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Abstract

The researcher conducted a study on the role of training in enhancing the performance efficiency
of public sector employees, with a case study on the Ministry of Social Affairs - Ministry Agency
for Social Security Affairs, branches of the Social Security Offices in the Baha region. The
problem of the study was that most government sectors face a significant shortage in the training
process for their employees. Training in these sectors may be limited to certain administrative
levels without others. The researcher used the descriptive-analytical method to describe the
phenomenon under study and used interviews, observations, and record examination to collect
various data. The total research sample consisted of forty samples distributed among the branches
of the Social Security Offices in the Baha region. The most important results were the agreement
of the research sample individuals on the role of training in increasing performance efficiency and
their need for it to develop their performance. The most important recommendations included the
necessity of linking promotions, external assignments, some types of incentives, and rewards to
the training record of employees at the ministry. The study also recommended providing financial

incentives to trainees upon successfully completing some training programs with excellence.

Keywords:

Training , Performance Efficiency , Public Sector Employees , Employee Development ,
Employee Productivity , Training Effectiveness , Administrative Training ,  Performance
Improvement, Training Programs, Employee Skills ,Human Resource Development
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1.1. Research Background

All institutions, government agencies, and other entities have shifted their focus
towards the human element due to its significance and impact on their present reality
and future prospects. Investing in the human element has become a crucial strategy for
achieving the goals and objectives of both private and public organizations. In the
current era, one of the key methods of investing in the human element is through
training, which has gained prominence in numerous countries worldwide, including
both developed and developing nations. The aim of administrative training is to equip
trainees with knowledge and skills related to their assigned work, as well as to enhance
and develop their abilities. It also seeks to bring about positive changes in their
behavior and attitudes, thereby elevating their performance and productivity levels
(Mohamud, 2014)[1].

Training is widely recognized as one of the most vital tools for developing and
enhancing the capabilities of individuals within organizations. Through training,
organizations can influence the behavior and inclinations of individuals, enhance their
theoretical and practical skills, and attain a high level of proficiency and efficiency in
their respective fields of work. It is imperative to ensure a sufficient supply of
technically and socially competent staff who are capable of advancing their careers in a
manner that aligns with the organization's vision. In today's dynamic corporate world,
employees are increasingly expected to adapt to upcoming changes. Training plays a
crucial role in the development of employees, enabling them to acquire self-fulfilling
skills and abilities, reduce operational costs, and minimize organizational liabilities.
Well-trained employees are highly motivated and possess a greater sense of
responsibility, thereby requiring less supervision. This, in turn, enhances the
organization's ability to fulfill its mission. The focus of this study will primarily be on
examining the impact of training and development on employee performance and
productivity (Kumar, 2021)[5].

Training is also considered one of the means that makes individuals more receptive to
change and development within organizations. Any change cannot have positive effects
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unless there are human competencies that work and contribute with conviction to
activating the change process. Organizations that emphasize training are better
positioned to adapt to changes and integrate new technologies and methods into their
operations. This adaptability is essential for maintaining competitiveness and achieving
long-term success. Moreover, the training process contributes to employee satisfaction
and retention, as individuals feel valued and supported in their professional growth.
This satisfaction translates into higher job commitment and reduced turnover rates,
benefiting the organization as a whole (Theeb & Othman, 2023)[4].

Due to the importance of training and its clear necessity, we decided to devote this
study to training in the Ministry of Social Affairs in the Kingdom of Saudi Arabia - the
Ministry’s Agency for Social Security Affairs, branches of social security offices. The
Ministry of Social Affairs is a pivotal institution in the Saudi government, responsible
for providing social services and support to various segments of society. The efficiency
and effectiveness of its employees are crucial for the successful implementation of its
programs and initiatives. By focusing on the role of training in enhancing the
performance of employees within this Ministry, this study aims to contribute valuable
insights into how training can be leveraged to improve public sector performance in
Saudi Arabia (Al-Zahrani, 2021)[2].

The significance of this study is underscored by the fact that it addresses a common
issue faced by many government sectors and institutions: a significant shortage in the
training process for their working employees. Often, training is limited to certain
administrative levels and does not encompass all the various departments within the
organization. This selective approach to training can lead to inefficiencies and missed
opportunities for improvement across the entire organization. Furthermore, the study
highlights the need for a comprehensive and well-structured training program that
addresses the specific needs and challenges faced by employees at different levels and
departments within the Ministry (Kraja, 2015)[5].

One of the critical challenges identified is that the training process may not be utilized

properly after the trainee returns from the training programs. Often, training is
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perceived as a formal process that the trainee undergoes, similar to paid leave, without
any tangible impact on their performance. This perception undermines the potential
benefits of training and can result in a lack of motivation and engagement among
employees. To address this issue, it is essential to ensure that training programs are
designed and implemented in a way that aligns with the organization's goals and
objectives and that the outcomes of these programs are monitored and evaluated to

measure their effectiveness (Zreen, Farooq, & Yasmin, 2018)[6].

the role of training in enhancing the performance efficiency of public sector employees
is a topic of great importance and relevance. This study aims to explore this role in the
context of the Ministry of Social Affairs in Saudi Arabia, focusing on the Ministry’s
Agency for Social Security Affairs and its branches of social security offices. By
examining the current training practices and identifying areas for improvement, this
study seeks to provide recommendations that can help enhance the overall efficiency
and effectiveness of the Ministry’s operations. Through a comprehensive and well-
structured approach to training, the Ministry can ensure that its employees are well-
equipped to meet the challenges of their roles and contribute to the organization’s

mission of providing high-quality social services to the community
Research Problem

Most government sectors and institutions face a significant shortage in the training process for
their working employees, and their training levels may be limited to certain administrative levels
and not others, when in reality they should include. All the various administrative departments in
the organization, and the training process may not be used properly after the trainee returns from
the training programs. Training is often a formal process that the trainee spends as paid leave and
expenses, and in which he obtains a certificate of attendance for the course that enables him to
compete for it in the promotion process or Other advantages are obtained without any trace of
training on the trainee. Accordingly, there are training courses that do not represent a real addition

to the trainee as much as they are a change from the work atmosphere and environment.
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1.1.1. Theoretical Gaps
While existing literature underscores the critical role of training in enhancing employee
performance across various sectors, there is a theoretical gap in understanding the specific
mechanisms through which training impacts performance in public sector organizations,
particularly in the context of social security offices. Most studies have focused broadly on training
strategies and their outcomes without delving deeply into the nuanced processes and contextual
factors that influence training effectiveness in public sector settings. Furthermore, there is limited
theoretical exploration of how different types of training (e.g., on-the-job vs. off-the-job)
specifically contribute to performance improvements in highly bureaucratic environments like
social security offices. This gap highlights the need for a more comprehensive theoretical
framework that integrates these contextual and process-oriented variables to explain the training-

performance linkage in public sector employees.

1.1.2. Practical Gaps
Practically, while training programs are recognized as crucial for improving employee
performance, there are significant gaps in their implementation and effectiveness within public
sector institutions such as the Ministry of Social Affairs. Many training initiatives are not
uniformly distributed across all administrative levels, leading to disparities in skill enhancement
and performance outcomes. Additionally, there is often a disconnect between the training provided
and its practical application, with many employees not effectively utilizing new skills upon
returning to their regular duties. This is exacerbated by a lack of systematic follow-up and
reinforcement mechanisms to ensure that training leads to sustained performance improvements.
Furthermore, incentives tied to training completion, such as promotions and financial rewards, are
not consistently linked to actual performance improvements, indicating a need for more robust
evaluation and accountability measures within training programs. Addressing these practical gaps
requires a strategic overhaul of training policies to ensure they are comprehensive, inclusive, and

closely aligned with performance metrics.

according to the above gaps the research main question is What is the role of training in

increasing the efficiency of employee performance

12 A
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1.2. Research Significance
For the researcher’s knowledge, this study is considered the first of its Kind, which aims to study
training in the Ministry of Social Affairs at the Ministry’s Agency for Social Security Affairs in
the Kingdom of Saudi Arabia. Because of the importance of the human element in the process of
managing the Ministry and achieving its goals, the training process has become an integral part of
its goals. Training It has become a crucial element in the efficiency and effectiveness of its
employees, and the development and progress that the world is currently witnessing, especially in
the field of technology, has made training employees a necessary means to provide them with the
necessary skills and experience in this field. Training employees and enrolling them in high-level
training programs improves their performance and raises the level of their administrative

efficiency.

1.2.1. At the theoretical level
This research is significant at the theoretical level because it seeks to fill crucial gaps in the existing
body of literature on training and performance in public sector organizations. By focusing
specifically on social security offices within the Ministry of Social Affairs, this study aims to
uncover the detailed mechanisms through which training impacts employee performance in such
bureaucratic environments. This involves exploring contextual and process-oriented variables that
have been largely overlooked in previous studies. By developing a comprehensive theoretical
framework that integrates these variables, the research will provide a more nuanced understanding
of the training-performance linkage. This contribution is essential for advancing theoretical models
of employee development and performance in public sector settings, offering a foundation for

future research in similar contexts.

1.2.2. At the practical level
this research is significant because it addresses the tangible gaps in the implementation and
effectiveness of training programs within the Ministry of Social Affairs. By identifying and
analyzing the disparities in training distribution, the disconnect between training and its practical
application, and the lack of systematic follow-up, this study aims to provide actionable insights for
improving training processes. The research will offer specific recommendations for creating more
inclusive and effective training policies, ensuring that all administrative levels benefit from skill

enhancement. Additionally, it will highlight the importance of robust evaluation and accountability

13

MIDOCEA

U NIV ER

Y

i



measures to link training completion with actual performance improvements. These practical
insights are crucial for policymakers and administrators seeking to enhance the efficiency and
effectiveness of public sector employees, ultimately leading to better service delivery and

organizational performance.

1.3. Research Questions

The research problem is summed up in answering the this main question:

- To what extent do employees benefit from the training courses?
- What is the appropriate training period to benefit from the training courses efficiently?

1.4 Research Objectives
The research aims to identify the extent of benefit from the training courses that employees in the
Ministry receive, and the extent of the role of training in developing and raising the efficiency of
their performance. It also aims to reach the problems facing the training process by identifying the
reasons that lead to deficiencies in the training process provided to the trainees and knowing
Strength points to try to benefit from in developing and improving the training process and
clarifying the obstacles that lead the training process to weakness, failure and lack of benefit from
it. The researcher presents suggestions and recommendations that help in achieving the Ministry’s
objectives to reach distinguished performance through training and development processes that

lead to raising Efficient performance of employees and employees.

1.5. Research Hypotheses

- There is a statistically significant relationship between training and increasing employee
performance efficiency.

- There is a statistically significant relationship between the training period and its
efficiency.

- There is a statistically significant relationship between the type of training and improving

employee performance.

14
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1.6. Research Model

Job performance

- Quality of
completion of tasks

- Task completion
Speed of task
completion

- Business model
standardization

Job Training

- Direct training
- Indirect training

v

Figure 1research model . by researcher

1.7. Scope of The Study

- Spatial Scope: Ministry of Social Affairs, Deputy Ministry for Social Security Affairs,
branches of social security offices in Al-Baha region.

- Human Scope: a random sample of employees in branches of social security offices in the
Al-Baha region in various countries Their administrative levels.

- Time Scope: This study was conducted during the period from 8/1445 to 2/1446

1.8. The Project Structure

Chapter 1

Introduction

Chapter 4

Chapter 2 Chapter 3 Statistical

Literature Research Analysis &
Review Methodology Findings

Discussion

N2 o

auasiawy 1 researcher The Project Structure
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Chapter 2: Literature Review
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1.9. Introduction
The training process is considered a set of activities that fall within the framework of planning and
designing training programs forApplying it and putting it into practice because it contains a series of
activities and events that are linked together. In light of a specific scientific methodology characterized
by a logical sequence that leads to achieving the desired goals, training can be conducted It is possible
to develop human resources and develop their administrative and technical competence to achieve a

positive return because it is for the administrative process.

It is clear that training is a means and means of developing human resources and investing in them to
achieve returns. It positively improves productivity, and it also helps trainees by raising the efficiency
of workers, which is reflected in their efficiency.To perform jobs that have a higher level of
responsibility and importance and require high knowledge and skill to perform.Therefore, it can be said
that training is an activity through which trained individuals reach an advanced level of development
In knowledge, behavior, and various skills, and with high efficiency in achieving the required results,
training is considered for everyone Education, development and training aims to improve the behavior
of individuals on an ongoing, consistent and organized basis. And methodologically, although there are
some differences in the concept of training, education, improvement, and adaptation, which are hidden

and can be identified. Through the following two tables:

Table 1Differences between training and education

Characteristics Training Education

Specific behavioral goals to make
o o Abstract general goals to serve needs
Obijectives | employees more purposeful Efficient o o
o o Individuals and society in general
and effective in their jobs and work

It can be very short, especially
time When it is Directed at a specific Generally long term

type of skill

It is often highly specific to needs ) )
Content o Expansive and comprehensive
The work that an individual does

Resource : researcher based on previous researches

17 (|
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Table 2Differences between training and development

Dimensions of comparison

training

development

Focus Current Jobs Current and future jobs
o groups and teams Collective
Scope Individuals workers
work
Time frame short-term long-term
Objectives To fill the current skills shortage | prepare for future skills needs

Resource : researcher based on previous researches

Given the importance and clear role of training in human resources development and the
development of individuals working in various organizations, whether private, public or service,
researchers have paid attention and presented research in the field of training in various sectors

concerned with the training and development of their individuals

1.10.  The independent variable

Job training encompasses both direct and indirect training methods implemented within

organizations.

- Direct Training: Refers to specific, job-related training that employees receive directly

relevant to their roles and responsibilities.

- Indirect Training: Includes broader organizational learning experiences, such as

workshops, seminars, or conferences that indirectly impact job performance.

1.11.  The dependent variable

The dependent variable identified is Job Performance. Job performance is measured across

several dimensions:

- Quality of Completion of Tasks: Refers to the accuracy, precision, and overall excellence

with which tasks are performed.

- Task Completion Speed: Measures how quickly tasks are finished once initiated.

18
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Business Model Standardization: Evaluates the degree to which tasks are aligned with
standardized business processes and models.

1.12.  The relationship between the independent and the dependent variables

The effect of training in raising the efficiency of employee performance - An
exploratory study on governmental and private organizations in Jeddah Jeddah
(Mohamud, 2014) [2]

This research was conducted to explore the topic of training and its significance in the
context of human resources, to determine the success and failure factors of training
programs, to emphasize the role of training in enhancing the performance of human
resources, and to understand the fundamental principles of training. The study
hypothesized that there is no statistically significant correlation between training and
workers' productivity at a significance level of (0<0.05), as well as no significant
relationship between training and work quality at the same level of significance (0.<0.05).
Additionally, it was assumed that there are no statistically significant differences at a
significance level of (0<0.05) between employees in the public and private sectors
regarding the impact of training on improving workers' efficiency. The research population
included employees from both sectors, with a sample size of 50 individuals selected
randomly. The study utilized a questionnaire as a research tool and employed SPSS
statistical analysis method to calculate mean, standard deviation, and variance. A
descriptive and analytical approach was adopted due to its suitability for studying the
phenomenon. The findings revealed no statistically significant relationship at a
significance level of (0.05) in the responses of the sample individuals regarding the
correlation between training and workers' productivity. This result led to the rejection of
the initial hypothesis and acceptance of the alternative hypothesis, indicating that there is
indeed a significant relationship between training and workers' productivity, 1. The
findings of the study support the correlation coefficient, indicating that there is indeed a
significant relationship between training and productivity of workers. The initial
hypothesis suggesting no significant relationship has been rejected in favor of the
alternative hypothesis. It is evident that there is a statistically significant relationship at a
significance level of 0.05. The responses from the study sample individuals show no
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statistically significant differences between the views of employees in the public and
private sectors, particularly regarding the impact of training on enhancing worker
efficiency, with a correlation coefficient of -0.071. The study suggests that employees in
both sectors should acquire essential skills to enhance their managerial capabilities,
improve job stability, and boost morale. It is crucial to keep employees updated on
developments in their respective fields to ensure positive attitudes towards work.

From this study The researcher rejects the hypothesis that there is no significant correlation
between training and productivity, indicating a positive relationship. This suggests that
effective training (both direct and indirect) enhances job performance metrics such as task
quality, speed, and adherence to business standards.
THE RELATIONSHIP BETWEEN TRAINING STRATEGY AND EMPLOYEE
PERFORMANCE IN ORGANISATIONS [3]
This article provides insight into the training strategy and employee performance within
organizations. Both private and public businesses have expressed interest in implementing
a training strategy to enhance the performance of their staff. These organizations have
focused on establishing a set of policies and decisions that align with the training plan to
keep up with rapid scientific and technical progress. In order to improve employee
efficiency, it is crucial to have an appropriate training strategy and make informed
decisions. The correlation between the training strategy and employee performance was
analyzed using the quantitative method. The study was conducted on security companies,
with a sample size of 45 security employees. The relationship between these two variables
was examined using the SPSS program. The findings of the study revealed that the training
method plays a significant role in improving employee performance. The performance of
employees is influenced by the training policies implemented by the organization.
Furthermore, the decisions made in the training approach also have an impact on employee
performance. To enhance the quality of work for employees in businesses, it is essential to
have a training strategy that keeps pace with technological advancements. An effective
training strategy enables organizations to maintain the quality of services provided and
their competitive position.

In this study the researcher Highlights that the training strategy significantly influences

employee performance. Organizations that strategically align training programs with

20

MIDOCEA

U NIV ER

Y

i



organizational goals see improved task completion speed, quality, and standardization of
business processes.

ROLE OF TRAINING IN IMPROVING EMPLOYEE'S PERFORMANCE [4]
The study emphasizes the importance of training in reducing costs, minimizing material
wastages, and increasing employee effectiveness. It highlights the significance of training
in bridging the gap between work requirements and existing skill levels of employees.
Various training methods such as on-the-job and off-the-job training are discussed,
showcasing their impact on employee productivity, skill development, and morale. The
article underlines how proper training can lead to higher productivity, lower supervision
needs, improved employee skills, and increased employee commitment, ultimately
benefiting organizational performance.

In this study the researcher Emphasizes that training bridges skill gaps, leading to higher
productivity and improved task quality. This underscores the positive relationship between
comprehensive training approaches (including direct and indirect methods) and enhanced
job performance metrics.

Training, development and performance (Case study of the Albanian Public
Administration) [5]

The main purpose of this paper is to present the main theoretical approaches related to
training in public administration all specials presents this practice in the budgetary sectors.
Further, in a more practical level, other purpose of this paper is to analyze the relationship
of training with performance seen in two levels; individual and organizational. To realize
the goals of this paper are following two main ways. Initially he conducted a theoretical
picture of attitudes to assess performance and its position in view of the performance of
public administrator. Later in order to answer to key questions of research is designed and
distributed a questionnaire on the Albanian public administration whose data are processed
further. At the end of this work based on literature review and practical results reflected
some recommendations and conclusions.

In this study the researcher Discusses how training impacts both individual and
organizational performance in public administration, suggesting that well-planned training
initiatives positively affect task completion quality and adherence to organizational

standards.
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- Antecedents of Employee Performance: A Case Study of Pakistan Telecom Sector[6]
In this research, the researches conducted interviews with telecommunications personnel
to examine the elements that influence their performance. Following interviews with 95
employees in the telecommunications industry of Pakistan, we have determined that
overall, all employees of telecommunications companies express contentment with the
training, development, and support provided by their respective organizations. The study
has concluded that employee empowerment, job security, and financial benefits play
crucial roles in enhancing employee performance. Managers who prioritize employee
development should empower their staff, as it fosters greater engagement and dedication
to their work.

In this study the researcher Demonstrates that employee development programs positively
influence job performance, indicating that effective training methods contribute to

improved task completion speed, quality, and business model standardization.

1.13.  Conclusion
Training is crucial for enhancing employee performance across various sectors, including public
administration and private industries. The studies reviewed consistently support the notion that
effective training programs positively influence employee performance metrics such as task
quality, speed, and alignment with organizational goals. Organizations should invest in tailored

training strategies that address specific skill gaps and align with technological advancements
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Chapter 3: Research Methodology

23 1
MIDOCEAN



1.14. Introduction

1.15.  Operational definitions for research variables

1.16.  Research design (research onion)

24
|
MIDOCEAN



1.17. Research population & Sampling methods and technique

1.18. Data collection method

25 (|
MIDOCEAN



1.19.  Typesof data

1.20. Statistical analysis procedures

1.21. cConclusion

26 (|
MIDOCEAN



Chapter 4: Statistical Analysis & Findings discussion

27 (|
MIDOCEAN



1.22.  Introduction

1.23.  sample profile (descriptive statistics for research sample)

1.24.  validity & reliability tests for the questionnaires

28 (|
MIDOCEAN



1.25. Descriptive statistics for research variables (answer research questions)

1.26.  Testing Hypotheses & Findings Discussion

29 (|
MIDOCEAN



1.27.  Conclusion

30 |
MIDOCEA

UN\VIHE,\\VII



Chapter five: Research limitations, Recommendations & Conclusion

1.28. Research Limitations & Future Research

1.29. Research Recommendations

31 |
MIDOCEAN



1.30. conclusion

32 A
MIDOCEA

UN\\/IHE,\\YII



References

Mohamud, A. M. (2014). The effect of training on employee performance in public sector
organizations in Kenya. The case of NHIF Machakos county (Doctoral dissertation,
University of Nairobi).

Al-Zahrani, S. (2021). The effect of training in raising the efficiency of employee
performance - An exploratory study on governmental and private organizations in Jeddah
https://doi.org/10.26389/ajsrp.c030121

Theeb, S., & Othman, K. (2023). THE RELATIONSHIP BETWEEN TRAINING
STRATEGY AND EMPLOYEE PERFORMANCE IN ORGANISATIONS . Humanitarian
and Natural Sciences Journal. https://doi.org/10.53796/hnsj486

Kumar, A. (2021). ROLE OF TRAINING IN IMPROVING EMPLOYEE'S
PERFORMANCE. , 17-19. https://doi.org/10.36713/EPRAG553

Kraja, G. (2015). Training, development and performance (Case study of the Albanian Public

Administration). Journal of Sociological Research, 6(1), 129-140.
Zreen, A., Faroog, M., & Yasmin, M. N. (2018). Antecedents of employee performance: a
case study of Pakistan telecom sector. International Organization of Scientific Research
Journal of Business and Management, 20(7), 61-66.

L el aal )

i€ Ao s L) o saledl g Ladll b o o0 36168 28 ) 5 a1l o0, (2014). ) dilae A (gaale

(Ll 5 3 1Y) o sal) S cRalil) Anals ¢ psineale s j) e Lain ¥/ g3l 5 ) s - dalall dibaias e Lain Y Slasll

33 (|
MIDOCEAN


https://doi.org/10.26389/ajsrp.c030121
https://doi.org/10.53796/hnsj486
https://doi.org/10.36713/EPRA6553

Appendix 1

vvew\&w\&y;biﬁ;usg)&%)ﬂ\)}J:o\ﬁqh\)ﬂaﬂgﬁu\oﬁmwﬂ\égwe’aioi@éﬂ}@ﬁ
=iy Glaall CilSa & 5 58 ¢ e laia¥) Glaall 55805 ) )l AS 5 - dpelaial) ¢ 95all 5 ) jy Ao Al dl ja ¢
Leiant &8 (e g Ll pa S (s g ¢ Al Adhaiag

s2a a8 aloy Cogas b (Y dal jeall 5 e guin sall 5 A8l Silla o aind Lgiad o aSile 833 Y LS
Leia 8 gapall Calaal) st Al all

g L) sl 2S5 Gl Al all Caland W) addiad ()1 g el Ay sy Jalotios aSU8 (e B3 ) sl i) (s aSiolans » 53 5
el gl aSand LUK aae L oSS0y 5 calae e o Ailia) 8 & jLiall and sf e Al 0l i )

ALY @ e g1 (8 Jasl

ol anl 55 Al paal) Dl g2 OS] el sas Candl 138 Gial je) addy 48 (5 i La JS ALl aSa S5 sa ) LS
alplai b agud i) sy

ceSiglai g oS dlad s ST j0da g 1 SLS

Lﬁm‘ wlee caalll

34

MIDOCEA|

5-\\/II

U NIV ER



https://forms.gle/UagWGZVKFfR1gbCKS5 Jasa ol ol , -

Al bl s J ) anadl)

sell Auial sl 8 (V) Adle puasya SE s )

sl 45 45 5 J ) 35 35 e B ) 25 o 25 0a BBl : el -
ble bl v | fous sl bugieasly|  |us G g aladll (g idll -
< sins 12 (g S G i 12 ) 5 e Sl i § e JB 13 pall i iwaae
fandll 0 e Fan)) ) Al ) dall e J) - Ak N dgd) -

A

TP

u)s\ dclaay Al

:B)\‘}}S\géw\JML@LM&\@JAH\Q\J}J\JL -

12 e B8 N il h92 5 e

3)}322&4)353

35

Q‘JJJSC}“dﬂ

2200 Ji ) <50 12 0

MIDOCEAN

UN\\/IHE,\\VII


https://forms.gle/UagWGZVkfR1qbCKs5

el JV(Aalle muzm s Lol el e il ) sy Aalaial) colaasall (and A8 L Lag 1 dgalall il ¢ A asdl)
uﬂgi) @Mﬂ\}ld\ SJL.\:J\

Cnila sall gl oY) 3eli 30l 55 cuuill e Adlall -1

eyl il

il s 3 )kall

Lolai (380 51 Y Gl Y| s Gl
Ll

3150 (8 dampaill Claliia¥) aas oy
Al Lgdlaal Gosy Layy (ale sai e
Claliin¥) ¢ g 8 il Gl aass
O iall 4l
Ol 3 ) 550 3 ALl o) 58I o sl
31550 clelad A8lS _a ¢ 1Y)

S e Ay ) 5 Apapdati e sia g il
Al Aleal) b 2 il

eV Cppanty (3l Ay a3 ) gl |
il
e Oalaladl ae i & Ay il &l gall o)
bl 3 ) gean Jaall COIKEL Ja
s A Al el ) 31550 (B ol
il sall ¢lal o asalia
skl laal () (35 <o g il )
O sall g lol
Asie i Jalad 5 5l (s g
L daas) i) Calaa¥l ddag e

&.\,3)&3]\3\)35&\.@:\4\@&)@\3\34&?34 10
Llaall  ualadl ol il () oo el i

Sl A 53U

11

el G 8 Jled (S Gyl iy
(O sl

12

36 |
MIDOCEA

UN\VIHE,\\VII



_AS;ESJ uJJJﬂ\ a‘ﬁ&u.\.\ 43l -2

PRV

) ) ) G4l 3kl
el 38151 Y Gl Y| e 390l N
Gl gl S e Apualie il B0e )
il Baasall cale Ll !
el gy dodl) ol il )
Jlae 6 3ana & lgns Calae LSl | 2
alac
O I ) (S A il @l 5l o)
A sl e Jlally (aleaY) >
Jandl JSUie (pn S 3 mnss i) )
Leie paladll )
Al w5 el ol i 31 5
58 Jlsh e s )l 350 (8 el oy s
Lo yail) 6
Jasll (e el (e a8 G paall adana ) ;
BRI
Aay il ) zUas dllee dapla )
3 paluse 8
B3 g oy o 3 el all 6 i
Gl ?
A ) ainly )35 il 5l sl
Adlide die y Ol 53 10
e el il i 6l g5 i Calias
b sall SlilSa) 5 Jandl a5 50 a
37

MIDOCEA|

UNIVERS

\\VI'



AaY) ol

&8y 5 k)

Woaily | sy [aae) G|

bl Aol (g giaall st a3

LS dam 5 8l sl @ 5 agny
.e:\lul‘j G&A\ slaty ‘;\ u;ﬁkyd‘

eﬁﬂﬁ)ﬂ‘ﬁmm‘_gﬂujﬂ\u‘\
S ey b el cailla gl

ol gt (e Ay sind Ly (g paill (Sl
il Agle (38a% Aalat il g

i€l e ae g Laasll ol Gy paill )
Jaadl sl dula) cilalas)

4 gl LKLY B ) 5l (A il g
Aaall dgw il CullaY) aladtay

e iy il i il (5 i )
8 PEL g - EX PN

g xll l sl bl 8 a5l (505
Lo b sall Jlgl 52L )

(o8 Ayl el ) Jasesi g Adla) iy

AL G a3l 4l

b Aadle cuy il bl o) 10

il 3 3N ) pagaill 5 ) H ) (A A o
e (5 sine 3 Ay Hxi Clars

11

&,—\;\XL»‘V\ e il ‘55 B )1 )5l Aatad
Al

-

12

38 |
MIDOCEA

UN\\/IHE,\\VII



A gidall ALY Gl )
Sl Cen Al puall giiay s Al ALY e AlaYU aSa S5 oy

8 Llla Rl o) ol dlaial) bl aal a1

39 A
MIDOCEA

IJN\VIHE,\\(II



g0l ) e gl 5 cpilh sl ini a3 il 1 Le 3

MIDOCEA

UN\VIHE,\\VII



