on what respondents preferred learning route would
be. In each instance, the preferred option is online or distance learning, with subsequent methods
varying slightly between UK and overseas respondents.

11.3 Summary
A summary of the key points from the sustainability assessment are given below:
•

The CSSTL is seen as the most sustainable option to be taken forward at this stage

•

Operating the centre independently of its host institution, and eventually securing its longterm funding, is seen as being key to its success

•

Sustainability is intrinsically linked to the choice of course format and implementation
strategy. This will ensure candidate and industry interest is secured

•

Gaining funding and the support from IFIs or other funding bodies is critical. This will need to
come in an intermediary stage between Phases 1 and 2. A funding proposal / pitch to go
before the IFIs would be beneficial but is something that falls outside the current scope

•

Discussions were held with the Institution of Civil Engineers (ICE) and Chartered Institution of
Highways and Transportation (CIHT), who were both keen to support the programme

•

However, a roadmap to gaining assistance from the institutions needs detailed planning. For
this, there needs to be a clearer view on what option(s) ReCAP wish to take forward. Once
decisions have been made subsequent to submitting the final reports, it is recommended that
ReCAP re-engage with these institutions based on the chosen option
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12 Monitoring and Evaluation
12.1 Overview
The purpose of this section is to provide a selection of measurable performance indicators which
ReCAP and any future funding body can use to evaluate the impact the programme is having. This has
a number of components to it, and information from standard processes at Queens University Belfast
and the London Business School (LBS) have been used.

12.2 Evaluating the Programme
In preparing this section, information was obtained from LBS about how they evaluate the impact of
their programmes. It was felt that this outlined very good practices and topics that should be
considered for TSLDP also. A copy of the information from LBS is provided in Appendix D.
As outlined by LBS, the reason for assessing impact includes:
1. To ensure there is a good return on investment in terms of the benefits candidates will have
on the industry in sub-Saharan Africa
2. To make sure we know what success looks like
3. To provide a mechanism to allow-fact-based enhancements to the programme
4. To enable executives to understand programme dependencies
5. To create a measure of personal, departmental and organisational success that reinforces
learning at every level
The reasons are also applicable to TSLDP, particularly understanding what our vision of ‘success’ is and
how the benefits of the programme will be measured against this. A set of indicators have been
outlined in Table 12-1 for the mentoring programme, post-graduate degree and CPD courses, which
are provided to give an indication of the success and impact the programmes are having.
Further detail will be required from the implementing organisation in Phases 2 and 3 as they define
how they gather data on their existing courses. It is suggested that key areas, similar to those used by
LBS for measuring impact (see Appendix D for more detail), should also be key focus areas for TSLDP.
These have been considered in the KPIs, but development of additional questionnaires and surveys
would be required by the delivering institution to address candidate feedback where required,
particularly with regards post-programme assessments:
1. Reaction: this includes participants reactions to the learning and the overall participant
experience. This ensures that the correct environment is in place to create and sustain a
conducive learning environment. This is done during and at the end of each module – see
Appendix E for example from Queens University.
2. Learning: this is key to assessing TSLDP. This can involve assessing knowledge gained through
examinations and coursework etc. to post-programme questionnaires to determine whether
attitudes have been changed. This should be done throughout the programme.
3. Behavioural Change: This measures the extent to which participants have applied their
learning back in the workplace. This should be done through post-programme assessment in
the months after the programme ends.
4. Results: Measures the impact of the programme on the industry and is likely to relate to
specific business measures. This could be done up to 5 years after the programme ends,
particularly with a view toward assessing if candidates have progressed into leadership roles.
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Table 12-1: Monitoring and Evaluation Indicators for Mentoring Programme, CPD Courses and Post-graduate degree
No.

Applicability to Options

Description

KPI

1. Student Numbers and Completion Rates
<10 (Poor)

(i)

Mentoring Programme, postgraduate degree & CPD

10-15 (Fair)
Number of students attending the programme per year.
15 – 20 (Good)
>20 (Excellent)
<50% (Poor)

(ii)

Mentoring Programme, postgraduate degree & CPD

50-75% (Fair)
Percentage of students who successfully complete the programme annually.
75-90% (Good)
>90% (Excellent)

2. Career Development / Skills Development

(i)

Mentoring Programme, postgraduate degree & CPD

Candidates progressing into leadership roles* (within 5 years +).

<5 (Poor)

(Boundaries slightly less than total numbers, as whilst it is hoped that all candidates will move into
leadership roles, for some it may not happen).

5-10 (Fair)

* A leadership role can be considered as that involving the management of project or organisational
teams, technical or industry advisory roles, policy/planning advisory roles, roles within senior
management of their organisation (i.e. acting as a decision-maker).
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<10 (Poor)

(ii)

Post-graduate degree only

Candidates progressing getting chartered or professionally registered with a recognised professional
body.

10-15 (Fair)
15 – 20 (Good)
>20 (Excellent)

3. Gender Balance
<20% (Poor)
(i)

Mentoring Programme, postgraduate degree & CPD

20-30% (Fair)

Percentage of female students on the programme.

30-40% (Good)
≥40% (Excellent)

4. Candidate Feedback
<50% (Poor)
(i)

Mentoring Programme, postgraduate degree & CPD

Percentage of candidates who thought the course to be worthwhile and that it equipped them with
the skills needed to move into more senior roles in the industry.

50-75% (Fair)
75-90% (Good)
>90% (Excellent)
<50% (Poor)

(ii)

Mentoring Programme, postgraduate degree & CPD

Assessment of how the candidates feel the course has been managed and run. Do they assess it as
being Poor, Fair, Good or Excellent?

50-75% (Fair)
75-90% (Good)
>90% (Excellent)

(iii)

Mentoring Programme, postgraduate degree & CPD

A separate set of questions should also be developed which probes the quality and delivery of the
module content. This should be developed by the delivery university and will be similar to what they
have for their other courses. An example has been provided in Appendix E.
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Table 12-2: Monitoring and Evaluation Indicators for CSSTL
No.

Description

KPI

1. Courses Implemented
0 (Poor)
(i)

Training programmes successfully implemented (i.e. Intervention Levels 1-3). Should be tailored to suit specific goals of CSSTL once
defined – i.e. what are the expectations after Year 1, Year 2, Year 3 etc., as this criterion will vary accordingly.

1 (Fair)
2 (Good)
3 (Excellent)

2. Links Developed to Other Institutions
<15 (Poor)
(i)

The number of links the centre has developed (in Year 1) and is maintaining (Year 1 onward) to external universities, technical and
professional institutions across sub-Saharan Africa. Company name, address and key point of contact should be provided for each link.

15-20 (Fair)
20 – 25 (Good)
>25 (Excellent)
<15 (Poor)

(ii)

The number of links the centre has developed (in Year 1) and is maintaining (Year 1 onward) to external technical and professional
institutions outside of sub-Saharan Africa. Company name, address and key point of contact should be provided for each link.

15-20 (Fair)
20 – 25 (Good)
>25 (Excellent)
≤1 (Poor)

(iii)

The number of links the centre has developed (in Year 1) and is maintaining (Year 1 onward) to International Finance Institutions, IFI
and other Donor Agencies. Agency / Bank name and key point of contact should be provided for each link. e.g. World Bank, African
Development Bank, EU, Dept. for International Development (DFID), GIZ etc.

2-3 (Fair)
4 – 5 (Good)
≥6 (Excellent)

59

Transport Sector Leadership Development Programme

No.

Description

KPI

3. Sustainability
0 Year (Poor)
(i)

1 Year (Fair)

Funding secured for the TSLDP to cover running the course for the next…

2 Years (Good)
3+ Years (Excellent)
0 Year (Poor)

(ii)

1 Year (Fair)

Funding secured for the CSSTL to cover running the centre for the next…

2 Years (Good)
3+ Years (Excellent)

3. Knowledge Transfer and Promotion of TSLDP
≤2 (Poor)
(i)

Number of conference papers, journal articles and / or articles written and published in regional or internationally available magazines,
journals or conferences annually by CSSTL staff.

3-4 (Fair)
5-6 (Good)
≥7 (Excellent)
≤2 (Poor)

(ii)

Number of talks or presentations given at regional conferences, institutions or at the Leadership Centre (to external parties) regarding
TSLDP and promotion of leadership skills development in transportation.

3-4 (Fair)
5-6 (Good)
≥7 (Excellent)
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13 Business Case
13.1 Business Case
A Business Case has been prepared for the next phases of TSLDP. The Business Case outlines the three
shortlisted options on the basis of:
•

Introducing the problem

•

Summarising the options

•

Analysis of available options

•

Advantages / disadvantages

•

Costs

•

Risks

•

Recommendations

The Business Case summarises the detailed information provided in the above report chapters, and
has been compiled as a standalone document, available in Appendix F of this report.
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14 Conclusions
14.1 General
Based on the work undertaken to date, it is apparent that transport professionals in sub-Saharan Africa
are likely to get a solid academic foundation in civil / transport engineering, design and operations;
land use and transport planning. However, as also identified by ReCAP and ASANRA, there is a need
for a more broad-based transport professional, capable of planning, designing, managing and leading
complex transport projects in a complex environment of diminishing natural resources, lacking
financial resources, enormous social challenges and often complicated governance and tertiary
education structures and status quo.
In addition to the highlighted needs above, the results obtained from an online survey conducted
among professionals drawn from the civil engineering and transport sectors in sub-Saharan Africa
revealed that there is a need for a capacity building programme specifically designed for transport
experts on the continent, especially one focused around leadership and management. The
programme should also provide a solid grounding in disciplines where there are obvious knowledge
deficiencies, such as transport policy and planning; transport systems analysis; transport operations
planning; land use planning; road safety, that are critical to the effective management of the sector in
Africa.
This Final Report discusses the findings from the Phase 1 scoping study for the TSLDP, which
commenced in November 2016. The team were tasked with scoping a programme that will develop
the managerial, leadership and technical capacity of transportation professionals in sub-Saharan
Africa. In addition to the educational components, the team also had to address gender balance,
sustainability, links to other institutions and monitoring and evaluation.
Over the past 11 months the team has researched these key areas, from initial needs assessment and
gap analysis, through to defining options for the programme, their structure and indicative costs. The
Stakeholder Workshop was held at the 2nd IRF Africa Regional Congress in Namibia on 13th July 2017.
The programme received a high level of interest from stakeholders and their feedback was used to
inform the preparation of this document. Much of the participants thinking and feedback was broadly
in line with the teams views also, which was very helpful in confirming the programme is progressing
in a direction that potential future candidates also believe is correct.
The team are now able to put forward a combination of options which consider the delivery
mechanism for the programme and the delivery options. It is considered that the delivery mechanism
is the option that ReCAP should take forward to the next phase of this project, which would involve
developing its business plan. This offers a sustainable means of developing TSLDP and provides the
foundations for its success into the future. The delivery mechanism is summarised below:
1. Sustainable delivery mechanism: the CSSTL is seen as key to the long-term success of TSLDP.
This option involves funding one or two staff in a centre which should be setup within an
existing institution in sub-Saharan Africa. The centre would be responsible for further
developing and implementing the training options identified below.
Three tiers of training options have been developed for consideration by ReCAP and further
development and implementation by the CSSTL. The three options are defined as:
1. Intervention Level 1: mentoring programme that candidates undertake in their place of work.
It should be managed by the CSSTL and involve candidates ‘signing-off’ experience across a
range of technical and non-technical thematic areas. It should also include some formal
training, particularly on the leadership / managerial theme. A leadership course is offered
regionally by consultants from the DBSA and could be utilised for TSLDP. The course was used
by the IS4D programme and received very positive feedback.
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2. Intervention Level 2: a bespoke set of CPD courses which broadly follow the same content
identified for the post-graduate degree.
3. Intervention Level 3: a bespoke post-graduate degree in Transportation Leadership, which is
delivered jointly by two or more universities, following a modular format whereby candidates
spend two weeks in university and six weeks working from home per module. There are eight
modules in total, which cover topics across transport engineering, transport services and
managerial / leadership development, in addition to a research project and dissertation.

14.2 Option-Specific Conclusions
The following sub-sections discuss conclusions which are specific to the options proposed. There are
additional conclusions provided in the next sub-section which cover points relating to gender balance,
sustainability, candidate selection and the other key components.

14.2.1 Sustainable Delivery Mechanism: CSSTL
•

This is the recommended option for progression at this stage. It will make a positive
contribution to TSLDP in both the short and long-term. However, it could develop into
something with industry-wide benefits in the future.

•

It is expected to cost in the region of £300,000 per year in Year 1 and Year 2 to setup, with
this cost reducing to £255,000 in Year 3, which is when ReCAP ends in 2020. This cost includes
support and mentoring from an external organisation to assist in the setup process. From
then on, the CSSTL will need to have secured its own source of funding, with an anticipated
annual running cost in the region of £200,000 per year. These sources of funding should be
a key priority to be addressed in the next phases of the programme – i.e. securing support
from partner country governments, funding bodies etc.

•

Whilst the Centre will start off small, with a primary focus on TSLDP, the long-term vision
should be for an Institute in Transport and Transport Leadership which acts as a ‘think tank’
for the sector in sub-Saharan Africa, informing policy and decision makers, in addition to
training the next generation of industry leaders.

•

Ideally, it should be based in an appropriate institution in Africa and give it an ideal start to
build links with industry, policy makers and IFIs, not only benefitting TSLDP, but also helping
it build towards a greater role in the industry in future.

•

This vision is achievable in the long-term, as shown by the Asian Development Bank Institute
(ADBI) in Japan, which functions in a similar manner for that region.

•

This option also gives an institution in sub-Saharan Africa the role of championing and
implementing TSLDP, giving them a vested interest in it succeeding. By creating an entity
whose ‘brand’ and ‘offering’ becomes TSLDP will likely be more beneficial to sustainability
than trying to embed it within an existing organisation - critical for sustainability.

•

The Centre will benefit from being embedded in a suitable existing organisation and share in
its links with universities, professional institutions, regional agencies and MDBs.

•

The ideal scenario is that the mentoring programme, CPD courses and post-graduate degree
would be managed by the CSSTL.

•

The courses themselves would be delivered and accredited by a carefully selected external
(and internationally accredited) university or training institution, depending on the option
chosen.
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14.2.2 Delivery Options: Mentoring Programme, CPD and Post-Graduate Degree
14.2.2.1 Level 1 Option: Mentoring Programme
•

Easiest initial option for the CSSTL to develop and implement. Also, it is the lowest cost
option, which helps CSSTL initially and reduces risks of financial exposure whilst funding
options are explored further.

•

It is expected that the costs of running the programme would be absorbed by the CSSTL
running costs, as it would form part of the key staff job roles. Any additional costs would
come from the formal training the CSSTL may decide to incorporate. This will need to be
costed and scoped as part of the CSSTL setup process.

•

Mentors should be assigned from within the candidate’s organisation and should be people
of seniority, ideally from a leadership level which the candidate is aspiring to achieve.

•

Candidates should gain experience across a range of thematic areas, both technical and nontechnical, and have these signed-off by their mentor once they are satisfied the candidate has
achieved a good understanding of the topics. This process could be undertaken in a similar
manner to signing-off development objectives under the ICE or CIHT initial learning processes
for chartership.

•

The ultimate goal is to help the candidate make sound, evidence-based judgements relating
to transportation issues and communicate these to varying audiences.

•

Some formal training should also be included, particularly around the area of leadership and
management.

•

The DBSA offer a leadership course which can be delivered regionally. It was used by the IS4D
programme and received very positive feedback.

14.2.2.2 Level 2 Option: CPD Courses
•

The CPD courses will provide formal training that fits within the candidates and employers
likely time availability.

•

Based on CPD costs at UCT, which have been used as an example, the programme would likely
cost in the region of £14,000 per candidate in fees. On top of this, there are travel and
accommodation costs, which are expected to add a further £15,000 (approx.). Therefore, the
total cost per candidate will likely be in the region of £30,000. The cost is likely to vary
depending on the institution or training organisation delivering the courses and whether it is
delivered at CSSTL or at the training organisation.

•

The CPD courses will also provide candidates with CPD hours, which can count towards
keeping any existing professional registrations.

•

The CPD courses will not provide a recognised or accredited qualification, nor can it
contribute towards any post-graduate degree retrospectively.

•

It is envisaged that the CSSTL would develop this option further and oversee its
implementation in the long-term.

•

Ideally, the courses should be bespoke, set up and delivered specifically for TSLDP, to mitigate
risks surrounding quality and annual availability of existing courses.

•

If existing courses are to be used, several courses may be required to complete each module.
These could be available sporadically throughout the year and across various locations. This
will increase travel costs and time, in addition to making implementation and management
of the logistics difficult.
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•

The implementation should fit within the timescale available to ReCAP – i.e. be
implementable and have a cohort complete the course before 2020. This is because the
course approval and accreditation processes, that are required for a degree offering, are not
required for CPD.

14.2.2.3 Level 3 Option: Post-Graduate Degree
•

This option achieves the TSLDP capacity building goals in terms of equipping candidates with
the necessary skills to become future transport leaders. However, it is also the most costly
and time-consuming to implement.

•

Similar to the CPD, the cost will vary depending on how and where it is delivered, in addition
to which institution is running it. At this stage, the combined cost of tuition fees and travel
are expected to be in the region of £32-43,000 per candidate.

•

It is envisaged that the CSSTL would develop this option further and oversee its
implementation in the long-term.

•

It will equip candidates with an accredited, internationally recognised qualification that will
also enable them to become professionally registered, or Chartered, with an internationally
recognised professional institution.

•

Its modular format provides a split between time that needs to be spent at university and
work that can be done at home, helping the candidates balance work, education, and
personal lives.

•

By offering it jointly between two or more universities, this enables TSLDP take advantage of
the varying technical strengths of different universities.

•

For accreditation purposes, the lead university would need to be a recognised institution,
perhaps in South Africa or the UK, but it may be possible to join with institutions in subSaharan Africa for the delivery – depending on their ranking.

•

There are administrative processes involved between universities in setting-up joint degrees.
At the outset, it is recommended that the number of institutions involved is kept to a
minimum to reduce this administrative load – perhaps just two institutions initially. This could
be expanded if required once the programme is established.

•

It will be relatively lengthy to implement and is unlikely to fit within ReCAP’s programme
which is due to complete in 2020. It will take time to procure the universities and for them
to further develop the content, get the new course through their approvals processes and
also get it accredited. As a result, it is highly unlikely that a first cohort could complete the
post-graduate degree before ReCAP ends in 2020.

14.2.3 Conclusions on Key Programme Components
14.2.3.1 Mentoring and Job Placement Opportunities
•

Mentorship is a component of both the post-graduate degree and the CPD courses too.
Mentors are to be assigned as part of the candidate’s education agreement.

•

Candidates should select their own mentors from within their organisations.

•

Mentors should be accessible to the candidate and in a senior position with the ability to
positively advise and influence the candidates career.

•

Candidates and mentors should meet on a periodic basis (suggest once every 1-2 months) to
discuss progress.
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•

External job placement opportunities are not considered a particularly viable option for this
programme. Whilst there would be benefits, it may open the programme up to concerns
from employers releasing candidates for extended periods of time and loss of candidates to
other organisations, particularly given the seniority of the candidates that the programme is
aiming at.

•

Internal job-placements are likely to be more viable, therefore the recommendation is that
instead of sending candidates to other companies, the candidate is given a different role
within his / her current organisation – e.g. move from a technical role into one where they
have to undertake more project and people management. This could be done in conjunction
with their mentor and as part of the candidates work-based training and development.

14.2.3.2 Gender Balance
•

Gender balance has been addressed in two ways:
–
–

•

Through the candidate selection process for the delivery options.
Through educating candidates as part of the course content on diversity and the
importance of having female professionals in the industry.
The process should start at the advertising stages, with adverts clearly stating that female
candidates are encouraged to apply.

•

Candidates are then shortlisted, with female candidates still needing to meet the necessary
criteria for acceptance on the programme, as outlined in the scoring matrix.

•

Once the suitably qualified female candidates have been shortlisted, there can be positive
discrimination to ensure a sufficient number of females are on the final shortlist for the
programme.

•

This approach stems from feedback at the Stakeholder Workshop, where there was a lively
debate about whether there should be positive discrimination or whether female candidates
should be there based on merit. There was a strong argument for both approaches and it is
felt that a suitable balance has been achieved here, which ensures sufficient female
participation from candidates who are on the course based on their ability and potential.

•

An additional factor incorporated since the Stakeholder Workshop was the widening of the
‘relevant degree’ scope in candidate scoring. If ‘relevant degrees’ fall only within male
dominated specialisms like civil engineering, then naturally, there will be a predominance of
male candidates. To circumvent this, the list of relevant degrees has been expanded to
capture other professions like environmental sciences and geography, which tend to have
higher female participation rates.

14.2.3.3 Sustainability and Links to External Organisations
•

Sustainability is intrinsically linked to the choice of course format and implementation
strategy. This will ensure candidate and industry interest is secured.

•

Sustainability is also linked to gaining funding and the support from MDBs or other funding
bodies - see Section 12.2.4.

•

This will need to come in an intermediary stage between Phases 1 and 2, as a funding proposal
/ pitch to go before the MDBs would be beneficial but is something that falls outside the
current scope – see Section 12.2.3 Future Work Needs

•

Discussions were held with the ICE and CIHT, who were both open to supporting the
programme
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•

The main mechanism by which they may be able support would be through accrediting the
post-graduate degree, or perhaps by lending their name or promoting the CPD courses or
mentoring programme

•

A roadmap to gaining assistance from the institutions needs to be detailed. This can take
place once ReCAP have identified the option(s) they wish to take forward. Once decisions
have been made subsequent to submitting the final reports, it is recommended that ReCAP
re-engage with these institutions based on the chosen option(s)

14.2.3.4 Monitoring and Evaluation
•

Monitoring and evaluation indicators have been proposed for each of the options. The postgraduate degree and CPD courses have broadly similar indicators. The indicators for the
CSSTL build on these, as it has additional objectives over-and-above just implementing the
post-graduate degree or CPD courses.

•

For the educational programmes, the indicators revolve around throughput on the
programme, employability, gender balance statistics, candidates going forward for
chartership and career progression, in terms of the number of candidates who subsequently
move into leadership roles.

14.2.4 Risks to Consider
A summary of key risks for consideration is shown in Table 14-1 below.
Table 14-1: Key Risks for TSLDP
No

Risk

Description

Risk
Rating

Mitigation

Risk
Rating

Time

Lack of time for
implementation before
ReCAP end in 2020.

High

Setup the CSSTL as soon
as practicable (ideally
before end of 2018) to
give as much time as
possible for its support
and development.

Medium

Medium

Develop selection
criteria identified in this
report to carefully select
host institution with
capacity, accessibility
and interest in
supporting CSSTL.

Low

The time available to
setup the next phases,
implement and develop to
a level where it can be
self-sustaining is short.
CSSTL will benefit from
being setup as soon as
practicable and having
sufficient support time
before the end of ReCAP.
Identification of host
country/institution for
CSSTL

Availability of a suitable
host for CSSTL within SSA.
Choosing an inappropriate
host institution for CSSTL
may hinder its support,
development and longterm viability.
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No

Risk

Description

Risk
Rating

Mitigation

Risk
Rating

Identification of
appropriate staff for
CSSTL

Competent and pro-active
staff are required to
manage the CSSTL. Hiring
the wrong staff may
hinder the centres
success.

High

Develop appropriate
selection criteria for
staffing.

Low

Lack of stakeholder
buy-in

Lack of stakeholder buy-in
could result in lack of
funding from partner
countries and MDB’s, in
addition to lack up uptake
from candidates.

Medium

Multiple factors – choice
of appropriate setup
structure (i.e. CSSTL),
courses must benefit
candidates, funders also
need to see value in
supporting, financial
support available for
candidates, candidates
see a benefit in doing
the course – e.g.
accreditation, career
benefits, Chartership,
formal training etc.

Low

Lack of funding

Lack of funding available
to support candidate
participation on the
programmes and/or run
the CSSTL.

High

ReCAP to help CSSTL
build links to key funding
partners – i.e. MDB’s
and partner country
representatives.

Medium

Lack of university buyin

Universities need to show
business cases to develop
and implement new
degrees. If future training
programmes are put to
tender in the expectation
that Universities will bid
on the basis of having to
develop the course,
implement and make
money from the fees,
there may be limited
response to the calls, as
many Universities are
unlikely to find this
appealing and are
unfamiliar with operating
in this manner.

High

Identify target
institutions, which
ideally run similar
courses already, and
hold discussions with
them in advance of
tendering to generate
interest.

Low
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No

Risk

Description

Risk
Rating

Mitigation

Risk
Rating

Perceptions around
financial benefits from
educational
programmes.

Education programmes do
not tend to generate
significant amounts of
money or have significant
direct financial benefit.
Their benefits will come in
indirectly in the form of
benefit to infrastructure
projects/development,
more efficient
implementation of
projects etc.

Medium

ReCAP/CSSTL to explain
this to prospective
funders. Likely to be
well-understood already
by MDB’s but may need
more input with national
government bodies
where public money is
being used directly.

Low

Enforceability of
Learning Agreements

Learning Agreements are
included whereby
candidates must repay
fees if they fail etc. In
reality, these are very
difficult to enforce and
need to be carefully
written.

High

Careful selection
procedures to get the
right candidates, so
these agreements do not
need to be engaged.

Low

Team in the CSSTL needs
oversight to ensure they
are completing the tasks
expected of them.

High

Oversight of CSSTL
team.

Legal review of
agreements versus local
employment law to
ensure they are written
in such a way that they
are enforceable.
Team to be given aims /
objectives and
measurable targets.

Low

Oversight to be provided
by ReCAP Technical
Committee, or other
group as appointed by
ReCAP.

14.2.5 Future Work Needs
•

Elements of the programme have been identified that may need to further investigation in
the period before Phase 2, or early in Phase 2 implementation:
–
–

–
–

Based on taking forward the CSSTL, further work will be required to develop a business
plan for the centre.
As a late addition to the scoping effort, there has been limited progress co-ordinating with
potential host institutions for the proposed CSSTL, a task which should be undertaken
before commencing Phases 2 and 3.
Further interaction with MDBs to build stronger links and gain their support for this
initiative.
For this to be effective, the programme would benefit from the preparation of a carefully
tailored funding proposal aimed directly at the MDBs, and placing the TSLDP in the context
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–

–

of targets such as the Sustainable Development Goals and Sustainably Mobility 4 All, for
example).
Once ReCAP has made a strategic decision on the preferred route forward, there needs to
be more work done to re-engage with professional institutions, such as ICE and CIHT, and
map out a plan for supporting and accrediting (if appropriate) the chosen option(s).
The next phase would benefit from a TSLDP Working Group being set up to oversee these
processes and co-ordinate with professional bodies, MDBs and oversee production of the
priority output, which would be the Funding Proposal to go to select MDBs. This working
group should consist of key stakeholders, such as members of the ReCAP Technical
Committee and MDB partners.
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Table 14-2: Overall Option Summary
Sustainable Delivery Mechanism
Centre for sub-Saharan Transport
Leadership

Delivery Options/Training Programmes
Intervention Level 1:

Intervention Level 2:

Intervention Level 3:

Mentoring Programme

CPD Courses

Post-graduate degree

Overview

Overview

Overview

Overview

Involves funding one or two
managerial positions at an existing
institution, whose role would be to
promote and develop TSLDP, then
oversee its implementation and
management.

Mentoring programme where
candidates are assigned a senior
colleague from within their
organisation. Formal training should
also be included on the managerial /
leadership thematic area.

Selection of CPD courses covering topics
across transport engineering, services, and
management/leadership. Delivered by a
university or other recognised training
institution.

Bespoke post-graduate degree in Transport
Leadership delivered as a Joint degree on a
modular basis. Covers topics across transport
engineering, transport services and
management / leadership.

Positives

Positives

• Long-term home for TSLDP and
Champion for the programme.

• Easiest option for CSSTL to
implement shortly after being setup.

• Using an existing institution with
strong links to Africa, other bodies
and IFIs, will benefit TSLDP.

• Should facilitate on-the-job training
and mentoring from senior leader.

• CSSTL take ownership of the
programme and its future beyond
ReCAP.

• Formal training on leadership and
management will help bridge any
gaps in this key area.

• Implementable within the timeframe
available to ReCAP.
• Become leading regional institute
and ‘think tank’
Negatives
Not strictly an educational programme
in its own right but should be
responsible for development and
implementation of the mentoring
programme, CPD and post-graduate
degree.

Negatives
• Candidates may not get broader
knowledge outside of their
employer’s area of operations.
• Quality of the experience
candidates receive may vary with
the quality of the mentor.
• Reduced networking opportunities
as limited contact time between
candidates on the programme.

Conclusion: Implementable before
ReCAP ends in 2020. Will benefit the
long-term sustainability of TSLDP,

Conclusion: Ideal option as an ‘entry
level’ training programme which would
be a good starting point for TSLDP

Positives
• Implementable within the timeframe
available to ReCAP as it doesn’t require the
course approval and accreditation
processes needed for a degree course.
• Likely to be lower cost per candidate than a
post-graduate degree. However, it should
be noted that the difference may not be
substantial and that the lower cost will be
dependent on the choice of delivery
organisation – CPD courses can work out
as expensive per module as a postgraduate degree.
Negatives
• Is not accreditable and will not provide
candidates with a recognised qualification.
• Cannot contribute towards a degree or
Chartership, it will provide candidates with
CPD hours only.
• Whilst it may work out cheaper than a postgraduate degree, the cost per candidate will
still be high.
Conclusion: Offers a formal learning and
capacity building benefit that is broader than
the mentoring programme alone. It should be
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Positives
• Option meets the TSLDP desired learning
objectives and offers a recognised and
accredited qualification.
• Will enable candidates to become
professionally registered, or Chartered, with
an internationally recognised professional
institution.
• Networking opportunities; candidates can
develop relationships, share ideas and
knowledge into the future.

Negatives
• The implementation cost per candidate is
going to be relatively high, especially given
travel is also required.
• It has a relatively long implementation time,
given the course approval and accreditation
processes that will need to be completed
within the chosen universities. Therefore, a
cohort is unlikely to complete the programme
before ReCAP ends in 2020.
Conclusion: Educational programme option
that meets the TSLDP capacity building goals.
Strong long-term benefits to candidates and
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Sustainable Delivery Mechanism
Centre for sub-Saharan Transport
Leadership
acting as its Champion and the body
which can implement and manage it
into the future. It will benefit from its
links to professional bodies,
universities, regional agencies and
IFIs. Should be given task of
implementing the training programmes
identified as Level 1-3 options with
support from an external organisation.

Delivery Options/Training Programmes
Intervention Level 1:

Intervention Level 2:

Mentoring Programme
and the CSSTL. It provides good onthe-job training for candidates and will
help build their profile within their
organisation, which should help them
in ascending to more senior
leadership roles.

CPD Courses
implementable within the timeframe available
to ReCAP and is likely to have a lower cost
per candidate than the post-graduate degree.
The implementation of the CPD courses
should be managed and implemented by the
CSSTL.

Considered the ‘recommended option’
for ReCAP to take forward into
Phases 2 and 3.
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Intervention Level 3:
Post-graduate degree
‘saleability’ to funding agents, all improving its
sustainability. It is a long-term option that
needs a vision beyond the ReCAP timeframe.
Ideal scenario is that it is implemented in
conjunction with the CSSTL.
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Appendix A: Exemplar Text for ‘Education Agreement Letter Template’
<<INSERT APPROPRIATE ADDRESS & LOGO DETAILS>>

TRAINING AGREEMENT: TRANSPORT SECTOR LEADERSHIP DEVELOPMENT
PROGRAMME (TSLDP)

Congratulations for achieving a place on the Transport Sector Leadership Development Programme.
Further to our recent discussions, ReCAP are pleased to confirm the terms and conditions for the
payment of this course.
Subject to your continuing employment, for the duration of the course, ReCAP will pay for the cost of
the course fees, up to <<INSERT AMOUNT>>. Invoices will be paid for directly by ReCAP.
As required by the course, <<INSERT EMPLOYER NAME>> commit to releasing you for the days
required to do the course totalling _________ days/weeks per year. Your normal working week will
remain as XX hours with the normal days of work being Monday through to Friday inclusive. However,
on the days you are at University you are to book your time to training job code _______________.
During the period of your studies you have been assigned <<INSERT MENTOR NAME>>, who will act
as your Mentor. <<INSERT MENTOR NAME>> role is to guide and advise you during your studies and
in relation to your future career and is committed to making themselves available to meet with you
to discuss your progress on at least a monthly basis.
I know that you appreciate the extent of this commitment by <<INSERT EMPLOYER NAME>> and
ReCAP and that it is our wish to see you continue to develop a successful career with <<INSERT
EMPLOYER NAME>>.
ReCAP make this offer conditional and are seeking your agreement to repay some or all of the fees
should you fail to complete, or be dismissed by your employer for reasons other than redundancy,
during or up to two years upon completion of this course.
Repayment will be on the following basis:
•
•
•

If you are dismissed by your employer for disciplinary reasons before successful completion of the
course, you will repay 100% of the costs.
Should you fail to complete the course, you may be required to repay all of the fees paid up to
date by ReCAP.
If you fail to adequately attend the course as deemed necessary by the Institution, you may be
required to repay monies to ReCAP relating to your non-attendance.

We are supportive of your ambition to complete this Programme and believe that the above
arrangement provides a mechanism for helping to reduce financial pressure on you whilst protecting
ReCAP’s interests.
Please keep us informed and up to date on your progress in your professional development by sending
through copies of your results and record of attendance. Please also notify us of any changes to your
circumstances.
ReCAP hope this letter serves to clarify the terms and conditions of their sponsorship and would ask
you to sign and return the enclosed copy, signifying your agreement.
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It only remains for ReCAP to wish you all the very best for your studies.
Yours sincerely
for and on behalf of ReCAP:

For an on behalf of <<INSERT EMPLOYER NAME>>:

Date:___________

Date:___________

<<NAME>>

<<NAME>>

<<JOB TITLE>>

<<JOB TITLE>>

I accept the terms and conditions of this agreement:

Date:___________
<<CANDIDATE NAME>>
<<JOB TITLE>>
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Appendix B: Costing Breakdown
UK University Fees for International Students on Combined Courses (i.e. classroom and lab teaching)

PGT Overseas
Institution
Anglia Ruskin
Arts University
Bournemouth
Aston
Bath
Bath Spa
Bedfordshire
Birkbeck
Birmingham
Birmingham
City
Bishop
Grosseteste
Bolton
Bournemouth

Range Split for Analysis

Country Split

*Mixed £
11,900–12,400

Min
11,900

Max
12,400

UK Region
England

15,000–18,000

15,000

18,000

England

15,650

15,650

15,650

England

–

–

England

13,500

13,500

England

–

–

England

14,450–17,950

14,450

17,950

England

17,820

17,820

17,820

England

–

–

–

England

–

–

–

England

11,250

11,250

11,250

England

13,000–15,000

13,000

15,000

England

–
13,500
–

Bradford

–

–

–

England

Brighton

–

–

–

England

Bristol

–

–

–

England

Brunel

15,750

15,750

15,750

England

Buckingham

16,650

16,650

16,650

England

Bucks New

–

–

–

England

Cambridge
Canterbury
Christ Church
Central
Lancashire
Chester

–

–

–

England

11,500

11,500

11,500

England

12,450

12,450

12,450

England

11,850

11,850

11,850

England

–

–

England

16,000

19,000

England

–

–

–

England

–

–

–

England

12,656

12,656

12,656

England

Cumbria

12,000

12,000

12,000

England

De Montfort

12,600

12,600

12,600

England

Derby

12,240

12,240

12,240

England

Durham

16,500

16,500

16,500

England

East Anglia

14,800

14,800

14,800

England

Chichester
City, University
of London
Conservatoire
for Dance and
Drama
Courtauld
Institute of Art
Coventry

–
16,000–19,000
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PGT Overseas
Institution
East London

Range Split for Analysis

*Mixed £
12,480

Country Split

Min
12,480

Max
12,480

UK Region
England

Edge Hill

–

–

–

England

Essex

–

–

–

England

20,000

20,000

England

–

–

England

13,500

13,500

13,500

England

Goldsmiths

15,610

15,610

15,610

England

Greenwich
Guildhall
School of Music
and Drama
Harper Adams

12,500

12,500

12,500

England

–

–

–

England

Exeter
Falmouth
Gloucestershir
e

20,000
–

–

–

–

England

Hertfordshire

–

–

–

England

Huddersfield

–

–

–

England

Hull
Imperial
College London
Keele

–

–

–

England

–

–

–

England

13,350

14,450

England

–

–

–

England

–

–

–

England

12,800

14,900

England

–

–

England

17,750

17,750

17,750

England

10,500–13,500

10,500

13,500

England

–

–

–

England

–

–

–

England

Kent
King's College
London
Kingston
Lancaster
Leeds
Leeds Beckett
Leeds College
of Art
Leeds Trinity

13,350–14,450

12,800–14,900
–

Leicester

15,290

15,290

15,290

England

Lincoln

13,200

13,200

13,200

England

13,950–15,900

13,950

15,900

England

–

–

England

12,660

12,660

12,660

England

12,150

12,150

12,150

England

–

–

England

12,500

12,500

England

–

–

England

21,000

21,000

England

–

–

England

Liverpool
Liverpool
Hope
Liverpool John
Moores
London
Metropolitan
London School
of Economics
London South
Bank
Loughborough
Manchester
Manchester
Metropolitan

–

–
12,500
–
21,000
–
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PGT Overseas
Institution
Middlesex

*Mixed £
12,500–16,000

Newcastle

Range Split for Analysis

Country Split

Min
12,500

Max
16,000

UK Region
England

–

–

–

England

Newman

–

–

–

England

Northampton

–

–

–

England

Northumbria
Norwich
University of the
Arts
Nottingham
Nottingham
Trent
Oxford
Oxford
Brookes
Plymouth
Plymouth
Marjon
Portsmouth

–

–

–

England

13,000

13,000

13,000

England

15,885

15,885

15,885

England

12,900

12,900

12,900

England

19,791

19,791

19,791

England

12,890–14,800

12,890

14,800

England

–

–

–

England

–

–

–

England

13,300

13,300

England

13,300

Queen Mary

–

–

–

England

Ravensbourne

–

–

–

England

Reading
Roehampton
Royal
Academy of
Music
Royal
Agricultural
University
Royal Central
School of Speech
and Drama
Royal College
of Music
Royal
Holloway
Royal
Northern College
of Music
Royal
Veterinary
College
Salford
Sheffield
Sheffield
Hallam
SOAS
University of
London

–

–

–

England

13,520

13,520

England

–

–

England

11,550

12,000

England

–

–

–

England

–

–

–

England

15,800

15,800

England

–

–

England

19,200–21,500

19,200

21,500

England

12,300–13,500

12,300

13,500

England

18,000–19,500

18,000

19,500

England

13,250–14,750

13,250

14,750

England

–

–

England

13,520
–

11,550–12,000

15,800
–

–
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PGT Overseas
Institution
Southampton
Southampton
Solent
St George's,
University of
London
St Mary's

Range Split for Analysis
–

–

11,500–12,500

11,500

12,500

England

8,550–13,200

8,550

13,200

England

–

–

England

12,300

12,300

England

–

–

England

11,500

11,500

11,500

England

Surrey

16,000–18000

16,000

Sussex

15,100–18,750

15,100

18,750

England

10,950

10,950

10,950

England

–

–

–

England

–

–

–

England

–

–

–

England

17,920

25,720

England

–

–

–

England

West London
West of
England, Bristol
Westminster

–

–

–

England

–

–

–

England

–

–

–

England

Winchester

–

–

–

England

–

–

–

England

12,000

12,000

England

–

–

England

10,000

10,000

10,000

19,000

19,000

19,000

13,240

13,240

13,240

Suffolk
Sunderland

Teesside
Trinity Laban
Conservatoire of
Music and Dance
University
College London
University for
the Creative Arts
University of
the Arts London
Warwick

Worcester
Writtle
University
College
York
York St John
Queen's,
Belfast

Min

–
12,300
–

17,920–25,720

12,000
–

Max

Country Split
UK Region
England

Staffordshire

*Mixed £
–

–18000

England

Aberdeen

–

–

–

England
Northern
Ireland
Northern
Ireland
Scotland

Abertay

–

–

–

Scotland

Dundee

–

–

–

Scotland

Edinburgh
Edinburgh
Napier
Glasgow
Glasgow
Caledonian

–

–

–

Scotland

–

–

–

Scotland

–

–

–

Scotland

12,600

12,600

Scotland

Ulster

12,600
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PGT Overseas
Institution
Glasgow
School of Art
Heriot-Watt
Highlands and
Islands
Queen
Margaret
Robert Gordon
Royal
Conservatoire of
Scotland
St Andrews
Stirling
Strathclyde
West of
Scotland
Aberystwyth

Range Split for Analysis

*Mixed £

Min

Max

Country Split
UK Region

–

–

–

Scotland

–

–

–

Scotland

–

–

–

Scotland

–

–

–

Scotland

12,820

12,820

Scotland

–

–

–

Scotland

–

–

–

Scotland

12,820

13,050

13,050

13,050

Scotland

12,500–19,100

12,500

19,100

Scotland

13,800

13,800

13,800

Scotland

–

–

Wales

14,300–15,300

14,300

15,300

Wales

Cardiff
Cardiff
Metropolitan
South Wales

16,750

16,750

16,750

Wales

12,500

12,500

12,500

Wales

–

–

Wales

Swansea
University of
Wales Trinity
Saint David
Wrexham
Glyndŵr

13,700

13,700

13,700

Wales

–

–

–

Wales

–

–

–

Wales

Bangor

–

–

Maximum:

£

21,000

£

25,720

Minimum:

£

8,550

£

10,000

Average:

£

13,955

£

14,743

Median:

£

13,200

£

13,510

85th %ile:

£

16,575

£

17,983

Overall Range:

£

8,550

£

25,720

Estimated Avg. Cost of 2
Yr. TSLDP MSc in UK:
Estimated Upper Range
Cost for 2 Yr. TSLDP MSc in
UK:
Estimated Lower Range
Cost for 2 Yr. TSLDP MSc in
UK:
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29,500

£

51,500

£

20,000
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South African Course Fees Used in Analysis
Fees in (GBP)
Institution
SUN - USB
SUN - EBE
UCT - GSB
UCT - EBE (via CPD Office)
UCT - Standard Civil FT
UCT – CfTS Executive Offering
UP - University of Pretoria
UKZN - University of KwaZulu Natal
WU - Wits University
UJ - University of Johannesburg
RSA Average

Country
RSA
RSA
RSA
RSA
RSA
RSA
RSA
RSA
RSA
RSA
RSA

Degree
(min)
18,950
6,000
36,000
14234.53
8000.00
22775.24
6000
7050
7650
5000
13,342

Degree
(max)
19,550

8900

Average
per credit
105.28
33.33
100.00
79.08
44.44
126.53
33.33
39.17
42.50
27.78
74.12

Delivery Cost at CSSTL (based on South African Rates, but considered £4k per module considered
reasonable for UK too at this stage)
Costs per Course
Salaries
Per Diem (Ethiopia)
Accommodation
Flight

Daily

Days

8000
1567.5
1500

10
10
10
Sum per Trip
4.5 courses per annum
Cost per students (/10)

80

Total (RSA) Total (GBP)
80000 £
4,320
15675 £
846
15000 £
810
10000 £
540
120675 £
7,000
543037.5 £
29,500
54303.75 £
3,000
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Abstract
The Transport Sector Leadership Development Programme (TSLDP) is being created to
develop the technical and managerial capacity of mid-career African transportation
professionals and assist them to effectively deliver Africa’s transportation infrastructure. This
Personnel Sub-Consultancy Report, forms an appendix to the Draft Phase 1 Report
(deliverable 5) on the project and is intended to provide a summary of the options and
mechanisms for accessing and assessing candidates for the future TSLDP.

Key words
Transport Sector Leadership Development Programme, capacity building, training, leadership,
transport infrastructure, gender balance.

RESEARCH FOR COMMUNITY ACCESS PARTNERSHIP (ReCAP)
Safe and sustainable transport for rural communities
ReCAP is a research programme, funded by UK Aid, with the aim of promoting
safe and sustainable transport for rural communities in Africa and Asia. ReCAP
comprises the Africa Community Access Partnership (AfCAP) and the Asia
Community Access Partnership (AsCAP). These partnerships support knowledge
sharing between participating countries in order to enhance the uptake of low
cost, proven solutions for rural access that maximise the use of local resources.
The ReCAP programme is managed by Cardno Emerging Markets (UK) Ltd.
See www.afcap.org
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Executive Summary
The transport industry in Sub-Saharan African currently faces a growing challenge to tackle
connectivity issues and facilitate the efficient movement of goods, services and people, at a local and
national level. In order to tackle this problem, the Transport Sector Leadership Development
Programme (TSLDP), under the leadership of ReCAP, recommended introducing a transport leadership
programme that would develop professionals with the skills to fill this gap on the continent.
This report has discussed a selection of available mechanisms for sourcing, assessing and enrolling
candidates on the TSLDP – as outlined below. Furthermore, it provides some typical costs for these
processes to give an indication of the budgets that will need to be made available.
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Advertising Options
The following mechanisms were identified for advertising TSLDP to potential candidates:
• Email circulars;
• Social media campaign;
• Marketing video (would work in tandem with social media);
• Newspaper advertisements, and;
• Industry magazine advertisements.
Newspaper advertisements are expensive and are likely to have limited impact as they are more
‘broad brush’ and do not specifically capture the target audience. The marketing video is an option
that could be developed in tandem with a social media campaign, but is likely to be a ‘nice to have’
rather than a ‘need to have’, depending on budgetary constraints.
Therefore, the most cost-effective means of reaching that target audience is Option A, which involves
advertising the programme through email circulars, social media and industry-specific magazine
advertisements.
Furthermore, regardless of the Option chosen, all advertising and social media posts should carry a
message indicating that ‘female transport professionals are encouraged to apply’. This is an important
part of the gender balance strategy to capture high numbers of female candidates.
Table 1-1: Financial Options for Advertising to Access Candidates
Costs in Year 1
Advertising Tool

Subsequent Annual
Advertising Cost+

Option A

Option B

Option B

(Do Minimum)

(Do Something)

(Do Maximum)

Branding
Campaign*

£6,300

£6,300

£6,300

-

Workshop*

-

-

£5,000

-

Marketing Video*

-

£10,700

£10,700

-

Social Media^

£11,350

£11,350

£11,350

£11,350

Newspaper
Adverts

-

£29,450

£49,900

(Half Page Ads)

(Full Page Ads)

Magazine Adverts

£1,500

£1,500

£2,400

£500

Total

£19,150

£59,300

£85,650

£11,850

-

* One-off cost at the start of the programme. Should not reoccur until marketing materials require updating as materials
should be reusable year-on-year.
^ The social media campaign and email circulars could be run by the Centre for Sub-Saharan Transport Leadership (CSSTL), if
this option is taken forward to the next phase. This would mitigate the annual running cost substantially, primarily just
leaving the magazine advertising costs.

Candidate Selection
Applications will need to be made to a processing body, which will likely be the managing agent or
University that will run the programme. As discussed in the Draft Final Report, one option being put
forward for consideration is the creation of a Centre for Sub-Saharan Transport Leadership (CSSTL).
Part of their role could be to take on the candidate selection/assessment processes involved in
enrolling candidates onto the TSLDP programme. This could help mitigate many of the costs indicated
in the tables below.
The proposed assessment process begins with an initial categorisation and screening to eliminate
applicants who do not meet the minimum criteria. The remaining candidates who meet the minimum
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entry criteria will undergo a number of assessment procedures, outlined below and culminating in a
character profile and candidate score. The highest scoring candidates will be offered a place on TSLDP:
•

•
•

Background Checking: for this assessment, each candidate will have to provide a Police Clearance
Certificate (PCC) from their country of origin and any other country they have resided in for over
six months. Additionally, qualification and reference checks will be performed.
Scoring Matrix: candidates will be assessed against various criteria that includes education,
experience and motivation for being involved in the programme.
All candidates who come through the categorisation, scoring matrix and background check will be
required to attend an interview to confirm their suitability for the programme. This is also
assessed and forms part of the final result in the scoring matrix, attracting the highest marking out
of all the criteria.

Gender Balance
Since the Stakeholder Workshop, the educational requirements have been amended to help make the
programme more advantageous towards female participation. Previously, the relevant qualifications
were engineering and transport orientated. However, these are often male dominated professions
and keeping this criterion naturally makes female qualification for the programme more difficult.
Therefore, the relevant degrees have been widened to include environmental sciences and
geography, as they are also relevant to the industry and tend to have higher levels of female
participation.
It is proposed that this, combined with ensuring advertisements specifically target female candidates,
should help garner female applicants to the process. Beyond this point, candidates should be scored
assessed equally based on their experience. However, positive discrimination may be needed and a
certain number or percentage of places allocated to female candidates.
At this point, there may be a division where the top scoring female candidates take the female slots,
whilst the top scoring male candidates make up the remainder of the slots. By adopting this strategy,
it should be possible to ensure high numbers of suitable qualified female candidates apply, make it
through the assessment and are then awarded places on the programme.
An exact number of female places on the programme is not defined at this stage. It is likely that aiming
for a minimum female participation level of about 30% would not be unreasonable (accepting that
ideally there would be a 50/50 split), but this will need further exploration in Phase 2 and may warrant
input from any IFI that funds the programme.

Costs of Candidate Selection
A costing summary is provided below for the candidate assessment phase of the candidate selection,
and where final candidate scoring would be carried out by a lead academic from the host institution(s).
With the specific nature of the course content and sectoral audience, the most efficient results will be
gained through careful targeting of institutional stakeholders at the stage of accessing candidates. It
is recommended that the Options below be explored in greater detail and elaborated upon in Phase 2,
depending on the preferred choices of ReCAP moving forward.
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Table 1-2: Cost of Candidate Selection Process
Personnel

Activities

Option A

Option B

Option C
Candidate Selection
undertaken by
CSSTL.

Administration
Staff

• Initial Screening

£600

£600

Recruitment
Agency

• Full Assessment

-

16% of fees for 22
students admitted
into the programme

£600

£600+ 16% of
£21,000 estimated
fees for 22 students
admitted into the
programme =
estimated £74,520

• Profiling
• Background
Checks

Total:

Costs absorbed as
part of CSSTL
running cost.

Recommendations
This report has discussed the options available to ReCAP when it comes to advertising the programme
to attract candidates, the assessment criteria that should be applied and the associated costs involved
with this. Based on this, the following recommendations can be made:
•
•
•
•
•

•

•

Numerous advertising tools are available to promote TSLDP, with a variety of costs and efficiency
at reaching the target audience.
Some costs will be one-off (or periodic), such as any branding or promotional materials that may
be required at the outset, but which can be reused each year.
Other costs will be annual, such as email circulars and social media campaigns which will be useful
to inform potential candidates that the application process will be opening shortly.
Much of the candidate selection process could be undertaken by staff at the Centre for SubSaharan Transport Leadership (CSSTL), if this option is taken forward to the next stage.
Recommendations in the Draft Final Report indicate this would be the ideal means of taking the
project forward and having a permanent centre with the aim of promoting, developing and
implementing this programme.
Positive discrimination can take place at this point (i.e. once qualified applicants have been
identified) in the process, whereby a certain number of places are assigned to suitably qualified
female participants.
A definitive figure has not been provided at this stage, as it will likely need discussion with other
stakeholders, such as any IFI who may ultimately fund the programme, so it aligns with their
priorities too.
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1

Introduction
1.1

Background

Transport infrastructure is a vital driver of national economic development, facilitating the movement
of goods, services and people both nationally and internationally. However, as highlighted by the
World Bank1, Africa remains the least connected region in the world.
Decision makers, professional service providers and contractors across sub-Saharan Africa face the
growing challenge of reducing this connectivity deficit on a local, national and international scale.
These challenges require innovative, motivated and technically capable leaders who can effectively
manage and deliver infrastructure projects within this environment.
Industry leaders understand the broader picture when it comes to co-ordinating the concept,
planning, design and construction of infrastructure projects. However, it is being observed that often
this technical and managerial capacity is lacking, particularly when it comes to experience and the
ability to deliver large and complex projects.
The Association of Southern Africa National Road Authorities (ASANRA) originally conceived this
project. ASANRA recognised the leadership issues within the industry and promoted this project as a
means of developing professionals within the sector. In addition, upon recommendation of the African
Community Access Programme (AfCAP), the concept was amongst others expanded to increase focus
on transport services rather than just focussing on infrastructure.
These concerns were bought on board for the development of the Transport Sector Leadership
Development Programme (TSLDP) under the leadership of ReCAP. It is expected that the programme
will encompass both transport infrastructure and transport services and should be deliverable across
sub-Saharan Africa.

1.2

Aim & Structure

The aim of the TSLDP is to provide a sustainable leadership development educational programme that
can be expanded into the whole of sub-Saharan Africa. The project will be implemented in three
phases with the first phase involving a review of options, development of appropriate programmes
and preparation of an implementation plan, including a candidate selection procedure and budget.
This report will provide a summary of the mechanisms, budgets and options for accessing and
selecting candidates for the future TSLDP.

1.3

Overview

Chapter 2 describes the mechanisms by which potential course candidates will be accessed and
selected, with an indicative timeline provided for these processes. In Chapter 3, a preliminary budget
is provided for these components. In Chapter 4, a brief commentary is provided on the requirements
for candidate enrolment, and a summary of the report and indicative budgetary options is provided
in Chapter 5.

1

Ali et al, 2015, Highways to Success or Byways to Waste, World Bank Group.
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2

Advertising to Candidates

This section describes the proposed recruitment processes and marketing tools that are available, in
addition to their associated costs. This is critical to raise awareness of the programme across SSA and
garner the necessary support and applications from candidates for the programme to be successful –
and self-sustaining in the long-term. However, the TSLDP does not need to employ all of these
marketing tools and it is likely that the final decision on marketing will be determined by the funding
that is available to pay for it.
Furthermore, regardless of the advertising tool chosen, all advertising and social media posts should
carry a message indicating that ‘female transport professionals are encouraged to apply’. This is an
important part of the gender balance strategy to capture high numbers of female candidates.

2.1

Process

The recruitment process is divided into two parts, which involves advertising to candidates (i.e.
accessing) and selection of candidates from those who apply (i.e. assessing), as illustrated below:
Figure 2-1: Recruitment process for candidate selection
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The first part of the process involves accessing the candidates using various media platforms that can
include university websites, engineering board’s websites / articles and printed media. By doing this,
the process will ensure that candidates from both, rural and urban areas, are provided an equal
opportunity to be part of the programme.
Candidates that respond to the advertisement and apply to the programme are then grouped into
three categories – A, B and C depending on their qualifications and experience, as summarised in
Table 2-1 below. Candidates who fall into Categories A and B will be taken forward to the next stage,
whilst candidates in Category C will not proceed past this point in the selection process.
Table 2-1: Candidate assessment categories
Category A

Category B

Category C

(Primary Candidates)

(Secondary Candidates)

(Not Suitable)

• Relevant Bachelors or Masters
Degree in civil eng. or transport
related field.
• ≥10 years relevant experience.

• Relevant Bachelors or Masters
Degree in civil eng. or transport
related field.
• 5 -10 years relevant experience.

• Irrelevant qualifications.
• <5 years relevant
experience.

Exceptions:
• 5-10 years experience but
demonstrable high-flier candidate
– e.g. won awards, industry
recognised etc.

Exceptions:
• <5 years experience but
demonstrable ‘high-flier’ potential
seen in CV or portfolio. Could be
accepted depending on availability
of places.

Candidates who successfully proceed through the categorisation above can then be assessed using
Activity-Based Assessment and Confirmation (ABAC) questionnaire, Dominance, Influence, Steadiness
and Compliance (DISC) profiling, a scoring matrix assessment and interview to help select the best
candidates for the final cohort, which would then be enrolled on the programme. These are explained
further in Section 3.

2.2

Accessing Candidates

Advertising and raising awareness of the programme is a key part of capturing suitable candidates.
The form(s) of advertising selected will be determined by which conveys the message to the target
audience most efficiently/cost-effectively, can reach across SSA and, of course, fit within the available
budget. A selection of marketing tools and organisations through which the target audience can be
reached is provided below. Typical costing for these advertising tools then follows in the subsequent
section.

2.2.1 Target Audience
Before defining the advertising tools, is important to understand the audience that is being targeted
by this programme. As can be seen below, the target audience is multi-disciplinary and crosses the
public and private sectors. It is mid-career transport professionals who are the future leaders of the
African transport industry. This includes disciplines such as:
•
•
•
•
•
•

Political leaders with transport portfolios
Highway agency staff
Contractors, design consultants, engineers & project managers
Materials laboratory technicians
Public transport / mass transit operators
Road authorities

12
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•
•
•
•

Transport research institutes
University researchers and professors
Engineering services professionals
Transport planners and transport services professionals

2.2.2 Target Countries and Partner Institutions
AfCAP works with 12 partner countries in sub-Saharan Africa namely: DRC, Ethiopia, Ghana, Kenya,
Liberia, Malawi, Mozambique, Sierra Leone, South Sudan, Tanzania, Uganda. Within these countries
AfCAP work with partner institutions and ministries.2
These partners will be a key contributor of candidates to the TSLDP programme, particularly in its
initial ‘pilot’ stage. They will also be a means of disseminating information about the programme.
Subsequent phases of the TSLDP will aim to reach a wider audience across SSA, including countries
which are not ReCAP partners, however, the methods of targeting road authorities and ministries will
remain the same.
Table 2-2: AfCAP partner countries and institutions
AfCAP Partner Country

Partner Institution(s)

Congo, Democratic Republic

Ministry of Regional Development, Urbanism, Habitat, Infrastructure, Public Works and
Reconstruction (MATUHITPR), through Cellule Infrastructures

Ethiopia

Ethiopia Roads Authority (ERA)

Ghana

Ministry of Roads and Highways

Kenya

Kenya Rural Roads Authority (KeRRA)
Ministry of Transport and Infrastructure (MOTI), Materials Testing & Research
Department (MTRD)

Liberia

Ministry of Public Works

Malawi

Roads Authority (RA)

Mozambique

National Administration of Roads (ANE)

Sierra Leone

Sierra Leone Roads Authority (SLRA)

South Sudan

Ministry of Transport & Roads and Bridges (MTRB)

Tanzania

President's Office – Regional Administration and Local Government (PO-RALG)

Uganda

Uganda National Roads Authority (UNRA)

Zambia

Road Development Agency (RDA)

In addition to advertising and attracting candidates through the public bodies, professional institutions
within each of the African countries (e.g. Ghana Institution of Engineers) and regional institutions,
such as the International Roads Federation (IRF), should also be used. These will be necessary to reach
out to candidates within the private sector.

2

See more about AfCAP at http://research4cap.org/SitePages/AFCAP.aspx
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2.2.3 Multimedia Marketing
2.2.3.1 E-mail Circulars
Direct communications with the above known stakeholder networks in ReCAP member countries, and
additional networks outlined in this project under the parallel Stakeholder Workshop Report would
provide a focussed, cost-effective, and high impact means of accessing candidates. E-mail circulars
would periodically be rolled out to key industry actors by subscription.
Additionally, programme adverts should be posted on online scholarship platforms which will
furthermore market the programme through their own email circulars. Notable online scholarship
platforms include:
•

•

•
•
•

Opportunities for Africa:
o Website: http://www.opportunitiesforafricans.com/
o Email: opportunitiesforafricans@gmail.com
Scholarships for Developing Countries:
o Website: http://www.scholars4dev.com/
o Email: impt@scholars4dev.com
Scholarships for Africa:
o Website: http://scholarshipforafrica.wordpress.com
Top Universities:
o Website: https://www.topuniversities.com;
Scholarship Positions:
o Website: http://scholarship-positions.com/

Where specific local institutions and networks do not provide a sufficient direct access to transport
sector professionals, the above direct communications can be supplemented by the following
multimedia techniques for access to additional candidates.
2.2.3.2 Branding Workshop (optional)3
Branding workshops can take the form of half or full day workshops, where key players in the target
ReCAP countries are invited to attend. The objective of these workshop is to introduce the
programme, to describe the application process, and to lay expectations as to the ideal candidates the
programme is intended for. The workshop would be required at least 6 months in advance of the
opening for applications, in order to allow sufficient time for industry actors to identify and prepare
candidates.
2.2.3.3 Marketing Video
Another addition to the branding workshop would be a marketing video that introduces the
programme, the application requirements and the potential benefits for countries and students. The
video would act as a teaser to the programme; highlight accreditations, summary of biographies of
all/some of the professors that will teach on the programme, duration and venue of programme. The
video would be posted on key social media sites including YouTube, Facebook, Twitter and LinkedIn.
2.2.3.4 Social Media
The launch of campaigns on key social media sites can be launched concurrently to market the
programme on platforms such as Facebook, Twitter, YouTube and LinkedIn, supported by core
3

Ideally the workshop must be facilitated as part of a conference. See similar workshop for The Transport Sector
Leadership Development Programmeme (TSLDP) held at the 2nd IRF Regional Congress in Windhoek 11~13 July 2017.

14

Transport Sector Leadership Development Programme

branding material such as the above marketing video. The social media sites would also be the medium
through which programme updates and relevant information is posted.
2.2.3.5 Newspapers and magazine advertisements
If required, social media campaigns and branding workshops could be supported by newspaper
marketing at the commencement of the application process commences. Typically, this would involve
quarter / half / full page adverts circulated for one week (5~7 working days). Relevant national
newspapers are listed below. However, whilst this is an option, it may not have the same impact as
more targeted advertising through email campaigns and advertising through industry magazines and
through national institutions.
Table 2-3: Leading newspapers in AfCAP partner countries
Country
Sierra
Leone
South
Sudan
South
Sudan
Zambia
Nigeria
Tanzani
a
Ghana
Uganda
DRC
Malawi
Kenya
Souther
n Africa
Ethiopia

Newspape
r
The
Standard
Times
Juba
Monitor
The Citizen
Times of
Zambia
Punch
The Citizen
Daily
Graphic
New
Vision
Le
Potential
The Nation
Daily
Nation
Southern
Times
The
Reporter

Webpage

Email

http://standardtimespress.org/

kindamadumbuya@yahoo.com

http://www.jubamonitor.com/

info@jubamonitor.com

(only available on Facebook)

thecitizen2006@yahoo.com

www.times.co.zm

advertising@times.co.zm

http://punchng.com/

moyebanjo@punchng.com

http://www.thecitizen.co.tz/

webmaster@thecitizen.co.tz

http://www.graphic.com.gh/

adverts@graphic.com.gh

http://visiongroup.co.ug/

advertising@newvision.co.ug

https://www.lepotentielonline.com/

fralukas226@gmail.com

http://www.mwnation.com/

nationonline@mwnation.com
sales_inquiries@ke.nationmedia.co
m
marketing@southerntimesafrica.co
m

http://www.nation.co.ke/
https://southernafrican.news
http://www.thereporterethiopia.co
m/
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mccreporter@yahoo.com

Telephone
+23276897169

+24918348170
3
+26021122907
6
07037680311
+25573721114
5
+23330268400
1
+25641433700
0
+24385485492
3
+265999934503
+25420328866
1
002646141580
0
+25111661618
5
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This can be further supplemented by magazine advertisements, likely to run for one day, in relevant
sectoral publications listed below.
Table 2-4: Leading industry magazines in Africa
Magazine

Webpage

Email

Telephone

Transport World
Africa

http://www.transportworldafrica.co.za

phila@3smedia.co.za

+27112332600

Focus on
Transport &
Logistics

http://www.focusontransport.co.za

bev@focusontransport.co.za

+27117821070

2.1

Typical Advertising Costs

These costings outline typical commercial rates for the differing components of the above processes
for accessing and assessing candidates, based on outsourcing to specialist firms in their field. Further
development under Phase 2 of the project may identify where cost savings can be achieved, or where
suppliers could support provision of services in-house – e.g. through the CSSTL, if that option was to
be taken forward.

2.1.1 Branding & Graphics
An indicative budget for a branding and graphics is outlined below. This is envisaged as being a oneoff cost at the outset of the programme, as materials could be re-used for a number of years before
they may require refreshing. The brand positioning and communication campaign concept
development entails a creative translation of the brand into an effective communication campaign
concept. Concept considerations might include a creative strategic translation rationale, big idea
concept and rationale, mood board for campaign look (& feel), creative elements to demonstrate
communication, tonality, personality and campaign look (& feel) and implementation touch points.
Table 2-5: Branding and graphics budget
Item

Unit

Cost

Total

Branding

1

£3,500

£3,500

Flyer Design

1

£150

£150

Design Articulations

6 Times

£350

£2,100

Photography

1

£550

£550

Total Cost

-

-

£6,300

* 1 GBP= 0.06 ZAR
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An indicative costing for a branding workshop (based on indicative prices in Cape Town) is outlined
below:
Table 2-6: Workshop budget (excl. participant flights/accommodation)
Item

Unit

Cost

Total

Comment

Setup

1

£400

£400

One off payment

DCP / Catering

30

£50

£1,500

Tea time/lunchR33 061,22

Beverage / Lunch

£5

£300

-

Venue

60
Times
1

£300

£300

Price varies depending on season

Audio Visual

1

£900

£900

Fee charged per day

Printing & Design

-

£300

£300

Transportation

-

£750

£750

R39 530,35
Includes airport shuttle transfer

Miscellaneous

-

£600

£600

Total Cost

-

-

£5,050

R22 379,24
-

* 1 GBP= 0.06 ZAR for all tables * Expected attendees: 22 delegates and 8 staff.

2.1.2 Marketing Video
An indicative costing for a 5-minute live action and animation marketing video is outlined below:
Table 2-7: Marketing video budget
Item

Unit

Cost

Total

Comment
One off payment

Storyboard

1

£350

£350

Graphic Design

1

£1,700

£1,700

1
Times
1

£1,750

£1,750

ALL elements required for movie sequence
Half-Page
Requires actor, studio and production

£2,600

£2,600

-

Acting

1

£2,300

£2,300

Requires actors and extra

Camera works

1

£2,000

£2,000

Camera, lights, actors

Total Cost

-

-

£10,700

-

Voice over
Studio works

2.1.3 Social Media (SM)
An indicative costing for a social media element is outlined below. Social Media marketing entails
setup and management of up to four pages, including and integration of follow buttons with website
(if required), along with research, strategy, copywriting, design and posting 3-4 times per week on
different social media platforms. The costs provided in the table below are annual.
Table 2-8: Social media budget
Item
SM Setup
SM Management
Promoted media
Total Cost

Unit
1
12
-

Cost
£450
£450
-

Total
£450
£5,400
£5,500
£11,350

Comment
Facebook, Twitter, LinkedIn, Instagram
3 - 4 posts per week
1 Facebook / LinkedIn promoted post per week
Annual Cost
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2.1.4 Newspaper Adverts
Typical rates for newspaper advertising are outlined below. Effective campaigns will require the
advertisement running for a significant length of time (e.g. 12 weeks), with significant cost
implications.
Table 2-9: Newspaper advert budget
Country

Newspaper

Print

Print run

Full colour
Full Page

Half-Page

Sierra Leone

The Standard Times

8,000

5 days

£2,550

£1,900

South Sudan

Juba Monitor

25,000

Mon & Thurs

£10,400

£5,300

Zambia

Times of Zambia

25,000

7 days

£3,300

£1,600

Nigeria

Punch

85,000

7 days

£4,000

£2,300

Tanzania

The Citizen

35,000

7 days

£1,650

£1,050

Ghana

Daily Graphic

140,000

7 days

£1,950

£1,300

Uganda

New Vision

28,400

7 days

£3,200

£1,800

DRC

Le Potential

12,000

5 days

£7,300

£4,500

Malawi

The Nation

16,000

5 days

£4,050

£2,750

Kenya

Daily Nation

200,000

Sat-Sun-Thurs

£7,900

£4,100

Ethiopia

The Reporter

Total Cost

Per week

5 days

£3,650

£2,850

£49,900

£29,450

Typical rates for advertisement in industry magazines are outlined below.
Table 2-10: Industry magazine budget
Magazine

Print

Newspaper
Transport World Africa

Quarterly

Focus on Transport & Logistics

Quarterly

Total Cost

Per quarter

2.2

Print run

Full colour
Half-page

Quarter-page

1 day

£900

£500

1 day

£1,500

£1,000

£2,400

£1,500

Summary and Recommendations

The typical costing for a selection of options is shown in Table 2-11 below. The costing has been subdivided into what would be required at the outset of the programme and then the requirements for
subsequent years. The reason for this is because once marketing materials have been developed, such
as videos or branding, these can be reused on an annual basis. The only time the cost would be
incurred again is when it is felt these materials would require updating.
Therefore, the initial start-up cost options (i.e. Options A-C) includes variants on the development of
branding and various marketing tools, in addition to the dissemination through advertisements and
social media. Depending on the volume of marketing material that is wanted and the available budget,
the costs for this range from approximately £20 - £85k.
The ongoing cost refers to the time taken to undertake social media and email campaigns, in addition
to advertising in industry specific magazines. This is expected to cost in the region of £12k per year,
but this cost could be reduced if the social media and email marketing was undertaken by the Centre
for Sub-Saharan Transport Leadership that has been proposed in the Draft Final Report.
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Table 2-11: Costing for various combinations of advertising options
Costs in Year 1
Advertising Tool

Subsequent Annual
Advertising Cost+

Option A

Option B

Option B

(Do Minimum)

(Do Something)

(Do Maximum)

Branding
Campaign*

£6,300

£6,300

£6,300

-

Workshop*

-

-

£5,000

-

Marketing Video*

-

£10,700

£10,700

-

Social Media^

£11,350

£11,350

£11,350

£11,350

Newspaper
Adverts

-

£29,450

£49,900

(Half Page Ads)

(Full Page Ads)

Magazine Adverts

£1,500

£1,500

£2,400

£500

Total

£19,150

£59,300

£85,650

£11,850

-

* One-off cost at the start of the programme. Should not reoccur until marketing materials require updating as materials
should be reusable year-on-year.
+

Anticipated annual cost until such time marketing materials, such as videos or branding, are considered to require updating.
At this point, the costs will revert to a value similar to Option A, B or C, depending on the approach taken.
^ The social media campaign and email circulars could be run by the Centre for Sub-Saharan Transport Leadership, if this
option is taken forward to the next phase. This would mitigate the annual running cost substantially, primarily just leaving
the magazine advertising costs.
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3

Candidate Selection
3.1

Overview

As discussed at the Stakeholder Workshop and with ReCAP, the application process is designed to
ensure candidates demonstrate motivation for participation in the course. Completion of the TSLDP
will not be an easy process and will require time and effort from the candidate to balance course
requirements (e.g. time at University and time at home doing coursework) with their work and
personal lives.
It is important that candidates realise this before committing to the programme, but it is also
important that funding, that will be spent by ReCAP or other partners in future, is not spent on
candidates who do not intend to take the course seriously or who the operators believe do not have
a reasonable chance of completing it successfully.
For this reason, the following criteria need to be considered for submission with the advertised
application process:
1. Motivation Letter, portfolio with examples of work and CV is required from the candidate;
2. Letter of Nomination from their Employer to participate and confirmation that study leave
will be granted. The letter should demonstrate their value to the business and their potential
to become future leaders;
3. Agreement (refer to Appendix 2) that fees are repaid by the candidate in the event they fail
the programme or are required to take repeats – note: these agreements are good to get
candidates focussed on succeeding, but can be difficult to enforce when required.

3.2

Gender Balance

Since the Stakeholder Workshop, the educational requirements have been amended to help make the
programme more advantageous towards female participation. Previously, the relevant qualifications
were engineering and transport orientated. However, these are often male dominated professions
and keeping this criterion naturally makes female qualification for the programme more difficult.
Therefore, the relevant degrees have been widened to include environmental sciences and
geography, as they are also relevant to the industry and tend to have higher levels of female
participation.
It is proposed that this, combined with ensuring advertisements specifically target female candidates,
should help garner female applicants to the process. Beyond this point, candidates should be scored
assessed equally based on their experience. However, positive discrimination may be needed and a
certain number or percentage of places allocated to female candidates.
At this point, there may be a division where the top scoring female candidates take the female slots,
whilst the top scoring male candidates make up the remainder of the slots. By adopting this strategy,
it should be possible to ensure high numbers of suitable qualified female candidates apply, make it
through the assessment and are then awarded places on the programme.
An exact number of female places on the programme is not defined at this stage. It is likely that aiming
for a minimum female participation level of about 30% would not be unreasonable (accepting that
ideally there would be a 50/50 split), but this will need further exploration in Phase 2 and may warrant
input from any IFI that funds the programme.
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3.3

Initial Shortlisting

Once these applications are received through the strategies outlined in Section 2.2, assessment will
begin by grouping the candidates into 3 categories based on experience and qualifications, as defined
by Table 3-1 below.
Table 3-1: Candidate Categories based on Education and Experience
Category A

Category B

Category C

(Primary Candidates)

(Secondary Candidates)

(Not Suitable)

• Relevant Bachelors or Masters
Degree in civil eng., transport,
environmental science or
geography related field.
• ≥10 years relevant experience.

• Relevant Bachelors or Masters
Degree in civil eng., transport,
environmental science or geography
related field.
• 5 -10 years relevant experience.

• Irrelevant qualifications.
• <5 years relevant
experience.

Exceptions:
• 5-10 years experience but
demonstrable high-flier candidate
– e.g. won awards, industry
recognised etc.

Exceptions:
• <5 years experience but
demonstrable ‘high-flier’ potential
seen in CV or portfolio. Could be
accepted depending on availability
of places.

Category A is focussed on recruiting the experienced and ‘high-flier’ candidates that are most likely to
be the future transport leaders. These candidates will proceed directly to the next stage of the
selection process.
Category B is focussed on candidates with an educational background that provides knowledge on the
transportation or business administration field, but whose experience is less than 10 years. These
candidates may need a further review by the selection committee, depending on the number of
applicants, to determine whether they should be taken forward to the next stage of the process.
Category C candidates do not possess the necessary qualifications and/or level of experience and are
therefore eliminated from further consideration at this stage.

3.4

Cohort Selection

Qualifying candidates will undergo an assessment procedure as shown below:
a) Scoring: a scoring matrix has been developed (see Table 3-2), aimed at grading the candidates
based on various criteria. The criteria can be grouped into four main components:
•

Education and Experience: As previously mentioned, this criterion ensures that students
have the necessary base level education and language requirements to participate on the
course. The score has also supplemented an experience requirement to capture the
professional this programme aims to develop. Although this check should have been
performed initially when clustering category A, B and C candidates, the matrix quantifies
their education and experience so that candidates can be ranked accordingly.
Two criteria are considered under this component:
o

A recognised degree level qualification in a relevant discipline.

o

English Language: IELTS score of 6.5 or more
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•

o

It was noted at the Stakeholder Workshop that the English language should not
be a barrier and that TSLDP should look at delivery in other languages, given for
example, French and Portuguese are also spoken on the continent.

o

It is anticipated that TSLDP would first be setup in English before then being
translated into French and/or other languages where appropriate and if
demand for the programme in other languages exists. Once this occurs, the
language scoring mechanism will change to French (or other) to reflect this.

Motivation: Candidates need to demonstrate motivation in wanting to participate in the
course. This will ensure that funding is spent on candidates who are committed to the
programme by taking time from their personal and work lives and (or) have a chance at
completing the course successfully. Four criteria are considered under this component:
o

Candidates has to undergo a fit-for-purpose interview so that the selectors can
determine the best candidates within a cohort. If budget permits, candidates fly in to
three regions where representatives will undertake face-to-face interviews.

o

A motivation letter, portfolio and resume is required from the candidate.

o

An approval letter from their Employer to take part in the course and a confirmation
that a study leave will be granted. The letter must also serve as a reference from their
employer stating their role in the company and potential to become future leaders.

o

An education contract may require candidates to reimburse fees in the event he / she
fails the programme and / or that repeats will not be paid for.

•

Gender Balance: The matrix developed at this stage does not incorporate this component
into its scoring. However, depending on the detailed strategy established under Stage 2 of
the project, it is possible to apply weightings, to ensure an increased female intake to
address the current imbalance in sectoral management and leadership.

•

Balance of candidates from Public/Private Sector: Similarly, the matrix developed at this
stage does not incorporate this component into its scoring. However, depending on the
detailed strategy established under Stage 2 of the project, it is possible to apply weightings.
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Table 3-2: Scoring Matrix for Candidate Selection
No. Selection
Criteria

Assessment Criteria
Relevant Degree ≥10 years relevant experience

1

Education Level

2

English*
Language Skills

3

Nomination
Letter from
Employer

Relevant Degree + 5-10 years relevant experience
Lacks Degree and Experience.
IELTS score of 6.5 - 7.5.
IELTS score of 7.5 - 9.0.
IELTS score of less than 6.5.

5

6

7

8

Portfolio

Contract
Agreement

Sector

5

Relevant Bachelor’s
Degree + ≥10 Years
Relevant Experience

5

IELTS Score of 6.5 - 7.5

5

Yes, shows future
potential and employer
agrees to provide study
leave etc.

5

Candidate
demonstrates potential
to be 'high flier' in
industry
(Exceptional
Candidates Only)

10

Excellent - criteria TBC

5

Good - good range of
technical content across
TSLDP spectrum, good
competence, good
presentation

4

Agrees to contract
terms i.e. repayment of
fees and / or repeat
exams etc. not being
paid for by ReCAP or
other funding agency.

5

Public Sector Employee

5

4
Ineligible
5
6
Ineligible
5

No

Ineligible

Candidate demonstrates some knowledge and ambition
but does not differentiate themselves from other
Interview Scoring candidates.
Candidate considered unsuitable for the programme.
Valid reasons must be given.

Motivation
Letter

Candidate Assessment

Yes

Candidate demonstrates potential to be 'high flier' in
industry - Exceptional Candidates Only.

4

Scoring
Criteria

10
5

Ineligible

Candidate is engaging and shows excellent knowledge
and ambition in the transport area.

7

Excellent – clearly articulates tangible benefits to career
in participating.

4

Good – identifies that there may be benefit to their
career and some interest in participating.

3

Fair – may be some benefit to the candidate in
participating. Not made very clear what candidate
wishes
Poor – to
hasgain.
not demonstrated any benefits to them or
their career in being part of the programme.

2
1

Excellent - wide range of technical content across TSLDP
spectrum, excellent competence, well presented.

5

Fair - fair range of technical content across TSLDP
spectrum, fair competence, adequately presented.

3

Good - good range of technical content across TSLDP
spectrum, good competence, good presentation.

4

Poor - poor range of technical content across TSLDP
spectrum, demonstrates poor competence, poorly
presented.

1

Agrees to contract terms i.e. repayment of fees and/or
repeat exams not being paid for
Contract terms are not applicable i.e. if the candidate is
self-funded.
Does not agree to contract terms i.e. repayment of fees
and/or repeat exams etc. not being paid for by ReCAP or
other funding agency.
Academia
International Funding Agency
Private Sector Employee
Public Sector Employee

Candidate
Score

5
5

Ineligible
3
2
4
5

Eligibility
Final Candidate Score

Eligible
44

* Feedback was received at the Stakeholder Workshop about delivery of TSLDP in languages other than English. It is
considered that the first pilot of TSLDP should be delivered in English, however, once established, work should then take
place to translate it to other languages where a needs basis may be identified – e.g. French. On this basis, English
language skills should then be altered as needed to any other language in which TSLDP will be offered in future.
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b) Background Checking: In order to perform this check, candidates will have to provide a Police
Clearance Certificate (PCC) from their country of origin and any other country they have resided
in for over six months. Candidates with clean records are also more likely to undergo an easier
visa application process. In addition to this, a qualification check and a reference check for the
candidate will be performed. The former confirms that the candidates received the degree they
are applying with and the latter ensures that the candidates have not misrepresented themselves
on their resume.
c) DISC and ABAC: These assessments can be undertaken to provide additional information on the
candidates competencies and behaviours, if this level of assessment is thought necessary. It
wouldn’t generally be carried out for candidates applying for regular Masters Degrees, however,
ReCAP and/or another IFI may feel this level of assessment is necessary to ensure money is spent
on appropriate candidates. It will, however, increase the workload and cost of candidate
selection.
ABAC is an assessment tool requiring candidates to provide actual examples of selected
competencies based on subtly formulated questions that do not necessarily reveal the
competency. It further confirms the value of these answers via a secondary process of
‘Hypothetical Referencing’. These competencies are then assessed through ‘Face to Face’
evaluations, which, in this case, will include Skype calls.
The competencies that will be assessed include:
•

Unfailing Stakeholder Relationships;

•

Delivery Excellence;

•

Applying and Expanding Knowledge;

•

Global Strategic Thinking and Entrepreneurial Activity;

•

Information Management;

•

Innovation;

•

Leadership;

•

Problem Analysis and Solution Management;

•

Project and Resource Management;

•

Tenacity and Winning over stakeholders;

Three Nice-To-Haves (NTHs) competencies will also be checked during the reference-checking
phase, these include:
•

Adjustability;

•

Meeting Effectiveness;

•

Stress Management;

A full list of these competencies and the observations made under competency is provided in
Appendix 1.
DISC Profiling: This assessment uses a questionnaire to evaluate four core personality factors:
Dominance, Influence, Steadiness and Compliance. The questionnaire generally consists of 24
questions, each having four choices. A candidate has to select two answers from these options -
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one that best represents the candidate’s behaviour and the second that least represents their
behaviour4. Each of the factors evaluated can be represented the following:
•

D= Dominance: an individual’s ability to control his / her audience by making both popular
and unpopular decisions depending on the situation. A high D score suggests that a
candidate is more likely to show more assertiveness with his / her decision.

•

I= Influence: an individual’s ability to influence a situation. This does not necessarily reflect
on whether the candidate is an introvert or extrovert. A high I score suggests that a
candidate thrives on people’s attention and is less likely to make an unpopular decision.

•

S= Steadiness: an individual’s tolerance to highly repetitive functions. A high S score
suggests that a candidate is quite resistant to change and will take time to adjust to new
situations.

•

C= Compliance: an individuals’ ability to comply with rules and regulations set by a
company or authority. A high C score suggests that an individual is ‘rule-oriented’ and is
concerned with both accuracy and structure.
d) Interview: The final set of candidates are brought to an interview to confirm their suitability –
subject to budget availability. This interview should be structured much like a job interview,
probing the candidates thoughts and views on a wide range of transport issues in addition to
evaluating their attitude and personality.
The interview should not be considered an opportunity to substantially challenge the candidates
technical ability, but rather a confirmation that the candidate possesses the correct attitude
towards participating on the programme and demonstrates a keen attitude to succeed.

3.1

Candidate Enrolment

Engagement of successful candidates on the TSLDP will be guided by the standard operating
procedures of the host institution and country, developed in detail under Phase 2 of the project.
However, there is the potential for additional requirements under TSLDP to consider employer
commitment and retention of successful candidates. An example of such an agreement with the
individual and their employers to confirm their commitment to the programme is included in
Appendix 2.

3.2

Selection Timeline

Based on the sectoral experience of the project team, and the known timeline for the TSLDP, a
preliminary timeline for accessing and assessing the candidates is provided below. The timings
outlined below include required preparation time for both the marketing and assessment teams, but
also the necessary time (covering aspects e.g. police clearance documentation and processes)
provided to candidates to gather the required documents for the application, and thus assurance of
receipt of full and complete applications.

4

Discus, 2016. DISC- The complete introduction.
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Figure 3-1: Timeline of Candidate Selection

3.3

Selection Costs

Costing options for assessment of candidates are premised on the requirement, outlined above, for a
7-week period to assess the candidates, and the estimated receipt of 100 applications. Costing
structure ranges from a “do-minimum” initial screening (Option A), to full profiling conducted by an
external recruitment agency (Option B), in addition to the candidate selection being undertaken by
the proposed Centre for Sub-Saharan Transport Leadership (CSSTL) (Option C), as summarised in the
below diagram:
Figure 3-2: Maximum and minimum costs of assessing candidates (assuming 100 applicants)
Personnel

Activities

Option A

Option B

Option C
Candidate Selection
undertaken by
CSSTL.

Administration
Staff

• Screening

£600

£600

Recruitment
Agency

• Full Assessment

-

16% of fees for 22
students admitted
into the programme

£600

£600+ 16% of
£21,000 estimated
fees for 22 students
admitted into the
programme =
estimated £74,520

• Profiling
• Background
Checks

Total:
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Costs absorbed as
part of CSSTL
running cost.
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4

Summary and Recommendations

This report has discussed the available mechanisms for sourcing, assessing and enrolling candidates
on the TSLDP. Furthermore, it has provided some typical costs for these processes to give an indication
of the budgets that will need to be made available.

4.1

Advertising Options

The following mechanisms were identified for advertising TSLDP to potential candidates:
a) Email circulars;
b) Social media campaign;
c) Marketing video (would work in tandem with social media);
d) Newspaper advertisements;
e) Industry magazine advertisements.
Newspaper advertisements are expensive and are likely to have limited impact as they are more
‘broad brush’ and do not specifically capture the target audience.
The marketing video is an option that could be developed to work in tandem with a social media
campaign, but is likely to be a ‘nice to have’ rather than a ‘need to have’, depending on budgetary
constraints.
Therefore, the recommended approach would be to advertise the programme through email circulars,
social media and industry-specific magazine advertisements. This will offer the most cost-effective
means of reaching the target audience.
Table 4-1: Financial Options for Accessing Candidates
Costs in Year 1
Advertising Tool

Subsequent Annual
Advertising Cost+

Option A

Option B

Option B

(Do Minimum)

(Do Something)

(Do Maximum)

Branding
Campaign*

£6,300

£6,300

£6,300

-

Workshop*

-

-

£5,000

-

Marketing Video*

-

£10,700

£10,700

-

Social Media^

£11,350

£11,350

£11,350

£11,350

Newspaper
Adverts

-

£29,450

£49,900

(Half Page Ads)

(Full Page Ads)

Magazine Adverts

£1,500

£1,500

£2,400

£500

Total

£19,150

£59,300

£85,650

£11,850

-

* One-off cost at the start of the programme. Should not reoccur until marketing materials require updating as materials
should be reusable year-on-year.
^ The social media campaign and email circulars could be run by the Centre for Sub-Saharan Transport Leadership, if this
option is taken forward to the next phase. This would mitigate the annual running cost substantially, primarily just leaving
the magazine advertising costs.

4.2

Candidate Selection

Applications will need to be made to a processing body, which will likely be the managing agent or
University that will run the programme. As discussed in the Draft Final Report, one option being put
forward for consideration is the implantation of a Centre for Sub-Saharan Transport Leadership. Part
of their role could be to take on the candidate selection/assessment processes involved in enrolling
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candidates onto the TSLDP programme. This could help mitigate some of the costs indicated in the
tables below.
The proposed assessment process begins with an initial categorisation and screening of candidates,
followed by a number of assessment procedures, outlined below and culminating in a character profile
and candidate score:
a) Scoring Matrix: a matrix will be used in this assessment to score candidates for various criteria
that included education and experiences, motivation for being involved in the programme and a
way of ensuring a gender balance is achieved in the selection process.
b) Background Checking: for this assessment, each candidate will have to provide a Police Clearance
Certificate (PCC) from their country of origin and any other country they have resided in for over
six months. Additionally, qualification and reference checks will be performed.
c) All candidates who come through the categorisation, scoring matrix and background check will be
required to attend an interview to confirm their suitability for the programme.
d) Activity-Based Assessment and Confirmation (ABAC) tool: using a questionnaire, this tool can
reveal the competencies of each applicant.
e) DISC profiling: similar to ABAC, a questionnaire could be used to evaluate four core personality
factors: Dominance, Influence, Steadiness and Compliance.
A timeline was provided in Section 2.4 of this report, based on 6 months for the initial branding and
marketing to access potential candidates, followed by a 4 month process of application and selection.

4.3

Costs of Candidate Selection

Based on the activities outlined in Section 2.3, a costing summary is provided below for the candidate
assessment phase of the candidate selection, and where final candidate scoring would be carried out
by a lead academic from the host institution(s).
With the specific nature of the course content and sectoral audience, the most efficient results will be
gained through careful targeting of institutional stakeholders at the stage of accessing candidates.
It is recommended that the Options below be explored in greater detail and elaborated upon in
Phase 2, depending on the preferred choices of ReCAP moving forward.
Table 4-2: Financial Options for Assessing Candidates
Personnel

Activities

Option A

Option B

Option C
Candidate Selection
undertaken by
CSSTL.

Administration
Staff

• Initial Screening

£600

£600

Recruitment
Agency

• Full Assessment

Assessed by host
institution/university.

16% of fees for 22
students admitted
into the programme

£600

£600+ 16% of
£21,000 estimated
fees for 22 students
admitted into the
programme =
estimated £74,520

• Profiling
• Background
Checks

Total:
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4.4

Recommendations

This report has discussed the options available to ReCAP when it comes to advertising the programme
to attract candidates, the assessment criteria that should be applied and the associated costs involved
with this. Based on this, the following recommendations can be made:
a) Numerous advertising tools are available to promote TSLDP, with a variety of costs and efficiency
at reaching the target audience.
b) Some costs will be one-off (or periodic), such as any branding or promotional materials that may
be required at the outset, but which can be reused each year.
c) Other costs will be annual, such as email circulars and social media campaigns which will be useful
to inform potential candidates that the application process will be opening shortly.
d) Much of this work could be undertaken by staff at the Centre for Sub-Saharan Transport
Leadership (CSSTL), if this option is taken forward to the next stage.
e) Recommendations in the Draft Final Report indicate this would be an ideal means of taking the
project forward and having a permanent centre with the aim of promoting, developing and
implementing this programme.
f) Gender balance is addressed by specifically noting in all advertisements that ‘female transport
professionals are encouraged to apply’. Beyond this point, candidates are all scored equally in the
scoring matrix and should be awarded a place on the programme based on merit.
g) Positive discrimination can take place at this point (i.e. once qualified applicants have been
identified) in the process, whereby a certain number of places are assigned to suitably qualified
female participants.
h) A definitive figure has not been provided at this stage, as it will likely need discussion with other
stakeholders, such as any IFI who may ultimately fund the programme, so it aligns with their
priorities too.
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Appendix 1 – Competency matrix
Competency

√
NTH
DR

Activities

Other mandatory competencies common to all positions
Unfailing stakeholder
relationships

•
•
•

Taking stakeholder needs beyond the basics
Thinking ‘out of the box’ for the stakeholder (doing things differently)
Going the extra mile

√

Delivery Excellence

•
•
•
•
•
•

Constantly trying to improve stakeholder delivery processes
Understanding who is accountable at each stage of the process
Improving delivery quality without increasing costs
Encouraging job-owners’ to be self-motivated
Eliminating unnecessary or unproductive processes and tasks
Getting regular feedback on delivery from stakeholders and acting on any
anomalies in a timely manner

√

Key competencies to be evaluated: Position specific competencies chosen in consultation with the client and denoted
with a tick “√ “to a maximum of 10
NTH (Nice-To-Have): Any number of competencies can be chosen. These will not be assessed, but rather confirmed
against the candidate’s self-assessment and confirmed through a detailed reference.
DR (Delegated Responsibility): These are competencies that the candidate is ultimately accountable for, but allocated to
a subordinate staff member who is responsible for output delivery. Any number of competencies can be chosen. These
will not be assessed, but rather confirmed against the candidate’s ability to delegate, monitor and control, done through
a detailed reference.
Adjustability
(Incorporating
Emotional Maturity)

•

NTH

•
•

Modifying behaviour after a significant decision has been taken to change
work definition / direction
Adjusting to new circumstances in organisational structure
Being seconded to a new culture or sub-culture

Applying and
Expanding Knowledge

•
•
•
•

Broadening one’s own skills-set by learning on-the-job
Multi-skilling
Expanding one’s knowledge or skills beyond the call of duty
Grasping the opportunity to learn more

√

Global Strategic
Thinking and
Entrepreneurial
Activity

•
•
•
•
•
•
•
•

Visioning long-term objectives
Researching information to support an ultimate goal
Assessing human, financial and material resources
Considering alternate courses of action
Distinguishing ‘calculated risk taking’ from ‘gambling’
Acting on opportunities with a full understanding of the penalty of failure
Balancing the cost of failure with the rewards of success
Having a contingency recovery plan (parachute)

√

Information
Management

•
•
•

Sourcing information
Evaluating relevant data for accuracy, reasonableness and reliability
Using pertinent information effectively

√

Innovation (and/or
Concept Originality)

•
•
•
•

Developing new solutions to old problems
Introducing fresh ways to dealing with work output
Seizing new opportunities
Applying solutions from a totally different situation to a current problem
(lateral thinking)

√
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√
NTH
DR

Competency

Activities

Inter-Divisional Buy-In

•
•
•

Bridging divides between the various operating divisions of the unit
Winning over others to support one’s initiatives and goals
Encouraging joint-initiatives to achieving common organisational goals

√

Leadership (Vision,
courage to implement,
ethics and reality)

•

√

•

Global visioning against available resources or the potential of getting
further resources (capital, time, personnel, infrastructure and equipment)
Implementing vision through demonstrative actions (leading by way of
example)
Having the courage to make bold moves and standing accountable for
one’s actions
Using intuition, innovation and reasoning to decipher and assimilate the
‘mood’ of the organisation, while using influence and influential colleagues
to effect desired outcomes
Understanding the sum of the parts making up the whole and the
interrelatedness of functional systems
Dispensing with anxiety and guilt in a rational and meaningful way

Meeting Effectiveness

•
•
•
•

Successfully leading meetings to their desired conclusions
Stimulating participant interaction
Recognising and acknowledging the ideas of others
Making meaningful contributions as a member

NTH

Problem Analysis and
Solution Management

•
•
•

Understanding the impact of current / future problems
Drawing information from multiple reliable sources
Analysing the information and determining common denominators and
trends
Seeking input from others

√

•
•
•

•

•
•

Deciding on solutions and with a complete understanding of the likely
consequences

Project and Resource
Management

•
•
•
•
•

Managing time
Managing people
Managing equipment
Managing infrastructure
Delivering quality outputs on time and within budget

√

Stress Management
(Dealing with
Consistent Work
Pressures)

•
•

Maintaining optimal productivity in the face of work pressures
Employing stress release mechanisms to enable one to cope

NTH

Tenacity (Staying
Power)

•
•
•

Not easily giving up
Not easily dissuaded
Finding new angles and ways of achieving a desired result even in the face
of ardent opposition or limitations
Only giving up when the desired result has no chance of succeeding

√

Demonstrating powers of persuasion and strength of character
Guiding clients away from making poor decisions through the giving of
sound advice
Thinking out of the box
Going the extra mile

√

•
Winning over
stakeholders

•
•
•
•
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Appendix 2 – Example Candidate-Employer Agreement
<<INSERT APPROPRIATE ADDRESS & LOGO DETAILS>>

TRAINING AGREEMENT: TRANSPORT SECTOR LEADERSHIP DEVELOPMENT
PROGRAMME (TSLDP)
Congratulations for achieving a place on the Transport Sector Leadership Development Programme.
Further to our recent discussions, I am pleased to confirm the terms and conditions of the payment
of this course.

Subject to your continuing employment, for the duration of the course, ReCAP will pay for the cost of
the course fees, up to <<INSERT AMOUNT>>. Invoices will be paid for directly by ReCAP.
As required by the course, <<INSERT EMPLOYER NAME>> commit to releasing you for the days
required to do the course totalling _________ days/weeks per year. Your normal working week will
remain as XX hours with the normal days of work being Monday through to Friday inclusive. However,
on the days at University you are to book your time to training job code _______________.
During the period of your studies you have been assigned <<INSERT MENTOR NAME>>, who will act
as your Mentor. <<INSERT MENTOR NAME>> role is to guide and advise you during your studies and
in relation to your future career and is committed to making themselves available to meet with you
to discuss your progress on at least a monthly basis.
I know that you appreciate the extent of this commitment by <<INSERT EMPLOYER NAME>> and
ReCAP and that it is our wish to see you continue to develop a successful career with <<INSERT
EMPLOYER NAME>>.
ReCAP make this offer conditional and are seeking your agreement to repay some or all of the fees
should you fail to complete, or be dismissed by your employer for reasons other than redundancy,
during or up to two years upon completion of this course.
Repayment will be on the following basis:
i)

If you are dismissed by your employer for disciplinary reasons before successful completion of the
course, you will repay 100% of the costs.
j) Should you fail to complete the course, you may be required to repay all of the fees paid up to
date by ReCAP.
k) If you fail to adequately attend the course as deemed necessary by the Institution, you may be
required to repay monies to ReCAP relating to your non-attendance.
We are supportive of your ambition to complete this Programme and believe that the above
arrangement provides a mechanism for helping to reduce financial pressure on you whilst protecting
ReCAP’s interests.
Please keep us informed and up to date on your progress in your professional development by sending
through copies of your results and record of attendance. Please also notify us of any changes to your
circumstances.
I hope this letter serves to clarify the terms and conditions of ReCAP’s sponsorship and I would ask
you to sign and return the enclosed copy, signifying your agreement.
It only remains for me to wish you all the very best for your studies.
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Yours sincerely
for and on behalf of ReCAP:

For an on behalf of <<INSERT EMPLOYER NAME>>:

Date:___________

Date:___________

<<NAME>>

<<NAME>>

<<JOB TITLE>>

<<JOB TITLE>>

I accept the terms and conditions of this agreement:

Date:___________
<<CANDIDATE NAME>>
<<JOB TITLE>>
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Appendix D: Information from London Business School
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Impact of Learning for Custom Programmes
Executive Education at London Business School

February 2015

Measuring Impact – Why it’s Important

At London Business School Executive Education, our passion is to deliver customised programmes
which stretch individual thinking, engage emotions and inspire action back in the workplace, bringing
about targeted organisational changes.

We understand and recommend that clients need to see tangible impact from investing time and
money in learning.

Why do we measure impact? It is built into the reason that London Business School was founded:
Our vision is ‘To have a profound impact on the way the world does business.’

Why should we measure impact?





To ensure there is a good return on investment compared to other initiatives in which
companies may invest
To make sure we know what success looks like
To provide a mechanism to allow fact-based enhancements to the programme
To enable executives to understand programme interdependencies

And, most importantly


To create a rhythm of personal, departmental and organisational success that reinforces the
learning at every level.

Measurement is not an accessory – it is core to success.

To achieve this, we work with our clients to gain an in-depth and precise understanding of their
organisational objectives and challenges, contexts and constraints. This enables us to design highimpact learning solutions that deliver personal and business results.

Our approach

Our approach to developing high-impact learning has three key dimensions:

1. Impact through Design




A shared understanding of the results needed from the programme is central to the design.
Impact measurement is core to each of our learning interventions no matter what the end goal.
This is reflected in our FLARE™ methodology.
We are experts in aligning the most appropriate learning approaches and methods to achieve the
desired impact on the individual and organisational behaviours.
We move into programme design once clear aims, learning objectives and impact measures
have been agreed with you following the diagnosis phase.

2. Impact through Organisational Alignment



Learning takes place in context. We explore with you the direct and indirect elements that can
accelerate or hinder the learning.
We are very committed to working with you to align the organisational system; we include senior
managers, and other key stakeholders throughout the diagnosis, design and delivery phases.
And crucially, they are also central to implementation and impact measurement.

3. Impact through Partnership with our Clients




We collaborate closely with our clients to both design and track the impact of programmes.
There are many options. With our in-house design and impact experts, London Business School
provides a different and bespoke impact solution allowing participants and clients to track
progress at different stages using a range of assessment tools.
This data and information allows us to then build an impact scorecard unique to each
programme. We can assess impact at four levels: we track reactions to the programme; learning;
behavioural changes and the impact of the programme on your organisation.

So how do we do this?

We agree with each client the impact measures and then agree which of the options below would be
most suitable in tracking impact for their programme.

What can we assess?

How do we do this?
Reaction

This includes participants’ reactions to the learning and
the overall participant experience


For example:
o How satisfied are participants with the learning
environment?
o How is the group reacting to the content?
o Are participants working well together?



We check participant expectations in relation to
the programme aims and objectives both before
and during the programme, for example,
through learning regular reviews of learning and
reference to the group’s learning agreement.
This allows us to monitor reactions and
respond.



An NPS question in the end-of-module
questionnaire to identify programme advocates
who can drive forward change in the
organisation.

This ensures that we monitor what needs to be in place
to create and sustain a conducive learning environment.


We test the Net Promoter Score (NPS), for
example, ‘Would you recommend this experience to
a friend / colleague?’

When do we assess reaction? During and at the
end of each module.

Learning
Without learning, no change in behaviour will occur.
Measuring learning may involve an evaluation of one or
more of the following, depending on the aims and
learning objectives of the programme:
1. What knowledge was learned in and out of the
workplace?
2. Which skills were developed/ enhanced?
3. Which attitudes were changed?

1,2,3 Knowledge, skills and attitudes can be
evaluated at different stages of the
programme. This may include pre-programme
bespoke questionnaires, through to
exercises and activities during modules,
learning from one-to-one or group coaching
and learning acquired as a result of
experiential activities back in the workplace.
1,2 Knowledge and skills can be measured during
the programme, for example, through
learning reviews, informal tests and quizzes to
check learning and opportunities for skills
practice and application.
1,2,3 We can measure progress in learning and
shifts in attitude through our bespoke
questionnaires for participants and
stakeholders post- programme. The results
can be compared with data from preprogramme questionnaires.
When do we assess learning? Throughout the entire
programme.

What can we assess?

How do we do this?
Behavioural Change

This measures the extent to which participants have
applied their learning back in the workplace




We can track behavioural change in different ways:


Have they applied their knowledge and skills in their
job?
Have they adopted a different leadership style and
what has been the effect on them, the team and
their targets?
Have they shifted their mindset/ attitude and what
has happened as a result?






By gathering narrative data, for example, during
programmes and through use of Appreciative
Inquiry or critical incident technique interviews
Through participants’ critical self-reflection and
self-assessment
Through our assessment tools: the bespoke
pre- and post-programme questionnaires,
through interviews/focus groups or testimonial
interviews
By gathering line manager and/or stakeholder
feedback.

When do we assess behavioural change? Typically
4-9 months after programme completion.

Results
This measures the impact of the programme on the
organisation and is likely to relate to specific business
measure such as:





Financial targets
Growth / innovation
Customer initiatives
Internal HR initiatives.

We can track results through:




This may include:




Specific organisational outcomes that were directly
related to the programme (for example, from
projects, analyses or experiments)
Business outcomes that resulted from changed
behaviours / approaches
Business outcomes that include many facets but
where the programme is seen as a key contributor.





Reviewing the outcomes of
activities/exercises/projects, set up as part of
the programme, and implemented back in the
workplace
Testing the business KPIs which were agreed
during the diagnosis phase, e.g.
o improved staff engagement scores
o reduction in employee turnover
o increased sales
o cost reductions
o an increase in favourable comments from
customers or stakeholders
o fewer grievances filed with HR
o fewer health and safety incidents
Quantifying the benefits of the programme to
the organisation, for example, through the
outputs of participant-led business challenges
or leadership experiments
Identifying additional spin-off benefits such as
an increase in promotions.

To assess achievement of the agreed key
performance indicators, there may be a requirement
for comparative pre- and post-programme data to
identify evidence of improvement.
When do we assess organisational results?
Typically 9-18 months after programme completion.
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Appendix E: Course Evaluation Form from Queens University
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I

Teaching Evaluation Questionnaire

EvaSys

Queen’s University
Belfast

Module Name
Module Code
Lecturer Name
Mark as shown:
Correction:

Q
QX
fl fl X fl

Please use a ball-point pen or a thin felt tip. This form will be processed automatically.
Please follow the examples shown on the left hand side to help optimize the reading results.

The staff of the School are interested in ascertaining your opinion of the lecturing of the modules currently taught. Your
answers will be of assistance in improving the quality of teaching. To preserve anonymity DO NOT write your name
anywhere on this form.
REMEMBER, ON THIS SURVEY YOU ARE ASKED TO EVALUATE THE LECTURER(S)

—

NOT THE MODULE

Message from the Students’ Union
Evaluation of lecturer/tutor and module questionnaires are an important feedback mechanism for students. The results from
the questionnaires are used to contribute to enhancing the quality of learning and teaching across the University. It is
therefore important to fill these out honestly and constructively. It is important not to make derogatory and/or discriminatory
comments about individuals.

1. The Lecturer

‘4
I

4%
a a

1.1

Was generally well prepared and well organised

1.2

Explained new terms, concepts and principles clearly

1.3

Motivated me to do my best work

1.4

Encouraged participation from students

1 .5

Made the subject interesting

1.6

Was enthusiastic about what they taught

1.7

Offered sufficient advice and support

00000

1.8

Was contactable when needed

00000

00000

00000

2. Overall Satisfaction
2.1 Overall, I am satisfied by the quality of teaching given by
this Lecturer
3. Attendance
3.1 Please indicate the percentage of lectures that
you have attended:

0 25-50%

D 0-25%
0 75-100%

0 50-75%

PLEASE TURN OVER
29.11.2013, Page 112

Fl9seuoPlPLOvo

.
.

EvaSys

Teaching Evaluation Questionnaire

4. Comments
PLEASE ANSWER THESE TWO QUESTIONS WITH YOUR OWN COMMENTS
4.1

Please identify any good teaching practice that should be more widely adopted:

4.2

Please identify any improvements the lecturer could make regarding their current approach to teaching:

4.3

Please make any further comments that you may have in the space below:

THANK YOU FOR YOUR PARTICIPATION

Fl 986UOP2PLOVO

29.11.2013, Page 212

.
.

EvaSys

Module Evaluation Questionnaire

£Iectricpaper

I

“

Module Name

F••

f

.1

Queen’s Universfty
Belfast

Module Code
Mark as shown:
Correction:

QXDCC
Q QXQ

Please use a ball-point pen or a thin felt tip. This form will be processed automatically.
Please follow the examples shown on the left hand side to help optimize the reading results.

The staff of the School are interested in ascertaining your opinion of the modules currently
taught. Your answers will be of
assistance in improving the quality of teaching. To preserve anonymity DO NOT write your
name anywhere on this form.
REMEMBER, ON THIS SURVEY YOU ARE ASKED TO EVALUATE THE MODULE NOT
THE LECTURER(S)
—

Message from the Students’ Union
Evaluation of lecturer/tutor and module questionnaires are an important feedback mechanism
for students. The results from
the questionnaires are used to contribute to enhancing the quality of learning and teaching
across
the University. It is
therefore important to fill these out honestly and constructively. It is important not to make derogatory
and/or discriminatory
comments about individuals.
1. Module Structure and Learning Resources

t

4

1.1

The module was well-prepared and well-organised

00000

1.2

00000

1 .3

The module learning resources (notes, web-based
material, software, etc.) were accessible, clear and helpful
The module was intellectually stimulating and challen9ing

1.4

The module content met my expectations

CDCDD

00000

2. Assessment and Feedback
Important: The following questions on feedback are taken directly from the National Studen
t Survey. Question 9 is
correctly interpreted to include all forms of feedback employed within the module (written,
oral,
informal, lab-based,
etc.).
2.1

DDDCC

2.2

The criteria used in marking have been made clear in
advance
Assessment arrangements and marking have been fair

2.3

Feedback on my work has been prompt

DODD

2.4

I have received detailed comments on my work

00000

2.5

Feedback on my work has helped me clarify things I did
not understand

00000

000CC

3. Overall Satisfaction
3.1 Overall, lam satisfied with the quality of the module

C

00000

PLEASE TURN OVER

F1985U0P1 PLOVO

29112013, Page 1/2

.1;

J

EvaSys

JEIectricPaper

Module Evaluation Questionnaire

4. Required Work
4.1 Relative to other modules, the amount of work required for the module (reading, preparation, assignments, etc.) was:
C Excessive
C About Right
C Too Little
5. Attendance
5.1 Please indicate the percentage of lectures that
you have attended:

0 0-25%
0 75-100%

C 25-50%

C 50-75%

6. Comments
PLEASE ANSWER THESE FOUR QUESTIONS WITH YOUR OWN COMMENTS
6.1

Please identify any good practice on the module that could be adopted on other modules?

6.2

Can you identify any improvements that you would make to the module?

6.3

Can you please give an indication of the total number of hours spent studying this module each week (please include
lectures, tutorials, labs, private study)?

6.4

Please make any further comments that you may have in the space below:

THANK YOU FOR YOUR PARTICIPATION
FI9B5UOP2PLOVO
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Appendix F: Outline Business Case for CSSTL
Introduction
This Business Case outlines the basis for supporting development of the Centre for Sub-Saharan
Transport Leadership (CSSTL) under the Transport Sector Leadership Development Programme
(TSLDP).
TSLDP was set up to help address the known deficiencies in managerial and leadership capacity within
the sub-Saharan Africa transport sector. The African transport industry is rapidly developing and
facing multi-disciplinary transport challenges which spans a broad spectrum of professions.
Developing transport policy, planning and implementing projects within this environment requires a
broad understanding and knowledge of the wider sector and the relationships between the various
components of the transport system.
Additionally, senior transport professionals need to have the ability to make informed, evidence-based
decisions, in addition to having the ability to communicate these decisions to a variety of stakeholders,
from other professionals to politicians and the general public.
Young transport professionals are progressing through the system with a view towards becoming the
next senior leadership within the sector. However, at present there are no training or development
programmes available to equip transport professionals with the necessary technical, managerial and
leadership skills required to make them effective leaders once they ascend to positions of authority.
TSLDP aims to address this by putting select groups of candidates from across the sub-Saharan Africa
transport industry through a structured and accredited programme to develop their technical,
managerial and leadership skills. The ultimate aim is that these graduates will become the future
leaders of the African transport industry, mentoring and developing others to follow in their path,
creating a self-sustaining chain of high-calibre professionals that can lead the industry into the future.
However, before training takes place, a platform for development and delivery needs to be created.
This will put in place the foundations for future success and help secure a sustainable programme in
the long-term. This foundation is seen as being the Centre for Sub-Saharan Transport Leadership –
CSSTL.

Statement of the Problem
Whilst there are numerous technically skilled professionals in Africa, current evidence suggests
professionals with associated managerial and leadership skills are not present in sufficient numbers
to lead the industry. As a result, international experts are regularly used to advise and implement
projects in sub-Saharan Africa. A meaningful and effective capacity building programme is now
required to bridge this gap and ensure the transport industry in Africa has the capacity to be led by
transport professionals from the region into the future.

Needs Basis
At the outset of this project, a needs assessment and gap analysis was prepared to justify the basis for
the programme and identify the key thematic areas it needed to focus on – see the Status and Interim
Reports9. Based on the work undertaken, it is apparent that transport professionals in Sub-Saharan
Africa are likely to get a solid academic foundation in civil / transport engineering, design and
operations; land use and transport planning.
However, as identified by ReCAP and ASANRA, there is a need for a more broad-based transport
professional, capable of planning, designing, managing and leading complex transport projects in a
9 ReCAP Rural Access Library: http://www.research4cap.org/SitePages/Rural%20access%20library.aspx
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complex environment of diminishing natural resources, lacking financial resources, enormous social
challenges and often complicated governance and tertiary education structures and status quo.
In addition to the highlighted needs above, the results obtained from an online survey conducted
among professionals drawn from the civil engineering and transport sectors in sub-Saharan Africa
revealed that there is a need for a capacity building programme specifically designed for transport
experts on the continent, especially one focused around leadership and management. The
programme should also provide a solid grounding in disciplines where there are obvious knowledge
deficiencies, such as transport policy and planning; transport systems analysis; transport operations
planning; land use planning; road safety that are critical to the effective management of the sector in
Africa.
Therefore, the overall finding from the needs assessment and gap analysis is that a programme like
TSLDP is required to help develop the future leaders of the African transport industry. This work also
identified that bodies like the UN have identified similar needs previously, and set up programmes
historically, however, the issue remains and it is a challenge that it is hoped the options proposed here
will start to address.

Centre for Sub-Saharan Transport Leadership
The overarching concept is that the CSSTL would form an independent body whose role is to promote
and implement the capacity building interventions for future leaders in sub-Saharan Africa. This would
be achieved by developing and implementing TSLDP and acting as its managing agent into the future.
The implementation of training options such as a post-graduate degree and potentially even a
meaningful CPD programme are long-term objectives that will be difficult to achieve before ReCAP
ends in 2020. However, creating, developing and mentoring an organisation like CSSTL is feasible
within this period. As a result, the CSSTL is vital to ensuring a sustainable means of managing and
implementing the programme is in place before ReCAP ends in 2020, thereby laying the foundations
for the success of the TSLDP in the longer-term.
The CSSTL would be responsible for implementing the various levels of leadership training that have
been identified in the next section. The implementation of a mentoring programme would offer a
relatively simple initial goal for the CSSTL. From there, it could progress the development of a CPD
programme and post-graduate degrees, increasing its level of intervention with time and funding.
Initial setup would require funding for a small team of experts with experience in the capacity building
sector related to highway engineering, transportation and leadership to manage and grow the
programme. The aspiration would be for this Centre of Excellence to be a focus for innovation and
research in the transport sector for sub-Saharan Africa, with funding ultimately coming from partner
countries using the centre and / or MDBs.
It would be advantageous if this CSSTL was linked to an existing institution with capability in the
transport / engineering sector and who might consider sharing facilities, experience and resources.
In summary, the rational and advantages of investing in a CSSTL are:
•

It is the most sustainable and beneficial option for ReCAP to develop before 2020 and which
will have a lasting long-term impact. This conclusion was arrived at following a review of costs
and implementation times for the options shown in Table 1.

•

It is the foundation upon which the training courses can be developed and implemented,
creating a long-term managing agent for the programme with a vested interest in developing
it and giving it the best possible chance for success.

•

Creates a mechanism whereby funding can be introduced gradually into the TSLDP reducing
risk and financial exposure.

85

Transport Sector Leadership Development Programme

•

Creates an opportunity for a small number of well-qualified, experienced staff to build up the
programme gradually and develop links with other universities and transport / highway /
leadership experts in the UK, SA and other ReCAP countries.

•

Develop a CPD programme and/or post-graduate degree in Transport Leadership over a
number of years, through collaboration with recognised UK / SA universities by inviting
international staff to potentially deliver standalone modules at the CSSTL.

•

Provides a focused physical centre of excellence of Transport Leadership Studies for the
ReCAP countries to attract funding and investment in research and training and development
from international funding agencies.

Training Options for Delivery by CSSTL
A review of possible options, from mentoring programmes, to various forms of post-graduate degree
and Continuous Professional Development (CPD) was undertaken in the scoping phase of the project.
A summary of the key findings from this review is shown in Table 1 below. Based on this, the final
shortlist of options for consideration was developed. These have been broken down based on “Levels
of Intervention” which correlate with time and cost for implementation. It is expected that each of
these options would be further developed and implemented, in due course, by the CSSTL:
1. Intervention Level 1: Mentoring Programme whereby candidates are assigned a mentor from
within their organisation to guide them through structured on-the job training across various
technical and non-technical themes. Formal training, particularly in leadership and
management, should also be considered.
2. Intervention Level 2: CPD Courses under the same modules as the post-graduate degree but
with less onerous learning outcomes to reflect the reduced level of detail to which the content
would be taught.
3. Intervention Level 3: Post-Graduate Degree in Transportation Leadership which is to be
developed and delivered in a modular format (i.e. two weeks in University and six weeks from
home per module).

86

Transport Sector Leadership Development Programme

Table 1: Summary of Options Considered for TSLDP
Sustainable Delivery Mechanism
Centre for sub-Saharan Transport
Leadership

Delivery Options/Training Programmes
Intervention Level 1:

Intervention Level 2:

Intervention Level 3:

Mentoring Programme

CPD Courses

Post-graduate degree

Overview

Overview

Overview

Overview

Involves funding one or two academic
positions at an existing institution,
whose role would be to promote and
develop TSLDP, then oversee its
implementation and management.

Mentoring programme where
candidates are assigned a senior
colleague from within their
organisation. Formal training should
also be included on the managerial /
leadership thematic area.

Selection of CPD courses covering topics
across transport engineering, services, and
management/leadership. Delivered by a
university or other recognised training
institution.

Bespoke post-graduate degree in Transport
Leadership delivered as a Joint degree on a
modular basis. Covers topics across transport
engineering, transport services and
management / leadership.

Positives

Positives

• Long-term home for TSLDP and
Champion for the programme.

• Easiest option for CSSTL to
implement shortly after being setup.

• Using an existing institution with
strong links to Africa, other bodies
and IFIs, will benefit TSLDP.

• Should facilitate on-the-job training
and mentoring from senior leader.

• CSSTL take ownership of the
programme and its future beyond
ReCAP.

• Formal training on leadership and
management will help bridge any
gaps in this key area.

• Implementable within the timeframe
available to ReCAP.
• Become leading regional institute
and ‘think tank’
Negatives
Not strictly an educational programme
in its own right but should be
responsible for development and
implementation of the mentoring
programme, CPD and post-graduate
degree.

Negatives
• Candidates may not get broader
knowledge outside of their
employer’s area of operations.
• Quality of the experience
candidates receive may vary with
the quality of the mentor.
• Reduced networking opportunities
as limited contact time between
candidates on the programme.

Conclusion: Implementable before
ReCAP ends in 2020. Will benefit the
long-term sustainability of TSLDP,

Conclusion: Ideal option as an ‘entry
level’ training programme which would
be a good starting point for TSLDP

Positives
• Implementable within the timeframe
available to ReCAP as it doesn’t require the
course approval and accreditation
processes needed for a degree course.
• Likely to be lower cost per candidate than a
post-graduate degree. However, it should
be noted that the difference may not be
substantial and that the lower cost will be
dependent on the choice of delivery
organisation – CPD courses can work out
as expensive per module as a postgraduate degree.
Negatives
• Is not accreditable and will not provide
candidates with a recognised qualification.
• Cannot contribute towards a degree or
Chartership, it will provide candidates with
CPD hours only.
• Whilst it may work out cheaper than a postgraduate degree, the cost per candidate will
still be high.
Conclusion: Offers a formal learning and
capacity building benefit that is broader than
the mentoring programme alone. It should be
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Positives
• Option meets the TSLDP desired learning
objectives and offers a recognised and
accredited qualification.
• Will enable candidates to become
professionally registered, or Chartered, with
an internationally recognised professional
institution.
• Networking opportunities; candidates can
develop relationships, share ideas and
knowledge into the future.

Negatives
• The implementation cost per candidate is
going to be relatively high, especially given
travel is also required.
• It has a relatively long implementation time,
given the course approval and accreditation
processes that will need to be completed
within the chosen universities. Therefore, a
cohort is unlikely to complete the programme
before ReCAP ends in 2020.
Conclusion: Educational programme option
that meets the TSLDP capacity building goals.
Strong long-term benefits to candidates and
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Sustainable Delivery Mechanism
Centre for sub-Saharan Transport
Leadership
acting as its Champion and the body
which can implement and manage it
into the future. It will benefit from its
links to professional bodies,
universities, regional agencies and
IFIs. Should be given task of
implementing the training programmes
identified as Level 1-3 options with
support from an external organisation.

Delivery Options/Training Programmes
Intervention Level 1:

Intervention Level 2:

Mentoring Programme
and the CSSTL. It provides good onthe-job training for candidates and will
help build their profile within their
organisation, which should help them
in ascending to more senior
leadership roles.

CPD Courses
implementable within the timeframe available
to ReCAP and is likely to have a lower cost
per candidate than the post-graduate degree.
The implementation of the CPD courses
should be managed and implemented by the
CSSTL.

Considered the ‘recommended option’
for ReCAP to take forward into
Phases 2 and 3.
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Intervention Level 3:
Post-graduate degree
‘saleability’ to funding agents, all improving its
sustainability. It is a long-term option that
needs a vision beyond the ReCAP timeframe.
Ideal scenario is that it is implemented in
conjunction with the CSSTL.
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Management Structure
The following outline management structure / organisational chart is proposed. Until 2020, the
programme would be overseen by ReCAP. ReCAP should also be the main point of contact between
the programme, partner countries and any MDB and help the CSSTL build that relationship so it is in
place before ReCAP ends in 2020.
By 2020, it is expected that the CSSTL should be developed to a level where it can manage the
implementation and ongoing development of TSLDP itself. By then, they should have built links with
the necessary delivery institutions, MDB, professional institutions and regional authorities.

Education Contract to be with ReCAP / Centre for Transport Leadership (depending on Options chosen), as they control
funding and require the authority to recover fees if needed.

Figure A: Management Structure for period up to 2020

Multilateral Development
Banks

Centre for Sub-Saharan Transport Leadership

+ Manage training
programmes
+Manage links to
Professional Institutions
+ Manage links to
International Finance
Institutions
+ Manage links to
Universities
+ Manage links to Regional
Bodies
+ Mange links to Road
Authorities
+ Manage links to other
Initiatives (e.g. ARTREF)

Delivery Institution # 2
(Supporting Institution)
Lead Delivery Institution for Training Courses
(Main Delivery and Awarding Institution Partner)
Additional institutions as
required...

Candidates
(Estimated 20-30 in number)

Programme
The anticipated implementation programme for the various options are shown in Figure 1 below. This
indicates the greatest implementation timescale is required for the post-graduate degree, while the
least is required for the CSSTL and mentoring programme.
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The reason for the significant implementation time for Option 1 is to align with University course
registration and accreditation processes. If this was to commence in early 2018, it is likely the
necessary information and accreditation would only be in place to enable students commence the
pilot in Q3 of 2019. If the post-graduate degree could be completed in 1 year, this takes graduation
to Q3 or Q4 of 2020, whilst if the course takes 2 years to complete, this gets pushed out to 2021.
Option 2 is quicker to implement as the accreditation and registration processes for new university
courses will not be required. Also, the CPD courses can start / end at any time and would not
necessarily need to fit within the conventional university teaching year.
Option 3 should be the quickest to implement, however, it is dependent on sourcing a suitable partner
institution and hiring one or two suitable staff to run the centre.
Figure 1: Implementation and delivery timelines for Options 1-3.

Costs
The cost of the CSSTL will consist primarily of supporting the salaries of one or two permanent staff at
the centre for a defined period, in addition to external setup support and mentoring in the years up
to 2020. On this basis, it is anticipated that CSSTL will cost in the region of £300k per year in each of
the first two years and £255k in the final year. From Year 4 onward, the cost consists of basic running
costs and funding would need to be secured from partner countries and/or MDBs.
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Table 6: Indicative costing for CSSTL
Centre Costs

Yr 1 - 2018

Yr 2 - 2019

Yr 3 - 2020

Yr 4 - 2021
Post-ReCAP

Team to support setup and business case
development and hire CSSTL staff

£200,000*

£100,000*

£50,000*

£-

CSSTL Manager – assume mid-2018 start

£30,000

£60,000

£60,000

£60,000

CSSTL Asst. Manager – assume mid-2018
start

£27,500

£55,000

£55,000

£55,000

Staff housing/air travel (2 staff) - assume
mid-2018 start

£25,000

£50,000

£50,000

£50,000

Local administrative support - assume mid2018 start

£10,000

£20,000

£20,000

£20,000

Facilities/office costs - assume mid-2018
start

£10,000

£20,000

£20,000

£20,000

£302,500

£305,000

£255,000

£195,000

Total

Risks
The project in general should consider the risks identified in Table 7 below.
Table 7: Risk assessment for TSLDP.
No

Risk

Description

Risk
Rating

Mitigation

Risk
Rating

Time

Lack of time for
implementation before
ReCAP end in 2020.

High

Setup the CSSTL as soon
as practicable (ideally
before end of 2018) to
give as much time as
possible for its support
and development.

Medium

The time available to
setup the next phases,
implement and develop to
a level where it can be
self-sustaining is short.
CSSTL will benefit from
being setup as soon as
practicable and having
sufficient support time
before the end of ReCAP.
Identification of host
country/institution for
CSSTL

Availability of a suitable
host for CSSTL within SSA.
Choosing an inappropriate
host institution for CSSTL
may hinder its support,
development and longterm viability.

Medium

Develop selection
criteria identified in this
report to carefully select
host institution with
capacity, accessibility
and interest in
supporting CSSTL.

Low

Identification of
appropriate staff for
CSSTL

Competent and pro-active
staff are required to
manage the CSSTL. Hiring
the wrong staff may
hinder the centres
success.

High

Develop appropriate
selection criteria for
staffing.

Low
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No

Risk

Description

Risk
Rating

Mitigation

Risk
Rating

Lack of stakeholder
buy-in

Lack of stakeholder buy-in
could result in lack of
funding from partner
countries and MDB’s, in
addition to lack up uptake
from candidates.

Medium

Multiple factors – choice
of appropriate setup
structure (i.e. CSSTL),
courses must benefit
candidates, funders also
need to see value in
supporting, financial
support available for
candidates, candidates
see a benefit in doing
the course – e.g.
accreditation, career
benefits, Chartership,
formal training etc.

Low

Lack of funding

Lack of funding available
to support candidate
participation on the
programmes and/or run
the CSSTL.

High

ReCAP to help CSSTL
build links to key funding
partners – i.e. MDB’s
and partner country
representatives.

Medium

Lack of university buyin

Universities need to show
business cases to develop
and implement new
degrees. If future training
programmes are put to
tender in the expectation
that Universities will bid
on the basis of having to
develop the course,
implement and make
money from the fees,
there may be limited
response to the calls, as
many Universities are
unlikely to find this
appealing and are
unfamiliar with operating
in this manner.

High

Identify target
institutions, which
ideally run similar
courses already, and
hold discussions with
them in advance of
tendering to generate
interest.

Low

Perceptions around
financial benefits from
educational
programmes.

Education programmes do
not tend to generate
significant amounts of
money or have significant
direct financial benefit.
Their benefits will come in
indirectly in the form of
benefit to infrastructure
projects/development,

Medium

ReCAP/CSSTL to explain
this to prospective
funders. Likely to be
well-understood already
by MDB’s but may need
more input with national
government bodies

Low
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No

Risk

Description

Risk
Rating

more efficient
implementation of
projects etc.
Enforceability of
Learning Agreements

Oversight of CSSTL
team.

Mitigation

Risk
Rating

where public money is
being used directly.

Learning Agreements are
included whereby
candidates must repay
fees if they fail etc. In
reality, these are very
difficult to enforce and
need to be carefully
written.

High

Team in the CSSTL needs
oversight to ensure they
are completing the tasks
expected of them.

High

Careful selection
procedures to get the
right candidates, so
these agreements do not
need to be engaged.

Low

Legal review of
agreements versus local
employment law to
ensure they are written
in such a way that they
are enforceable.
Team to be given aims /
objectives and
measurable targets.

Low

Oversight to be provided
by ReCAP Technical
Committee, or other
group as appointed by
ReCAP.

Recommendations
As identified by the scoping phase of TSLDP, in addition to ReCAP and ASANRA, there is a need for a
broad-based transport professional, capable of planning, designing, managing and leading complex
transport projects in a complex environment of diminishing natural resources, lacking financial
resources, enormous social challenges and often complicated governance and tertiary education
structures and status quo. However, the training mechanisms for supporting professionals in
becoming this ‘transport leader’ currently do not exist.
The overall finding from the needs assessment and gap analysis is that a programme like TSLDP is
required to help develop the future leaders of the African transport industry. Based on this work, the
recommended first step to help achieve this goal is to develop the CSSTL.
This option provides a sustainable foundation for the development and implementation of the TSLDP
in the long-term. Furthermore, it is an achievable and affordable target within the period available to
ReCAP before the programme ends in 2020.
The centre could be initiated within the next year and supported by ReCAP up to 2020, such that it is
in a position to continue the management of TSLDP thereafter. It is anticipated that this would cost
in the region of £300,000 per year in 2018 and 2019, with this dropping to approximately £255,000 in
2020. This cost includes both the staffing of the centre and a supporting organisation who can assist
the staff with setup and initial programme development and implementation.
Thereafter, the centre in its current form is expected to require in the region of £200,000 per year to
cover its running costs. This will need to be secured by partner countries and/or MDBs and securing
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this support will be another key task for CSSTL, ReCAP and any supporting organisation over the next
2-3 years.
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