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ABSTRACT

The study critically examined the extent of the
involvement in, and commitment of private establishments to
the provision of training and development for their workers.
The relationships between the measures of commitment of
companies to training, the workforce and turnover of the
companies were also examined. Aitempts were made to find
probable explanations for the observgd levels of commitment
of companies to training, and the relationship between
measures of commitment of companies to training and other
" relevant indicators. |

The sample for the study consisted of fourteen companies
that were systematically selected from eight manufacturing-
service and service industries in and around Lagos. Three
research instruments were utilized to collect data from the
companies selected for the study. The data collected were
analysed using statistical mocdels such as Fisher's Exact Test,
Regression Analyses, and Pearson's Product Moment Correlation
Coefficient. Data were also analysed by describing the
phenomenon obseg;ed. All the . hypotheses were tested at 0.05
level of significance,

The results of the study indicated that a higher
percentage of service companies (80%) expended money that was
classified as high on tralning. When the amount expended on

training was adjusted for the total workforce of the
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companies, the result showed that the expenditure on training
per worker was dependent on whether the company was a
manufacturing-service or service company. With an exact
probability of larger value of .021, service companies came
clear as being more committed to training than their
manufacturing-service counterparts. Sixty six percent of large
companies had high commitment rating as against 56% for giant
companies.

The results also revealed that the companies drew
trainers from all the available sources for sourcing trainers
- Yin - house" and "out - of - house" and the compénies had
their own, or had access to the basic minimum physical
facilities for training.

The results showed that although the percentage of
workers trained was not dependent on the nature and size of
the companies, a higher percentage of service (60%) and large
companies (66%) had high involvement in training.

Finally, the factor that featured most prominently as
the plausible explanation of the observed levels of
involvement in and commitment of companies to training, and
the relationship between the measures of commitment to
training and other relevant indicators, was the 'human -
capital’ theory, which is a strand of the Neo-classical

economic theory.
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CHAPTER ONE

INTRODUCTION

Background to the Study

Human resources are said to be the most dynamic of
an organisation's resources (Cole, 1986). Thus, to
achieve the goals of organisations, there is a need to
staff them with competent personnel (Beach, 1975). If
they aré to be effective on the job, such personnel need
considerable attention from the organisation's
management. Motivation, leadership, communication, wage
restructuring, payment systems and training/development
are amongst the myriad of issues that management faces
when trying to get the best out of its workers.

This study is concerned with the training and
development of the employee or worker by the private
employer. One issue that needs to be resolved at the
beginning of a study 1like this is the meaning of
"training” and "development”, and the relationship

between training, development and education on the one



hand, and training, development and adult education on
the other hand.

Training could be what Darkenwald (1983, P. 232)
referred to as "any educational activity or opportunity
made available to employees™. Training programmes
provided by private employers in Nigeria, for example,
would include acquisition of new knowledge, skills and
attitudes for professionals and specialists, health and
safety training, training on new computers/equipment,
training in salesmanship, apprenticeship training,
vocational-technical training and adult literacy
training amongst others.

While some scholars distinguish between training
and development, some others do not think that the
distinction is necessary because they assume that many
training activities may and do result in the development
of the worker. Those who distinguish between training
and development see development as being concefned more
with improving the potentials of the employee than
improving knowledge, skills and attitudes for immediate
use on the job. Development programmes for employees in
Nigeria are what companies refer to as further

education, or relevant education and correspondence
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courses. In addition, in Nigeria, the word "development"”
is usually associated with the training of management
staff, and this gives the impression that only employees
of the management cadre are capable of being developed.

Education, which could be formal (teaching anq
learning in a formal school system); non-formal
{(organised teaching and learning out of the formal
school system) or informal (incidental and or casual
teaching and learning)} is broadly based instruction and
acquisition of knowledge, skills and attitudes which
enable individuals to partake in acfivitie;- in which
such knowledge, skills and attitudes are required.

A number of scholars (example Beach, 1975 and
Darkenwald, 1983) do not think that it is necessary to
distinguish "education"™ from "training and development”,
because they believe that all "training and develcopment"
programmes involve the acquisition of new knowledge,
skills and attitudes. It would however seem that for
those who distinguish between "training and
development" and "education" (example Laird, 1985 and
Cole, 1986) they see education as formal education in

school, college or university, whereas training is seen



as being job-specific and is provided only for workers
in a work organisation.

Given the reticence of employers in the matter of
having their training programmes referred to as
"oeducation™ lest it be misconstrued, for the purpose of
this study, the terms "training"™ and "development"” will
be used.

Adult education, which is an important component of
the education network, caters for the education needs of
those who are regarded as adults in the communities to
which they belong. Such.adultg”méy have had no formal
schooling, and they may or may not have compléted the
cycle of education commenced in childhood (Bown and
Okedara, 1981). This 4is an indication that adult
education has many components. They include adult
literary education (or adult basic education), which is
teaching of the 3rs to adults; functional literacy
education, which tries to make literacy immediately
functional by being both selective and intensive; extra-
mural education, which <comprises all educational
programmes outside the range of the staple activities of
educational institutions. Adult education also includes

continuing education which may be a form of remedial



education for example, for drop-outs to drop into formal
schooling; workers' education or labour education is
education of adults who are already on the job. It 1is
also conceived of as being in two parts training and
development and trade union education. Another important
component of adult education is women's education. It is
important to state that adult education is said to be a
very important component of life-long education. For
this reason, lifelong education is given meaning and
effect because of and through adult education.

Thﬁs, it can be seen that training and development,
our subject of interest, 1s taken from workers'
education {(or labour education) which is an important
and major component of adult education, Dbecause a
significant portion of the adult population in Nigeria
and around the world constitute the major workforce.
This means that training and development form a sub-
component of adult education, and cater for a distinct
target group among adult learners, whose specific needs
they try to meet, Figure 1.1 below best describes the
relationship between "adult education”, and "training

and development™.



Fgure 1.1
The Relationship Between Training and Devebpment and Adult Educaton

A [ _Tne Whole Square- Aduit Education
B [ ] - The Inwer Square - Warkers' Education (or Labour Education)

o) [T - The Tmmermost Sequnre-Trade Union or Workers' Organisniion Education,

B [ ] Training and Development

C [ ] -Trade Union or Woskers' Orpanisation Tdreation

Adapied frem Hopldas (1583)



—

N 7

What this means, therefore, is that training and
development are also adult education. Nadler (1970), for
example, uses "training™ and "adult education”
interchangeably, even though some of those who are
involved in training do not agree that they are
functioning in the field of adult education.

It 1is accepted that enterprises play important
roles in the economic, social and political development
of every nation. Generally, the primary goals of
corporations are the production of certain goods, the
provision of certain services and, ultimately, the
maximization of profit. Very often, however, they
partake in the provision of education. The major type of
education activity in which most corporations partake is
adult education or training and development.
Corporations make use of education in order to enhance
the achievement of goals which can be placed along a
continuum ranging from money making to the advancement
of the economic interest of their workers. In these
organisations, therefore, education is more a means to
an end rather than an end in itself.

This notwithstanding, there is a widespread

awareness in businesses that human resources are a



valuable ésset that should be developed on a continuous
basis. This is why attention is now being focused,
amongst other things, on the need to expand the scope of
training and development programmes for workers in
businesses, to adapt such programmes to the pace of
technological change and corresponding social needs, and
to modify them to suit the different needs and degree of
the development of each country. This means that
training and development efforts in 5usinesses are
considered part and parcel of national endeavours of
continuous education. Thus, corporations or businesses
are considered adult education agencies or institutions.

In the United State of America, for example,
businesses and industries were ranked 4th in relative
importance among the major adult education institutions
using the criteria of the number of adults they reach,
in the absence of a better index or criteria for rating
important adult education agencies. The table below,
which was generated from interviews conducted in 11,957
households in 1961-62 illustrates this better.

The most important facts shown in Table 1.1 are

that:



(1) Out of a total of 3,305 courses which 13,360,000
adults attended, businesses out of 9 sponsoring
agencies were responsible for organising 406
courses in which 1,860,000 adults participated, and

(2) majority of adults learn in institutions that are
not primarily educational.

Also in this regard, the U.S. National Centre for
Educational Statistics gave the number of adults who
participated in educational activities sponsored by
businesses in the U.$ in 1978 as approximately 3.2
million (barkenwald and Merriam, 1982). The adult
educational activities of businesses are expected to
have increased tremendously in the 1980s due to the
proliferation of businesses and the consequent training
needs, both in the United States and here in Nigeria. In
this respect, Goldstein (1980) indicated that 6.3
million employees participate each year 1in corporate
sponsored educational activities in the United States

(quoted in Darkenwald, 1983).
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Table 1.1

Estimates of Adult Education Courses Attended at Different

Sponsoring Institutions

Sponsoring Institutions Number of Estimated
Courses Number of
Reported persons who
Attended
Classes,
Lectures,
Talks or
Group
Discussions
Church and Synagogues 692 3,260,000
Colleges and Universities 689 2,640,000
Community Organisations 488 2,240,000
Business and Industry 406 1,860,000
Elementary and High School 383 1,740,000
Private Schools 246 1,120,000
Government {(all levels) 235 1,050,000
Armed Forces 116 480,000
211 Other Sponsors 50 240,000
Total 3,305 13,360,000%*

*This is not the total number of persons listed in that
column because some persons studied at more than one
sponsoring institution.

Source: Griffith (1970, P. 173) in Smith, Aker and Kidd
(eds.) (1970).

A number of factors seem to have contributed to the
upsurge in the educational activities of businesses. An

important factor would seem to be the realisation of the

need for workers to develop their mental capabilities in
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order to improve their efficiency in the performance of
their duties. This means that businesses are breaking away
from the tradition that virtually led the worker to mental
or intellectual impoverishment by the repetitive or
routine demands of a job. Another factor is technological
advancement that now affect all sectors of the economy of
most nations. This had led to the reviewing and extension
of the limited field in which training and development had
been operating to take into account, a more comprehensive
understanding of technical and conceptual processes, as
distinct from purely manual skills (Foucault-Mohammed,
1986). At the same time, there has been the need for
workers to update their knowledge and skills in order to
avoid obsolescence of knowledge.

Also, for years, trade unions have been clamouring
for more widespread opportunities for the mental and
intellectual development for workers. Their arguments have -
been hinged on the fundamental human right of the worker
to education as declared by the United Nations (UN} and as
agreed in some International Labour Organisation (ILO)
conventions to which many nations were signatories. Even
if enterprises were not willing to adhere to the

declarations and conventions to which their countries are
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signatories, advancements in technology dictate that they
provide adequate training and development for their
employees.

Further, education in the formal school system is not
designed to teach specific job skills for positions in
particular companies and organisations. Even those who
have obtained certificates in a technical or a
professional field of work at the University or
Polytechnic must receive some initial training in the form
of orientation to the policies, practices and ways of
their specific employing organisation. At the same time,
they have to get acquainted with the machinery on which or
with which they will be working.

In recent times, the tendency has been for the
government to call attention to the roles that businesses
can play in the education of adults, especially in the
area of the provision of training and development for the
workers in such corporations. For instance, a Nigerian
Education Minister, in an address presented at the opening
of a «conference of the heads of adult education
departments in government ministries and universities in
the country, said that the country's 'dwindling resources,

owing to economic problems, has affected the adequate



13

funding of adult education programmes' (Daily Times, Dec.

8, 1988). The Minister then proffered a solution to the
problem of 'dwindling resources' when he called on the
Heads of Departments to 'examine how firms and companies
could contribqte more to workers' education through
sponsored programmes or provision of incentives'.
Similarly, he advised that the role of universities and
polytechnics in workers' education vis—a-vis industrial
firms located in their areas must be examined. The
Minister in effect, proposed a closer examination of the
role of businesses as an educative agent, especially with
regard to workers' education.

In addition, in developing countries generally, the
government 1is the principal provider of education, both
formal and non-formal. Due to government's dwindling
expenditure on education, alternative sources of funding
e&ucation, in particular non-formal education have to be
sought. The most logical of such alternatives would be the
corporations which form the second largest employer of
labour. This should be the case since certain corporations
in Nigeria have continued to flourish and even declare
excess profits in spite of the economic recession in the

country.
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For instance, the companies below remitted quite a

huge amount of money overseas as profits in 1983 alone.

They are:-
Union Bank - 61.24 million
First Bank - 5.9 million
Guiness Nig. Ltd - 54.7 million
SCOA - 12.25 million

Source: The Guardian, May 1, 1985.

It is felt that some of the profits should be ploughed
back into schemes that would improve the welfare and
coméetence of the Nigerian worker.-One has therefore found
it necessary to examine the extent to which corporations
in Oyo and Lagos States have been providing educafion {or
training and development) for adults, most especially
their workers, and their commitment in this regard. Such
training and development programmes for workers include,
amongst others, adult basic education, vocational -
technical training, general education, further/relevant

education, and health and safety training.

Statement of the Problem

The problem of this study was to find out the extent

to which private businesses in Oyo and Lagos States (as
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agents of adult education) take part in and are committed
to the provision of training programmes for their
employees. This means that attempt was made to answer the
question -~ which companies undertake the most training
and are more committed to training and why? To this end,
the study aimed at discovering the percentage of the total
number of workers in the different companies and groups of
companies that received training, the nature of the
training programmes provided, the amount expended on the

training of employees by the companies, and the physical
and human reééurcé;‘ééailable for such. In order to find
answers to the second part of the question raised above
(1.e., why?) the investigator tried to find out those
factors that affect the decisions that the management of

private businesses take as regard the training and

development of their employees.

Justification of the Study

As a result of the examination of relevant literature
on adult education and training generally in Nigeria, it
was discovered that there is a dearth of information on
the extent of the involvement in and the commitment of

private employers or enterprises to the provision of adult



16

education or training for their workers who are not part
of management. It would seem that this dearth of
information regarding the extent of training and
commitment to training by private employers is not
peculiar to Nigeria. For instance, Joyce, Woods and Hayes
(1985, P. 13) observed that "empirical research on
training tends to neglect questions such as: what types of
companies undertake the most training activities and why?"

It 1is important to state that Goldstein (1980)
attempted an overview of the extent of training by
companies in the U.S,A. He, however, did not adopt a
systematic approach to the study and, in addition, the
study neglected the question of commitment of companies to
training even though the author used some of the measures
of commitment of companies to training as indicators of
involvement of companies in training. Thus, it is
important to provide | some systematized information
regarding the extent of provision of training and
commitment to training by private enterprises. This is
with the hope that it Qould give training managers, adult
educators, policy makers and workers' organizations in
Nigeria a deeper knowledge and understanding of the roles

that private enterprises can play in the training and
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development of their employees. This will ultimately
provide an overview of the role of private enterprises in
the provision of adult education in Nigeria.

Furthermore, in view of the nature of work in
businesses, it 1is necessary that their role in the
provision of training in the area of health and safety in
the work place be examined. It is known that one worker in
ten on average around the world suffers from an industrial
accident compelling him to stop work (Le Serve, 1981). In
the developing countries where strict safety regulations
rarely exist and if they do, afe raféif enforced, the
average number of workers who suffer from industrial
accidents is almost certainly higher. Generally, the
figures reported are said to represent only the tip of the
iceberg in that most accidents are never reported and many
industrial diseases go undiagnosed. In addition, there are
problems associated with the "hidden" hazards of work.
These are diseases which are not easily detected, produce
no obvious immediate effect on the health of the worker,
but take a higher toll. The major problem with many of
these hazards is that they have a latent period of up to
forty years; that is forty years between the time when the

worker was exposed to the hazard and the outbreak of the
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diseasé. LFor éﬁample, certain chemicals aﬁd lightnings
(that produce X-rays) used in industries can act singly or
in combinatibn with other chemicals to induce cancer (Le
Serve, 1981). In cases like these, the burden of proof
lies with the worker, the union and often the worker's
dependants to establish grounds for compensatioﬁ. Although
there is no single solution to the problem of health and
safety in the work place, the education of workers in the
areas of injuries and diseases that are likely to occur in
their own specific working environment should help reduce
the problem of health hazards. There is also a need to
give training to workers on the laws relating to health
and safety in industry, on approved methods of prevention
and on safety inspection. It has therefore become
necessary that one should also find out the extent to
which businesses in Oyo and Lagos States provide health
and safety education for their workers.

Also, it can be argued that because Nigeria is a
member of the United Nations (UN), the world body that
made education a fundamental human right, private
businesses in Nigeria owe the society to which they
belong, which is a signatory to the Universal Declaration

of Fundamental Human Rights, the obligation to provide
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education for adults as a form of service to human kind.
From the same perspective, they should feel morally
obliged to provide training for their own workers.
Finally, as practised in countries that have mixed
economies, the private sector in Nigeria too should
contribute its own quota to national endeavours of the
education of adults, most especialiy their own workers.
The researcher's decision to undertake this study is
based on the considerations Jjust stated. Furthermore, the
study should help focus attention on a much neglected
area. It is e;pect;é'that the resui£s of this study will
give adult educators and policy makers an idea of the
roles businesses play in the education of adults in
Nigeria. Finally, based on the outcome of the study,
certain necessary recommendations are made, to the
management of businesses, workers, labour leaders, adult
educators and the government. Lastly, areas of further

research were pointed out.

Purpose of the Study

This research work examined critically the extent of
the involvement and the commlitment of private

establishments to the provision of adult education,
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focusing attention on the provision of training and

development programmes for their workers. This means,

essentially that the work tried to answer the gquestion -

what types of companies undertake the most training and

are more committed to training and why?

(1)

(2)

(4)

(3)

(6)

Specifically, the study

examined the nature of training and development
programmes available to workers in private
establishments in Oyo and Lagos States.

assessed the percentage of workers trained by some
selected companies. o

assessed the expenditure of the selected companies on
training.

examined the human and physical resources that are
made available = for training by the selected
companies,

considered whether the nature of training programmes
by the selected companies, the percentage of workers
trained by them and the amount expended by them on
training have- a relationship with one another, and
whether one can predict one from the other.

discussed extensively the factors that are

responsible for the extent to which companies are
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involved in training and the extent of the commitment
or otherwise of companies to training.

{7) based on c¢onclusions drawn from the results of
analyses of data, offered objective recommendations
to all those who have interest in adult education and
the training and development of workers in general,
and training and development of workers in private

establishment in particular.

Sconme of the Study

This study paid particular attention to the training
and development of workers in privafe enterprises. Such
training and development programmes included amongst
others, organised wvocational - technical training,
training for ©professionals and specialists, further
education/relevant education and health and safety
training.

For the purpose of this study, all persons who are
not part of management are regarded as workers. These
include amongst others, professionals/specialists,
messengers, clerks, secretaries, production workers and
salesmen. This study did not concern itself with the

educational activities organised for workers in
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enterprises by trade unions. This is because the study is
concefned mainly with all the training programmes provided
for work?rs in private enterprises by their employers who
are in this case, the management of the private
enterprises.

Again, although the title of the study is "Training
and Development Programmes for Workers in Private
Establishment in Oyo and Lagos States of Nigeria”, the
study covered large scale industries only. Generally,
there is no standard criterion for classifying industries
into small, medium or large. In order to get at the
classification for this study, a number of criteria used
by some institutions were examined. The Central Bank's
Credit Guidelines to Commercial and Merchant Banks has
been using the annual turnover to classify industries into
the small scale category. An§ industry that does not
exceed 500,000.00 in its annual turnover - sales figure -
is small scale. For the purpose of the revolving loan
scheme for small scale industries, the Nigerian Bank for
Commerce and Industries (NBCI), 1981/82, regarded as
small-scale all those enterprises investing n&t more than
500,000.00 (excluding the cost of 1land). The bank's

official definition since 1985 has covered firms whose
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capital cost does not e%ceed 750,000.00. Meanwhile, the
former Uni;ersity of Ife (now Obafemi Awolowo University)
Industrial Research Unit defines small-scale industry as
one whose total assets are less than 250,000.00 and
employing fewer than 50 full-time workers (Sule, 1986).

As regards what a medium-scale enterprise is, Ogbe
(1985), after reviewing the prevailing definitions of
small- scale enterprises in Nigeria, was of the opinion
that a medium-scale enterprise 1is bigger than one of a

small scale, but not large enough to be classified as

large (quoted in Sule, 1986). -for aﬁ épterprise to be
eligible for assistance under the Nigerian Bank for
Commerce and Industries (NBCI's) World Bank assisted loan
scheme for small and medium scale enterprises, its total
assets should rllot exceed 1 million. For the Nigerian
Industrial Development Bank (NIDB), a medium scale
industry is one whose project costs are above 750,000.00,
but not greater than 3.0 million.

From the foregoing, it can be seen that the criteria
used for identifying small and medium-scale industries are
the turnover, the investment capital and the number of
people employed. Inferences can thus be made from these

for large-scale industries, because all the definitions
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give an upper limit either of the number of workers
employed, or turnover, or investment capital above which
an enterprise would not be regarded as a small or medium-
scale enterprise. For the purpose of this study, a large-
scale enterprise is that company which has a capital
investment of more than 1 million, whose annual turnover
exceeds 3 million, and which employs more than 50 full-
time workers.

Finally, a company is considered a private concern if
government has no shares in the company at all, or when

government's shares are limited to non-voting shares.

Limitation of the Study

Observation was one of the instruments used to gather
the data for this study. The investigator had hoped to see
for herself some of the facilities that are available for
the training of workers. She had also hoped to observe
workers who were 1in “training on the premises of the
companies. It was anticipated that such observation will
provide additional information about the extent of
involvement in and commitment of companies to the training
and development of their workers. To a large extent, only

one objective of observation was achieved, and this is the
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assessment of the physical facilities that are awvailable
for training in the selected comﬁanies.

In addition, the gquestionnaires and interview guide
that were designed and used to collect a lot of the data
needed for this study were constructed with a view to
covering the period 1978-1930 (13 years). The investigator
had hoped that the decision to cover this period would
help study and compare the status of training and
development programmes provided by private employers
before and after the commencement of the structural
adjustment programme (SAP).' It ‘;55_ expected thét the
analyses of the data collected for the period chosen
{1978-1990) would help highlight the effects of a buoyant
economy on the provision of training by enterprises and
the effects of economic recession on same.

Due to the very many problems associated with data
collecfion, the investigator was unable to collect data

for all the 13 year period for most of the companies, and

so comparism for periods could not be made.

Definition of Texrms

The meaning of some words and terms as they are used

in this study are explained below:
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‘"Businaess"®

This is a trade or a commercial venture. 'Type of
business' or ‘category of business' in this work means a
particular branch of trade, manufacture or commercial

venture.

"Education™

Broadly based instruction and acquisition of
knowledge, skills and attitudes which enable individuals

to partake in activities in which such knowledge, skills

and attitudes are required.

"Adult Education®

Connotes the entire body of organised educational
processes outside the formal school system. It consists of
the provision of functional literacy, remedial,
continuing, vocational, workers', aesthetic, cultural and
civic education for persons regarded as adults by the
society to which they belong, for the development of their
abilities, improyement of their knowledge, skills and
attitudes, to enhance their full personal development and

participation in their communities' development.,



"Training and Development"

Any kind of organised educational activity provided
for the worker - 1in his capacity as a worker - that
benefits him, his employer and perhaps his organisation in
the social, economic, political and cultural spheres of

life.

"Management"”

This is the governing body of an organisation. It is
the board of directors of the company and all persons in

management positions.

"Tnvolvement”

Level of participation of companies in training and

development.

Y Commitment!”

The extent to which companies believe that training
and development 1is an issue that has to be taken
seriously, and the consequent participation of companies
in training through the  allocation and application of

necessary resources to it.



CHAPTER TWO

LITERATURE REVIEW

This chapter will focus on the review of the
following: concepts of "worker's education", "training and
development” as an important component of worker's
education, the purposes of training and development and
the available forms of training and development. The

factors determining the involvement and commitment or

otherwise of companies to training and development, and
the resources available for training and development will

also be examined.

The Concept of Workers' Education

The task here is to examine available literature on
who can be referred to as a worker, and what workers'

education means.

The "Worker"

The term "worker"”, as Hopkins (1985, P. 9) observes,
has different meanings to different people in different

national and social contexts. To some people in
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contemporary Britain, "workers" still denotes what Adam
Smith called "the labouriﬂg poor"; that is, 'the great
body of the people'. To some, workers are ‘'all the
producers, by hand or by brain'. To some others workers
aré 'the organised labour movement', and yet according to
another view, workers are 'the oppressed toiling masses’.
Here in Nigeria, Anaeme (1982, Pgs. 86-88) observed
that the Nigerian Trade Union's Act No. 31 of 1973 defined

a "worker" as:

any employee, -that is to say any member of the
public service of the federation or of a state
or any individual (other than a member of any
such public service)... who has contract with an
employer, whether the contract is Ffor manual
labour, clerical work or otherwise, expressed or
implied, oral or in writing, and whether it is a
contract personally to execute any work or
labour of a contract or apprenticeship (section
55).

The Nigerian Labour Act No. 21 of 1974 defined a
"worker" as:

any person who has entered into or works under a
contract with an employer, whether the contract
is for manual labour or clerical work or is
expressed or implied or oral or written, and
whether it is a contract personally to execute
any work or labour, but does not include:-

(a) any person employed otherwise than for the purposes

of the employer's business or
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(b} persons exercising administrative, executive,
technical or professional functions as public
officers or otherwise or

(c} members of the employers' family or

(d) representatives, agents and commercial travellers in
so far as their work is carried on outside the
permanent workplace of the employer's establishment
or

(e) any person to whom articles or materials are given
out to be made up, cleaned, washed, altered,
ornamented, finished, repaired, or adapted for sale
in his own home or on other premises not under the
control of management of the person who gave out the
articles or the material, or

(f) any person employed in a vessel or aircraft to which
the laws regulating merchant Sshipping or civil
aviation apply [section Q0 (i) ).

In the Trade Dispute Act No. 7 of 1976, '"worker"
means:

any enployee, that is to say any public officer
or any individual (other than a public officer)
who has entered into or works under a contract
with an employer, whether the contract is Ffor
manual labour, clerical work or otherwise,
expressed or implied, oral or in writing, and
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whether it is a contract of service or of
apprenticeship [section 37 (ii)].

Meanwhile, thé recommendations of the 'Report on a
National Conference on Workers' Education', 1971, defined
a worker as:

anybody who 1is engaged in wage or salaried

employment below the rank o©of a managing

director, general manager, and other identical
positions in  industrial, governmental  and
agricultural establishments.

The bottom-line in all the definitions of the worker
given above, in Nigeria, is that the worker is a person
who offers his labour - either by hand or brain - for sale
to an organisation that pays for such, under certain
mutually agreed conditions. Thus, a person who is self
employed or somebody who owns a company and ‘employs
labour, or 1is part of the management of a company is not a
worker,

Although the Labour Act No. 21 of 1974 uses the term
"worker" in a restricted sense, it is clear about who is
to be regarded as a worker., This is unlike the Trade Union
and Trade Disputes Acts of 1973 and 1976 respectively,
which define a worker as "any employee..." The first two

or three lines of the Trade Union and Trade Dispute Acts

are unclear in the use of language employed to define who
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a worker 'is. For example, the Trade Disputes Act defines a
worker as follows:

any employee, that is to say any public officer

or any individual (other than a public

officer})...

Of all the definitions considered, the best one is
the one recommended by the National Conference on Workers'
Education in 1971. This is because it separates a person
who is an employee and who is not a part of management
from a person who is an employee, who may be a public
servant and may, at the same time be a part of management.

Given these considerations, the following definition
of a "worker" will be adopted in the present work:

a person who offers his labour - either by hand

or brain or both - for sale to an organisation

that pays for such, with certain agreements in

view and who is not a part of the management of

such industrial, governmental, quasi-

governmental and non-governmental establishment.

Workers' Education

UNESCO (197%) referred to Workers' Education as:

the systematic development in working-class
adults of the knowledge, attitudes and skills to
enable them efficiently to fulfil the social
roles they are called upon to play, particularly
in trade unions (Quoted in Hopkins, 1985, P..
19).
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Barbash saw labour education (workers' education is
called labour education in the United States and labour
education is the official word used by the Workers'
Education Branch of the International Labour Organisation)
as:

any planned educational activity which a union

undertakes, or  an educational activity

undertaken by an agency other than a union,
where a major objective 1is to build more
effective union citizenship {Quoted in

Whitehouse, 1979, P. 2).

Mire defined labour education as:
"~ " dealing primarily with the educational needs of
workers as they arise out of their participation

in the labour movement (Quoted in Whitehouse

1879, P. 2).

Fernau (1984, P. 3) viewed workers' education asr:

that type of education which is intended to meet

the educational needs of workers and their

organisations in the defence of their individual

social, economic and cultural aspirations.
As for Hopkins (1985, P. 2) workers' education is:
that sector of adult education which caters for

adults 1in their capacity as workers and
especially as members of workers' organisations.

From the definitions above, it is worthy of notice
that while Barbash and Mire equated workers' education
with trade union education, the UNESCO, Fernau and Hopkins

somewhat placed emphasis on the relationship between
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education provided for workers and the relevance of such
to workers' organisations or trade unions.

It is tempting to simplify the definition of workers'’
education by equating it with education. run by trade
unions and for trade unionism. Indeed, trade wunion
education is a major part of workers' education, but—trade
union education is by no means the whole of workers'
education. As Hopkins (1985) himself has observed, a
significant portion of workers®' education is provided by
governments, universities, workers' educational
associations, et cetera. It would therefore be highly
nisleading to use workers' organisation (trade union)
sponsorship as the 'touchstone-test’ for workers'
education. The tendency to equate trade union education
with workers education explains why employers are always
touchy when the education programmes they provide for
their employees are referred to as workers' education.
They always insist that what they provide for their
employees is "training and development".

The following definition of workers' education 1is,
therefore, considered appropriate:

Any form of organised education activity which

is provided for a person in his capacity as a
worker no matter the providing agency and the
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ideological stance of the body, as long as it
can help the individual worker and his or her
organisation in the defence of his or her
rights, and in the satisfaction of his or her
individual and, most importantly collective

social, economic, cultural and political
aspirations.
definition has several advantages. 2Among the

advantages are that:

(1)

(2)

(3)

it makes clear the recipient of workers' education-
they are workers.

it does not insist that trade union education alone
is workers' education; neither does it insist that
training and development alone is workefs' edueetion.
it thus recognises both trade union education and
training and development as important components of
workers' education. This 1s Dbecause a worker,
literate or illiterate, needs continuous training and
development in order to continue to function
efficiently and effectively at his or her job. If he
or she 1s wunable to function efficiently and
effectively at work, he or she may no longer be
relevant at work. If a worker remains at work, then
he will be able to participate in the activities of

his workers' union with the aim of achieving both
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individual and collective, social, economic, cultural
and political aspirations.

it therefore presupposes that training and
development of workers is an important factor in
workers' realisation of their individual and
collective aspirations.

also recognises that trade union education 1is an
important factor in determining whether workers will
continue to remain at work for reasons other than the
fact of their being ‘'irrelevant'  in their work
places. As a matter of fact, the history of trade
unionism shows that trade unions were responsible for
ensuring that employers provide trainiﬁg and
development for workers, Hopkins (1985). And this
still obtains today. This means that trade unions,
through the education that they provide for their
rank and file and through training and development
programmes, can ensure that workers remain workers by
sustaining the relevance of workers to their work
places.

it further indicates that workers' education is not
provided by trade unions or employers alone, and that

the ideoclogical stance of the providing agency 1is



irrelevant, as long as the individual worker and his
organisation can achieve their individual but most
important, their collective aspirations through such
education programmeé. One contentious issue which
would have to be left to the workers' organisations
to decide 1is the determination of what their
collective social, economic, cultural and political
aspirations are or should be.
Though it is important, trade union education is not
within the scope of the present work. Attention will be

directed only at cone aspect of workers' education-training

and development.

Training and Development

Training according to Beach (1975, P. 372) is the
"organised procedure by which people learn knowledge and
or skills for a definite purpose”.

Goldstein (1980) is of the view that training
provided by employers serves the c¢ritical role of
completing the process of skill acquisition and includes
necessary general learning as well as specific vocational

preparation.



According to Darkenwald (1983, P. 232), training and
development is "any educational activity or opportunity
made avallable to employees™.

Bryan (1985, P. 5) regards training as "changing the
way people think, act or behave by changing knowledge
levels, skills or attitudes”.

Training, according to Laird (1985, P. 1l1) is "an
experience, a discipline, or a regime which causes people
to acquire new predetermined behaviours”. Laird observed
that when training departments or organisations provide
training, they do more than merely £fill the gabév in
people's repertoires for doing assigned tasks, because
they are involved in developing people for (a) "the next
job", (b) for retirement, and (c) for their roles in
society outside the employing organisation.

Nadler, quoted in Laird (1985, P. 11), is said to
have considered training ‘as meaning those activities which
are designed to improve human performance on the job the
employee is presently doing or is being hired to do. He
also claimed that development is concerned with preparing
the employees so they can "move with the organisation as

it develops, changes and grows".
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Training, according to Cole (1986, P. 436), 1is
"concerned with imparting knowledge, and improving skills,
in relation to a job or occupation™. Cole further stated
that development usually suggests a broader view of
knowledge and skills acquisition than training... it 1is
concerned more with employee potential than with immediate
skill, it sees employees as adaptable resources.

An overview of all the opinions expressed about what
constitutes training indicates that training is the
acquisitioﬁ of new knowledge, new skills and new attitudes
by émployees in areas relating to the work they do.
Goldstein (1980), Darkenwald (1983) and Laird (1985) do
not distinguish between training and development. This
seems to be because they see training not only in the
narrow perspective of acquisition of knowledge and skills
for a specific purpose and filling the gap in employees'
repertoire for doing assigned tasks, they see training as
including necessary géneral learning, any educational
activity or opportunity, and developing people for "the
next 7job", retirement and roles in society outside the
employing organisation.

As for Nadler (in Laird, 1985) and Cole (1986), they

made a distinction between training and development,
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especially emphasising that development is concerned with
preparing employees for some future roles iﬂ‘the company
and developing their potentials. Whereas training is
designed to improve the performance of the employee on the
job he or she is presently doing. In practice however, the
companies 1in WNigeria do not really distinguish between
trainirg and development. Ewven when relevant/further
education/ correspondence courses are supported and or
encouraged, the companies still refer to such as further
training. It is important to state that when the word,
"development"‘is useé_éith regards to“training in Nigeria,
such is usually associated with , the training of
management, thereby giving the impression that only
employees of the management cadre are capable of being
developed.

The conclusion ought to be that training and
development cannot be compartmentalised. Such
compartmentalisation is not necessary except for the
purpose of drawing out the objectives of training
programmes and activities.

Reference to drawing up objectives of training

programmes presupposes that organisations/employers have

well-organised training programmes. Cole (1886) refers to



41

such training programmes as ‘'systematic training’'.
Systematic training is said to be initiated by the
company's training policy and sustained by its training
organisation.

Figure 2.1 belog shows the Basic Cycle of Systematic

training.

FIG. 2.1

Basic Cycle of Systematic Training
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Source: Cole (1986, P. 424).
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There are indications that some organisations
distinguish between specific and general training, and
make provisions for both kinds. Becker (1962, 1964),
quoted in (Goldstein, 1980) was said to have distinguished
between specific and general training. It was his view
that specific training prepares a worker only for work in
some given firm while general training prepares him or her
for work in other firms as well. An example of specific
training is orientation to the practices of a given firm
or training in a technology or process used only by a
sinéle firm. An example of general training is opportunity
or training in a craft widely employed such as welding.
From this consideration, training and development should

be viewed as:

any kind of organised education activity
provided for the worker - in her capacity as a
worker - that benefits her, her employer and
perhaps her organisation in  the social,
economic, political and cultural spheres of
life.

Forms of Training and Development Programmnes in Private

Establishment

In general, enterprises provide varieties of

education activities for their workers. The activities



43

include, among others, adult basic education, job-related
skills training, general education, and health and safety
education.

Nadler (1970) and Darkenwald and Merriam {(1982) have
observed that companies offer adult basic education in
order to upgrade workers' reading, writing and
computafional skills, sometimes along with on-site high
school completion classes, usually run in collaboration
with a local school. This is because enterprises have come

to realise that they must know something about adult

illiteracy and its implications for adult learnérs in work
situations. This realisation could be a result of
increased awareness among leaders in enterprises, of their
responsibility toward society.

There are also opportunities for training in the
areas of job—gelated skills in enterprises. Training in
jdb—related skills 1s provided for workers in the areas of
maintenance, machine operation, sales and office
procedures, among others. Some of the job-related skills
training programmes provided for these groups of worke;s
in some companies in Nigeria include forklift maintenance
course, electrical/electronic  skills course, basic

secretarial course, metal machinery and welding skills
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course andfvolkswagen until repair course (ITF, 1991). At
times, these -job-related skills training programmes are
referred to as "occupational/vocational training”.
Companies provide these programmes because very often, the
personnel department of businesses hires persons who have
the minimum skills for entry into a job, but who will
require additional training to achieve the desired skill
on the particular equipment being wused by. his/her
employer. A typist, for example, may be able to meet the
minimum standards for employment but may never have typed
on the particular kina”of rr‘lzi_c_:;li—ne on which Hhe will be
working; or he may never have used the particular kind of
dictating equipment available in his new office.

‘Also, organisations hire new  employees with
engineering degrees and then devote considerable time to
helping the né; employees relate their previous education
to the requirements of their new Jjobs (Nadler, 1870).
Darkenwald and Merriam (1982) have observed that education
programmes for scientists, engineers, architects and other
professionals employed in industries in the United States
of America are wide-ranging, sophisticated, and even more
advanced than Ph.D. training in the same field in the

United States of America's leading universities. Beach
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(1975) has observed that in small companies, training is
to a great extent of the on-the-job variety, and it is
done by line supervision (that is by foremen, geﬁeral
foremen and office supervisors).

There 1is another form of on~-the-job variety of
training programmes in industries. It is apprenticeship
training and can also be referred to as
vocational/technicél training. It is a way of developing
skilled craftsmen. Nadler (1970) and Beach (1975) have
observed that in the U.S., apprenticeship training proved
useful 1in that country's emergence as an 1industrial
nation. According to Beach (1975), the Fitzgerald Act of
1937 reorganised and enlarged the Federal Committee on
Apprenticeship. The Federal Committee on Apprenticeship
was salid to have recommended certain essentials of an
effective apprenticeship programme, They are that there
should be a minimum starting age of 16, an approved
schedule of work experience supplemented by at least 144
hours per year of related classroom instructionsl in
subjects related to the trade, a progressively increasing
schedule of wages, proper supervision of on-the-job
training, and periodic evaluation of the apprentice's

work. Quite frequently, an employer can arrange with the
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Local Board of Education in the community to have the
related cléssroom courses taught in a higﬁ school or
vocational school. The related classroom instruction for a
Machinist, for example, would include the following
subjects: safety,industrial and labour relations, blue
print reading and sketching, mathematics, trade theory and
trade science ({that 1is, cutting tools, heat treating,
welding theory, etc.).

Another form of education programme available in
enterprises is health and safety training. This involves
accident prevention, occupational safety and control of
health hazards arising from work environment. According to
Foucault (1984), health and safety education is expected
to be fully integrated into all aspects of wvocational
training at all levels in enterprises. The fact is that in
a number of enterprises, some kind of health and safety
training 1is provided for most of the workers. Policy
makexrs make provi-sions for periodic refresher courses and
seminars for workers about health and safety matters. This
is partly as a result of the continuous introduction of
new processes and substances into industries.

Beach (1975) has observed that companies usually have

some form of induction or orientation programmes for new
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employees. Some of the programmes cover one hour lectures,
others extend to sevefal months. Orientation is said to be
the guided adjustment of the employee to the organisation
and his work environment. For the purpose of this work,
orientation will be classified under general education.
Beach has observed that there is a necessity for well
organised and well eonducted induction or orientation
programmes for workers in enterprises. According to him,
orientation programmes can create favourable attitudes
toward the company, its policies and its personnel. They
can instill a feeling of belonging and acceptance. They
can generate enthusiasm and high morale. Thus, a well-run
orientation programme may minimize the likelihood of rules
violation, discharges, grievances and misunderstanding.
Yet according to éome opinion on the matter, induction or
orientation have  been cynically referred to as
indoctrination.

Some other forms of training and development
programme that can be classified under the rubric of
general education are relevant education, further
education and correspondence courses. These forms of
training are neither job-specific nor are they for the

purpose of induction or orientation. Although such forms



of training might not be of immediate utilitarian purpose
for workers, workers are expected to be able to make use
of the knowledge, skills and attitudes acquired from them
when the need arises and also for their own rounded

personal development.

The Need for Training and Development Programmes

in Private Establishment

The provision of training for workers in enterprises
is in many respects important to the employer, the worker
and the nation as a whole.

The training of workers in enterprises plays an
important role Iin determining the effectiveness and
efficiency of workers, which are in turn reflected in the
productivity of the company (Beach, 1975). This is because
t;aining helps employees increase their level of
performance on their job assignments. It also helps to
solve operational problems such as poor customer service,
excessive waste and scrap loss, and poor work methods, all
of which are associated with ineffectiveness and
inefficiency.

In commenting on efficiency and effectiveness,

Foucault (1984) and Bryan (1985) observed that modern
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technological advancement now affects all sectors of the
economy of any nation, inclﬁding its service sector. This
necessitates the review of worker training programmes to
expand their scope, taking account of the workers' need
for a more comprehensive understanding of technical and
conceptual processes, as distinct from purely manual
skills.

Foucault-Mohammed (1986, P.l1) reported that the

Industrial Committee of the International Labour

Organisation (IL0O) Workers' Education Branch, in the Draft

Conclusions of three meetings held between 1983 and 1986,
advised that the provision of all aspects of training
would allow "the advancement of workers and ensure better
work performance". Similarly, Fouccault-Mohammed (1986)
was of the _opinion that through Tthe provision of
education, workers in industries can be given adequate
mental nourishment that will tax their brains in the
efficient performance of their duties. She was of the
opinion that the provision of intellectually nourishing
education should be a departure from what used to obtain
in the past when workers were suffered mental or
intellectual impoverishment resulting from the repetitive

or routine demands of a job.
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The provision of training.programmes for workers in
industries helps ensure that workers keep up to date with
technological progress. Beach (1975) for example, stated
that the technology of our productive processes 15
developing at a rapid pace, and this has generated a need
for continual rgtraining of experienced workers to perform
new and changed Jjobs, in order to avoid obsolescence of
knowledge, skills and attitudes.

Agailn, Abbott (1977) implied that a worker's
inability to keep up with rapid technological .changes.
could result in functional incompetence when BAbbott
observed that a person who is functionally competent at
one time in a society and in a profession, may no longer
be competent at another time and in another place. 1In
other words, if the requirements of a Jjob change, an
individual worker who is not adept through the acquisition
of additional or different knowledge and skil;s, will
become functionally incompetent.

Fernau (1983) expressed surprise at the number of
times that workers in different professions in their
working - years need complete retraining as a result of
technological advancement. By way of illustration, he gave

an example of a plumber who was 60 years old in 1983 and
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who learned to use lead pipes during his apprenticeship.
Ten years after his apprenticeship, lead had become too
expensive and was replaced by iron. New tools were ﬁeeded,
as a result of which the plumber had to learn new work
methods. Again, 15 vyears later, plastic pipes were
introduced and once again necessitated a vast retraining
process in the craft. Fernau thought that plumbers were
rather fortunate as they only had to learn to work with
different materials. This is because some professions have
completely disappeared as a result of technological
advancement, setting adrift thousands of workers who had
to learn new professions, except for those who wanted to
continue to work as unskilled labourers with reduced
income. This state of affairs has created and will
continue to create, with further advancement in
technology, an enormous need for training and development
combined with sound counselling, so that the retraining
effort will be worthwhile in view of future prospects.

In this regard, Foucault (1984, P. 8) observed that
for quite some time (5 years) a number of tripartite and
advisory committees of the Workers' Education Branch of-:
the International Labour Organisation (ILO) had met in

|

Geneva to study the needs of industry in the light of the
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implications of technological innovations and economic
recessions so as to lay down guidelines for policy makers.

According to her, all the committees emphasized one common

. T

area of concern; that is,

the need to rationalise education and training if

society is to keep pace with technological

advances, reduce the contingents of unemployed and

move from a state of imbalance to one of

equilibriun,

Just as rapid technological changes necessitate
training and retraining of workers in their own professions
and perhaps in professions other than theirs, it also
necessitates the provision of education for workers in the
area of occuéational health and safety. To ensure that
diseases, especially carcinogenous ones, disablement and
death are not the inevitable and tragic costs of work, there
is the need for employers to make provisions for the
education of their workers in the area of occupational
safety and health. Workers ought to be taught safe actions
and conditions, machine safety checks, fire prevention,
simple first aid techniques, and the use of gloves, gas

masks etc. The bottom 1line really 1is that accidents,

constituting one form of occupational hazard, are caused
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and only safe actions can protect workers from accidents.
There 1is, therefore a need to prevent the occurrence of
acclidents through safety training. This will reduce human-
hour and financial losses suffered by industries as a result
of accidents.

Apart from accidents in work places, many health
problems are said to be caused by occupational factors.
Fernau (1983) for example, observed that automation and the
exigency of modern industry for higher productivity have
created working conditions in which workers are exposed to a
higher degree of nervous and mental stress. He observed that
people working under these conditions may develop an
appetite for what might be termed "personal enrichment
education” which involves lessons in painting, music and the
fine arts generally.

Those groups of workers, whose health problems are a
result of the storm and stress of their occupations, are
lucky because there are other workers who are saddled with
insidious diseases. An example is cancer, which could be
caused by chemical carcinogens, many of which are in common
use in industries, (Le Serve, 1981). There is thus a need
for the training of workers in the area of health and

safety. Such training programmes should include
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courses in: the dangers of injury and disease in workers'
specific working environment; the laws relating to health
and safety in their industry, approved methods of
prevention and safety inspection.

It is important to note that health and safety
training should not stop only at the gates of factories.
This 1is because it will be rather short sighted to
concentrate solely on the improvement of the working
environment to the detriment of the living environment and
the social well-beilng of the worker. Much concern has been
expressed in this respect because in some countries, when
"clean-up' campaigns were launched in industries, some of
the industries simply transferred the problem to the
surrounding community by dumping their  waste, a
substantial amount ©of which is toxic - on their
neighbours. This happens most frequently in the
underdeveloped countries where there are no adequate
facilities for processing and disposing of wastes. This
means that the health and safety of workers will not only
be guaranteed by the provision of education, but also by
closer cooperation between the industries, workers, the
community and government, for the improvement of working

conditions and living environment.
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There is also a necessity for training programmes for
workers in enterprises because formal schooling is thought
to be inadequate for the personnel needs of enterprises.
According to Beach (1975) and Ogunranti (1982), this is
because the formal school system 1is primarily oriented
towards teaching broad knowledge and skills to enable
people cope successfully with their environment, to
support themselves, and to help advance the society as a
whole. It is not designed to teach specific job skills for
positions in particular companies or organisations. Even
those who graduated in technical or professional field Ef
work at universities and'polytecﬂnics must receive some
initial training in the form of orientation to the
policies, practices and ways of their specific employing
organisations.

Enterpriseé also feel a need to provide training for
workers in order to mould workers' attitudes. To achieve
support for company activities and to obtain better
cooperation and greater loyalty from workers, companies
provide training often in the form of induction or
orientation for their workers. Actually, some training

programmes have this as their primary goal, although in



most cases, attitude moulding is simply a by-product of
the instruction process.

Yet another reason for +training programmes for
workers in -enterprises is to fill manpower needs. When
totally new skills are required by a company, it is often
most practical to select and train people from within the
organisation rather than seek skilled personnel from
outside, in the labour market. For example, if a
manufacturing company needs skilled machinists and tool
makers, the company might solve this problem by
establishing its own apprentice training programmes where
such machinists and tool makers can be trained. It wounld
be most beneficial for the company in the long run,
especially if there are other companies within that area
that are in need of the same kind of skilled labour
{Beach, 1975). Others have argued that given the free-
rider problem in economics, some companies may not feel
obliged to train their employees in skills that can be
used by other companies (Tabbush, 1977}.

There is no doubt that training programmes provided
for workers in enterprises can bring immense benefits to
the workers, their employers and the nation as a whole.

Beach (1975) has observed that training and development
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programmes increase the probability of upward mobility of
workers and their market values. This means that the
possession of useful skills enhances the value of workers
to their employer and thereby increases their job
security. Training and development may also qualify
workers for promotion to more responsible jobs or
positions. This of course, increases their pay, status,
self esteem and perhaps generate a desire to want to
further put in their best to their jobs.

Still related to the above is the fact that some
training programmes provided for workers in enterprises
can raise the morale of the workers and lead. to the
personal growth and development of the worker as an
individual. This is because aside from vocational training
of the on-the-job variety, companies provide off-the-job,
relevant and further education for their workers which
fulfils the need to value the worker, not only as a
carrier of economic functions, but also as a source of
social change (Bryan, 1985; Foucault-Mohammed, 1986).

In line with the above, it is well known that the
provision of training at times helps individuals to
exercise their rights and to demand for new rights,

because it enhances their dignity and frees their minds.
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This function of training becomes particularly important
when the individuals concerned are workers who belong to
workers! organisations.

Also in this regard, Abbott (1977) gquoted Wirtz as
having dropped his previous position that politics is the
moving agent of change and that education is a stabilizing
and conservative influence on workers. His new position is
that the educational process alone is where seeds of change
are planted and grown. This might be the reason why there
has been a call that workers' education be considered not
exclusively from the point of view of economic gain but also
from the educational and human view point (Foucault-
Mohammed, 1986).

Malla, gquoted 1in Labour Education (1984) considered
that once workers, especially those in developing countries,
have acgquired adequate training in essential knowledge and
skills, they will not only be able to improve their
conditions of life; they will also be able to contribute
substantially to the development of their country. In this
regard, there has been a call for education within and
outside enterprises to be considered part and parcel of

national endeavours of continuous education.
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Factors that may Affect the Extent of Involvement and

Commitment of Private Establishments to the Training and

Development of their Workers

It is assumed that certain factors would dictate the
level or degree (high or low) of involvement in and commit-
ment of companies to the training of their employees. 1In
this section, such factors will be examined from an almost
interdisciplinary perspective, although this would not mean
that the various arguments for and against the degree of
involvement in and commitment of enterprises to training are
mutually independent. In the following paragraphs, the neo-
classical economic theory will be examined. It would seem
that ;he factors of the ITF Decree of 1971 and size and
nature of companies go back to the neo-classical economic
theory. Also to be examined is the philosophical argument
from the point of view of ethics or moral principles.
Managerial principles represented by theories X and Y would
alsoc be examined as a factor that would dictate whether
companies would have high or low involvement in and
commitment to training. The factor of social responsibility
will also bhe examined. Although the ITF Decree of 1971 is
considered as going back to the neo-classical economic
theory especially as it affects involvement in and
commitment of enterprises to training, it may be worthwhile
to examine the Decree as a government legislation that

carries penalties for those who violate its provisions.



Neo-Classical Economic Theory

The bésic interest in neo-classical economic theory in
this study is to state the basic assumptions of the theory
that tie together all the neo-classicist's separate theories
(in particular, the theories of cost, production and
distribution). These basic assumptions can be found in the
theory of utility or the theory of value. The task is to
note how the theory of utility would affect commitment to
and involvement of companies in training.

First, what is neo-classical theory? Hollis and Nell
(1975, P. 226) consider it a theoretical model of economy in
which there 1s a large number of consumers who have
property, and a large number of producers who produce and or
provide each kind of good or service. According to them,

each consumer's preferences are described by a

utility function, with positive first, and

negative second derivatives. Each producer's

technical possibilities are described by a

production function, also normally assumed to have

positive first, and (after a point), negative

second derivatives.
Hollis and Nell indicated that according to the neo-
classical economic theory, consumers, on the one hand,
purchase final goods, maximizing their utility, subject to
the constraints of their income; they then sell the services
of factors, balancing disutility against expectéd return at
the margin. On the other hand, firms purchase factors,

balancing expected productivity against cost, they sell

final goods by setting gquantities and prices, so as to
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maximise profits. According to Hollis and Nell, goods and
services thus move in a circular flow: producers sell final
goods to consumers, and with the proceeds from the sales,
they purchase factor services (example labour) from
consumers, which they combine into final products. With the
proceeds from the sale of factor services, consumers buy
final products in accordance with their utilities. They
added that according to the neo-classicists, competition
ensures that demand and supply are equal in every market,
and that while marginal utility and maréinal cost determine
equilibrium in the final gocods market, marginal disutility
and marginal productivity determine equilibrium in the
factor market. - /

Certain assumptions can be deduced about the neo-
classical economic theory when Hollis and Nell's conception
of the theory is closely examined. The first assumption is
that the society 1is divided strictly into consumers and
producers (or consumers and firms) (public and business) in
an economy.

The second assumption is that individuals have wants or
desires, which vary and are endless. When individuals decide
to satisfy these wants or, K desires, they have to buy what
will satisfy their wants or desires. According to Robinson
(1976, ©P. 48) the fact that individuals want to buy
commodities shows that the commodities have utility. Utility
is the quality in commodities that makes individuals want to

buy them. Also, Marshall, a neo-classicist, indicated that
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desire cannot be measured directly, but only indirectly by
the phenomenon to which they give rise; in economics, the
measure of desire or want 1is found in the price which a
person is willing to pay for the fulfilment or satisfaction
of his desire (Robinson, 1976). Marshall further indicated
that if it is assumed that an individual set out consciously
to satisfy a desire, it should be assumed that the
satisfaction derived corresponds, in general, fairly well to
that which was anticipated when the purchase was made.

What this means 1is that as far as Marshall |is
concerned, the motive or moving force to action in economics
are desires which prompt activities and the satisfactions
that fesult }rom the activities. Robinson (1976), however,
opined that desire, not satisfaction, is measured by price,
although it 1is gquite impossible to keep the idea of
satisfaction out of payments made for desires.

Schumpeter (1976) and Robinson (1976) identified a
familiar and fundamental human tendency, which is that: as
one acquires successive increments of each good, the
intensity of one's desire for one additional 'unit' declines
until it reaches (and then conceivably falls below) zero or
marginal utility. Furthermore, the total utility of a thing
to anyone (that is, the total pleasure or other benefits it
ylields her) increases with every increase in her stock of
it, but not as fast as her stock increases. If her stock of
it increases at a uniform rate, the benefit derived from it

increases at a diminishing rate. That 1is to say, the
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additional benefit which a person derives from a given
increase of her stock of a thing diminishes with every
increase in the stock that she already has. Marshall was
said to have referred to this (marginal and total utility)
as 'the law of satiable wants' (Schumpeter, 1976, P. 910;
Robinson, 1976, P. 49).

- According to Schumpeter, the concept of marginal
utility refers to consumers' wants; hence, they carry direct
meaning only with reference to goods and services, whose
uses satisfies consumers' wants. Schumpeter did say that
Menger (another neo-classicist) however went further by
saying that means of production (or what he called goods of
higher order) come within the concept of economic goéds by
virtue of the fact that they also yield consumer's
satisfaction, though only indirectly, through helping to
produce things that do safisfy consumer's wants directly.

Thus, through Menger's analysis, it 1is possible to
treat such things as iron or cement or fertilizers (and also
all services of natural agents and labour that are not
directly consumed) as incomplete consumable goods and
thereby extend the range of the principle of marginal
utility over the whole area of production and distribution.
The factors of production are therefore assigned use values,
such that they acgquire their indices of economic
significance and hence their exchange values from the same
marginal utility principle that explains the exchange values

of consumable goods. But, those exchange values or relative
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prices of the factors constitute the costs of production for
producing firms. Schumpeter considered that this means,
first, that the marginal utility principle now covers the
cost phenomenon and in consequence also, the logic of the
allocation of resources and hence, the supply side of the
economic problem; second,-that in as much as cost to firms
are incomes to households, the same marginal principle, with
the same proviso, automatically covers the phenomena of
income formation or of 'distribution’',

Schumpeter (1976, P. 914) said that some German critics
were of the view that:

‘marginal utility theory was inapplicable to the

evaluation of any goods other than consumer's

goods which are present in given quantities,

hence, the principle is inapplicable to

production.
According to Schumpeter, Menger's response to this was to
first accept the impossibility of separating the
contributions of 'factors' to the product that results from
their cooperation. He then said that in order to remove the
difficulty (of separating the contributions of 'factors') it
was sufficlent to determine their marginal contributions and
this can be found by withdrawing successively small
guantities of each requisite of production, keeping the
others constant each time, and ascertaining the loss of
satisfaction this will <cause the consumers of the
product (s). Schumpeter said this was how warginal

productivity was rediscovered with a difference. The
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difference 1is in the meaning of marginal physical
productivity and marginal value productivity.

The marginal physical productivity of a factor is the
increment of product that results from an infinitesimal
increment in the quality of the factor. Marginal value
productivity of a !'factor'! to a firm is this physical
increment multiplied by the corresponding increment in the
firm's total revenue or gross receipts. These two are said
to be value productivity that did not presuppose the price
of the product. So, it is not physical marginal productivity
multiplied by any price, but physical marginal productivity
multiplied by some consumers' marginal utility.

This leads to the third assumption that is deducible
from Hollis and Nell's explanation of the meaning of neo-
classical economic theory; the idea of pure or perfect
competition. The mechanism of pure competition, according to
Schumpeter (1976, P. 973) is supposed to function

through everybody's wish to maximize his net

advantage (satisfaction or monetary gain) by means

of attempt at optimal adaptation of guantities to

be bought or sold.

According to Robinson (1976), the pursuit of profit under
conditions of perfect competition leads producers to equate
marginal «costs to prices, and the maximum possible
satisfaction is drawn from available resources.

Having considered the main assumptions that are
deducible from the earlier explanation of the meaning of

neo-classical economic theory, it may be worthwhile to
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consider the two separate branches of the neo-classical
system that Robinson (1978&) identified. Though the
distinction is blurred, the difference in the two branches
is said to be in the supply of capital.

Robinson (1976) considered that Walras, Jevons, the
Austrians and Wicksell belong to a school which took the
supply of factors of production as given. Such that each
employer of factors seeks to minimize the cost of the
product and to Aaximize his own return, each particle of a
factor seeks the employment that maximizes its income and
each consumer plans his consumption to maximize utility.
| Each_individual receives an income governed by the marginal
productivity of the type of factor that he provides and
marginal productivity is governed by scarcity relative to
demand. Thus, for scholars in this school, ‘'capital' is a
factor like all other factors and distinction between work
and property has disappeared from view.

Robinson indicates that the second school to which
Marshall belongs, does not take factors of production as
simply given. They believe that they have a supply price.
This is a certain rate of return which it is necessary for a
factor to receive, to call a certain quantity of it into
use. According to Robinson, the price is not a cost, but it
measures cost, the cost of the efforts and sacrifices of the
workers and capitalists. The efforts of workers just means
work. The sacrifice of the capitalist is waiting. When

profit is seen as the supply price of waiting, it 1leads
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itself naturally to the interpretation that a certain rate
of profit will induce a certain rate of accumulation. Thus,
for any rate of growth of an economy, there is a particular
level of profit normally expected on investment, and in
competitive conditions, any particular line that promises
more than a normal rate will quickly attract more than its
share of investment.

This is where the subject of interest in this study
(training) comes into the picture. Joyce, Woods and Hayes
(1985) observed that through the eyes of the neo-
classicists, the business organisation is viewed as a pure
economic institution. From this point of view, especially
Marshall's 1line, businesses are believéd to -be tightly
constrained by market forces, and are unwilling to harm
their competitive position. Thus, for the company to grow,
there is a particular profit that is normally expected on
investments. Decisions about expenditure on training are as
a result, investment decisions, and training will therefore
occur only 1if there 1is an expected favourable rate of
return.

Also related to this 1s the 'human capital' theory
which Goldstein (1980) identified as an economic theory
that will have effect on training. Although Goldstein (1980,
P. 18) refers to the ‘'human capital' theory as an
'innovation in economic theory', the ‘human capital' theory
seemed to have emerged as part of neo-classical economic

theory, apparently because of Menger's (a neo-classicist)
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first reference to capital as ‘'goods of higher order!
(Schumpeter, 1976, P. 898). This. means that Menger
considered capital as including human beings and so sees
human beings as assets. Thus, the 'human capital' theory
considers training as investment in human beings.

According - to Goldstein, the theory examines the return
to this investment in the same way as the return to an
investment in any other asset is analysed. In applying this
to training, Becker (quoted in Goldstein, 1980) made a
fundamental distinction between general and specific
training. Specific training is that which prepares a worker
only for work in the firm, while general training prepares
him or her for work in other firms as well. Becker argues
that since the worker is free to quit and carry his general
skill to another Jjob, the firm will not bear the cost of
general training; instead, as a result of the operation of
competitive forces, the worker will bear the cost of
training, through reduced earnings while in training. The
worKer who 1is receiving specific training, will however,
receive his full wage and the company will bear the cost of
training.

This theory has been accepted and elaborated by many
economists. Among them was Mincer (1962) who estimated that
the rate of return in the investment in on-the~job training
was favourable (in Goldstein, 1980).

Goldstein observed that some employers do act, at least

in part, in a manner consistent with this theory. Some
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refuse to train workers because of the possibility of losing
trained workers, while others express a preference for
providing only specific training because they fear losing to
other companies, workers who have received general training.

In conclusion, the assumption of the neo-classical
economic theory is that it sees human beings as only
consumers and producers, as bearers of economic functions,
and does not see them as human beings having powers and
potentialities that can be developed for all round
personalities. This assumption of the neo-classical economic
theory and in particular the 'human capital' theory possibly
informs the thinking of management of companies with regards
to training, and would therefore determine whééher they

would have high or low involvement in, and commitment to

training.

The Industrial Training Fund (ITF) Decree of 1971
The Industrial Training Fund was established by Decree

No. 47 of 1971, for
promoting and encouraging the acguisition of
skills in industry and commerce with a view to
generating a pool of indigenous trained manpower
sufficient to meet the needs of the economy
(Federal Government Gazette, Oct. 1971, P.
A207ff.)

It was the first of the three Manpower Training and

Development Agencies created by the Federal Military

Government during the Second WNational Development Plan

Period (1970 - 1974). The other two are the Nigerian Council
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for Management Development (NCMD) and the Administrative

Staff College of Nigeria (ASCON).

The ITF's Governing Council's comprehensive.policy on
training was formulated in 1973 and it was called
"Industrial Training Fund's Policy Statement No. 1". The
Policy Statement covers, among others, the following
measures by which the Fund actively supports training in the
economy :

1. encouraging greater involvement of employers,
particularly small employers, in the organisation and
development of +training programmes and facilities
including the establishment of Group Training Schemes
and Centres in certain critical .areas ‘of' economic
activity.

2. building of training facilities of its own in
identified areas of national needs.

3. organising research and studies inte training as
support to other activities of the Fund.

4, establishing a uniform National Vocational and

" Apprenticeship Training Scheme in the country.

5. seeking to harmonise ITF's non-formal training
programmes with the curricula of formal educational
institutions.

6. bearing a proportion of the direct cost of on-the-job
and off-the-job training of Nigerian employees.

It should be pointed out that it is in the first and

the sixth functions of the ITF that provisions were made for
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the training and development of workers in industries by
their employers.

The Decree establishing the ITF stipulated that
employers should contribute 3% of their annual payroll or
half (%) of their turnover, whichever is greater, to the ITF
as mandatory training levy. An Amendment Decree issued in
1973 reduced the employers' rate of levy to 2%. In 1975,
this has been further reduced to 1% of annual pay roll.

The penalty for non-payment of the training levy within
the time prescribed - not later than 1st April of every year
- is equal to 5% of the amount unpaid each month or part of
a month after 1st April of each year, in addition to full
payment of the amount of outstanding iévy.

This Decree thus ensures that employers pay 1% of their
annual payroll to the ITF whether they engage in training or
not. Even then, the ITF's system of Reimbursement and Grants
Scheme makes 1t attractive for employers to engage in the
training and development of their employees.

The Reimbursement and Grants Scheme of the ITF was '
first formulated, printed and distributed to all concerned
in July, 1973. Under the Scheme, the Fund bears part of the
cost of workers/employee training and further education by
providing grants for courses undertaken. The Decree which
established the Fund gave its Governing Council the power to
allow a maximum reimbursement of sixty percent (60%) of an
employer's contribution for each year to be paid to the

company on account of approved on-the-job and off-the-job
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training activities for that year. Once the conditions for
paying reimbursement grants have been fulfilled, prompt
payments are always effected. The aim of the Grants and
Reimbursement Scheme is to encourage employers to train
their staff in accordance with the needs of the various
industries or group of industries:

Employers are therefore urged to intensify efforts

to improve the quality of their manpower through

appropriate and approved training programmes

(Federal Government of Nigeria, 1991, P. 5).

Recently, the Industrial Training Fund (Amendment
Decree 1989) was promulgated to amend the Industrial
Training Fund Act of 1971 by, among other things, making it
obligatory on the employers who contribute to the Fund to
train their staff (ITF, 1991).

The ITF Decree of 1971 is an important factor in the
extent of involvement in and commitment of employers to the
training and development of their employees. This can be
viewed from a two-fold perspective of the ITF Decree, first,
as it relates to the  neo-classical economic theory and
second, as a government legislation that carries penalties
for its violation.

From the perspective of neo-classical economics, when
companies pay 1% of their annual payroll or turnover,
whichever 1is higher to the fund and they train their
employees, they are reimbursed 60% of the 1% paid. The

companies are also entitled to having some of their
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employees trained in the training programmes organised by
the ITF. This way, companies are sure that they gain by what
they pay to government because between the company's
training érogrammes and the ITF's training programmes, the
companies' employees receive training which, no doubt, are
beneficial to the employers and so gives favourable return
on the companies' 1% of payroll investment. In addition,
companies do not just want to pay 1% of their annual payroll
to government, they want to have part of it back. If they
would have part of their money back by training, it is
rational that many would rather train thelr workers than
lose the whole of 1% of their payroll.

Some companies train their workers provided that the
amount expended on training 1is not greater than what they
paid to the ITF, except when there is a very pressing need
for the training programme that would require more financial
commitment on the part of the company. For some other
companies, however, notwithstanding the ITF Decree, they
train their employees (even when the cost of training is
more than 1% of their payroll) as long as they have a need
for such training and they are convinced that such an
investment would pay off immediately or in the long run.

Regarding the ITF law as a government legislation, the
Decree that established the fund stipulated penalties for
its wviolation. The penalty for non-payment of levy within
the time prescribed (not later than 1st April of each year)

is 5% of the amount unpaid each month or part of a month
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after 1st of April of each year in addition to full payment
of the amount of outstanding levy. By the Amendment Decree
of 1989, employers are expected to use their annual training
levy to provide adequate training for their indigenous staff
with a view to improving on the skills related to their jobs
and forward the evidence of such training to the fund.
Employers in breach of this provision shall be guilty of an
offence under the decree and liable on conviction to #5,000
for the first breach and#10,000 for each subsequent breach,
if a corporate body, and #1,000 or 2 years imprisonment
without option of fine for the chief executive or secretary
or principal officers of the company.

With this kind of legislation, it would be a rational
expectation that companies in Nigeria would, in obeying this
law, be involved in, and committed to training. This is
because the Decree stipulates reimbursement for approved
training programmes and penalties for non-payment of the
levy.

However, the ITF law 1s said to be defective in its
enforcement machinery because there 1is no provision to
ensure compliance. The mnmultinational oil companies while
exploiting this loophole interpreted the provisions of the
Decree as being optional. McOliver (1985), gave an example
of such violations by the Shell Petroleum Development
Company of Nigeria. According to  McOliver, in a
correspondence from the ITF Governing Council to the Shell

BP, seeking for compliance with the provisions of the
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Decree, Shell management replied by elaborating on the
adequacy of the Corporation's training programmes, which it
claimed were sufficient to exempt it partially from
fulfilling the directives of the council. Shell management,
however, consented to admit students from  higher
institutions for internship, for the purpose of skill
acquisition under the industrial training programme,
provided that the appropriate authority of the institutions
negotiated directly with Shell's Management.

It is important to state that when, in the course of
the search for data for this study, this investigator
pointed out to ITF staffers that there may be violators of
the provisionswéf the Decree, the staffers insisted (either
deliberately or ignorantly) there were no violators because
the Decree is law. It is also pertinent to state that an
amendment Decree which was promulgated in 1989 to, among
other things, make it obligatory on employers who contribute
to the funds to train their staff does not seem to have
helped much as there were companies that were reported to
have paid the mandatory level but did not ask for
reimbursement. The papers of the companies in question did
not appear in the reimbursement files of the ITF before and
after 1989. The plausible explanation is that they did not
train.

Ethics or Moral Principles

Yet another factor that wmay determine the extent of

training and commitment of private establishments to the
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provision of training and development programmes for their
workers 1is ethics or moral principles. The set of moral
principles governing a particular society or group and the
personal moral precepts of an individual play a significant
role in guiding the conduct of managers and employers in the
operation of an enterprise. Ethics is concerned with what is
right or wrong, what 1is good or bad and what is
objectionable or approvable in human behaviour.

Although some managers would say that any action that
optimizes profit and that conforms to the law of the land is
justified, such a standard is clearly insufficient as a
moral standard. The idea that an action is morally Jjustified
if it optimizes profit is the moral of util££arianism.
Besides, an action that conforms to the law of the land may
be morally unjustified if that law is objectionable on moral
grounds. So what standards are sufficient? ©Or, put
explicitly,how would one arrive at a sufficient moral
standard? It seems that standards are set by the sources
from which people derive their moral principles. Beach
(1975) asserted that one major source from which people
derive .their moral principles are the do?trines - primarily
religious and political - that have been promulgated over
the years since the beginning of recorded history.
Significant among these are the Mosaic Ten Commandments, the
Athenian principles of democracy and individual excellence,
the British conception of individual justice under the law,

the United States Declaration of Independence, the Bill of
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Rights of the U.S. Constitution, and the United Nations
Declaration of Universal Human Rights. Another source of
moral ﬁrinciples is the set of values and norms of a given
society. These are said to be related to religious teaching,
custom and tradition, and they vary from one society to
another. A further guide to ethical conduct is the codes,
and standards formulated by particular organisations,
professions, fraternal groups and business groups.

Some people subscribe to a utilitarian reference in
determining what is right and what is wrong. They hold that
a proposed course of action should be judged by studying its
impact upon all affected persons, taking note that a
difference in motivational structure for actions and
omissions that are being Jjudged are irrelevant, if the
consequences of an act or omission are exactly the same
(Thomas, 1982). Specifically, utilitarian morality states
that the morality of actions is to be Jjudged by their
consequences, namely their effect on aggregate welfare,
general happiness or want—satisfaction;

It is important to note that while simple religious and
political precepts may be desirable as a foundation for
moral principles,.they are seldom sufficient to guide human
decisions that often require an evaluation of several
competing interests. We must also recognise that generally
accepted values change over time. In view of the fact that
the business community exercises considerable influence on

the economic, political and social life of a country like
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Nigeria, the .general public has a right to expect high
standards of moral conduct from the corporation as an
entity.

Thus, it 1is expected that the management of an
enterprise should possess a set of moral principles that
will govern its relation to its employees. Such relations
could be in the areas of good working environment, provision
of health facilities, a good wage structure, and prompt
payment of salaries. Others will include ensuring very low
turnover of employees, ensuring job security and provision
of education for the employee, and ensuring the increased
probability of the upward mobility of the worker.

Generally, the moral principles that have been adopted
over the years by different bodies, peoples and nations can
be categorized as follows: Egoism - the morally right
actions are the actions which maximize the benefit of the
individual agent in the long or short run; relativism - the
morally right actions are those actions which are generally
accepted in the given society as morally right; intuitionism
- the morally right actions are those actions which accord
with one's conscience or which one just 'feels' are right;
subjectivism - the morally right actions are those which the
individual agent approves of, or likes; Natural 1law - the
morally right actions are those which are in harmony with
the laws of nature; divine law - morally right actions are
those commanded by God; Kantian - moral actions are those

for which the rule governing the individual's action could
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be willed to become a universal law for all rational beings;
the humanist - morally righﬁ actions are tﬁose that develop
the all round capacities and powers of human beings for the
sake of their development.

For the purpose of this study, to see the extent to
which moral principles influence the degree or 1level of
involvement and commitment of private employers to the
provision of training and development programmes for their
workers, the United Nations Declaration of Universal Human
Rights could serve as a basic for the moral assessment of
the actions and oﬁissions of enterprises. Even then, we will
like to hinge most of our evaluations on the principles of

Common Sense Morality, or morality of common sense as put

forth by Sidgwick (quoted in Thomas, 1982).

The chief concern of this study is the training and
development of the worker. This includes (1) training in the
narrow, intensive and selective sense in certain skills,
knowledge for some specific work and attitudinal changes;
(2) in addition to the kinds of training in (1) necessary
general training and any educational acfivitf or opportunity
that can make the employee realise his full potentials as a
human being. |

Because education or training and development are taken
to be (1) a fundamental human right as declared by the
United Nations and (2) an instrument for making the worker a
real human being, any enmployer who fails to provide a

certain degree of training programmes ought to be considered
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as having done a wrong; an employer who fails to provide
that_kind of training and development programme that will
make the worker realise his full potentials as a real human
being should be deemed to have done a moral wrong too, as
long as both stem from the same motivational structure. This
means essentially that the basis for the moral assessment of
the actions and omissions of enterprises with regards to
training will be to a large extent the humanist view of
morality.

The issue then really is whether the kind o©f moral
principles adopted by enterprises (in the areas being
studied) will determine their practice in relation to
training and developmen£ - whether they will omit training
and development, the degree to which they will provide for
training and development, and the type of training and
development programmes they will provide,.

Perhaps a cursory look at what is meant by Eommon sense
morality would help shed more 1light on the process of
determining whether moral principles are determinants of the
provision of training aﬁd development programmes for
workers,

According to Thomas (1982, Pgs. 37 - 38) common sense
morality

condemns us for being indifferent to the suffering

of others. Even so, it sharply distinguishes

between this and our knowingly and needlessly

contributing to the suffering of others. (That we

are talking about voluntary behaviour throughout

is to be understoocd). And it holds that the latter

constitutes the greater moral wrong. It would seem
that common sense morality is not without a point.



From the premise that a person Kknowingly and
needlessly takes steps to cause others to suffer,
it would certainly be correct for us to conclude
that he desires to see others suffer and is
sufficiently motivated by this desire that he
brings about the suffering of others. For it is
clear that such a person intentionally brings
about this or anything else because he desires it.
By contrast, from the premise that a person
knowingly and needlessly lets others suffer, we
cannot thereby conclude that he desires to see
others suffer. For a person who is indifferent to
the suffering of others might knowingly and
needlessly let others suffer, though it follows
from his being just this sort of a person. That he
does not desire their suffering and therefore that
the desire for their suffering cannot figure into
an explanation of his knowingly and needlessly
letting them suffer.

In this case, suffering is deprivation of the worker of
a particular enterprise of training and development,
resulting from the denial of training and development to the
worker. The provision of a kind of training that will not
promote the total or rounded development of the worker will
also be considered as causing a kind of suffering. The
absence of all relevant and necessary training and
development programmes for workers in a corporation should
be regarded as an owmission, while the provision of such,
whether adequate or inadequate, should be regarded as an
action. According to the morality of common sense, we would
want to Know whether such action and or omission stem from
the same motivational structure.

In this regard, we would want to know
(1) whether the forms of training programmes provided for

workers are necessary, relevant and adequate, such that

81
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the worker can have a rounded develophent and become a
real human being through such provisions.

(2) whether the private establishments studied are
committed to providing such training.

(3) whether the forms of training provided by private
establishments in the areas being studied have a
motivational structure; that is, whether the
corporations studied actually desire that their
employees have those forms of training.

(4) whether the omissions of training are intended; that
is, whether there is a motive behind the omission of
the training of workers. and

(5) whether such omissions occur, ndf becdﬁée they are
desired, but perhaps because the primary roles of
private enterprises - which are definitely non-
educational - make them indifferent to the provision of
training for their workers.

Thus, according to common sense morality, the desire to see

workers remain ignorant and the desire to make them better

workers alone are both morally objectionable as motivation

of the private employer either in omitting training or in
providing certain types of training respectively. If,
however, the omission of training or the act of préviding a
particular form of training has no motivational structure,
it may not be said that this is morally right, but whichever
organisation has a motive for such action and omission would

have done the greater moral wrong.
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The point being established 1is that in the moral
evalua£ion of acts and omissions as they relate to the
provision of necessary, relevant and adequate training for
the workef, common sense morality makes motivation relevant.
In particular, acts and omission must not stem from certain
motivations., Thus, an act and an omission - of provision of
training for workers of an enterprise by the employer -
which are known to have the same consequences are morally
equivalent if and only if they stem from the same
motivational structure.

It is important to note that acts, omissions and common
sense morality as wused above, and as was espoused by
Aéidgwi;iﬁ-(quoted in Thﬁmas, 1982) 1is different from the
Moral Equivalence of Action and Omission (MEAQ) as explained
by Lichtenberg (1982) for example. The MEAO reads thus:

Every act and omission which are known by the

moral agent in question to have the same

consegquences are morally equivalent (Thomas, 1982,
P. 39).

In the MEAO, no reference is made to motivational structure,

and this makes the difference between it and its common
sense morality counterpart.

This means then that when the acts of providing
inadequate training or omission of training have no
motivational structure, although they have the same effect
on the worker, we will not say it is morally right, but
whichever organisation has a motive for such, will be

considered as having done the greater moral wrong. This
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means that whichever organisation provides the type of
training that can make the worker thrive as’a human being,
training that can lead to his total development and to the
realisation of his full potentials - will be considered to
have done what is morally right.

The claim is that the extent and type of training and
development programmes provided by private employers for
their workers, their commitment to such programmes, might
both stem from a desire to be morally upright or to be seen
as being morally upright.

Some c¢ynics might choose to ask - but why should
private employers be moral? This question arises especially
because the main goal of private employers is profit. To
this, there is an array of answers as provided by Hospers
(1970) for example. We ought to be moral because it is in
our gelf-interest to be moral. That is, if a corporation
provides adeguate training and development programmes for
its workers, it will continue to exist and fulfil the goals
for which it was established. Another reason for being moral

is gdivine command. That is, (1) we ought to be moral because

God will reward a person for good deeds. This is compatible
with the 'self-interest' view; (2) we ought to be moral
because this follows from the love of the divine (in this
case, a corporation) should obey him; (3) that the deed
itself (training and development) is good. God commands that
it be done, and a person decides to do it because God

commands it; (4) that because God is our creator, and He is
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entitled to our unquesﬁioned obedience, when He commands
that we be moral , we must obey him. A third reason for
being moral is the appeal to common interest. In this case,
a corporation may believe that the training of the worker
could contribute to the development of the corporation and
consequently to the total development of the nation, and on
these grounds the corporation may accept the need to provide
training for its workers. And lastly, a corporation may
actually feel impelled to provide training and be committed

to such provisions because it feels that it_is right. That

is, if the corporation is honestly convinced that it is the
right thing to do, then it will want to provide adequate
education for its employees.

There are still some who will not be convinced by the
four reasons given above for being moral especially with
regards to an enterprise. They believe strongly that
business does not have any need for morality. As far as
Friedman (1987, P. 1) for instance is concerned, the social
responsibility of a business is

to use its resources and engage 1in activities

designed to increase its profits so long as it

stays within the rules of the game, which is to

say, engage in open and free competition without

deception or fraud.

Poff and Waluchow (1987) have, however, observed that for

some others, there can be only one kind of morality, it is

universal and applies to business. According to this view,
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businessman and women must be judged morally reéponsible or
irresponsible. There is no third option.

For the purpose of the present work, the correct
position 1is that the corporation should be morally
responsible because a corporation is alsoc a moral agent: a
moral agent is an agent which is capable of weighing reasons
for alternative courses of action and has a sense of right
and wrong which informs his or her socially significant
actions. This is not in the sense of attributing intentions
to the biological persons who comprise the board of
directors, because in that éase there will be no way of
distinguishing a corporation from a mob. Our argument for
believing that corporation is a moral agent is as put forth
by French (1987) - that a Corporation's Internal Decision
Structure (CID structure) determines corporate
internationality. As we have earlier observed, corporate
intentions and decisions which, of course, are expected to
be implemented, and which are almost always implemented, can
always be judged as morally wrong, right, good, bad,
approvable, or objectionable. !

In conclusion, enterprises should be moral, from the

humanist view point, not the utilitarian view point.

Managerial Philosophy

The way in which managers treat and deal with their
subordinates 1in order to accomplish the multiple objectives

of the organisation is determined primarily by managements’
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system of beliefs about human nature and about the
determinants of cooperation in an organised endeavour. Beach
(1975) has observed that the fundamental assumptions that
leaders hold about human beings condition their actions. For
instance, how would leaders’ go about ensuring performance
from their subordinates? Will they trust their subordinates?
Will they exert tight control over thém? or, will they
create the conditions in which people can create, achieve
and assume responsibility?

There are two schools of thought in managerial
philosophy. Each of them portray a different frame of
reference; The first is the T"traditional' philosophy,
certain principal components of which have been referred to,
as 'Theory X', which is said to be the autocratic and
pessimistic view of man. The other school of thought is the
"modern" philosophy, called “Theory Y" which is saild to be
supportive management, management by integration and self-
control, and the optimistic view of man.

The classic spokesman for 'theory X' is said to be the
Florentine Nobleman and political philosopher - Nicceolo
Machiavelli. Others are Thomas Hobbes, Herbert Spencer and
Adam Smith. According to Douglas McGregor, the traditional
managerial view regarding people in a wérk organisation is
that the average worker has an inherent dislike of work,
avold responsibility, lacks ambition and wants to be closely
directed. Faced with this fundamental "fact", the only

option open to the manager is to exercise close control and
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to coerce and threaten workers in order to get them to exert
sufficient effort to attain organisational objectives
(Beach, 1975).

If this is considered in connection with the extent of
provision of training by private employers and their
commitment to such, it can be inferred that if the
management of a company believes that workers have an
inherent dislike of work and they avoid responsibility, then
the management of such a company will not bother to provide
tralnlng and "development programmes for 1its workers. They
will have the believe that if workers are to go for such
programmes, aside from the fact that such a 'liberty' will
disturb productivity, it might just be an excuse for
workers who - are thought to be inherently lazy anyway - to
stay away from work. If management holds the 'theory X' to
be true, they will in all probability not be bothered about
providing training and development programmes for workers,
unless some other important factors (perhaps economic)
influence their decision positively in this regard.

The modern philosophy- of management considers human
beings to be potentially creative, trustworthy, and
cooperative. They are not inherently predatory. Human beings
are not predisposed by inheritance or instinct to be either
mean or good. Rather, their behaQiour reflects the character
of their life experiences as they mature. Human beings are
said to have the potential for growth, achievement and

constructive action with others. Consequently, it is the job
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of management to nurture and tap man's productive drives
(Beach, 1975). The writings of such behavioural scientists
as Douglas McGregor, Rensis Likert, Chris Argyris, Frederick
Herzberg, Blake and Mouton are richly illustrative of this
modern school of thought about management.

If management considers human beings as having the
potentiality for growth, achievement and constructive action
with others, and believes that it is the job of management
to nurture and tap human's productive drive, then,
management ought to be conscious of the fact that a very
good way of nurturing and tapping human productive drive is
through training. Managers who hold these views will most
probably be willing to train and develop their workers and
be committed to providing training for then.

Although this philosophy is said to be ahead of actual
practice in industry, some executives 1in progressive
organisatiohs are said to be generally familiar with these
ideas on the intellectual level and some apply them in their

day to day activities.

Social Responsibilities

Increasingly in recent years, it has been emphasised
that private establishments must ‘bear substantial
responsibilities, because we live in a very interdependent
world. Beach (1975) and Child quoted in Joyce, Woods and
Hayes (1985), for example, have claimed that urban crisis,

air and water pollution, strikes, plant shutdowns and
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expansions of employment all have significant impact upon
both business and the general public. For this reason,
private establishments have a stake in the welfare of the
people and the ﬁation. In the United States of America, for
example, the enthusiasm with which big businesses across the
country were said to have contributed to the National
Alliance of Businessman which was launched may back in 1960
to help solve the problem of the hard core unemployed,
attests to the recognition of their real social
responsibilities.

Ten major areas in which companies, on the average,
function in the public and social sphere have been
identified. These are economic dgrowth and effiéiency,
education, employment and training, civil rights and equal
opportunity, urban renewall and developmeﬁt, pellution
abatement, conservation and recreation, culture and arts,
medical care and government. Under employment and training,
the following areas were identified: active recruitment of
the disadvantaged, functional training and remedial
education, provision of day-care centres for children of
working mothers, improvement of work/career opportunities
and retraining of workers affected by automation or other
causes of joblessness.

It can be deduced from the foregoing that if private
establishments recognise that they have a responsibility for
the welfare of ,tﬁe society, they may feel impelled to

provide and be committed to the provision of training for
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their workers and also for others who are not their workers,
customers or consumers.

Although most of the arguments for social
responsibility as a factor in the degree (or 1level) of
participa£ion and commitment of companies to training seems
derived from ethics or moral principles, there are theorists
whe have linked the development of socially responsible
business practice with the divorce of ownership and control
in large joint stock companies. This indicates an increase
in socially responsible behaviour with increases in the size
of the shareholders. it is also often assumed that larger
companies have more financia; strength and are thus less
exposed to the vicissitudes of market forces. It 1is
therefore taken for granted that there is a 1link between
corporate size and socially responsible business behaviour

(Joyce et al., 1985).

Size and Nature

other factors that may affect the extent of involvement
in and commitment of companies to training their workers are
the size and nature of the companies.

The size and the nature of a company may determine
whether the company provides training and the extent of such
provision, and whether the company is committed to training.
It is plausible to expect that a companif having a large
number of employees or that has a high turnover and

investment capital will be involved in and committed to a
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great extent in the provision of training. By way of
lexample, it is expected that large companies which make use
of computers, complex equipment and machinery and those that
render services to communities will be willing to fund and
provide facilities for the training of their workers.

In this regard, Tabbush (1977) observed that the volume
of a firm's training activities will vary with its absolute
size. Consequently, in comparing extent of training
activities, it is necessary to adjust for this volume effect
in order to isoclate the pertinent differences arising purely
from differences in relative sizes.

Joyce, Woods and Hayes (1985, P. 13ff) confirmed the
view that the size of a coﬁéahy is a factor in the extent of
the provision of training when they observed that "... for
the small firms, the decision not to invest in general
training can be highly rational™. It should be noted that
their view regarding the size of a company and the provision
of training stems from the fact that they distinguished
between specific and general training and came to the
conclusion that a firm that undertakes general training may
be of such a gmall size that it adds an insignificant amount
to the stock of trained workers in the economy. It should be
pointed out that the fact that the contribution of small
sized companies to the pool of trained workers in the
economy is insignificant should not stop such companies from

providing general training.



In considering how size will affect the commitment of a
company to training, Nadler (1970) argued that the size of a
company may be no indication of the company's commitment to
training, especially when commitment is viewed from the
point of view of the available physical facilities for
training. He argued that since a large amount of training is
conducted away from the place of work, companies may not
need specific physical facilities that are designated only
for training.

Darkenwald and Merriam (1982, P. 171} have, however,
observed that there has been a trend in recent vyears for
larger companies to conduct at least a portion. of their
education programme in residential education centres that
are in some way 1like small Universities. They gave the
example of the Xerox's Industrial Center for Training and
Management Development which was described by 1its Director
thus:

The center... has accommodations to handle 1,014

students in residence at one time. The actual

square footage is 1,200,000, We have very complete
audiovisual capabilities and closed circuit TV in

all the classrooms ..... The center is pretty much

self contained. We have a barber and beauty shop,

medical facilities, gift shop, newsstand, small

resource center, library, cocktail 1lounge, snack

bar and dining room that will accommodate 750

people at one time.

Darkenwald and Merriam (1982) observed that the Xerox

Center, 1like most others, operates year 1long at full

capacity and provides an extensive array of courses in
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managerial and technical subjects. At the heart of the
center is its Education Services Group, which the center's
Director describes as "a small cadre of professional
educators, Ph.D's who have responsibility for making sure
that everything we do is educationally sound ... in terms'of
design, content and teaching methodology™. The actual
instructors are described as the company's best performers
in sales and service. They are given intensive training in
teaching methods in preparation for a three-year tour. of
duty at the center. The instructors are characterized as
highly motivated, for if they perform well at the center,
they are guaranteed promotion to a first line management
position. Darkenwald and Merriam (1§82) co;éluded, and quite
rightly too, 3judging by the evidence, that "Xerox and

similar corporations take education very seriously".

Concluding Remarks

It is necessary to make some specific remarks about the
factors reviewed above, because this would help answer the
second part of the main question of this study. That is,
what kinds of companies provide the most training and are
most committed to training and WHY?

Although the neo-classical economic theory sounds
rather cold and calculating, it would seem to be a major
factor or determinant in the degree of involvement in and
the commitment of companies to training, given that many

companies still hold the view that expenditure on training
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of personnel can be justified only in so far as there is a
resulting net contribution to the basic goals of the
organisation, the accumulation of profits (Heinecke, 1981).

The ITF Decree of 1971, when viewed in relation to the
economics of training, looks more ©plausible as an
explanation of the level or degree of involvement of
companies in training and commitment to same than.when it is
viewed as a government legislation that carries penalties
for its violation.

There is every reason to believe that ethics or moral
principles are also part of the reasons (although they may
not be the main reason) why enterprises are involved in and
perhaps committed to training and development of workeré.
This is because corporate intentions, decisions and actions
or omissions can always be judged morally wrong, right,
good, bad, apprbvable or objectionable.

It seems that managers of companies who believe the
theory X rather than theory Y would have a low level of
involvement or participation in training and commitment to
training of workers.

When arguments in favour of socially responsible
behaviour by companies are derived mainly from ethics or
moral principles, it would seem that the companies would
probably have high involvement and commitment to the
provision of training. If, however, socilally responsible
behaviour is dependent on increases in the size of the body

of shareholders, involvement in training and commitment of
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companies to training may swing either way (either high or
low) .

Concerning .the nature and size of companies, there
seems to be general agreement regarding the size of
companies and their level of participation in training and
their commitment to training. It appears that the larger the
company, the larger the volume of its training activities
and commitment to training. As for the nature of the company
vis~a-vis involvement in training and cqmmitment to
training, there does not seem to be much in the literature
to show differences in involvement and commitment arising
from whether the ¢ompanies are manufacturing - service
companies or purely service companies, or whether the
companies fabricate steel, manufacture textile, or are
conglomerates, a chemical/pharmaceutical company or a

company which belongs to the banking and finance sector.

The Resources Available for Training and Development

Programmes in Private Establishments

The resources available for the training of workers in
enterprises are human, financial and physical resources. The
human resources consist mainly of trainers of workers and
the training manager while the physical resources comprise
buildings and equipment.

Trainers in enterprises are often drawn from the
organisation itself and they are called "in-house" people

(Nadler, 1970). These people are said to be the company's
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best performers in its different departments. They are
salesman/managers, foremen, supervisors etc. who are given
intensive training in teaching methods in preparation for
their work as instructors. Such instructors are said to be
highly motivated because if they perform well as
instructors, they are guaranteed promotion. Darkenwald and
Merriam (1982) gave the example of the Xerox's International
Centre for Training and Management development. They quoted
the Center's director as having described the educational
services group as:

a small cadre of professional educators, Ph.D's

who have responsibility for making sure that

everything we do ... is educationally sound ... in

terms of design, content and teaching methodology.

The actual instructors are the company's best

performers in sales and service, who are given

intensive training in teaching methods in
preparation for a 3 year tour of duty at the
center.

At times, the training department may choose to use
trainers who are not members of that particular work
organisation. These trainers are referred to as '"out-of-
house" people. In this case, a company may decide to use
university lecturers as trainers and, at times, they employ
the services of some consultancy firms that consist of both
academics and non-academics for the training of their
workers,

Nadler (1970) has identified budgetary allocation as

the most common method by which companies finance the

education of their workers. This may take either of two
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forms. One form of budgetary allocation is the provision of
funds for the training unit, and the allocated fund will be
used for training and development purposes. An alternative
approach is to give the central training unit a small budget
and have other units of the company include training
expenditures in their departmental budgets. Thus, as each
unit trains its workers, it pays for the training. This
means, 1n essence, that the training unit charges for its
services,

Aside from financing the training of workers within the
company, many companies pay the cost of the education of
their workers in a School or College (Darkenwald and
Merriam, 1982).

On the 1issue of financing training activities of
employees, Goldstein (1980) quoted in Darkenwald (1983),
pointed out that 6.3 million employees participate each year
(in the U.S) in corporate sponsored education activities and
that corporate education expenditures amount to
approximately 10 billion (US) annually.

In the area of buildings and equipment for the training
of workers, Nadler (1970) observed that companies rarely
have physical facilities designated for +training and
development and that trainers often use conference rooms and
other multipurpose facilities for the training of workers.
He added that companies with large turnover or those
requiring special entry level may make special provision for

a training facility. In the same breath, he pointed out that
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the size of a company may be no indication of the company's
commitment to training "since the vast amount of training is
conducted away from the place of work".

Twelve years later, Darkenwald and Merriam were less
ambiguous in their views regarding physical resources for
the training of workers in enterprises, especially the large
ones. They observed that although education in most
companies is highly decentralised and classroom can be found
in virtually every plant or office building, there has been
a trend in recent years for larger companies to conduct at
least ‘a portion of their education programme in residential
education centers that in some ways are like universities.

Apart from operating their own training programmes,
companies also collaborate with colleges, universities and
other educational institutions to provide certain types of
educational experiences for their employees, wusing the
institution's own facilities on their campuses.

Also in the U.S. and Canada, a few courses, and at
times, entire degree programmes are offered by colleges and
universities on-site for employees of companies. The
training trailer, which is a mobile unit, ranging from a
mini-bus to a large tractor-trailer which has been equipped
with appropriate learning alds are used to provide on-site
education programmes for workers. The training trallers are
useful in situations where the employee 1s 1in constant
contact with the public and where it would be too expensive

to take him away for training.
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Other Forms of Adult Education Programmes that

Private Enterprises Provide

One form of adult education programme that companies
provide apart from training their workers, 1is customer/
consumer education.

Nadler (1970), Tabbush (1977) and Darkenwald and
Merriam (1982) have observed that training for customers is
one of the major changes resulting from the impact of
technological advancement. According to them, products are
becoming more and more complicated, regquiring manufacturers
to provide training for thelr customers on installation,
operatibn, and maintenance of the product so that their
customers can make effective use of the products or services
that they have purchased. Nadler (1970) observed, for
example, that since World War IXI in the U.S., purchase
contracts awarded by the defence establishment have usdally
included provisions for the supplier to provide training to
the government that will be making use of the equipment. It
can be seen then, that the educational role of entgrprises
is not confined to employee training and development alone.

From another perspective, certain companies provide
training programmes for "good will" or for the purpose of
promoting their product. According to Darkenwald and Merriam
(1282), many retail establishments such as supermarket

chains and companies that sell sewing wachines, home



computers, building supplies and the 1like offer “short
courses for customers and potential customers.

Although the sales personnel of some of the companies
that provide customer/consumer education have the responsi-
bility for training customers, many companies maintain
special customer education departments for this purpose,
while others operate residential training centers where
courses range in duration from a few days to several weeks.
By way of example, telephone companies throughout the U.S.A.
are said to have packaged programmes that they take to the
office of a subscriber to train the subscriber's personnel
in telephone manners and telephone usage. Firms in the field
of electro;ic technology are said to have customer schools
in strategic cities throughout the U.S. The IBM, Honeywell
and RCA are said to be among the leaders in the area of
provision of various kinds of permanent installations that
serve the training needs of customers. The Digital Equipment
Corporation, alsc in the U.S., offers about 100 different
courses a year at its residential education centre (Nadler,
1970 and Darkenwald and Merriam, 1982).

On the practice of provision of training for customers,
Tabbush (1977) indicated that 1in 1968, IBM spent 60-70
million dollars for customer training programmes, an amount
only slightly 1less than that expended by IBM for the
training of its own employees. Also, automobile

manufacturers were estimated to have spent over 20 million
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dollars in 1971 to train mechanics for their franchised
dealers.

Some companies have begun to train persons who are not
their employees, customers or representatives of their
organisations. In this case, the expertise of companies in
training their own employees is brought to bear on the needs
of individuals who are not yet in the labour market and who
will not be able to enter the market without some skills and
or knowledge, and who need special assistance.

Yet another form of adult education programme provided
by companies -~ other than training their workers - is the
education of the general public. In the U.S. for example,
utility companies offer "short courses on energy
conservation, banks and brokerage firms offer courses on how
to invest money, insurance companies on health and physical

fitness and so on.

Theoretical Framework

The Neo-Classical economic theory especially the branch
represented by Marshall's views and a strand of it, the
'human capital' theory as can be found in Menger's meaning
of ‘'capital' and as was explained by Goldstein (1980) and
Joyce, Woods and Hayes (1985) forms the framework for this
study. According teo them, business organisations are
regarded as pure economic institutions, with the consequence
that they are highly constrained by market forces. They do

not want to harm their competitive position in the market,
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and conseguently most of their investments (material, human
and physical) are viewed in terms of whether they will yield
favourable returns. Given that all investments are viewed in
terms of returns on them, investment in human beings is alsco
viewed in terms of the returns on such investment, Jjust
exactly the same way that the proponents of the theory view
investment in other assets. Decision on training are
therefore investment decisions, such that training will
occur if there is a guarantee of a favourable rate of return
on it.

The ‘'human capital' theory is considered a suitable
basis for this work because some employers are said to act,
at least in part, in a manner that is consistent with the
above theory. Added to this reason is the fact that some of
the identified possible factors for employers' low or high
participation in and commitment to training actually go back
or are traceable to the 'human capital' theory. An example
is the ITF Decree of 1971, when it is viewed, not as a
government legislation by the companies but as an economic
tool. This is because companies can.pay the stipulated levy
to ITF, train their workers or let ITF train them, get
reimbursed 60% of levy for training, and then reap the gains
from training in terms of improved efficiency of workers,
better work methods, and attitudes, more confident workers
and so on. This 1is an indication of a favourable rate of

return on the 1% of payroll 'invested'.
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~In addition, if management conceives of employees as
possessing the potentiality for gfowth and achievement (as
espoused in Theory Y), and considers that this can be
nurtured by training, such conceptions are not mainly a
product of management's ‘'love'! for its employees. The first
thing that comes to the manager's mind is how nurturing such
potentialities can help to achieve organisational goals.
With such considerations in view, the manager 1is again
viewing nurturing employee potential in terms of what the
benefits of such action would be for the company. This is
not to underestimate the genuinenéss and efforts of certain
managers and indeed organisations who see their companies as
places whereﬂ individual employees can have well rounded
development. through training.

Although the 'human capital' theory, which is a strand
of neo-classical economic theory sounds rather cold and
calculating, attempts will be made to find out heow far this
theory explains the high or 1low involvement in and

commitment of companies to training.

Research Hypotheses

As a result of the review of relevant literature, the
stated purposes of this study, and the theoretical framework
of this study, the following hypotheses were formulated:-
A(i) 1 There 1s no significant difference in the

commitment rating of manufacturing-service

companies and service companies to training.
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A(i) 2 There is no significant difference in the
commitment rating of companies that are giants in
their own sectors (industries) and the other
(large) companies to training.

A(ii)1 There is no significant difference in the amount
expended on the training and development of
workers in the manufacturing-service companies and
in the service companies.

A(ii)2 There is no significant difference in the aﬁount
expended on the training and development of
workers in the companies that are glants in their
own sectors and the other (large) companies.

A(ii)3 There 1is no significant difference in the amount
expended on training and development per worker in
the manufacturing-service companies and 1in the
service companies.

A(ii)4 There is no significant difference in the amount
expended on training and development per worker in
the companies that are giants in their own sectors
and the other (large) companies.

Bl There 1is no significant difference in the
percentage of workers that received training in
the manufacturing-service and service companies.

B2 There is no significant difference in the
percentage of workers that received training in

the sector-giant and sector-large companies.
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There 1is no linear relationship between the
commitment rating of manufacturing-service
companies, service companies, all companies, giant
and large companies and the size of the workforce
of the companies.

There 1is no ‘linear relationship between the
expenditure of manufacturing-service companies,
service companies, all companies, glant and large
companies on training and the size of the
workforce of the companies.

There 1is no 1linear relationship between the
percentage of workers that received training in
manufacturing-service companies, in service
companies, in all companies, in sector-giant and
sector-large companies and the size of the
workforce of the companies,

There 1s no 1linear relationship between the
expenditure of manufacturing-service companies,
service companies, all companies, sector-glant and
sector-large companies on training and the
commitment rating of the companies.

There 1is no 1linear relationship between the
percentage of workers trained by manufac-turing-
service companies, service companies, all
companies, sector-giant and sector-large companies

and the expenditure of the companies on training.
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c(i) 6 There is no 1linear relationship between the
commitment rating of manufacturing-service
companies, service companies, all companies,

sector-giant, sector-large companies and the
percentage of workers that received training
provided by the companies.

c(i) 7 There is no linear relationship between the
expenditure of manufacturing-service companiés,
service companies, all companies, sector-giant,
sector-large companies on training per worker and
the workforce of the companies.

c(i) 8 There is no 1linear relationship between the
expenditure of manufacturing-service companies,
service companies, all companies, sector-giant,
sector-large companies on training per worker and
the commitment rating of the companies.

C(i) 9 There 1is no linear relationship between the
expenditure of manufacturing-service companies,
all companies, sector-giant and sector-large
companies, service companies on training per
worker and the percentage of workers trained.

c(iijz There is no relationship between the percentage of
workers trained by companies, the commitment
rating of companies, the expenditure of companies
on training, the expenditure of companies on
training per worker on the one hand, and the

turnover of the companies on the other hand.
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D(i) 1 There is no significant difference in the
expenditure of (a) manufacturing-service and
service; (k) sector-giant and sector-large
companies on training per worker trained in
professional/specialist and " occupational
vocational training.

D(i) 2 There is no significant difference in the
expenditure of (a) manufacturing-service and
service; {b) sector-giant and sector-large

companies on training per worker trained in safety

training.

D(ii) 1 There is no significant difference in the
percentage of total expenditure of (aiA
manufacturing-service and service; (b) sector-
giant and sector-large companies on
professional/specialist and occupational

/vocational training.

D(ii) 2 There 1is no significant difference in the
percentage of total expenditure of (a)
manufacturing-service and service; (b) sector-
giant and sector-large companies on safety
training.

D(iii)1 There 1is no significant difference in the
percentage of total number of workers in (a)
manufacturing-service and service; (b) sector-

giant and sector-large companies that received
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professional/specialist and occupational/
vocational training.

There 1is no significant difference in the
percentage of total number of workers in (a)
manufacturing-service and service; (b) sector-
giant and sector-large companies that received

safety training.



CHAPTER THREE

RESEARCH METHOD

This chapter gives the details of the procedures and
strategies that were adopted in this study. It describes the
construction, validation and reliability determination of the
research instruments; the sampling procedures and the
collection and treatment of the data cBllected.

.

Research Instruments ) .-

The instruments that were used to gather the data for

this study are:

1) Archival Research and Desk Work

This involved checking on the policy statements of
companies for information regarding specific policy statements
on the training and development of workers, dissemination of
information regarding health and safety regulations, and the
demand for, and payment of compensations amongst others.

The desk work also involved the search through various
documents of the companies studied to get at the turnover, the
capital invested and the number of workers in each company
between 1978 and 1990. In addition, the documents of the

companies were checked to get at the commitment of companies
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to the training and development of their workers as reflected
in the nature of training and development programmes that are
available to the workers and the resources~human, financial
and physical - that are available fqr such.

These and other vital information needed fof this study
were made available by the companies studied, either directly
at the companies, or indirectly (at the ITF Lagos Area office

and through the companies' annual reports}.

2) Observation

In almost all the companies visited, the investigator
was able to look at the physical facilities that are available
for training. The investigator also watched one training

session at one of the companies selected for this study.

3) Questionnaires and Interview Guide

Three questionnaires and an interview guide were
designed and used to gather a lot of the data needed for this
study. They ére:-

The General Data Questionnaire (GDQ) - Appendix I

Interview Guide for Personnel Managers (IGPM) -

Appendix II
Personal Benefits Questionnaire I (PBQI) - Appendix III

Personal Benefits Questionnaire II(PBQII) - Appendix IV
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The GDQ was completed by personnel managers, training
managers, finance managers and at times, officers who were
designated to do so. The investigator used the IGPM to elicit
information from the personnel/training managers of fhe
companies studied. The PBQ I and PBQ II were completed by
sales managers or supervisors or heads of units and workers
respectively.

The decision to design the GDQ, IGPM, PBQ I and PBQ II
for this study was necessitated by the non-availability of a
suitable instrument for assessing the extent of involvenment
and commitment of private enterprises to the training of their
workers and the factors that influence the decisions that the
management of such enterprises take regarding the provision of
training programmes. For instance, an earlier write—up that is
related to this study, by Goldstein (1980), looks like a
general critique of the available works in the area of what he
called "training and education in industry”. He focused
attention on the extent or prevalence of training in industry.
He was, however, not systematic in his approach. The
methodology adopted by Goldstein would therefore, not fulfil
the purposes of this work.

Also, 1in the questionnaires earlier used for studies on
education of workers in private establishments, the attention
was not on training and development. As a matter of fact, such

questionnaires were used to elicit information from workers in
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the area of trade union consciousness. Whereas the focus of
this study is the private establishment/employer as the
providing agency, or the training programmés provided for the
worker by the private employer, the trade union was the
providing agency of the education programmes studied in the

past, and for which questionnaires are avalilable.

Description of Instruments

The first instrument of the study - desk work - looked
through the policy statements of enterprises, their annual
reports, health and safety regqulations and or posters on
health and safety. Some of the other vital information
available through desk work also helped complete some sections
of the GDQ which some officials were unwilling to complete for
various reasons. Such information included the turnover of
companies, expenditure on training and capital invested by the
companies.

What observation sought to achieve was to see the
training centres or room(s) (if any) that are available for
training, their capacity or size, and the equipment in them.
It also sought to know who the instructors were and the group
of adults in training. The other relevant questions for
observation are: does the companies have libraries? and what

other facilities are available for training workers?
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The GDQ, which is a questionnaire and in tabular form,
asks about the type of industry, the name of the company,
whether the company is a manufacturing and or service company
and the designation of the officer filling the form. The first
column of the table requires information about the year of
training (1978 - 1990). This is followed by the columns for
the investment capital of the company for each vyear, the
turnover, the capital invested in training and development,
number of workers that received training and development
prodrammes sponsored and or organised by the company, specific
forms of training (such as apprenticeship training, health and
safety training, training in salesmanship et cetera, as
indicated below the table on the main page of the GDQ) that
workers received and the workers' designations fe.qg.
salesmen, production workers, clerks). The other forms of
training programmes that companies provide for others who are
(a} their customers/consumers and (b) who are neither their
employees, nor customers/consumers, were also to be indicated
on the data format (GDQ). The amount that the companies
expended on such provisions was also expected to be indicated.
The last column is for the total number of workers in each of
the companies.

The IGPM sought answers to questions concerning the
determinants of the policy that the company adopts towards the

training and development of workers, the forms of training
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progranmes that are made available to workers, the forms that
are emphasized and favoured, and the resources - human,
financial and physical - that are available for training. This
instrument also sought to know whether the company liases with
some educational institutions or the training schools/centres
of other companies for training, whether the company has
specific forms of health and safety requlations and whether
the companies train persons other than their workers ana why?

It would be realised that the questions used as guide
for interviews with personnel/training managers are not
altogether different from the data provided in the GDQ. The
""advantage of having the same questions asked in an interview
is that first, it helped to double check or corroborate some
of the data provided in the GDQ. Second, during interviews the
researcher was able to get more responses, details,
explanations and depth of feelings of management on training,
how it is done and why it is done the way it is done.

The PBQ I which was completed by Heads of Units/Depart-
ments, sales managers, supervisors, foremen and persons who
are in a position to supervise, direct, motivate and train
workers, asks general questions regarding the type of
industry, the name of the company, whether it is a manufac-
turing and or service company, the'designation of the officer
who completed the questionnaire, the number of years she/he

has spent in the company and the number of years spent in the
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present position. The PBQ I asks questions regarding whether
supervisors/heads of units insist that their workers adhere to
safety regulations, whether they are always happy to see their
workmen go on training, the number of reported cases of
accidents since his or her assumption of duty. Nine other
questions to which the heads/supervisors were to respond on a
likert scale were indicated. The questions cover the areas of
efficiency of worker after training, the worker's feeling
about him/her self, his/her occupational, salary, living
conditions after training and adherence to safety regulations.

The PBQ II, which was completed by the workers, asks the
same set of preliminary questions as iﬂ-PBQ I. The main body
of the questionnaire asks the worker to complete the table on
the first page. The table has a column for years of training
(1978-1990), followed by the column that asks about the number
of times the worker participated in training programmes
provided and/or sponsored by the companies in each year. Next
to this column is the one that asks about the providing
institution or agency of the training programme; how long the
programme lasted is expected to be indicated on the last
column. Like the IGPM, the PBQ II also helped double-check
some of the information provided in the GDQ. At the same time,
it helped provi&e answers to the question of whether some sets
of workers may, by the nature of their work and other reasons,

enjoy more training than others.
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This questionnaire alsc sought to know whether the
worker has had accident(s) as a result of his/her present job,
and the ways by which s/he was compensated by the employer. In
the PBQ II, workers were also requested to respond to a set of
statements on a likert scale. The statements in the PBQ II are
exactly the same as in the PBQ I. The only difference is that
the individual worker assesses his own feelings, output,

occupational, salary levels etc., after training.

Validation of Instruments

It is expected that a wvalid instrument would reflect
reality. An instrument is said to be valid (content wise) when
it measures subject matter (contents) and the contents are
seen to be adequate to meet the objectives of the research
(Wright, 1976).

In order to ascertain the content wvalidity of the GDQ,
IGPM, PBQ I and PBQ II, this investigator carefully examined
each of these instruments and the purposes that they were to
serve, in relation to the overall purpése of this study and
the hypotheses that were formulated. In addition, an adult
education expert who examined the purposes of this study and
all the items in the instruments came to the conclusion that

their contents will help to achieve the purpose of this study.
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Reljability Determination of Instruments
To test for the reliability of the GDQ, IGPM, PBQ I and

PBQ II, this investigator carried out a pilot study of the
International Breweries Ltd. (IBL) Ilesha, Osun State. The
personnel manager, the training manager and finance manager
and 12 employees were involved in the pilot study.

After the GDQ, IGPM, PBQI and PBQ IX had been
administered, the responses to those items (3 and 4) in the
PBQ II for which this investigator could not envisage the
responses of the workers (because they are open ended
questions) which were the same, similar or totally different,
were grouped together. The percentages of the workers that
responded to each group within each item were noted.

When a re-test of the PBQ II was carried out 7 days
later, the same treatment as in the first test was given to
the second set of responses. The percentage of the two sets of
responses were then compared.

For the GDQ, IGPM and the PBQ I, the first set of
responses were simply compﬁred with the second set of
responses from the re-test.

There was a difference of 5% (95% agreement) in the
responses of the population sample to most (97%) of the items
in the GDQ, IGPM, PBQ I and PBQ II. This percentage was judged

high enough to use the instruments.



119

The Study Population and Sample

The population for this study is made up of privately
owned companies. It is important to state that since the
defence of the proposal for this work in 1991, many of the
private companies have gone publiec, thereby becoming public
limited companies (plcs). Their new status as PLCs did not
affect the choice of companies because for this study, the
important factor in the ownership of a company is that it
should not belong to the government. That is, government
should not have the controlling shares (50% and above) in the
company.

The sample of the population for this study comprises 14
coﬁpanies that were systematically selected from different
categories of business in the private sector of the economy.
They are auditing, banking, brewing, computer and the mixed
business (conglomerates). Also sampled were the petrochemical,
chemical/pharmaceutical and textile businesses. Except for the
brewing and computer businesses (where data collection for a
second company proved very difficult), this investigator
sampled 2 companies from each category of business. One of the
companies for each category was regarded as small, not as in a
small scale industry, but small in relation to the size of the
other (or second) company that has been selected for study in
a particular type of business. The 'small' company was thus
regarded as small in terms of its turnover, its investment

capital and the number of its employees, between 1978 and
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1990, when compared with the second company in the same
category. Hence, the Societe General Bank, for example, will
be considered a small company when compared with the Union
Bank of Nigeria. For the purposes of this study, the 14
companies studied will be referred to from time to time as
"sector large" for the 'small' companies and ‘sector giants'
for the 'large' ones. The word 'sector' here refers to the
category from which the company was chosen. The use of the
word was necessitated by a desire to ensure that in the course
of reading this work, the words ‘'large' and 'giant' in
relation to the size of the company do not get the reader
confused.

In additioﬂ, in selecting the companies to be studied,
the investigator considered whether they are manufacturing and
service companies or purely service companies. In this regard,
three of the categories selected, comprising 5 companies, were
purely service companies (S) while the rest, 9 companies, from
5 categories are both manufacturing and service cocompanies
(MS) . |

Table 3.1 shows the companies that were used for the
study by the type of business activity, size and whether they
are MS companies or S companies.

It is important to state that although the 14 companies
above formed the core of the analyses and discussions for this

work, additional information was obtained from some other
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Table 3.1

of Business Activi

anpufacturing-Service/Service (MS/5) and Size

Group Type of Business Names of Company (For analyses and MS/S Sector Size
Activity discusslons)

A Auditing {1) Akintola Willilams & Co. (52) S Large
{2) Peat Marwick Anl Ogunde & Co (S1) 5 Galnt
B Banklng {Commercial) {1) Soclete Generale Bank (Nig.) Ltd. (s4) s Large
{2) Unlon Bank of Nig. Plc. (S3) S Gaint
c Brewing Guiness Nig. Plc. (MS1) MS Gaint
D Computer NCR (Nig.) Plc. (85) S Qaint
E Mixed Business (1) Paterson Zochonls Industries Ltd. {MS2) MS Large
{2) United African Company Plc. {MS3) Ms Galnt
F Chemical/Pharmaceutic | (1) Hagemeyer (Nig.) Ltd (MS8) MS Large
al {2) Nigerian Hoechst Plc. {(MS7) Ms Gaint
c] Petrochemical (1) National Oll and Chemical {MS4) MS Large
Marketing Coy. (MS5) MS Gaint

(2} African Petroleum
H Textiles (1) Sunflag (Nig.) Ltd, (MS8) MS Large
(2) Five Star industries (MS9) MS Gaint
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companies. The companies are: Arthur Andersen & Co., AIl,
-{Buditing); International Breweries Limited, AI2, (Brewing);
Chemical and RAllied Products Plc, AI3, (Chemical/ Pharma-
ceutical); GEM Textiles, AI4, (Textile Manufacturing); The
Concord Press, AI5 and The Punch Newspapers, AI6 (publishing).

The information obtained £from tﬁese companies helped
shed some more light on training practices of companies
generally. In the analyses and discussions in this work, these
companies are referred to as "Additional Information"™ (AI) 1,
2, 3-6.

All the 14 companies that formed the core of the
analyses and discussions of this study either responded to all
the questions in the GDQ or responded to at least half of the
questions directly or indirectly. Only 3 personnel/ training
managers representing three (3) companies (MS7, MS6, and S1)
out of the 14 companies responded to the IGPM. It is pertinent
to state that 6 other personnel/training managers representing
all the 6 companies that provided additional information
responded to the IGPM.

Concerning the PBQ I, altogether, 8 heads of units/
departments from 3 companies out of the 14 companies selected
for this study responded to the questionnaires. The companies
are those that responded to the IGPM above. The distribution
is as follows: MS7, 5; MS6, 1; 51, 2. It is important to state

that the numbers indicated were returned. Six PBQ I were



123

expected to have been completed in each company. In company
MS7 for example, those that responded are the plant director,
warehouse manager, accounts manager, commercial manager and
the production manager.

As in the PBQ I, 2B PBQ IIs were returned out of the 72
administered in the 3 companies mentioned in PBQ I above. An
examination of the questionnaires showed that only 26 of the
28 returned were useful. The distribution is as follows MS7,
13; MsS6, 10; S1, 3. At company MS7, those who responded are
among others, laboratory technologists, marketing personnel,
medical representatives {(pharmacists), drivers and
secretaries/receptionists. " Again regarding companies that
provided additional information, company AI 2 provided useful
information through the 22 PBQ IIs that the company turned

in. Out of the 22, 12 were found to be useful.

Administration of Instruments

Attempts were made to administer the instruments in the
companies selected as the sample for the study. The degree of
response, however, varied from company to company, and this
would explain the wvariation in the source of the data
collected from the companies.

As indicated earlier, fourteen companies formed the core
of this study, and- the investigator collected the necessary

data from three sources. For some of the companies, the data



124

were collected from source (that 1is Ifrom the companies)
because the companies made the information required available.
However, in all those companies where the data needed were not
made available after several futile attempts, the investigator
turned to consulting the Industrial Training Fund (ITF)
records, as well as the published annual reports of the
companies concerned.

The reasons for the non-cooperation in the supply of
information were numerous. They ranged from changes in the
personnel occupying the contact posts, reticence and wariness
of management about providing the types of information sought,
to logistic problems of coordinating the collection of the
questionnaires from the different branches of the company by
the contact official.

The investigator also administered the instruments of
the study in companies that provided additional information.
The data collected were used as illustrative evidences of

issues related to the study.

Treatment of Data

Data collected from the 14 selected companies provide
estimates of the following variables (or quantities)
i) number of workers in a company as one measure of

the size of the company.
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ii) investment capital of a company as one measure of
the size of the company.

iii) turnover of the company as another measure of the
size of the company.

iv) percentage of workers in the company that received
training and development as a measure of extent of
involvement in training and development activities.

V) commitment rating of the company as a measure of
the commitment of the company to training and
development of workers.

vi) expenditure on training and deﬁelopment activities
provided for workers of the company as a measure of
the commitment of the company to training.

vii) human and physical resources available for training

and development of workers as a measure of

commitment of companies to training and
development.
viii) personal benefits of training to workers as a

measure of both involvement and commitment of
companies to training.

The bulk of these data were extracted from the GDQ,
IGPM, PBQ I and PBQ II. Table 3.2 gives average measures of
the variables that will be required for statistical analyses.
Statistical analyses of data have been conveniently divided

into those related to the following response variables.
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Average Measure (over 13 years) of Variables for Statistical Analyses for the 14 Selected Companies

Table 3.2

Total No of No. of Percentage | Commitmen | Expenditur | Expenditur | Turnover of | Investment
Company Workers Workers of t e e Company Capital of
Trained Workers Rating (#)on on (#) Company
Tratned (%tage) Training Training
{“tage) and per worker
Developme
nt
of Workers
81 410 350 85.37 50.00 250,00.00 609.76 - -
52 132 109 82.58 58.33 32,448.85 245.82 - -
53 11,680 1,776 15.21 88.89 10,161,539 869.99 1,084,641,3 -
54 33
54 830 34_13 41.33 80.6G0 457,219.11 550.87 - -
55 189 39 20.63 66.67 438,989.79 232270 39,815,000. -
00
M5 1 4,003 1,203 30.06 78.13 533,424.02 133.26 - -
MS 2 3,084 556 18.03 86.25 249,353.16 80.85 736,613,20 | 331,818,20
0 0
MS 3 2,326 341 14.66 60.31 B75,415.76 376.36 1,365,654,6 | 957,903,25
Qo0 0
MS 4 1,310 339 25.88 81.25 556,742.38 424 .99 - -
MS 5 1,014 148 14.60 75.00 91,887.74 90.62 - -
MS 6 380 153 40.26 65.63 69,009.57 181.60 - -
MS 7 582 241 41.41 82.21 112,750.00 193.73 68,010,461, | 2,297,153.8
54 5
MS 8 648 166 25.62 78.12 43,644.47 67.35 - -
MS ¢ 1,228 255 20.77 75.00 100,406.04 81.76 - -
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commitment of companies to training

(i) (measured by commitment rating)

commitment of companies to training

(ii) (measured by expenditure on training)

extent of involvement of companies in training

{measured by proportion of workers trained).

Also to be involved are

pairwise correlation of response variables BA(i), (ii)

and B.

Involvement 1in and commitment of companies to the

different types of training provided by the companies

Measured by

(i) expenditure on training per worker trained for
specific kinds of training

(ii) percentage of total expenditure on specific
kinds of training

(iii) percentage of total workers trained in
specific kinds of training.

The rest of the available data that were not subjected

to statistical analyses were used descriptively for analyses

of the issues that they touch and the discussions that

followed.

As for the 6 companies that were said to have provided

additional information, some of the data from the companies
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were used to reinforce, corroborate or show deviation from

observations concerning the 14 companies studied.

A. Commitment of Companies to Training

(1) (Measured by Commitment Rating)

It has been indicated that the commitment of companies
to training can be measured by their commitment rating. The
commitment rating of a company is the sum of the scores
associated with the types or forms of training and development
programmes provided by the company. The highest possible score
of commitment rating for a service company in a year is 60 and
80 for a manufactﬁring ;'éervice (MS) company. The layout of
the forms of training programmes that the two different types
of companies (S and MS) being considered in this study are
expected to have for their workers are given below in Tables
3.3 and 3.4. The scores associated with each form of training
programme are also given. In the absence of a model for rating
the commitment of companies to training in the literature, the
scores used in this study are based on the importance of the
form of training programmes being considered to both the
employer and the employee; that is, the forms of training that
will make the employer get the very best out of his employee

and that will make the employee attain his full potentials as

a human being, were scored high and equally.
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An examination of tables 3.3 and 3.4 shows that while
health and safety training was scored low (5) for service
companies, it was scored high (10) for manufacturing-service
companies. This 1is because both the employers and the
employees of manufacturing-service companies have a great need
for health and safety training, while the absence of safety
training in service companies is not likely to result in dire
consequences for both employers and employees.

In addition, professional/specialist training in both
service and manufacturing-service companies attracts a high
score (10); training in customer/public relations in service
companies atfracts a high score (10); vocational-technical
tfaining in manufacturing-service companies attract a high
score (10); while relevant education/further education also
attracts a high score (10). This is because both employers and
employees (but in particular, employers) stand to gain a lot
from training employees in professional/specialist training,
training in customer/public relations, and vocational
technical training. As far as relevant education/ further
education are concerned, both employers and employees in
particular stand to gain more from this kind of training,
because relevant education/further education can help them

attain their full potentials as human beings.
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Forms of Training Programmes in Service Companies

and their Scores

Forms of Training Scores
1) Professionals/specialists training 10
2) Training in customer/public relations
(including training on new computers/ 10
equipments})
3) Training in salesmanship (including
training on new computers/equipments) 10
4) Health and safety training 5
5} Relevant education/further education 10
6) Adult Literacy Education 5
7) Others (e.g. training of auxiliary staff
such as secretaries, receptionists, 10
drivers)
Total 60
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Table 3.4

Forms of Training Programmes in Manufacturing-
Service Companies

Forms of Training Scores

1) Training for professionals/specialists/ 10

senior technologists
2) Vocational - Technical Training 10
3) Apprenticeship Training 5
4) Training in customer/public relations

{(including training on new computers/ 10

equipments)
5) Training in salesmanship 10
6} Health and safety training 10
7) Relevant Education/Further Education 10
8) Adult Literacy Education 5
9) Others (e.g.training of auxiliary staff) 10

Total 80

The hypotheses that are relevant to this particular
response variable {(commitment of companies to training) are
the hypotheses numbered A(i) I and A(i) 2.

In order to test these two hypotheses, the t-test, the
chi-square and Fisher's Exact test statistics were used.

p:\ Commitment of Companies to Training

(ii) (Measured by Expenditure on Training)
The hypotheses that are relevant to this particular
response variable (expenditure of companies on training) are

the hypotheses numbered A(ii) 1-4.
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The Fisher's exact test statistic was employed to test

the relevant null hypotheses.

A Commitment of Companies to Training

(iii) (Measured by Human and Physical Resources Available for
Training)

The details of the human and physical resources
available for training workers in the companies for which data
are available were indicated. These were discussed under
further discussions of results of commitment to, and
involvement of companies in training.

B. Exiént of Involvement of Companies in Training

(Measured by the Percentage of Workers Trained)

The relevant null hypotheses for the percentage of
workers trained are the hypotheses numbered B; and B:.
Fisher's Exact test statistic was employed to test the

relevant hypotheses.

Comments on Measures of Commitment of Companies to Training

and Their Involvement in Training

It is pertinent to state that the three mneasures of
commitment of companies to training that were used in this
study are not quite exhaustive of the measures that could have
been used to judge the commitment of compénies to training.

Another measure that may probably have been used is the
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proportion of workers trained. This is legitimate, given the
fact that one might want to judge a company's commitment to
training by whether the proportion of its workers that
received training is high or low. The problem is that a
company may train as much as 85% of its workers but in only
one form of training and to a particular group of workers
consistently. Some workers have been in the employment of
certain companies for as long as 10 years but because they do
not belong to the group favoured for training, they have not
attended any form of organised training even once. Companies
S1 and S2 of our sample give credence to this assertion.

The question, then is, are éﬁmpanies convinced that
training is something that all workers in their employment
should partake in, and that the companies should provide? It
is a different matter altogether if companies emphasize some
kinds of training for certain kinds of workers, and or train
some group more than the other. There is however a problem

with the total neglect of the training needs of a whole group

of workers by a company even if they are in the minority. The
proportion of workers that a company trains can therefore not
be a convincing measure of commitment of companies to
training.

Following from this, the investigator decided to use the
proportion of workers trained to indicate the extent of

involvement of companies in training, that is, the extent to
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which companies participate in the training of their workers.
For someone who 1is interested in whether or not a company
participates in training, her question will be, does company
S2 and MS2 train her workers? If the answer is yes, to
determine the extent of their participation in training, the
next question will be, what proportion of their workers do
they train? If the answer is that company S2 trains 52% and
MS2 trains 14%, the conclusion will be that company S2 is more
involved in training than company MS2. This is in order, as
far as the extent of involvement or participation in training
is concerned.

Again, there may be arguments for the use of commitment
rating as a measure of extent of involvement (participation)
in training. This is in fact wvalid, but the question is, would
the commitment rating of a company measure the extent of
participation in training better than it measures the
commitment to training? There is an inclination to say it
measures commitment better than it does extent of participa-
tion. This example méy suffice. Suppose that Company S2 has a
commitment rating of 58% while MS2 has a commitment rating of
82%. If commitment rating were to be the measure of extent of
involvement, Company S2 will be said to have a low level of
participation in training, while Company MS2's participation
will be considered high, amongst the 14 companies involved in

the study at hand, but then Company S2 trains a higher



135

proportion of workers (82%) than MS2 (18%). The fact is that

commitment rating takes into consideration the probability

that all categories of workers will have the opportunity to
partake in organised training at one time or the other, and or
that all workers may have that opportunity at least once in a
“decade.

Given the fact that it is quite possible that a person
participates in a project (trains workers) without being
committed to it (provide different types of training for
different types of workers and commit resources to same), it
is better to stand by the use of percentage of workers trained
by companies as the measure of extent of involvement_-of
companies in training; commitment rating, expenditure on
training and human/physical resources available for training
as measure of commitment to training.

In the same vein, because it is possible to confuse
involvement in training with commitment to training, it will
be better to use percentage of workers trained as the measure
of involvement and the éommitment rating, expenditure on
training and resources made available for training as measures
of commitment to training. This kind of mix-up was observed in
Goldstein's (1980, P. 29) policy research paper. The author
attempted to sketch the extent or prevalence of training
provided by employers by considering (a) proportion of firms

that give certain kinds of training and (b} the number and
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percentage of workers that received training and their
occupations. While still sketching the prevalence of training
by employers however, he considers expenditure by companies on
specific 'traiﬁing' but refers to expenditure this way: "...
another measure of relative emphasis among programmes is the
distributipn of expenditure”. This indicates that Goldstein
assumed that prevalence (general occurrence/existence or
common practice) 1s the same as emphasis (greater attention or
importance). It is not correct to assume that so long as
something is commonly practiced by a person, its practitioner
would consider it worthy enough to commit resources to it.

Another measure ofiﬁémmitment of cbmpanies to training
that could have been used 1is the number of human-hours
invested in training by companies. Due to the problems of
collecting data however, one could not get the necessary data
relating to this measure.

C) Relationships Between the Measures of Commitment of

Companies to Training, the Measure of Extent of

Involvement of Companies in Training and Other Relevant

Indicators

The measures of commitment of companies to training and
extent of involvement in training have been explicitly stated.
It is reasonable to expect that these measures have some
bearing on each other as well as some other’indicators such as

the number of workers in a company, and the turnover of the
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company. It is alsc possible that some of these measures can
be predicted on the hasis of or determined by others. A useful
tool for determining the extent to which one wvariable -
dependent variable - can be predicted on the basis of another
variable - independent variable - 1is ©provided in the
regression' model. The null hypotheses on regression of
interest in this study are the hypotheses numbered C(i)1l to 9.

Rnother pairwise response variable that was considered
is the relationship between the turnover of companies and the
measures of commitment of companies to, and measures of
involvement of companies in training. The relevant null
hypotheses‘is numbered C{ii}l. The test statistic used to test
hypothesis c(ii)1l is the Pearson's Product Moment
Correlational Analysis.

D. Involvement in and Commitment of Companies to the

Different Types of Training by the Companies

The variables cof interest in this section are: the
expenditure of companies on training per worker trained for
each type of training; the percentage of total expeﬁditure on
specific types of training, and the percentage of total
trained in specific kinds of training. The estimates of the
variables that are of interest in this section are given in
table 3.5.

The hypotheses that are relevant to the three variables

are those numbered D{(i})1 and 2, D{ii)l and 2 and D{(iii)l and
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2. In order to test the relevant null hypotheses, the Fisher's

Exact test statistic was employed.
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Table 3.5

Estimates of the Measures of Commitment to and Invelvement of Companies in Professional/Specialist, OQccupationaliVocational
Training and Relevant Education/Correspondence Courses

GL MS/S Measures Profession Qccupationa Safety Relevant
alsf v Education
Specialists Vocational Correspondence
G 51 {a) Exp. on Training per worker Trained 862.07 - - -
{b) Percentage of Total Exp. on 100 - - -
Specifics 100 - - -
(c) Percentage of Total Trained For
Specifics
L 52 a 390.80 . 241.22 - -
b 36.13 50.77 - -
c 27.52 71.56 - -
G 53 a 5,762.50 5,706.86 - -
b 26.65 73.35 - -
c 26.46 73.54 - -
L s4 a 2,637.18 1,176.23 565.20 9,368.60
b 2596 67.97 4.08 2.05
c 13.12 76.97 9.62 0.29
G S5 a 18,629.99 626.25 - -
b 97.61 2.39 - -
c 5897 41.03 - -
G MS51 a 1,072.24 559.28 56.20 -
b 16.68 75.91 7.41 -
c 6.90 60.18 58.54 -
L MS2 a 900.83 356.35 212.33 532.59
b " 41.18 51.45 6.72 0.64
c 20.50 64.75 14.21 0.54
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Table 3.5 (Continued)

MS/S Measures Profession Occupationa Safety Relevant
als/ 1 Education
Specialists Vocational Correspondence
MS3 a 4,948 1,850.86 457.71 -
b 52.57 45.67 1.62 -
c 27.27 63.34 8.50 -
Ms4 a 2,619 318.32 449 .60 -
b 91.27 7.03 1.70 -
c 57.23 36.28 6.19 0.29
MSS a 849.657 508.55 283.07 -
b £3.63 42.06 4.31 -
c 39.19 51.35 9.46 -
MS6 a 584.85 1,562.89 13.30 -
b 21.19 77 1.84 -
c 16.34 22.22 61.44 -
MS7 a 351.51 525.46 1,679.97 676.5
. b 38.97 49.4 10.43 1.2
c 51.87 43.98 2.90 1
mMsa a 1,661.25 227.28 230.34 -
b 16.23 53.64 31.14 -
c 2.41 62.05 35.54 -
Ms9 a 2,576.79 418.11 - -
b 17.96 82.04 - -
< 2.75 77.25 19.61 -
Kay:- (a) Expenditure on tralning per worker trained for each
kindtype of training.
(b) Percentage of total expenditure on specific {ypes of
training
{c) Percentage of total trained in specific kinds of

training




CHAPTER FOUR

ANAT.YSES OF DATA, RESULTS AND DISCUSSIONS
In this chapter, the types of workers employed
in the companies studied are presented. Also
presented are details of the analyses of data, the
results obtained from the analyses and the

discussions of the results.

The Types of Workers Employed in the Companies

Studied

Companies S1 and S2 are auditing firms. As their
descriptions suggest, the companies audit the
accounts of goYernmental ‘ angﬁm_non—governmental
organisations, institutions, firms etc. The
categories of workers employed are accountants,
auditors, auditors-in-training, personnel in general
administration and training, receptionists, drivers
and security men.

Companies S3 and S4 are commercial banks. They
take deposits from customers and give short and long

term credit facilities to customers. Such customers

include individuals, industrial, agricultural,
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commercial and other business concerns. The companies
provide regular banking services such as issuance of
bank drafts, transfer of money et cete£a. Workers
employed 1in these companies include accecuntants,
economists, professional bankers, computer
scientists, cashiers, computer operators, personael
in general administration and | training,
receptionists, clerks, security men and drivers.

One of the companies selected ?or this study is
a brewery. The company (MS 1), brews alcocholic and
non-alcoholic drinks. The workers in the company
include food technelogists, guality control
officials, production workers, maintenance workers
(electrical/mechanical), salesmen and  marketing
officers. Others are accountants, store officers,
rublic relations officers, training and
administrative officers, secr=taries, drivers,
security men and receptionists.

The computer company (S5) that was selected for
this study develops, markets, installs and services
business information processing systems. Workers
employed in the company include computer engineers,

computer scientists, sales/marketing officers,
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ac ountants, personnel in ge.eral administration and
training, receptionists, drivers and security men.
The two companies, with mixed business
activitiss, that were selected for this stucdy are
companies MS2 and MS3. Company MS2 1is a holding
company for a subsidiary that manufacture ana markets
toiletries, and an associated company’ that
manufactures and markets fridges, freszers, air-
conditioners et cetera. Company MS3 is a holding
company for a group of companies. Among the companies
is one that develops, manufacturers, and markets
toiletories, products for skin, hair, body care, and
a range cof ©products for Dbaby care. Another
manufactures light commercial vehicles and buses, and
also specializes in building bodies for vehicles. One
of the companies 1s a wholesaler of 1locally
manufactured and imported merchandise, and provides
warehousing services. One of the companies in the
group  designs and sells (wholesale) Nigerian
textiles. Another of the companies assemblss, sells,
installs and services office and security equipment.
One other company, produces corrugated wpaperboard
cases, and engages in the manufacture, and conversion

.
of printed papers and paperboards, packaging
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materials, inclucing folding boxes, labels and
wrappers. Another company. which is in the group
(MS3), 1s a mechanical and electrical engineering
business, concerned with the assembly, sale and
service of engines and plants used widely in industry
and agriculture. Lastly, there is also a company that
is a food chain, an outlet for fast foods.

In these two companies (MS2 and MS3)..there is a
whole range of workers. They include
electronic/electrical and mechanical engineers,
gquality controllers, textile designers, textile
technologists, mechanics, machinists, refrigeration
technicians, fork-1lift operators and accountants.
Others are sales/marketing officers, production
workers, personnel in training, indistrial relations,
general administration, caterers, receptionists,
secretaries, drivers and security men.

The two companies that were sampled from the
group of companies in the chemical/pharmaceutical
category of business are companies MS6 and MS7. The
companies manufacture and sell chemical,
pharmaceutical and agro-vetting products such as
paints, drugs, for human and animals, textile

auxiliaries et cetera. The workers emplcyed in these



rmpanies include pharma~=ists, laboratory
supervisors, maintenance persoconnel, production
wcrkers sules/marketing personnel, accountants,
personnel in training, industrial relations and
general administration, secretaries, receptionists,
security officers and drivers.

Companies MS4 and MS5 were selected from the
petrochemical business category. They refine and
market petrochemical produccs. The workers employed
in these companies include maintenance engineers
(mechanical/ electrical), chemical engineers,
sales/marketing officers, accountants, personnel in
training, industrial relations and general
administration, secretaries, drivers and security
officers.

Companies MS8 and MS9 were s:zlected from the
category of textile business. The companies design,
manufacture and sell textile materials. Workers that
can be found in these compa-nies include textile
designers, textile technologists, machine operators,
maintenance personnel, sales/marketing officers,
accountants, personnel 1in general administration,

drivers, security men and secretaries.
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Common to all tle companies, their category of
business notwithstanding, are tn=2 auxiliary staff
{secretaries, security-men, drivers) who help in the
day to day running of the organisation in the areas
of paper work, movement of staff and goods, and
protection of staft and premises of the
organisations.

Also common to all the companies are accountants
who see to the finances of the organisation and
werkers in general administration who take care of
appointments, promotions, leaves et cetera. Many have
workers that see to training and industrial relations
in the organisation, although not all companies have
separate departments for these.

Maintenance workers (electrical/mechanical) are
commcen to all organisations, but the strengtn of
their duties in the different companies vary. In the
companies that fall within the sexrvice sector of the
economy, maintenance workers see to maintaining
facilities in the premises, such as electrical
problems and running the generators. The fact is
that, their work, make working easier for the other
workers. In the manufacturing - sexrvice . sector

however, they often form the care of the personnel



that help in the achievemer of the goals of the
organisation. This is because, in the manufacturing
sector, numan operation of machines, even if they are
actomated, is critical to the production of goods.

Alsc common to all the companies that fall in
the manufacturing-service sector is that they have
sales/marketing officers who have to see to the sale
cf the goods produced.

One main distinguishing feature of the companies
studied in the different business categories is the
type of product or service, that they produce and
sell, or provide. This accounts for the difference
that can be observec in the categories of at least
'/, of the workers employed in the different
companies. For example, textile designers and textile
technologists are peculiar to the category of .textile
business. Pharmacists and laboratcory supervisors are
peculiar to chemical-pharmaceutical companies and
companies that préduce toiletries, hair and body care
products. Professional bankers, and cashiers can be
found only in banks, while mechanics and machinists
are to be found in companies that manufacture and
assemble vehicles, engines and plants that are used

in industry and agriculture.



The implication of these cbservations for the
training of workers is that there will be a need fcr
different types of training programmes for the
different categorics of workers in the companies
studied. Nevertheless, there are similarities of
training needs for workers whose job descriptions are
the same in the different companies, and in the
companies that belong either to the service or
manufacturing-service sector of the economy.

The fact that workers are firs%t, human beings,
before being workers 1is also relevant. Given this
fact, workers have their own need for certain types
of training which may not necessarily be the type of
training that the organisation thinks the worker
needs.

It is for this reason, that the types of
training programmes that comparies provide were
broadly categorised into professional/specialists
training, +training 1is customer/public relations,
training in salesmanship, health and safety training,
relevant education/further education, adult literacy
education, and training of others such ASs

secretaries, receptionists, drivers etc., for
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companies in the service sector of the economy. These
rave been spelt out in Table 3.3.

As for manufacturing-service companies, the
broad categories into which their training programmes
can be divided include training for professionals,
specialists, senior technologists, vocationul-
technical trainrning, apprenticeship training, training
in customer/public relations, training in
salesmanship, health and safety training, relevant
education/further education, adult literacy education
and training for others including secretaries,

drivers etc. These can be found in Table 3.4.

A, Commitment of Companies to Training

(i) {Measured by Commi Tment Rating)

It has Dbeen indicated that the commitnment of
companies to training can be measured by their
commitment rating. The commitment rating of a company
has been pointed out as the sum of the scores
associated with the types or forms of training and
development programmes provided by the company. Such
scores have been expressed in percentages as given in

Table 3.2.
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The hypotheses that are .elevant to the response
variabhle (comnitment rating) are given as follows:-

Hypothesis A(i)1l
There is no significant difference in the
commit-ment rating of manufacturing-service
companier and service companies to
training.

Hypochesis A(i}2
There is no significant difference in the
comnit- ment rating of companies that are
giants in their own sectors {industries)
and the other (large) companies to

training.

Testing Hypothesis A(i)1l

Applied in the test of Hypothesis A(i)l is the

t-test stitistic given for two samples as:

1-4)87 + (2 - 1)S3

motou -2

{i

s

Where §°
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df = n,a + n, - 2
(1) = ms
(2) = S

(Snedecor and Cochran, 1974).

The relevant data (commitment rating) for
testing the hypothesis c¢f interest is given in Table
3.2.

The details of the t-test statistic on the

relevant data are given in Table 4.1



Table 4.1

Details of t-test on Commitment Rating of Manufacturing

—Service Companies anc¢ Service Companies

Nature X Sample Standard Pooled df tear trapie | Comment
Deviation )
MS 75.77 8.1811
11.2993 12 1.1091 1.782 NS
S £5.78 15.78




It can ke observed from the res..ts in Table 4.1 that the
test statistic gave a nct significant result at .05 level
of significance. The table wvalue of t = l.lﬁz.is higher
than the calculated t wvalue which is 1.1091. This means
that there is no significant difference in the commitment
rating of manufacturing-service (MS) and service (8S)
corpanies. This means that the MS and § companies have the
same level of commitment to the training and developnent
of their employees. It may therefore be tempting to accept
the null hypothesis. A second look at the details ot the
t-test, however, 1indicates that the data on which the
ana:yses was carried out may not have met the assumptions
that are necessary for the ase of the t-test statistic in
the first place.

The relevant assumptions are that the commitment
rating (CR) as a measure should haye normal distribution,
and that the variation in the values of CR as measured by
variance is the same for MS and S companies.

The results in Table 4.1 show that the sample
standard deviation of MS and § companies are quite
different (not homogenous) with 8.1811 and 15.78
respectively. This is an indication that the variation in

the TR is not the same for both groups of companies. It is
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an indication that the t-tes- may rot be.the appropriate
test sta*“stic to use on the data of interest.

As a result of this observed anomaly in t%e test
statistic wused, the chi-square was used to test the
hypothesis of interest, because it is free from the
assumption of normality of distribution and equality of
variance. In addition, in view of the fact that the szmpls
size for both MS and $§ companies is small, the chi-square
and a wvariation of it, the Fisher's exact test, wers

employed to test hypothesis A(i)1l.

The Case for Chi-Square (12) and Fisher's Exact Test

Suppose the fregusncy obtained for a 2 x 2

rlassificatien is given as follows:

High Value Low Value Total
Group I A B A+B
Group II C D C+D

I Total A+C B+D ﬁ__ N
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w
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This represents a classification of N ccmpanies by
groups (e.g. MS and S or giant and large) and by high or
low value of measurs of performance (e.g. CR). A+B ougfof
N belong to Group 1 while the remaining C+D belong to
Group II.

The exact probability of observing a particalar set
of frequencies in a 2 x 2 when the marginal totals are

regarded as fixed 1is given by the hyper-geometric

distribution:
(45 (225
T ED
AT+ B

(4 + B + DY(4 + CH(B + D)l
NV1AIBICIDI

{(Siegal, 1956}
The 2z? test of comparipg expected frequencies with
observed frequencies 1is carried out by obtaining the
statistic y?* and comparing with the x? distribution table

value

Z? - Z(e,, - Oij )2

&
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wherz ejy = expectad in cell i,j
03 = observed in cell i,3
For a 2 x 2 and with Yates correcticn, (Siegal, 1956)

this is equivalent to

N{IAD - BCI - g)
(A+B) (C+D) (A+C) (B+D)

2

x =

The > test however, is only an approximate procedure.
It requires that the expected frequencies in each cell be
not too small. In practice, thée minimum comfcrtable
frequency is 5. In a situation where N < 20, the
literature (Cochran, 1954) recommends the use of Fisher's
Exact test.

When N is between 70 and 40, the .y* test may ouly be
vsed 1f alil expected freguencies are 5 or more. For N>40,
¥® test may be used with the correcéion for continuity.

Basically, the Fisher's Exact test sums up the exact
probabilities of occurrence of the particular frequency
allocation or one even more extreme for fixed marginal
totals. Tables of such probabilities are available in the
statistical literature for small N. Examples are Dixen and

Massey (1969) and Siegal (1956).
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It is not particularly diificalt to calculate for N

values pot available in tables by repeated use of the:

exact formula

(A+B)! (C+D)! (A+Q)! (B+D)!
N! Al B! CI D!

P =

Given the fact that to use the Fisher's Exact test, a
measure of central tendency has to be used to classify
measures (e.g. CR and expenditure on training) into high
or low, (e.g. high CR or low CR), it is pertinent to state
that the median and rot the mean was used in this regard.
This is because of the extreme skewdness of the
distribution of scores of the measures being considered.
By way of example, while the average number of workers as
given in Table 3.2 in company S3 is 11,680, that of MS 3
is 2,326 and S5 is as low as 189%. This results in an
acceptable measure of central tendency of 922 workers for
median, compared with 1,986 workers for the mean for all
the 14 companies involved in the study. A similar result
was obtained for proportion of workers trained. For the
proportion of workers traiﬁed, the score for company Sl is

85.37%, the next score to this is 82.80% for S2 and the
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next to that is 41.52% for MS 7. This results in a med:an
of 25.8% as against the mean of 34.03%.

To reagh a decision regardingl the acceptability
{retention) or otherwise of a Null hypothesis, tha
investigator r~hecked whether the results of the test-

statiatics are significant or not. To do this, the values
of the calculated L or .z* ({tca andxﬂmf) were compared

with their tabulated values (tiaie and 72 iabie’) 2at the
dagree of freedoms given by

di = n, + n,— 2 for t-tests and

df = 1 for x* 2 » 2 contingency table
and at .05 level of significance.

For the Fisher's test, the exact probability of a
particular configuration, resulting in specific larger
value of grand total, the smallest totals and their
intersection on the contingency table was checked from
standard vables co see whether such is "less than .05. By
way of example, i1f the exact probability of a larger value
is .343, it means that the result obfained can be expected
in 34% of the cases, and it means the result obtained is
not significant. If, howvover, an exact probability of a
larger value is .043, it means the result obtained can be

expected only in 4.3% of the cases. It is significant
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hecause it is less than the 5% level above which it will
not be significant for this kind of a test.
Table 4.2 gives the high or low commitment rating

amongst manufacturing-service and service companies.

Table 4.2

High or Low Commitment Rating Amongst Manufacturing-

Service Companies and Service Companies

NATURE HIGH LCW TOTAL PERCENTAGE HIGH]
MS 5 ' 4 9 56%
5 2 3 ) 40%

TOTAL 7 7 14 50%

Table 4.2 shows that 56% of the MS companies have
high commitment ratings while 40% of the service companies
have high commitment ratings. Obvicu.sly the number of MS
companies with high commitment ratings is higher than the

number of S companies with high commitment ratings. The
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1ssue now 1is whether differences that have Leen observed
can be said to be significant. The results of the chi-
square and Fisher's Exact tests zhould help us come to a
conclusion regarding the significance or otherwise of the

difference in high commitment ratings.

Table 4.3

Details of the Chi-Square and Fisher's Exact Tests on High

or Low Commitment Rating Amongst Manufacturing-Service

ar.d Service Cumpanies

df ¥l cal 2% canle Egact Probability Comment
of Larger Value
1 2.19 3.84 | 1.000 NS

Table 4.3 indicates that for both they’ and Fisher's
Exact tests, the difference noticed in the high commitment
ratings of MS and S companies in Table 4.2 is not

significant. This shows that there is no significant
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difference ir *he commitmeni of MS and S companies fo the
training of cheir employees. Therefore the null hypothesis
which states that:
There 1is no significant difference in the
commitment rating of manufacturing-service
companies and service companies to training

is retained.

Discussions

With the retention of the null hypothesis of no
significant difference in the commitment of MS and S
companiec to the provision of training for their
emplcyees, one is in essence saying that the commitment of
companies to training is independent of the nature of the
companies. This means that a company is not more committed
to training because it combines the manufacturing of goods
and provision of services that willzhelp sell the goods or
because it sells certain kinds of services alone,

Another 1level of the argument that flows from and
connects with the above regarding the nature of a company
and its commitment to training is the nature of the goods
it manufactures and or the nature of the services that it

sells. One would have expected that companies that belong
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to businesses that make use o0of computers, complex
machineries and equipment, those whose employees are
expczad to the risk of accidents and other health hazards,
and who, at the same time make use of an array of
professicnals in specialized skills, all in one. company,
will partake more in training than others who, although
have specialists, professionals, in their employment, such
are limited to a few areas of concern.

The following example should show clearly, the logic
of the point being made. In a pharmaceutical company €.g.
MS 7 (which is both a manufacturing and service company),
there are pharmacists, laboratcry supervisors, maintenance
personnel (electrical/i.echanical), marketing personnel,
zccountants, the auxiliary staff - secretarial staff,
drivers,-security, etc. The plethora of staff mentioned
contrasts sharply with the employeas in an accounting or
auditing firm e.g. 81 (a service firm). Tn the accounting
firm, there are accountants, accountants and auditors in
training on the one hand and the auxiliary staff on the
other hand.

What the result obtained means, therefore, is that
tne accounting/auditing firm, for example, is no less

comnitted to training its employees just because it audits



accounts and provides censultancy services to clients (a
service company) than the chemicalspharmaceutical company
Lecmuse it manufactures drugs for humans, manufactures
paints and textile auxiliaries, dye stuff, acetates, and
sells them (an MS company). The commitment of a Dbank
(service company, banking business) can as well be
compared with that of an auditing firm (service company,
audi*ing business). Just the same way, a
chemical/pharmaceutical coﬁpany (MS;
chemical/pharmaceutical business) can be compared with a
conglomerate {(MS, mixed business).

In addition to the results of the test astatistics
discussed above, Bar Charts were also used to depiczt the
conmitment rating of companies to training by the type of
business,‘as indicated on Table 3.1. This is to ascertain
the possibility that certain kinds of businesses/firms may
be more committed to training ‘workers than others.
Althouyh the B2Bar Charts will not show whether there are

significant differences in the commitment rating of

companies in a particular type of business and others, it
still remains a visual way of depicting differences in the
commitment of the industries involved in the study to

training. It is important to note, however, that beczuse



164

the sample sizes for each of the categor, of businesses
are rather small (mainly 2 and at times 1) observations
made from this kind of comparison cannot be conclusive,

Figure 4.1 shows the commitment rating of the
different categories of businesses.

Figure 4.1 shows lack of real difference in respect
of the commitment of the differeut kinds of industries to
training. Although tiie banxing category (B) has the
highest average commitment rating of 84.45, it woula seem
that is not markedly different from the average for the
brewing category () with 78.13 or the
chemical/pharmaceutical category (F) with an average also
of 78.13. The only category of business that can be said
to be markedly different is the auditing categoxry (A).
With a mean of 73.16 for all the 8 categories, it is clear
that the auditing (A) and computer (D) categories can be
said to have low commitment rating, while the 'rest (75%)
of the industries can be said to have high commitment to
training. This means there 1is no difference 1in the
commitment rating of most of the industries to training.

With the kind of result obtained in respect of
hypothesis A{i)l, the guestion that agitates one's mind

is, why would a higher, although not significant
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percentage of MS companies rather than ser .ce companies
have a high commitment to training. Or, why would the
commitment rating of M& 2, for example, be only slightly
different from that of Sl.

Possible answers to this question will be attempted
when general discussions on commitment of companies to

training are being made.

Testing Hypothesis A(i)2
The result of the t-test statistic for this

hypothesis is given below in Table 4.4

Table 4.4
Details of the t-test on.Commitment Rating of Giant

and Large Companies

size n X Sample Pooled df teal ttable | Comment
standard s
deviation
Giant B 72.0263 12.5023
11.7621 12 L4571 1.782 NS
Large 6 74.93 10.6397

Table 4.4 shows that the result of the ct-test is not

significant. This means that there 1s no difference




between -the commitment rating of Giar and Large
companies; or that the glanv and large companies have the
same level of commitment to the training and development
of their employe=s. This result may lead tq the concluéion
that the null hypothesis be accepted. A 1look at the
results of +the chi-square and Fisher's Exact test
statistics may generate more confidence in the conclusions
reached regarding the acceptabilify/retention or otherwise
of the hypothesis inr question. Especially in the light of
the doubts that were earlier raised concerning the
appropriateness of the use of the t-test, for analysing

the data in this study.

Table 4.5
High or Low cCommitment Rating Amongst Giant and

Large Companies

B Size High Low Total Percentage
High
Giant 3 5 8 37.5%
Large 4 2 6 66.67%
Total 7 7 14 50%
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Table 4.5 shows that giant companies have a lower
percentage high commicment rating (37.5%) than the large
companies' 66.¢7%. Although 1t seems apparent that the
number of large companies with high commitment rating is
higher than that of giant companies, it is reasonable fo
chec: whetner s.ch observed differences are significant.
Table 4.6 gives details of the Chi-square and Fisher's
Exact test statistics on the High or Low commitment rating

of giant and large companies.

Table 4.6
Details of Chi-square and Fisher's Exact Tests on High or

Low Commitment Rating Amongst Giant and Large Companies

df ¥ oa 72 toble Exact Probabi- Comment
lity of Larger

Value

1 .0249 3.84 .292 NS
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From the result of the chi-square and Fisher's exact
tests in Table 4.6 above, it could be observed that the
commitment cf giant and large companies to the training of
their employeec 1s the same. This is so, given the fact
that the results show that the differences observed in
high (and low) commitment rating in Tabie 4.5 above is not
significant. HYence, the null hypothesis which states that:

There is no significant difference in
the commirtment rating of companies that
are giants in their own sectors
(industries) and the other (large)

companies to training

is retained.

Discussions

Following from the retention of the null hypothesis
which states fhat there is no significant aifference in
the commitment rating of companies that are giants in
their own sectors (industries) énd the other‘ (large)
companies to training, is the fact that the commitment of
companies *to training cannot be said to be dependent on
the size of the companies. The results in table 4.6 and
the retention of the null hypothesis also indicates that
companies that are giants in their own sectors are not any
more committed to training than their counterparts that

are smaller in size. Thus, S1 for example is not more
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c¢ mitted to training than $2, just the same way as MS3 is
not more committed to training than MS2. As a matter of
fact, if cne were to go by the raw scores of commitment
rating cf these four (4) companies as incdicated in Table
3.2, the reverse would seem to be the case. That is to
say, the large companies could be said to be more
committed to training than the g¢gianc companies. This is
because the commitment rating for S1 is 50.00% while that
of S2 is 58.33%. The commitment rating of MS3 is 60.31%
while that of MS2 is 85.25%. Again, a look at Table 4.5
shows a higher percentage of high commitment rating for
large companies 66.67% than <1hat of giant companies
{37.5%), although the chi-square and Fisher's exact test
results indicate that the differences observed in the
percentage high of commitment rating of both sets of
companies to training are not significant.

The results obtained for hvpothesis A({(i)2, as
indicated in tables 4.4, 4.5 and 4.6 would ceem to be in
conflict witn the observations made earlier (Tabbush,
1977; Joyce, Woods and Hayes, 1985) regarding how the size
of companies affect the training programmes of such

companies. Tabbush (1977, P. 254) for example observed
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that ".ne volume of a firm's training activities will vary
with its absolute size ..."

Given the result for hypothesis A(i)2, it 1is
pertinent again, to find out why there is no significant
differsnce in high commitment rating of giant and large
comnanies to training. This 1is especjially important
because earlier cbservations seem to point otheiwise. It
is important to state, however, that such earlier
. observations were not specific on whether the differences

pointed out were significant.

A, Commitment of Companies to Training

(Measured by Expenditure on Training)

The material (financial) resources committed to an
activity is to a great extent, an indication cf interest
and conviction in the need for such an activity. Thus, the
material resources that a company comnits to training
depicts the interest and the conviction that the company
has about the wuses of training, .especially in the
situation where there are competing demands on the
material resources of the company. The relevant null
hypotheses for the measure of commitment of companies to

training through expenditure on training are stated thus:-



ypotheses A(ii)l
There is no significant difference in the amount
expended -on‘ the training and development of
workers in the manufacturing - service companies
and in the service companies.

Hypotheses A(ii)2
There is no significant difference in the amount
expenaed on the training and development of
workers in the companies that are giants in
their own sectors and the other (large)
companies.

Hypotheses A(ii)3
There is no significant difference in the amount
expended on training and development per worker
in the manufacturing - service companies and in
the service companies.

Hypotheses A(ii)4
There is no significant difference in the amount
expended on training and development per worker
in the companies that are giants in the%r own

sectors and the other (large) companies.



The rationale for byp>thesis A(ii)3 and 4 is to adjuét for
the size of the workforce of <ach company. = # °

In order to arrive at the amount expended by a
company on training per person, the amount expended on
training bv each company was divided by the total number
of workers in the company. This has been indicated in
Table 3.2.

Essentially, the Fisher's "Exact test statistic was
employed to test hypotheses A(ii)l-4 above. The reasons
for the steps taken for this purpose are as indicated for
commitment measured by commitment rating inl hypotheses
A(i)1l and 2 above. Tha measure ir this particular instance
is expenditure on traininog [A(ii)l and 2] and expenditure

on training per persen [A{ii)3 and 4].

Testing Hypothesis A(ii) 1
Table 4.7 gives the details of high .or low

expenditure on training amongst MS and S companies.



174
B !

Table 4.7

High or Low Expenditure on Trainig Amongst Manufacturing-

Service and Service Companies

Nature High Low Total Percentage
High
MS 3 | 6 9 33%
S 4 1 < 80%
__Total 1 7 14
|

Table 4.7 indicates that 33% of MS companies had high
expenditure on training compared to 80% for S companies.
It would seem that because 80% of service companies’
expenditure on training is high, one should conclude that
the 8 companies' expenditure on training 1is  generally
higher than that of MS companies. Nevertheless, it is
important to check whether the differences observed in the

percentage high of both MS and S companies' expenditure on
S

IR N 1 e
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training are indicative of a systematic difference-%;/ﬁusﬁ‘g?:
: ‘%

@ %: )
by chance. The result of the Fisher's Exact Test,i?ivenggn

" =,
[

Table 4.8, would help in arriving at a conclusion;\
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Table 4.8

Details of Fisher's Exact Test on High or Low Expenditure
cn Training Amongst Manufacturing-Service and Service
Companies

Configuration Exa~<t Probability Comment

of Larger Value

.266 ‘ NS

Table 4.8 shows that the difference cbserveu in the
percentage high expenditure on training of MS and S
companies in Table 4,7 is not significant. This is an
indication that although there 1is a difference ir the
percentage high of amount expended on training by.both MS
and S8 companies, the difference 1is not significant.
Therefore, thé null hypothesis, which states that:

There is no significant difference in
the amount expended on the training and
development of workers by the manufac-
turing service and by the service
companies

is accepted.
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Discussions

With the acceptance of the null hypothesis, one 1is
essentially saying that the amount expended on the
training of workers is not dependent on the nature of the
companies. This means that a company 1s no less or no ncre
committed to training in terms of expenditure on training
because it combines the manufacturing of goods with the
provision of some services or because it provides certain
kinds of services alone.

Just as was observed earlier in hypothesis A(i)1l, it
should be possible to consider expenditure on training by
companies according to the mnature of gocds that they
produce and or the nature of the services that they
provide. One's inclination would be to believe that
companies that have workers who work on computers, complex
machineries and equipments, who are exposed to the risk of
accidents and healith hazards and who at the same time make
use of an array of professionals, and workers with special
skills all in one company would expend more on training
than others who altnough have speclalists and
professiorals in their employment, the kinds of training

that they can provide for such werkers are limited.



What the result obtained shows 1s that the
accounting/auditing firm for example would not expend more
money on training than does the chemical/pharmaceutical
company. Although if one is 1less stringent about the
statistical result, a higher percentage of service
companies seem to expend money that can be classified as
high on training than MS companies.

Figure 4.2 indicates average expenditure on training
for each category of business.

A close look at Figure 4.2 indicates lack of
difference in the expenditure on training of majority of
the categories of businesses. One of the service business
{the banking business), however, records the highest
average expenditure on trainin (5,080,769.77), which
seems markedly different from the average of all the
others which is between 52,384.46 for the mixed business
(conglomerates) and 72,025.26 for the textile buriness.
With a mean of 905,501.50 for all the 8 categories, it
seems clear that the amournt expended on training by the
companies in the petrochemical and textile business is
rather low. Given that the Bar Chart of average
expenditure on tiaining by business activity reflects a

lack of homogeneity in the averages, it is tempting to
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FIG. 4.2 Average Expenditure On Training By Type of Business Activity-
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conclude that when commitment of companies is viewed from
the perspective of the amount expended on training for
each industry, the banking business i1s more committed to
training than all the others, and the petrochemical and
textile industries are less committed to training than the
others. However, as was pointed out earlier, these
conclusions cannot be objectively made with the available
data.

The questions that need be answered following this
result are (a} why would the commitment of MS and S
companies to training be the same when the expenditure on
training is being considered? and (b} why is it that a
large percentage of S companies' expenditure on training

is high?

Testing Hypothesis A(ii)2
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Table 4.9
High or Low Expendifure on Training Amongst Giant and

Large Companies

Size High Low Total Percentage
High
G 3 3 8 62.5%
L 2 4 6 33.3%
Total 7 7 14

Table 4.9 shows that more giant companies have a
higher percentage of high expenditure on training than
large companies. Although it seems obvious that more giant
companies expend more money on training than large
companies, it i1s important to check whether the observed
difference is significant. Table 4.10 gives details of the
Fisher's Exact test statistic on the high or low

expenditure on training for giant and large companies.



Table 4.10
Details of Fisher's Exact Test on High or Low

Expenditure on Training Amongst Giant and Large Companies

Configuration gxact Probability Comment

of Larger Value

.592 NS

The result of the Fisher's Exact Test in Table 4.10
shows that going by the companies' expenditure on
training, the commitment of giant and large companies to
trainiag is the same. This follows from the fact that the
restlts shew that the difference observed 1in High
expenditure on training in table 4.9 above is nct
significant. Hence, the null hypothesis wnich states that:

There 1s no significant difference in the
amount expended on the +training .and
develop-inent of workers in the companies
that zare gilants in their own sectors and
the other (large) companies

is accepted. -
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Discussions

Given that the null hypo-hesis that giant and large
companies are the same in their commitment to training has
been accepted, when the amount éxpended on training is the
measure being considered, this means that the amount
expended on training is independent of the size of the
company. The result obtained in Table 4.10 indicates that
companies that are giants in their own sectors are not
anvmére committed to training than  their smaller
counterparts. It is important to state that although the
difference observed in the proportinn of giant companies
that . expend highly on +training is not statistically
significant, more giant companies seem more inclined to
spend morz money on training than large companies.

As before, it is impocrtant to know why the commitment
of giant and 1large companies to training should be
statistically the same, and why & bhigher percentage of
giant companies szeem to spend money that can be classified

as high on training than large companies.
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Testing Hypothesis A(ii)3
Table 4.11
High or Low Expenditure on Training Per Worker Amongst

Manufacturing-Service and Service Companies

Natu;; High Low Total Percentage-=
High
MS 2 7 9 22%
S 5 0 5 100%
Total 7 7 14

A close look at Table 4.11 shows that 22% of MS companieg7
expenditure on training per worker can be considered high,
while the expenditure of all (100%) S companies on
training per worker is high. It is tempting to conclude in
favour of higher expenditure on training per worker for
service companies, but caution dictates that one should
check whether the differences observed in the pe=centage
high of both MS and $§ companies' exzpenditure on training
per worker are statistically significant. Table 4.12 gives
details of the Fisher's Exact Test on High or Low
expenditure on training per workar amongst manufacturing-

service and service companies.
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Table 4.12
Details of Fisher's Exact Test on High or Low
Expenditure on Training Per Worker Amongst

Manufacturing-Service and Service Comparies

Configuration Exact Probability Comment

of Larger Value

0.21 S

With an exact probability of larger value of .021 and
at .05 1level of significance, there is a significant
difference in the percentage high of expenditu?e con
training per worker of MS and S companies. This means that
the difference observed in the percentage highs in tabhle
4.11 1i1s statistically significant. Hence, tha null

hypothesis which states that:

There is no significant difference in
the amount expended on training and
develop-ment per worker in the
manufacturing-service and service

companies
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is rejected.
Discussions '

Having rejected the null hypothesis, one accepts the
alternative hypothesis that ‘'there 1s a significant
difference in the amount expended on training and
development per worker in the manufacturing-service and
service companies. The acceptancé of the alternative
hypothesis me;ns that if the total amount expended on
training by each o¢f the companies studied were to have
been expended on all workers in each of the companies, the
expenditure of all the service companies on training for
each worker would be nigher than the expenditure of most
(77.7%) of the MS companies on training per worker. The
rationale for taking a loox at expenditure on training per
worker is to adjust for the size of the workforce of each
of the companies. This result is particularly illuminating
because when the expenditure on training was considered
without refefence to the tctal workforce of each company,
the result obtained (for hypothesis A(ii)l) indicated that
there is .10 significant difference in the amount expended
on training by both MS and S companies, although a higher
'percentame (80%) of S companies than MS companies' 33%

spend more on training.



In addition, the result shows that the amount that
could possibly have been expended on training of each of
the workers in the companies is not independent of whether
the companies are MS or S companies. This means that S
companies are more committed to training their workers
than MS companies when commitment is being measured by
expenditure on training per worker.

One would therefore like to find answer(s) to the
question: Are service companies more committed to training
by wirtue of the "fact of being just S companies or are
there other factors that could be held responsible for the
observed difference in the commitment of MS and S

companies?

Testing Hypothesis A(ii)4
The high or low expenditure of companies on training
per worker in giant and large companies is given below in

!

table 4.13.



Table 4.13

1€7

High or Low Expenditure on Training Per Worker Amongst

_"Giant and Large Companies

Size High Low Total Percentage

High
Giant 4 4 8 50%
Large 3 3 6 50%
Total 7 7 14

Table 4.13 indicates that giant and large companies
have the same percentage high of expernditure on training
per worker, with giants having 4,/8 = 50% and large's 3/6 =
50%. There seems *o be no doubt, regarding the possibility
of a difference existing between the two percentage highs
that are the same. To give the benefit of a doubt nowever,
results of the Fisher's Exact test statistic on high or
low expenditure on training per worker for giant and large

companies are given below in table 4.14



-5
I
0

| Table 4.14

Details of Fisher's Exact Test on High or Low
Expenditure on Training Per Worker Amongst

Giant and lLarge Companies

Configuration Exact Prcbability Comment

of Larger Value

1.000 NS

With an exact probability of larger value as 1.000,
the Fisher's Exact Test in table 4.14 shows that the giant
and iarge companies have exactly the same percentage of
high expenditure on training per worker. This means that
the giant and large companies are the same in the amount
that 1s likely to be expended on the training of each
worker. Given this result, the null hypothesis which
states that:

There is no significant difference in
the amount expended on training and
develcp-ment per worker by the giant

and large companies



is accepted.
Discussions

Having accepted the null hypothesis that giant and
large companies are the same in the amount expended on
training per worker, it follows thal the amount expended
on training per worker is totally independent of the size
of the company. This result would seem to confirm the
result of an earlier hypoﬁhesis (Hypothesis A(ii) 2) that
there is no difference in the amount expended on training
by giant and large companies, althouqh a higher percentage
(62.5%) of giant companies expend more money on training
than large companies' 33.3% in A{ii) 2.

Also, the result obtained indicates that when the
amount that could have been expended on the training of
each worker in the companies 1s ccnsidered, giant
companies would be no more or no less committed to
training than large companies.

The question then 1s, vhy do giant and large
companies have exactly the same level of commitment to

training?

A, Commitment of Companies to Training
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(1i1) {(Measured by Human and Physical Resources
Available for Training)

Information about human and physical resources
available for training could only be obtained for thres
{3) of the Zourteen (1l4) companies that formed the core of
this study. However, two out oxr six companies that
provided additional information had this information. The
information provided by these two companies are being
taken together with those of the three main companies. The
details of the human and physical resources available in
the five companies have been outlined in table 4.15 below.

Given the fact of the problems associated with the
determinaticn of what constitutes 'reasonable’ or
'adequate' standards of facilities for training to warrant
conclusions regarding whether or not the companies are
committed to training, %the invastigator highlighted the
details of the ~facilities availakle, falling short of
indicating the adequacy or otherwise of such facilities.
The judgements on the adequacy of human and physical
resources thit are available for training will be made
when discussions about the commitment or otherwise of

companies to training (using the three measures -



commitment rating, expenditure
resources) are being considered.

Table 4.15

Human and Physical Resources Available for Training in

and human

A

O
Y

Companies

and physical

Resources

Companies

s1

AI2

AI3

Human 1) Lecturers of, (or provided by)
either or more of the following
organisa-tions: Industrial
Training Fund (ITF), Nigerian
Institute of Personnel Management
{(NIPM}, Centre for Management
Develop-ment (CMD), University
Consultants, Private Consultants,
and other Companies' training
schools

2) Resource perscons amongst
members of staff of companies

3} Training managers or
coorainators and assistants

Physical (Buildings and Equipments)
Z) Training centre or school

2) Training/Lecture rooms

3) Library

4) Overhead/film projectors

5) Video recording cameras

6) Chalk-becard

7) Books/Pamphlets/hand-
outs/mocules
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3ll the five companies above draw instructors for the
different tvaining programmes that they sponsor and or
provide from the providers of the training programmes.
Thus, private ccasultants provide instructors for the
training programmes thait are made available to workers in
the training centres, or training rooms of the companies.
Lecturers of the centre for management development give
instructions to workers sent to the centre. Just the same
way, the Industrial Training Fund provide instructions for
the training programmes that the Fund provides and to
which companies £=2nd their staff.

At 1least half (3 of the companies draw resourcs
persons from among their staff and most (80%) of the
companies have the position of training manager or
coordinator and staff that assisted him.

Concerning physical resources which include buildings
and equipment, two of the companies have training centres
while the rest have training/lecture rooms. One of the
companies has a reading room which it refers to as a
library. All the companies have chalk-boards, an ovarhead
and or film projec-tors, one company has in addition to

this audiovisual aids, a video recording camera. Most 8C%
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of the companies give out pamphlets, hand-outs or modules

during training.

Summary of Results of Commitment of Companies to Training

Concerning the commitment rating of companies,
although the results of the analyses show that the
commitment of companies to training is independent of the
nature and size of the companies, it was observed that a
higher percentage of manufacturing-service and large
companies have high commitment 1rating. This 1s an
indication that a higher although not significant
percentage of MS and large companies have high commitment
(measured by commitment rating) to training.

This implies that <companies (MS) that provide
professionals/specialists <training, vocational-technical
training, apprentice training, training in customer/public
relations, training in salesmanship, health and safety
training, relevant education/firther education differ only
slightly from companies (S$) that provide only abcut 75% of
the types of +training programmes that MS companies
provide. Alsc, companies with mostly lower workforce and

perhaps turnover and investment capital (large companies)
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have a‘higher percentage of types of training provided
than their counterparts (giant companies).

With regards to the expenditure of companies on
training, 'the results of the analyses show that the
expenditure of manufacturing-service/service and
giant/large companies on training are independent of the
nature and size of the companies. Because a higher
percentage of service and gilant companies have high
expenditure on training, the conclusion coﬁld be reached
that a higher but® not significant percentage of service
and gilant companies expend money that can be classified es
high on training than does MS and large companies.

Regarding expenditure on training per worker, it has
been shown to be dependent on the nature of the companies,
with service companies' percentage high actually being
significant. As for giant and large companies however, the
expenditure of the companies on training per worker is
completely independent of the size of the companies, as
the percentage high of both companies are the same.

Following these observations, 1t 1is possible and
plausible to conclude that in terms of expeaditure on
training or expenditure on training per worker, more

service companies showed a consistent tendency to expend
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money that can be classified as high on training than MS
companies. As for giant and large companies however, it
could be said that their expenditure on training or

training per worker are almost the same.

B. Extent of Involvement of Companies in Training

(Measured by Percentage of Workers Trained)

A measure of the extent of involvement
(participation) of a company in the provision of Ctraining
for her workers is the percentage of workers that received
training. The estimates of this variable, percentage ot
workers trained, for all the companies selected are given
in Table 3.2.

The null hypotheses that are relevant to this
response variable are given below:

Hypothesis Bl

There is no significant difference 1in the
percentage of workers that received training in
the manufacturing-service and the service

companies.



Hypothesis B2
There 1s no significant difference in the
percentage of workers that received training in

the sector giant and sector large companies.

Testing Hypothesis Bl

Table 4.16 below shows the details of high or low

percentage of workers trained for MS and § companies.

Table 4.16

High or Lo’ Percentage of Workers Trained Amongst

Manufacturing-Service and Service Companies

Nature High Low Total Percentage ]
High
MS 4 5 9 44.4%
S 3 2 5 60%
Total 7 7 14

Table 4.16 shows that MS companies have a lower
percentage high of percentage of workers trained (44.4%)

when compared with the 60% percentage high for the service



companies. Although it seems clear that the percentage of
workers trained by S companies 1is higher than those
trained by MS companies, it is important that the observed
difference be subjected to statistical analyses to know
whether they are statistically significant. The result of
the Fisher's Exact Test on high or low percentage of

workers trained is given in Table 4.17 below:

Table 4.17

Details of Fisher's Exact Test on High or Low Percentage

of Workers Trained Amongst Manufacturing-Service and

Service Companies

Configuration Exact Probability Conmment

of Larger Value

1.000 NS

The value of the exact probability of a higher value
for MS and S companies is 1.000. This shows that the

difference in the percentage of workers trained by MS and
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S companies 1s not significant. Hence, Hypothesis Bl which

states that:
There is no significant difference in the
percentage of workers  that received
training in the manufacturing-service and
service companies

is accepted.

Discussions

Following the acceptance of the null hypothesis, it

could be said that the percentage of workers trained by MS

and S bompanies is generally the same. This means that MS
companies are no less or no more invclved in training than
their S ccounterparts jusc because they are MS companies.
Put differently, the p=rcentage of workers trained or the
prevalence of training in companies 1s not dependent on
the nature of the companies. It 1s important to emphasize
that although the result of £he Fisher's Exact Test on
high or low percentage wrained is not significant, the S
companies trained a higher but not significant perceatage
.of their total number ot workers.

A cursory look at the percentage of workers trained

by the different types of businesses involved in the study
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may prove useful. Figure 4.3 indicates the average
percentage of workers trained for each “ype of business.

Figure 4.3 indicates a general lack of difference in
the percentage of workers trained by all the businesses
except the accounting/auditing business that records the
highest and markedly different average percentage of
workers trained (84.09%). With a mean of 32.96% for all
the companies, it seems obvious that the average
percentage of workers trained by thne accounting/auditing
business (84.09%) is far higher than those of the other
businesses. Following from this observation, there is a
temptation to conclude that the accounting/auvditing
business is more involved in training than the other
businesszes.

This woula seem to confirm the earlier observation
that S companies train a higher although not significant
percentage (60%) of their total number of workers as
against the MS companies' 44.4%, From another perspective,
it would seem incorrect to assume that because one out of
the three businesses that make up Lhe service companies
for this study trains a higher percentage of its workers
than do the others, then the service companies should be

taken as being more involved in training than the
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manufacturing-service companies. That notwithstanding, it
is correct. to say that the category of business that
trains the highest percentage of workers is part of the
service companies.

Again, one has to exercise a lot of caution when
making this kind of a Vconclusion, because the available
data do not give the impression that such conclusions are
safe.

Why do a higher (although not significant) percentaqge
of service companies rather than manufacturing-service
companies have high involvement in training?

Testing Hypothesis 32

Table 4.18

High or Lew Percentage of Workers Trained Amongst

Giant and Large Companies

Size High Low Total B Percentagé_‘
High
ﬁ Giant 3 5 e : 37.5%
Large 4 2 6 66.7%
Total 7 , 7 14




Table 4.18 4indicates that giant companies have a
lower percentage high of percentage of workers trained
(37.5%) than large companies, (66.7%). The result of the
Fisher's Exact Test on high or low percentage of workers
trained is given in Table 4.19 below.

Table 4.19

Details of Fisher's Exact Test on High or Low Percentage

of Workers Trained Amongst Giant and Large Companies

Configuration Sxact Probability Comment

of Larger Value

.592 NS

From the results of the Fisher's Exact Test given in
table 4.19 above, it could be seen that the percentage of
workers trained by giant and large companies are the same.
This is because the results of the Fisher's Exact Test
gives the value of an exact probability of larger value as.
.592 which is larger than .05. Given- this result,

Hypothesis B2 which states that:

b3
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There 1is no significant difference in
the percentage of workers that received
training in the giliant and large
companies

is accepted.

Discussions

Having accepted tne null hypothesis, one 1is in
essence saying that the involvement of companies in
training cannot be:said to be dependent on the size of the
companies. If one were to go back to Table 4.18, one would
observe that more large companies train a higher
percentage of workers than gilant coﬁpanies. Although the
difference has been proven not statistically significant,
it is impossible to ignore the difference noticed in the
percentage highs of both sets of companies, especially
because large and not giant companies have the larger
percentage highs. If one were to go by the high and low
percentage of workers trained as shown in table 4.18, the
percentage highs or low contrasts sharply with the widely
held view that larger companies partake more.in training
than their smaller counterparts (Tabbush, 1277; Joyce et

al., 1985).
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It becomes imperative then, to find out why a higher
but not significant percentage of large companies train a
higher percentage of their workers than the giant
companies. Or why should the extent of involvement of
large companies in training seem slightly higher than

those of giant companies.

Summary of Results of Extent of Involvement of Companies

in Training

The results of analyses regarding the percentage of
workers trained by nature and size of the c&mpanies
indicate that the percentage of workers trained is not
dependent on the size and nature of the companies. Thus, a
highér but not significant percentageﬂof (or more) service
and large companies train a high percentage of their
workforce than do the .manufacturing—service and giant

companies.

Further Discussions of Results of Commitment to and

Involvament of Companies in Training

It is not surprising that in terms of commitment
rating of companies, a higher but not significant

percentage of manufacturing-service companies seem



slightly more committed vo training than service
companies. This is because by the nature of MS corpanies,
the training programmes that they can provide would be a
combination of training programmes mainly to fulfil the
goals of producing certain kinds of goods and providing
certain kinds of services that will help to sell the gocds
produced. This means that MS companies would also provide
certain kinds of training that are needed by service
companies. There is thus an indication that the slight
difference observed in the commitment rating of MS and S
companies may be inherent in the nature of M3 compani=s
and the way of estimating the commitment rating of
companies to training. Althcugh there deces not seem to be
any evidence in support of this observation in the
literature, it would seem correct from the result of this
study to state that a higher percentage of MS companies,
perhaps becausé of +their nature, are more committed to
providing more programme types or more types of training
than the service companies.

The large companigs however, constitute the surprise'
in terms of commitment rating. The resu}t of analysis in
this respect indicates that.-a higher percentage of large

companies are slightly more committed to providing more
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programme types or more types of training than the giant
companies. This may be because large companies generally
want to grow, have a larger share of the market, and also
hold their own in the market, they may feel a need to
train workers in different training programmes so as to
aid the company's expansion, attract more workers and make
more profit.

The results of the expenditure of companies on
training would not seem to tally with that of commitment
rating of companies. What obtains: is that a highey,
although not significant percentage of service companies,
who were initially observed to have lesser types of
training than MS companies, expend money that can be
classified high, on training than do the MS companies.
More giant companies also expend high amounts of money
training workers in the limited types of training thét
they provide, than do the large companies that have more
programme types.

When the expenditure on training by each company is
adjusted for the total workforce in the company, service
companies come clear as being more committed to training
than MS companies, while giant and large companies have

the same level of commitment to training. The result cf



the adjustment of expenditure on training for workforce
does not come as a surprise given the earlier results of
expenditure on training.

The procable explanation of why mcre service
companies 1in particular and giant companies to a lesser
extent would expend more money on providing training in
limited types of training than their MS and large
counterparts could be economic. This 1is because 1in
responding to tne question of why certain programme types
are favoured and emphasised, most o©f the training
managers/coorcinators or staffers 1indicated that they
favour and emphasize the training types observed because
such are M"most crucial to operational dynamics and
constitute serious areas of need for operational
efficiency and ffectiveness", "the programmes meet
organisational need", "they make workers better auditors".
All these point to the fact that.companies favour many or
limited kinds of training in order to meet the main goals
of the companies. If the limited training types would meet
organisational goals, then the companies (service and
giant) would spend more money (or highly) on such.

The following example may suffice. An

accounting/auditing firm provides . only
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professional/specialist training for its employees, but it
claims that there 1s no limit to the amount of money that
it expends on training. This company claims that it takes
training seriously because the firm gets a fresh supply of
accountants/auditors from those trained, since there is a
high turnover of accountants from the firm. So the company
has to train those who will replace those who leave. Three
accountants are said to resign from the firm every month.

As for glant companies, the probable reason they
spend a little more money on limited types of training is
perhaps that they already have a large share of the
market, and perhaps already have budgets for trainiﬁg that
can be classified as high, which does not change no matter
the training need that arises.

Theste explanations, especially for commitment of
service companies to training fits perfectly well into the
"human capital' theory which is derived from the nz0-
classical economic theory and which Dbelieves  that
decisions about expenditure on training are investment
decisions, and training would occur if there 1is é
favourable rate of return, (Goldstein, 1980; Joyce et al.

1985) . Thus, service and giant companies would invest more
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money on limited' training programmes, so long as such
would provide favourable returns.

As earlier observed, more service companies, and to a

asser extent, giant ccmpanies spend money that could be
classified as high on training and on training per worker.
More service and large companies train a higher percentage
of workers than MS and giant compauies. This means that
(1) more service companies expend more money on training
of a lct more workers than MS companies but in lesser
training types than MS companies, (2) more giant companies
cxpend more money although to a lesser extent than service
companies on training a low percentagz of wcrkers in
lesser programme types and (3) large companies expend
money that could be classified as low on high percentage
of workers in high programme types. These observa-tions
are indications that more service and large companies have
high involvement in training and high commitment to
training.

A  probable explanation of the observed high
expenditure on high percentage trained in lim.ted training
types for service companies in particular is as follows:
if spending much money on a high percentage of workers, in

a lot fewer kinds of training is what brings the most
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favourable rate of returns, for and during the realisation
of the company's goals, then the company would provide
funds for such limited training programmes.

Pertaining to the human resources that are available
for training in companies, the human resources availlable
for training in most companies appear generally adequate,
as they all seem to draw trainers from all the available
sources, for example "in-house" people as Nadler (1970)
would 1like to call resource persons among the staff of
companies, and Lecturers in different institutions
including higher institutions and  consultants who
Darkenwald and Merriam (1982) referred to as "out of
house” people. In addition, most of the companies have
training managers or coordinators and assistants. These
people s5ee to the training needs of the companies,
generally determine who goes on what training, organise
training within the premises of the company or generally
run the training schcol or centre. The existence of the
office of a training manager/coordinator would seem to
portray the companies as being serious about the business
of training.

Physical facilities and equipment foir all the

companies in view seem adequate. It has to be pointed out
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that the presence or absence of a training 'school' or
'centre' (not training room or lecture room} cannot be a
determinant of whether or not companies take training
seriously. Nadler (1970), for example, observed that
certain companies use conference rooms or multipurpose
facilities for training, although he pointed out that
companies with lérge turnover and which require special
entry level qualifications may make special provision for
training facilities. He did state however, that the size
of the company méy be no indication of commitment to
training 'since a vast amount of training is conducted
away from the workplace'. Darkenwald and Mérriam al1so
considered that larger companies conduct at least a
portion 6f their training in residential =ducation centres
that are similar to universities. It would thus seem as 1f
large companies are expected to have training schools or
centres,

It is not out of place to report the observation of
the training session that this investigator watched on
21/8/91, at company MS7 ét about 4.00 p.m.

The workers {15 No) were comfortably s3eated in
horseshoe formation. The training room was air-conditioned

end w211l lit. The learners were . production workers who
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have been on the job for a few years, with the basic
minimum qualification of WASC, trade centre certificate or
their equivalents. The topic of the day was 'large Scale
Manufacture of Inorganic Chemicals'. The course was to
last a year.

The instructor, who was closely watched by one of the
partners in the consulting firm running the training
programme, made good use of the chalk-board and the module
that all the participants had. The instructor/learner
relaticnship was cordial and the learners participated
actively in the learning process. They asked questions to
clarify issues.

Going by this observation, it would seem that the
human and physical facilities available for training this
group of workers was adequate to facilitate learning.
Given tnat most of the human and physical resources used
for the training session just described are also recorded
as being used in the other companies for which this
information is available, one can conclude that the human
and physical resources for training in companies are
generally adequate.

Another plausible explanation of the observed levels

of commitment to and involvement of most service and large
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companies in training is a combination of the factors of
managerial principles, in particular theory Y as explained
by Beach (1975) and the ITF Decree of 1971 as an economic
tool. Almost all the training managers/conrdinatcrs stated
their belief that human beings have the potentiality for
growth and achievement and this has to be nurtured by
training. All, except one also claimed that the ITF Decree
is an important factor in their training efforts. Given
that they have to pay 1% of their payroll to the ITF, they
would rather make the best out of the money paid by
training their workers, since such workers cannct be less
useful to the company as a result of training, except if
the "free rider" effect in economics takes workers away
from them. It is worthy of note that for these companies,
the ITF Lecree as an economic factor in training fits into
the néa-classical economic theory. The result is that as
long as obeying the ITF Decree can bring favourable rates
of return on the 1% they pay, the companies will obey.

The only company that would not accept the ITF Decree
as an important factor in training claims that for the
cowpany, training cannot be said to be financially
rewarding in the same breath as it claims that it has to

train 'to get fresh supply of accountants' and 'make
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workers better auditors'. The company again claims that
the home-incernational office of the company expects
certain standards of performance and that could only be
met by training. This company claims that theory Y and
social responsipnility are the main determining factors in
its training efforts. It is important to state though that
'getting fresh supply of accountants' and 'making workers
better aﬁditors= do not seem to fit perfectly well into
the explanation of social responsibility as a factor in
training. Incidentally, the company in question trained
only profes- slonals/specialists and not a single
auxiliarv/support staff in all the years that this study
covered, even when such staff had spent close to 7 years
in the company. Another useful information provided
regarding the company in question is that while workers
are being trained, many are also beirg prepared for their
professional examinations (JCAN) and so they are generally
useful to the firm as a cheap source of labour, as they do
most of the auditing work for the company but are not well
paid for the jobs.

The terdency of the manager in question to want to
claim social responsibility for —ctraining does seem

understandable though. It appears to be a recognition on
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the part of management that they need to Dbe socially
responsible, especially because they have refused to train
all those whose usefulness to the firm they cannot readily
quantify or assess.

Even +then, intellectual honesty demands that one
should state that the papers of the company in question
did not appear at all in the reimbursement rfiles of the
ITF. This could be an indication that they either don't
pay at all, or they pay and do not asx for reimbursement.
The second option does not really appear possible for a
company that can not spend money on the training of
staffers who are not considered very usefui to the
organisation.

On a far wider 1level, it has to be observed that

service companies enjoyed a lot of boom during the period

when the nation's economy was being 'structurally
adjusted’. This study covered many (5 years) of those
years.

The reports from the different companies (from annual
reports but especially during discussions with training
managers) show that many manufacturing-service companies
were operating below capacity because of the problems

associated with the depreciation of the Naira against
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major currencies, and conseqﬁently the increase in the
prices of raw materials, which 1is coupled with high
interest rates on short term loans and overdrafts which
most depend on for their operations. Because of these,
many manufacturing-service companies had to lay off
workers, some were shut and a lot more survived by passing
on the burden of high cost of production to consumers who
although already had depressed purchasing power brought
about by inflation, could not resist the effect of vthe
aggressive marketiﬁg strategies adopted by the.companies
especially for essential goods. Most of the service
companies however, enjoyed a lot of boom, as financial
flouses multiplied, banks sprang up fiom all over the
countrv, such banks and financial houses needed computers
for their operation and needed to get their accounts
audited. An auditor/accountant once remarked that
auditovs/accountants are always relevant when the ecénomy
is enjoying a boom and companies are thriving, and wben
the companies need to fold up, they help them fold up.

By way of example, in its 1991 annual report, the
management of company S3 claimed that although there was
'further thinning out of the market shares of the older

banks' with the licensing of 1l new commercial and

[2))
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merchant banks in 1931 alone, bringing all the banks in
the two categories to a total of 118, the company still
recorded 28% growth in gross income, as against 34.1% in
the previous year. Note that the gross income of this
company was 611,276,000.00 in 1987; 1,059,418,000.00 in
1989 and 1,824,117,000.00 in 1990. Most of the overall
growth was said to have céme from a phenomenal 84%
increase (compared to 40% for 1990) in earnings from off
balance sheet commissions and exchange, while the
company's expenses grew by almost 25% {it has to be noted
that training is pert of expenses) ruch lower than the 43%
growth of the previous year (Company &3, 1991 Annual
Reports, P. 7).

The implication of these observations for training is
that 1n order to meet up with the iﬂcreasing demands on
the services of the service companies, the companies get
more involved 1in training and commit more funds to
training, (than their nanufacturing-service counterparts)
but only in the fypes of training that will meet their
imma2diate ne~ds and so bri..g favourable returns on their

investment in training.
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C. Relationships Between the Measures of Commitment of

Companies to Training, the Measures o¢f Extent of

Involvement in Training and Other Relevant

Indicators.

The measures of comm.tment of companies to training
and extent of involvement in training have been clearly
stated. It is expected that these measures will have some
bearing on each other as well as some other indicators
such as the number of workers in a compény, and the
turnqver of the company.

It is also possible that some of these measures can
be predicted on the basis of or determined by others. A
useful tool for determining the extent to which one
variable-dependent variable - can be predicted on the
basis of another variable -independent variable - is
provided in the regression model.

The null hypotheses on regression of interest in this
study are stated as follows:

C{1)1

There is no linear relationship between
the commitment rating of marufacturing-

service companies, service companies,

all companies, giant and large



companies and the size of the workforce
of the comp:nies.

C(i)2
There is no linear relationship between
the expenditure of manufacturing-
service companies, service companies,
all companies, giant and large
companies on training and the size of
the workforce of the companies.

C(i)3
There is no linear relationship between
nercentage of workers that received
training in manufacturing-service
companies, in service companies, in all
companies, in sector-giant and large
companies and the size of the workforce
oL the companies.

Cc(i)4
There is no linear relationship between
the commitment rating of manufacturing-
service companies, service companies,

211 companies, sector-giant and sector-

]
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large companies and the expenditure of
the companies orn training.

C{i)5
There is no linear relationship between
the percentage of workers trained by
manufacturing-service companies,
service companies, all companies,
sector-giant and sector-large companies
and the expenditure of the companies on
training.

C(i)6
There is no linear relationship between
the comnitment rating of manufacturing-
service companies, service companies,
all companies, sector--giant companies
and sector-large companies and the
percentage of workers that received
training provided by the companies.

C(1)7
There is no linear relationship between
tha expenditure of manufacturing-
service companies, serviCe companies,

all companies, sector-giant and sector-

r3
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large companies on training per worker
and the workforce of the companies.
Cc(i)8
There is no linear relationship ketween
the expenditure of manufacturing-
service companies, service companies,
all companies, sector-giant and sector-
large companies on training per worker
and the commitment rating ol the
companies.
C(i,9
There is no linear relationship between
the expenditure of manufacturing-
service companies, service companies,
all companies, sector-giant and sector-
large companies on training per worker
and the percentage of workers trained.
To test hypotheses C(i)l to S,
Let Y;. be the values of a variable Y
for company i, i =1, 2, 3, ..., 12, 13, 1a.
Let. X:, be the corresponding values of another

variable X for company 1.



A mathematical model for regression of Y on X is

given by
Y=a+ pX +¢

Where & is a random variable N (O, Jz)

@ is a parameter

p 1is a parameter and

o’ is error variance
The model assumes a linear {(straight line)
relationship between Y and X. Such an assumption is then
suggested by a scatter plot »f Y values against X values.
The purpose of tne linear regression analysis 1is to
estimate a straight iine that 'best' fits the data. This .

is equivalent to mathematically estimating the wvalues of

a and .

The parameters are given from the data by

. z(X X)) nZ xiti - (3 Xi)(ZX:)

(=% Apx-(Eay

i=1

a=Y - XB

where}7=z L X = 2%
n

1

AP
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For the purpose of hypotheses C(i)1-9, the concern
will be the determination of f alone.

The parameter 'ﬂcan be interpreted as the increase in
the value of dependent variable Y as a result of a unit

increase in the value of independent variable X. A value

of f that is close to zero thus indicates little or no

effect in Y by a change in X. Also, two values of f for
two different X's can be comparad to know wiiich of them
has more effect on the Vvalue of Y. Null hypothesis of no
correlation between any two variables Y and X corresponds
to testing of f = 0 against f > 0 or f < 0. The

appropriate test statistic for this is the % statistic,

given by
B
S(8)
nMSE
Wh ? =
e SUB = (Zx.)

anc MSE (Mean Square Error)



SSE - (X of squareerror)
n-2 n-2

(v,  mIX Y - TXi TV

and gE = 3y? -
.Y " nmEZ x? - (Sx: J

The decision rule is to compare t., with tabulated

values of t at degree of freedom n-2.

Testing Hypothesis C(i)1

The results of linear regression for this hypothesis

are given on Table 4.20.

Table 4.20

Linear Relationship Between Commitment Rating and

Total Number of Workers in Companies

Campa | n Jii gf 5 ) tear teab Remark
nies °ns B
MS g | .00094295 .002426 .389 | 2.365 NS
44
S 5 .002305 .0c1229 1.876 | 3.182 NS
“;Eka 14 .0019903 .000941355 | 2.021 [ 2.179 NS
Giant | 8 .001905 .001077 1.770 | 2.447 NS
' Large | 6 .007586 .003192 2;376 2.77¢ NS |
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Y = Commitment Rating; X = Total Number of Workers

The results on table 4.20 show that the effect of an
increase in the size of the workforce of the compénies on
commitment rating is slightly positive for all categories
of companies even if not significant. This is to imply
that the management of companies is more likely to respond
more positively than negatively on commitment rating or
types of training provided with a larger workforce. The
companies in the large category are likely to ?espond more
positively than the others, while MS are least likely to
respond positively. A decreasing order of response to size
of workforce is large, service, giant and MS. Given these
results, Hvpothesis C(.)1 which states that:

There is no linear relationship between
the commitment rating of manufacturing--
service companies, service companies,
all companies, giant and large
companies and the size of the workforce
of the companies

is accepted.
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Disgcussions

That the relationsﬁip is not significant can be seen
from the calculated t and tabled t wvalues for the 5 sets
of companies: MS - tca1 .389, tew 2.365; S — tea 1.876, teap
3.182; All ~ tea 2.021, tean 2.179; Giant - tea 1.770, teas
2.447; Large - tea 2.376, tea 2.77¢. These explain why the
null hypothesis waé_accepted.

Although the null hypothesis has been accepted, one
cannot ignore the linear relationship, even if slight,
between the commicment rating of the five groaps of
companies and their wcrkforce.

From table 4,20, it could be observed that -for both
MS and S companies, an increase in the number of workers
(workforce; in the comparies would result in a &slightly
positive increase in the commitment rating of the
companies. Service companies are more 1likely to respond
positively to such ar increase than manufacturing-service
companies,

As far as giant and large companies are concerned, it
appears tnat when the number of workers (workforce) in the
companies increases, there is a slightly positive increase’

in +the commitment rating of the companies and this is



particularly so for large companies rather than for the
giant companies.

Testing Hypothesis C(i)?2

Table 4.21 gives the details of the linear regression
of the variables in the hypothesis being considered.

Table 4.21

Linear Relationship Between Expenditure of Companies on

Training and Total Number of Workers in Companizs

k%]
AN

Compa n ﬂ S‘ﬁ) teal teas Remarks
- on f3
nies
MS ° 139.47446 71.541520 1.950 2.365 NS
*3 5 B72.46402 22.596554 38.61 3.182 S
7 0
*ALL 14 82£.10839% 87.226984 9.459 2.179 s
4
*Giant 8 B66.17649 107.627314 8.048 2.447 S
4
Large 6 76.782786 99,220897 .774 2.776 NS
I o

Y - Expenditure on training

X - Total Number of Workers
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The effect of an increase iﬁ the number of workers on
the expenditure of the companies on training for all
categories of companies is positive and significant. The
service companies respond nost positively by increasing
_expenditure on training by 872.46, when the number of
workers increase. Almost the same can be said for the
companies that are giants in their own sectors. However,
although the expenditure of MS and large companies on
training respond positively to increases in the number of
workers, such increases are not significant. Again,
although the expenditure of large and MS companies on
training respond positively but not significantly to
increases in the total number of wcrkers, the expenditure
of MS companiesl on training appears to respond more
positively than large companies. With these results in
view, the hypothesis (Hypotheses C(i)2) which states that:

There is no linear relationship between
the expenditure of manufacturing-
service companies, service companies,
all companies, giant and large
companias and the size of the workforce
of the companies

is rejected
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for service companies, all companies and giant
companies, but
is accepted

for manufacturing-service and large companies.

Discussions

With the rejection of this null hypothesis,
especially as it zrelates to service, all and giant
companies, the alternative hypothesis that there is a
linear relationshib between the expenditure 0of companies
on training and the total number of workers in the
companies should be accepted. This is because the linear
relationship has been seen to be significant for giant
companies, for all companies and for service companies.
The null hypothesis was accepted for 1large and service
companies hecause a positive but not significant linear
relationship was observed between the expenditure of tne
companies on training and the'total number of workers in
the companies.

The results on table 4.21 ghow that the expenditure
of MS and S companies on training increases when the

number of workers in the companies increases. The S

companies do respond more positively (with £ of 872.46)
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and significantly to increasing expenditure when the
number of workers increases than do MS companies (with f
of 139.47).

Giant and large companies respond positively to
increases in the number of workers by increasing their
expenditure on training. However, it would seem that giant
companies rather than large companies respcnd more
positively (with Bof 866.18) and significantly with te., of

8.048 and t., of 2.447, at .05 level of probability.

Testing Hypotheses C(i)>

The results in table 4.22 are the linear regression

results for hypothesis C(i}3.



Table 4.22

Linear Relationship Between Percentage of Workers

Trained and Total Number of Workers in Companies

;;mpa n yii s Jij ) teal tep Remarks
- on f
nies
MS 9 -.002718 .002852 ~.963 | 2.365 NS
S 5 -.003788 .003121 ~1.214 | 3.182 NS
ALL 14 -.002916 .06;058 -1-4i7 2.179 NS
Giant | 8 -.002075 .002412 -.860 | 2..47 NS
Large | & -.014381 .00e154 -1.764 | 2,776 NS
¥ = Percentage of Workers Trained; X = Total number

of Workers.

An overview of all companies shows that an increase
in the workforce in the companies resuits in a decrease in
the percentage trained although the decrease 1is rather
negligible. Such decreasing response in the percentage of

workers trained to increases in the number of workers in
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the companies is more noticeable in large and service
companies than in giant and MS companies. Hence,
hypothesis C(i)3 which states that:
There is no linear relationship between
the percentage of workers that received
training in manufacturing-service
companies, in service companies, in all
companies, in sector giant and in
sector-large companies and the size of
the workforce of the compan.es
is accepted.

Discussions

The basis of the acceptance of the null hypoctheses
C{i)3 is <+*he fact of the not significant 1linear
relaticnship obtained in table 4.22 between percentage of
workers trained and the size of the workforce of the
companies. There 1s however, a slight inverse linear
relationship between the percentage of workers trained by
the companies, ana the size of the workforce of the
companies.

The percentage of workers trained decresases by -

.002748 and =-.003788 once there is an increase in the



workforce for both MS and S companies although S companies
seem to respond more like this than do MS companies.

Giant and large companies also respond negatively,
but also not significantly, to increases in the workforce
by reducing the percentage trained. Large companies

respond. more like this than do giant companies.

Testing Hypothesis C({i)4

Table 4.23 gives the details of the linear regression
of expenditure of companies on training on commitment
rating of companies for the hypothesis in question.

Table 4.23
Linear Relationship Between Expenditure of Companies on
Training and Commitment Rating of Companies

Compa | n yii g! Yis ) toa1 tean Ramrarks

; ' on f

nies
MS 9 | --6V000959288 00000972125 -1.028 | 2.365 NS
8 5 .060002622277 00000141786 1.849 | 3.182 NS
ALL 14 | .cooooiess3lo .00000114057 1.480 | 2.179 NS
Giant | 8 .000001878965 .00000125065 1.502 | 2.447 NS

Large | 6 | .00002927 | .0000181251 | 1.615 | 2.776 NS

7
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Y = Expenditure of Companies on Training;

X = Commitment Rating of Companies.

The results on table 4.23 show that the effect of an
increase in the commitment rating of companies to training
on the expenditure on training for all categories of
companies although positive, 1is not <close to being
significant.. This is especially so for service, large and
giant coinpanies. MS companies, however, show a decrease in
expenditure on training when commitment rating increases,
although the decrease 1is not significant. Given these
results, hypothesis C(i)4 which states that:

There is no linear relationship between
the expenditure of manufacturing-
service companies; service companies,
all companies, sector-giant and sector-
large companies on ftraining and the
commitment rating of the companies

is accepted.

Discussions

The null hypothesis was accepted because of the fact

that +the lirear relationship obtained in table 4.23



between the expenditure of companies on training and the
commitment rating of the companies is not significant.

However, a close examinaticn of table 4.23 shows that
when the commitment rating of MS companies increase, the
expenditure on training by these companies decreases,
although not significantly.

With a unit increase in the commitment rating of
giant and large companies, they increase their expenditure
on training and this is more so for large companies more
than giant companies.

Testing Hypothesis C(i)5

Table 4.24
Linear Relationship Between Expenditure of Companies
on Training and the Percentage of Workers Trained

Compa n ﬁ gt ﬂ ) teonl tean Remarks

- onﬂ

nies
MsS 9 | -.0000114252. 0000121622 ~.939 2.365 NS
S § | --000C0447948 | ,00000351467 -1.275 | 3.182 NS
ALL 14 | --00000229274 .00000244241 -.939 | 2.179 NS
Giant | 8 | ~-00000187665 | .00000271763 -.691 | 2,447 NS

Large | 6 | -.0000405748 | 0000468919 | -.865 | 2.776 NS

| .




Y = Percentage of Workers Trained; X = Expenditure of

Companies on Training

For all the companies, when the expenditure Aon
training increases, thé percentage of workers trained
decreases, although the responses are rather low. The
decreasing response in percentage trained to increase in
expenditure on training is more pronounced for large and
MS companies than %or giant and S compaﬁies. Therefore the
null hypothesis, C(i)5 which states that:

There is no linear relationship between
the percentage of workers trained by
manufacturing-service companies,
service éompanies, all companies,
sector-giant and sector large companies
and the expenditure of the companies on
training

is accepted.

Discussions

Hypothesis C(i)5 was accepted because there is no

significant linear relationship between the expenditure of
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companies on training and the percentage of workers
trained. Nonetheless, it will not be correct to ignore thc
inverse linear relationship, however minute, that exists
between the expenditure of companies on training and the
percentage of workers trained, even if the relationship is
not significant.

The percentage of workers trained by MS and S
companies decreases when the expenditure of companies on

training increase. The M3 companies reflect this decrease

in percentage trained (with f of -.0000114251) more than

the S companies (with f of - - 00000447948).

For both fhe giant and large companies, when the
expenditure of companies on training increases, the
percentage of workers trained decreases. There seems to be
a slight difference in the ways the percentage of workers
trained by companies reacts to an increase in expenditure
on training, as the percentage of workers trained by large
companies seems to deciease more than those of giant

companies,



Testing Hypothesis C(i)6

Table 4.25

Linear Relationship Between Commitment Rating of Companies

and the Percentagzs of Workers Trained

Compa n ﬂ S(ﬂ) teal teab ! Remarks

- on f
nies

MsS 9 .1408058 .464829 .303 2.365 NS

S 5 -1 751803 .672453 ~2.605 | 3,182 NS
*ALL | 14 | -1.308865 .451770 ~2.897 | 2.179 S
Giant | 8 -1.093184 .546621 -1.691 | 2,447 NS
*Larg | 9 -1.943768 .£076614 -3.829 | 2.776 S

e

|

Y = Percentage of Workers Trained;

An overview of

increase 1in the types

X = Comnitment Racing

all the companies indicates that an

of training

(commitment rating)

LW ]
a
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provided by the companies results in a significant
decrease in the percentage of workers trained. This 1is
nuch more the case with large companies than with giant
and service companies. Although there is a decrease in the
percentige of workers trained when commitment rating
increases for giant and S companies, such decreases are
not significant. In the case of the MS companies, however,
an increase in the commitment rating of the companies
results in a positive but not significant increase in the
percentage of workers trained. As a result of these
observations, the null hypotheses (C{i)6) which states
that:

There is no linear relationship between

the commitment rating ¢f manufacturing-

service companies, service companies,

all companizss, sector-giant and sector-

large companies and. the percentage of

wcrkers that received training provided

by the companies
is rejected.

for all rcompanies and large companies, but

1s accepted
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for manufacturing-service, service, and giant

companies.

Discussions

The rejection of the null hypothesis for all and
large companies is based on the fact that cthere is a
significant linear relationship between the commitment
rating of the companies and the percentage of workers that
they trained. The null hypothesis was accepted for
manufacturing-service, service and giant companies
because, although a linear relationship exists between the
commitment rafing of the compranies and the percentage of
workers that they trained, the relationship 1is not
significant.

Table 4.25 shows that when the commitment rating of
MS companies increases, this results in a positive, but
not significant increase in the percentage of workers
trained. For service ccmpanies, when there is an increase
in their commitment rating, there is aa decrease in the
percentage of workers trained. When the commitment rating

of both giant and large companies increases, the

percentage of workers trained decrcases. Laige companies
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however exhibit this tendency more than giant companies.
BAs a matter cof fact, the decrease for large companies is

statistically significant.

Testing Hypothesis C(i)7

Table 4.26

Linear Relationship Between Expenditure on Training

Per Worker and Total Number of Workers

Compa | n yij stp’ tea1 teon Remarks
- on [
nines
Ms 9 | --000€33219 .040161 -.016 | 2.365 NS
S 5 -.008207 .092942 -.088 5.182 NS
ALL 14 .G13501 .0565h24 .23% 2.1%9 NS
Giant .-8 -3003045317 .080248 .004 | 2.447 NS
Large | 6 -.042483 .088087 -.482 | 2.776 Ks
|
Y = BExpenditure on Training per Worker; X = Total

Number of Workers



The effect of an increase in the workforce of a
company on the expenditure on training per worker for all
categories of companies is positive, even 1f not
significant. In connection with this, giant companies
respond this way than the others. However, an increase in
the total number of workers results in a decrease in the
expenditure on training per worker for large, MS and S
companies. This is very much noticeable in the large
companies. A decreasing order cof response for the effect
of the total number of workers on expenditure on training
per person is large, S and MS companies. Thereiore the
null hypothesis (C(i)f) which states that:

There is no linear relationship between
the expenditure of manufacturing-
service companies, service conpanies,
all companies, sector giant companies
and sector-large companies on training
per worker and the workforce of the
companies

is accepted.

A% B

k8
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Discussions

The acceptance of the null hypothesis (C(i)7) should,
however, not obscure the observed positive and negative
linear relationship, even though low, Dbetween the
expenditure of companies on training per worker and total
number of workers in the companies.

Both MS and S companies seem to respond negatively to
increases in the number of workers in companies by
decreasing expenditure on training per worker' and S
companies appear to respond this way than MS companies.

As for giant and large companies, when there is an
increase 1in the total workforce, the expenditure on
training per worker 1increases positively for giant
companies. For large companies however, they seem to
respond with decreasing expenditure on training per worker

when the workforce increases.

Testing Hypothesis C({i)8

Table 4.27 gives the details of the linear regression
of expenditure on training per worker on commitment rating

of companies.
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Table 4.27

Linear Relationship Between Expenditure on Training

Per Worker and Commitment Rating

Compa | n B gt yii ) teal teay Remarks
) on fB
nies
MS 9 -.02104¢ .021663 —.9?2 2.365 NS
s 5 .002049 011176 .183 3.182 NS
ALL 14 ~.003038 .005483 -.5654 | 2,179 NS
Giant | 8 ~-.002875 .00665% -.432 | 2.447 NS
hi;;Qe 6 .004488 .027263 .165 2.776 NS

Y = Commitment Racing; X = Expenditure on Training

per Worker.

Taking the companies as a whole, it is clear that an
increase in the expenditure on training per worker mildly
results 1n a decrease in the commitment rating of the

companies. This is more the case for giant and MS
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companies than for large and service companies. Given this
result, hypotheses C(i)8 which states that:

There is no linear relationship between

the' expenditure of manufacturing-

service companies, service companies,

all companies, sector-giant and sector-

large companies on training per worker

and the commitment rating of the

companies

is accepted.

Discussions

Although the null hypothesis C(i}8 has been accepted,
the presence of 2 slight linear relationship between the
expenditure of companies on training per worker and the
commitment rating of the ~ompanies, is worthy of note.

The types of training (commitment rating) provided by
MS companies decrease with an dincrease in their
expnnditure on training per worker while, with an increase
in expenditure opn training per worker, the commitment
rating of service companies increases.

The commitment rating of giant companies decreases by

-.002875 when there is a unit 1increase in their
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expenditure on training per worker. Whereas, with a unit
increase in expenditure on training per worker, the

commitment rating of large companies increase by .004488.

Testing Hypothesis C(i)9

Table 4.28

Linear Relationship Between Expenditure on Training

per Worker and Percentage or Workers Trained

Compa | n B st ﬂ) | teal | teas Remaxks
_ on fF
nies
_“RB 9 .001119 .028563 .039 2.365 NS
s 5 -.026012 .018246 -1.427 } 3,182 NS
ALL 14 -.003000 .011296 ~.266 h2.179 NS
ciant| & | -.0020%5 | 012679 | -.157 | 2447 | s
Large | 6 .022043 .058967 .374 2.776 NS N
¥ = Percentage of Workers 7Trained; X = Expenditure on

Training per Worker.
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When all the companies are taken together, an
increase in the expenditure of companies on training per
worker results in a decrease in the percentage of workers
trained, although the decrease is not significant. This is
particularly so for giant and service companies. Large and
MS companies, however, show a positive response of
percentage of workers trained when there is an increase in
the expenditure of companies on training per worker,
although the response is also not significant. Hence,
hypotheses C(1)9 which states that:

“here 1is no linear relationship between the

expenditure of manufacturing-service, service,

all companies, sector-giant and sector-large

companies on training per worker and percertaje

of workers trained

is accepted.

Discussions

Null hypothesis C(i)9 was accepted because there 1is
no significant linear relationship between the expenditure
of companies on training per worker and the percentage of
workers trained. Table 4.28 however shows that there is a

slight lirear relationship, both inverse and positive,



248

between the expenditure of companies on training per
worker and the percentage of workers trained.

Manufacturing-service companies show an increase 1in
the percentage of workers trained when there 1is an
increase in their expenditure on training per worker.
Serxrvice companies, however, respond to increases in
expencditure on training per worker by decreasing the
percentage of workers trained. Both positive and negative
responses for MS and S companies respectively are not
significant.

While large companies respond positively in terms of
.022043 increase in percentage of workers trained with a
unit increase in evpenditure on training per worker, giant
companies respond negatively by decreasing fhe percentage

trained when expenditure on training per worker increases.

Another pairwise response variable that was
considered is the relationship between the turnover of
companies and the measures of commitment of companies to,
and their involvement in training.

The relevant null hypothesis is given as Hypothesis
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C(ii)t
There 1is no relationship between rthe percentage
of workers trained by companies, the cocmmitment
rating of companies, the expenditure of
companies on training, the expenditure of
companies on training per worker on the one
hand, ana the turnover of the companies on the

other hand.

Testing Hypothesis;C(ii)l

It is important to state that the data that are
relevant for testing this hypothesis could only be
obtained for 5 companizs, as& shown on Table 3.2. The
implication of this is that analysis could not be
separated into testing hypothesis by nature anc size of
companies. The Pearson's Product Moment Correlation test
statistic was used to analyse the availlable data.

The model for the Pearson's Product Moment

Correlational test statistic is given as:



250

- HZX}Y:‘ - (ZX;) (ZY,')
WEX? - (TX.])MIY - (5 Y )

r

(Snedecor & Cochran, 1974)
Table 4.29 below gives details of the results of
Pearson's Correlation statistic on the relationship
between the measures of involvement and commitment of

companies to training and the turnover of the companies.

Ttable 4.29

Relationship Between Percantage of Workers Trained (A)

Commitment Rating of Companies (B}, Expenditure of

Companies on Training (C), Expenditure of Companies on

Training Per Worker (D) and the Turnover of the Companies

{E)
Vairables Ton reaxg (.CH) Remarks
AvVsE ~.7176 .811 NS
BVSE -.0896 811 NS
Cvsk . 4446 .811 NS

DVSE ~.4153 811 NS




The results in table 4.29 above show that there is a
substantial inverse rz2lationship between percentage of
workers trained by companies and the turnover of companies

- with a value of -.717¢. That is to say, the percentage of

workers trained decreases when there is an increase in the’

turnéver of the companies. The same inverse relationship
can be observed between the commitment rating of companies
and their turnover, and between the expenditure of
companies on training per worker and the turnover of the
companies. It would seem that the variable that has.the
least and very negligible :relationship with the turnover
of the companiss is the commitment rating of the companies
with r of -.089%6.

The only variable that has positive moderate
relationship with the turnover of the companies is the
expenditure of the companies on training.

The r.,, obtained for variables AvsE, BvsE, CvsE, and
DvsE is not signiricant at .05 level of probability.

Given this result, hypothesis C(ii)l which states
that:

There is no relationship between the
percentage of workers trained Dby

companies, the commitment rating of

(&4
(o)



A

companies, the expenditure of companies
on training, the exp-enditure of
companies on training per worker on the
one hand, and the turnover of the
companies on the other hand

is accepted.

Discussions

Although the null hypothesis has been accepted, it
may be worthwhile to note the degree of relationship
between the variables involved in the analysis. The
results on table 4.29 show that when the turnover of the
companies increases, the percentage of the workers trained
decreases. And the prediction that can be made for the
percentage trained on turnover of companies 1s close to
perfect. Also, when the turnover of the companies
increases, the commitment rating of the companies
increases. The prediction that can be made on turnover for
commitment rating is very much less than perfect. As for
expenditure of ‘companies on training, it increases as
turnover increases, and the relationship observed is
moderate. The expenditure of companies on training per

worker decreases as the turnover c¢f the companies

1ncreases. The relatlonshlp observed although negative,
W P k [ - ]
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is moderate, such that its predictive value is only just

imperfect.

Summary of Results of Relationships Between the Measures

of Commitment of Companies to Training, the Measures of

Involvement of Companies in Training and other Relevant

Indicators.

This summary has been divided into four parts in
order to answer four questions.

The first question tc "He answered 1is: Is the
irvolvement in and commitment of companies to training
dependent on the workforce?

Considering the companies by their nature, service
comnainies more than nmnufacturing—service companies show
increases in most of the measures of comaitment
(commitment rating and expenditure on training) when there
is an increase in the wor.uforce. From the point of view of
the size of the companies, large companies and not their
giant counterparts responded more positively towards
increases in most of the measures of commitment

{commitment rating and expenditure on training).



It would thus be most appropriate to conclude that
service and large companies are more committed to training
than their manufacturing-service and giant counterparts as
-a result of increases in their workforce.

Again, service companies rather tnan the
manufacturing-service companies responded more negatively
to increases in their workforce by decreasing the
percentage trained. Just the same way, large companies
react more negatively to increases in the number of
workers by decreasing percentage trained. This shows that
service and large companies seem less involved in training
when thare are increases in the workforce than their
manufacturing-service and giant counterparts.

Whern all of these observations are taken together,
service and large companies seem less involved in training
than manufacturing-service and giant companies when there
is an increase in the workforce just as they seem more
committed to training than the manufacturing-service and
giant companies when there 1s an increase 1n the
workforce.

The second question is: What relationship exists
between the i1nvolvement and cowmnitment of companies to

training and the turnover of the companies?
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It would seem that the companies studied responded
negatively by decreasing tne percentage of workers trained
when the turnover of the company increases. This shows
that they do not exactly favour being more involved in
training when the turnover of their companies increase.

Furthermore, the companies react negatively to a
higher turnover by decreasing the commitment rating and
the expenditure on training per worker. The expenditurs on
training, however increases with increases in turnover of
companies. On the strength of evidence for Jjudging
commitment, the companies do not seem more committed to
training when the tuvrnover of the companies increase.
However, given that the amount expended on a programme is
evidence of interest in ana conviction in the need for the
programme, companies could be said to be committed to
training when their turnover increase.

This suggests that companies are actually less
involved in training and are only Jjust committed to
training when their turnover increase.

The third question is: Is the commitment of companies
dependent on other measures of commitment?

wWhen companies are examined from the point of view of

their nature, manufacturing-service companies and not
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service companies seem consistent in their negative
response to two measures of commitment (commitment rating
and expenditure on training per worker) to training. A
closer look at tables 4.23 and 4.27 shows that when the
commitment rating of companies or expenditure on training
per worker increases, the service companies respond with
an increase {although not significant) in expenditure on
training or commitment rating, unlike their manufacturing-
service counterparts.

Large companies could ke said to have a more positive
response than giant companies to increases in expenditure
on training as a result of increases in the commitment
rating of the companies. Agaipn, gisnt companies and not
large companies respond negatively with dJdecreas=2s in
commitment rating as a result of increases in the
expenditure on training per worker.

This shows that service companies and large companies
seem more committed to training than the manufacturing-
service and giant companies.

The last question is: How would involvement of
companies 1in training react to the commitmernnt of the

companies to training?

.
-~
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Considering the companies by their nature, the
service companies exhibited a consistent tendency to have
decreasing percentage of workers that received training
with increases in almost all measures of commitment (that
is, commitment rating and expenditure on training per
worker) than their manufacturing-service counterparts. As
a matter of fact, the percentage of workers trained by
manufacturing-service companies actually responded
positively to at 1least two measures of commitment
(commitment rating and expenditure on training per
worker), although the recsponses are not statistically
significant,

Given these resdlts, it is possible to conclude that
service companies ratner than MS companies react more
negatively in the percentage of workers they train, even
when they have increased the types of training that they
provide and the amount expended on training per worker.

When the companies are considered by their size,
large companies exhibited an almost consistent tendency to
decrease the percentage of workers trained when there 1is
an increase in expenditure on training and commitment
rating. It 1is important to note that the decreasing

response of the percentage of workere trained by companies

n
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to increases in commitment rating was significant for the
large companies. It 1is interesting to note that large
companies responded pcsitively by increasing the
percentage of workers trained when expenditure on training

per worker increases.

Further Discussions of Pairwise Relationships

Service and large companies seem more committed to
training than manufacturing-service and giant companies,
and service and large companies seem less involved in
training than MS and giant companies when their workforce
increase. Also, service and large companies rather than MS
and glant compan.es appear to have low involvement in
training when they have increased commitment to training.
In particular, the large companies' response of decreasing
involvement or percentage trained when commitment rating
increases was statistically significaﬁt. It is interesting
that 1large companies responded positively by increasing
involvement when expenditure on training per worker
increases. These results could bécome more meaningful if
the observations on involvement, commitment and . turnover

are taken into consideration.
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When the turnover of companies 1increases, the
involvement of companies decreases and when turnover
increases, the comnmitment of companies Jjust barely
increases or put differently better performance of
companies in the market barely has a positive effect on
involvement and commitment to tTraining. For invélvement,
it is negative and for commitment, it is barely positive.

When this is taken together with the observations on
the relationship between. involvement, commitment and
workforce, it would seem that when the turnover of
companies increases, their workforce increases and
expenditure on training increase, the companies react Ly
being less inveolved in training or by training a lesser
percentage of their workfocce.

This seems strange. But two possible explanations of
the phencmenon will be attempted. The first explanation.is
this: It could be that the increase observed in
expenditure on training when turncver increases is not so
high as to make any difference in the kill on training, so
that more worker: could be accommodated in the traiaing
programmes. A look at table 4.29 could prove useful, as
the relationsihip between expenditure on training per

worker and turnover of companies has been shown to be a
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moderate but an inverse one. That is, when the turnover
increases, the expenditure on training per worker
decreases. This indicates that when turnover increases and
budget on expenditure is being considered, no adjustments
ia the budget are made for an increasing total workforce.

The second explanation could be that when the
turnover increases and expenditure on training increases,
the cost of training 1s such that service and large
coanpanies, especially large companies, have problems
financing the training of more workers or they actually
have to reduce the number of workers they train. This is
‘ore so at a period when all goods and services cost lots
more than in the previous year. This is, however, being
quite liberal, at least on the service qompanies, in view
of the fact that most of the sexrvice companies studied
benefitted immensely from the 'Structural Adjustment
Programme' that was put in place in 1986 and is still
operating. What this means 1is that the service companies
at least, are committed only to training those of their
employees whom they considered useful tc the realization
of the goals of the companies.

From the point of view of the commitment of companies

to training when another measure of commitment has been
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increased, results show that when a measure of comﬁitment
to training increases, service and laryge companies seem to
respond by being more committed to training than MS and
giant companies. For service and 1large companies, this
seem consistent with their observed commitment to
training. For MS and giant companies, it could be observed
that although they both have a high commitment rating and
expenditure on training respectively, they respond to
expenditure on training per worker trained by decreasing
commitment rating and when their commitment rating
increases, expenditure on training decreases, 3t least for
M3 companies. Fcr MS companies, this seems understandable
because more of their type have low expenditure on
training.

The'surprise are the giant companies, because they
reacted to increased worktorce by increasing expenditure
on training significantly. When the expenditure on
training is adjusted for the total workforce however, they
respond by decreasing the types of training that they
provide. This may be because giant companies spend money
that. could be regarded as high on training because they
have the financial capacity to do so. Given that the

percentage of workers that giant companies train is low,
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and considering that many of them have low commitment
rating, when all these are added to the faclL that when the
observed commitment (in terms of high expenditure) is
adjusted for the total workforce, the already low
commitment rating decreases, giant companies come clear as
being low in commitment to and involvement in training.

This appears to lend credence to an earlier warning
by Tabbush (1977) that 'in cowparing extent of training
activities, it 1is pertinent to adjust for the volure
effect in oxrder to isolate the pertinent differences
arising purely from differences in relative size'.

When the discussions of results of ~commitment t»n, and
involvement in training are taken together with those of
pairwise relationships, one is inclirned to point out that
although it may make economic sense (from fhe neo-
classical economic viewpoint) for (1) service companies,
for example, to be highly committed to and involved in
training workers in 1limited training tynes and (2)
companies (especially service and large companies) to
decrease the percentage t.ained c¢r be less involvad in
training when the turnover of the companies increase, when
the workforce increases and the expenditure on training

increases,this is morally cbjectionable, according to the
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morality of common sense as put forth by Sidgwick (quoted
in Thomas, 1982). This is because the reasons given by
companies for emphasising certain kinds of training (for
example 'making workers better auditors' and 'most crucial
to operational efficiency and effectiveness') would seem
to indicate that:

1) certain groups of workers are being denied
training {(an omission);

2) the forms of training programmes provided are
not likely to make workers have a rounded
development, such that their full potentials as
human beings can be realised (an action; and

3} workers are treatsd only as instruments for

improved efficiency.

These actions and omissions are Lboth morally
objectionable because they involve denying certain workers
training and denying workers those kinds of training that
may make for their rounded development.

In addition to the action and‘omission above, both
can be said to have a motivational structure. That is, the
omission of training of certain workers and the provision

of certain limited kinds of training stems frcm the fact
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that companies desire that training should be carried on
exactly like that.

It could be argued though, that the omission and
action observed above may not stem from the desire of the
companies to see training handled as observed. This 1is
because the primary roles of private enterprises (which
are definitely non-educational) may make them indifferent
to the provision of certain kinds of training (action) and
omit the training of some workers (omission).

Either way, the actions and ocomissions of training by
companies oObserved above are morally okjectionable.
However, the ccmpanies could be said to have done a
greater moral wrong 1if they desire that training be

carried on as observed.

D. Involvement in and Commitment of Companies to the

Different Types of Training

Although tbe result of earlier analyses indicated
that the commitment rating (or types ocf progranmes
provided by companies) of companies 1s independent of the
nature and size of the companies, 1t was observed then,

that a higher percentage of mnanufaciuring-service and
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large companies have higher commitment rating than service
and giaat companies.

The task in this section is to find out whether
certain kinds of companies have high and or significent
involvement in and commitment to certain kinds of
training.

The hypotheses that will be tested in this section
are given as follows:

Hypothesis D(i)1

rthere 1s no significant difference in
the expenditure of (a) manufacturing-
service and service; (b) sector-giant
and sector-large companies on training
per worker trained in
professional/specialist and
occupational/vocational training.

Hypothesis D(1)2

There is5 no significant difference in
the expenditure of (a) manufacturing-
service and service; (b) sector-giant
and sector-large companies on training
per worker trained in safety training.

Hypothesis D(ii) 1l



There 1s no significant difference in
the percentage of total expenditure of
(a) manufacturing-service and service;
(b) sector- giant and sector-large
companies on professional /specialist
and occupational/vocational training.
Hypcthesis D(ii) 2
There is no significant difference in
the percentage of total expenditure cf
(2) manufacturing-service and service;
(b) sector-qiant and sector-large
ccmpanies on sarety training.
Yypothesis D(iii)l
There is no significant difference in
the percentage of total number of
workers in
(a) manufacturing-service and service;
(b) cector-giant and sector~large
companies that received
professional/specialist and occupa-
tional/vocational training.

Hypothesis D(iii)?2
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There is no significant difference in
the percentage of total number of
workers in

(a) manufacturing-service and service;

(b) sector-giant and sector-large
companies that received safety
training.

‘These hypotheses were divided into three sections
[D(i), D{(ii) ard D{(iii)] so that each section can take
care of the anlaysés cf the estimates of each of the three
relevant variables or measures of interest. The variaz»les
or measures of interest are expenditure on training per
worker trained for each type of training; percentage of
total expenditure on specific types of training and
percentage of total trained in specific types of training.
The estimates are given in table 3.5.

In order to test the null hypotheses stated above,
the details of the Fisher's Exact test statistic as used
in Hypotheses A(i)l and 2 earlier, were followed, with an
additicn. Where TWO kinds o= training
(professional/specialist and occupafional/vocational

training) were involved, the difference between the two



was what was subjected to the Fisher's Exact test
statistic.

Testing Hypotheses D(i)1l

Table 4.30

High or Low Difference Between Expenditure on Training per

Worker Trained in Professional/Specialist and

Occupational/Vocational Groups in Manufacturing/Service

and Giant/Large Companies

Companies High Low Total Percenéége
High

MS 4 5 9 44.4%

S 3 2 5 ' 60.0%
Total MS/S 7 7 14

G 4 4 8 50.0%

L 3 3 6 50.0%
Total G/L 7 7 14

Total 4.30 gives details of high and low difference
between expenditure on training per worker trained in the
prcfessional/specialist and occupational/vocational groups
for manufacturing-service/service and giant/large
companies. The table shows that mcre service companies
have a high difference between rprofessional/specialists

training and occupational /vocational training, whereas
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the giant and large companies have the same percentage
high of expenditure per worker traired in the two training.
groups.

The difference observed in the percentage high
between  MS and S companies is in_ favouc of
professional/specialist train-ing, (with the percentage
~high of the S companies being 60%). As for the giant and
large companies, the percentage of Dboth companies that
have high difference between the two training groups is
exactly the same in favour of both professional
/specialist training and occupational/vocrtional training.

To knew wnether the differences observed in the
percentage highs and lows of both manufacturing-
service/service companies and giant/large- companies in
respect of professionals/specialist training and
occupational/voca-tional training are significant, the
Fisher's Exact test was applied. Table 4.31 gives details
of the Fisher's Exact test on the differences observed.

Table 4.31

Details of Fisher's Exact Test on High or Low Difference

Between Expenditure on Training per Worker 7Trained in

Professional/Specialist Group and OQccupational/Vocational

Group in Manufacturing-Service/Service Companies and in

Giani:/Larce Companies




N
)

Companies | Configuratio Exact Probability Comment
n of Larger Value

4 5]

MS/5 1.000 NS
3 2
4 4

G/L | 1.000 NS
3 3

With exact probabilities of larger values for MS/S
and G/L companies as 1.000, the Fisher's Exact Tests in
Table 4.31 show that the MS/S and the G/L companies do not
differ in their expenditure on training per worker or
amount expended on training each worker trained in the
professional/specialist  group and the occupational/
vocational group. This implies that the amount of money
expended on training each worker trained in the two groups
is not a function of the nature and size of the companies.
With this result, Hypothesis D(i)1l which states that:

There 1is no significant difference in

the expenditure of (a) manufacturing-
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serQice and service; (b) sector~giant
and sector-large companies on training
per worker trained in
professional/specialist and
occupational/vocational training

is accepted.

Discussions

The acceptance that the manufacturing-service/service
and the giant/large companies are the same in the amount
expended on training per worker trained in each group
means that the expenditure on training per worker trained
in each category is not dependent on the nature or size of
the company. That is to say, koth MS/S and G/L companies
do not differ markedly in the amount they expend on
training each worker in the two different kinds of
training.

It is, however, important that the slight difference
in percentage high in ravour of the
professional/epecialist group for service companies should
not bé ignored.

The question then is: why is it that a higher but not
significant percentage of service companies favour the
provision of professicnal/specialist training?

Testing Hypotheses D(i)2

Takle 4.2

High or Low Expenditure Per Worker Trained by




Manufacturing-Sexvice/Service and Giant/Large

Companies on Safety Training

272

Companies High Low Total Percentage
High

M5 4 4 8 50.00%

S 1 0 1 100%
Total MS/S 5 4 9

G 3 1 4 75%

L 2 3 5 40%
Total G/L 5 4 9

The high and low percentages for expenditure per worker

trained in MS/S and G/L companies on safety training

indicates that although only one service company provides
safety expenditure on cafety

training, the company's

training per worker trained 1is high, whereas the
percentage high and low for MS companies is the same. As
for giant and large companies, more giant companies (75%)
would seem to expend more money on training each worker
than the large companies. It is important to check whether
the observed difference especially in the amount expended
on trairing each worker in giant and large companies is

significant. Tahle 4.33 below gives the details of the
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Fisher's Exact test on the variable of interest for both

sets of companies.

Table 4.33

Details of Fisher's Exact Test on High or Low Expenditure

Per Worker Trained by Manufacturing-Service/Service and

Giant/Large Companies on Safety Training

Companies | Configuratio Exact Probabilitw Ccmment
n ‘ of Larger Value

4 4

MS/S 1.000 NS
1 0
3 1

G/L . 526 NS
2 3

The Fisher's Exact Tests indicate that there is no
significant difference in the high or low expenditure on
each worker trained in safety by the manufacturing-
service/service and giant/large companies, with exact
probabilities of larger vailues given as 1.000 and .526
respectively. Hence Hypothesis D(i)2 which states that:

There is no significant difference in

the expenditure of (a) manufacturing-

ta
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service and service; (b) sector-giant
ana sector-large companies on training
per worker trained in safety training

is accepted.

Discussions

The acceptance of this null hypothesis means that the
differences observed in the high and low expenditure on
training cf each worker in MS/S and giant/large companies
in safetv are not dependent on the nature and size of the
companies. That i35 to say that more manufacturing-service
companies, do not expend more money on training each
worker that received safety training than does service
companies Jjust because they are manufacturing-service
companies. Incidentally, the only S company that provided
safety training was recorded as expending highly on
training each worker. Although a higher percentage of
giant companies expend more money on training, the
difference in tre high or low percentage of expenditure on
training each worker in safety 1s not statistically
significant.

Nevertheless, this should not reduce the import of

the observed differences in the percentage high or low of
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expendi-ture per worker trained in safety, for both sets
of companies. The percentage high of the variable of
interest 1is the same as the percentage low for
manufacturing-service companies, while the only service
company that expended money on safety training had high
expenditure on each worker trained. Most of the Glant
Companies (75%) have high expenditure on the training of
each worker. It would thus seem as if a higher percentage
of giant companiec and not large companies expend more
money per worker on safety training, while conclusions for
MS and S companies cannnt be objectively reached with the
available data, although MS companies have as much high of
the variable of interest as the low.

The question is, why should a higher, although not

significant percentage of glant companies expand more

1

money on each worker trained in safety? Is it just the

question of the size of the company?

Testing Hypothesis D(ii)l

Table <.34

High or Low Difference Between Percentage of Total

Expenditure of Manufacturing-Service/Service and

Giant/Large Companies on Professionals/Specialists

wn
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and Occupational/Vocational Training

Companies High Low Total Percentage
High

MS 5 : 4 9 56%

S 2 3 5 40%
Total MS/S EREE 14

G 5 3 8 63%

L 2 4 6 33.3%
Total G/L . 7 7 14

More (56%) manufacturing-service companies have a
high difference between percentage of total expenditure on
professionals/specialists and 'occupationalfvocational
training, than their seivice counterparts, while more
(63%) giant companies have more of the wvariable of
interest than the large ccmpanies. The Fisher's Exact Test
results in Table 4.3% should indicate whether the

differences observed are statistically significant.
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Table 4.35 t

Details of Fisher's Exact Test Results on High or Low

Difference Between Percentage of Total Expenditure of

Manufacturing-Service/Service and Giant/Large Companies

on Professionals/Specialists and Occupational/Vocational

Training
Companies Configur | ggace Probability Comment
ation of Larger Value
5 4
MS/S 1.000 NS
2 3
5 3
G/L .286 NS
2 4
|

The results cf the Fisher's Exact Tests in Table 4.35
show tnat the differences observed in the variable of
interest on the two types of training is independent cof
the size and nature of the companies. Therefore Hypotheses
D(ii)1l, which states that:

There 1s no significant difference in
the percentage of total expenditure of
{a) manufacturing-service and service;

- {b) sector-giant and sector-large
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companies on professional/specialist
and occupational/vocational training

is accepted.

Discussions

These results show that the percentage of high or low
difference between the percentage of total expenditure of
the two sets of companies on the two kinds of training of
interest 1is -not dependent on whether the companies are
giants or large or whether they combine the business of
manufacturing with that of providing services or they just
provide services alone. This sheculd not however take
anything away from the usefulness of the differences
earlier observed in table 4.34. Table 4.34 shows that a
higher percentage of giant and MS companies have a high
valve of the variable of interest, which means that more
giant and MS companies spend a higher percentage of their
expenditure on training on one of the two types of
training, and that is professionals/specialists training.

Testing Hypothesis D(ii)2

Table 4.36
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High or Low Percentage of Total Expenditure of

Manufacturing-Service/Service and Giant/Large Companies on

Safety Training

Companies High Low Total Percentage
High
MS 5 3 8 62.5%
S 0 1 1 0.00%
Total MS/S 5 4 9
G 3 1 4 75%
L 2 3 5 40%
Total G/L 5 4 9

More MS (62.5%) and G (75%) companies seem to have
high rather than low percentege of total expenditure on
safety training.

The Fisher's Exact Test on high or low percentage of
total expeonditure on safety training is given in table

4.37.
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Table 4.37

Fisheu's Exact Tests on High or Low Percentage of Total

Expenditure on Safety Training

Companies | Configuration | Exact Probability Comment
of Larger Value

5 3

MS/S .444 NS
0 1
3 1

1.000 NS
G/L 2 3

The results in table 4.37 indicate that the
differences observed in the high percentage of total
expenditure of manufacturing ‘service/service and
giant/large companies, on safety training are not
statistically significant. This means that the high or lcw
percentagz of total expenditure earmarked for safely

training is not dependent on whether a company is an MS/S
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or a giant/large company. The null hypothesis which states
that:
There 1s no significant difference in
the percentage of total expenditure of
(a) manufacturing- service and service;
(b) sector-giant and sector-large companies
on safety training

is accepted.

Discussions

Although the null hypothesis has been accepted, there
rewains the issue of explaining the noticeable though not
statistically significant difference in the percentage of
total money expenced on safety  training by more MS and
giant companies than S and large companies. Although the
fact of the presence of only one service company in the
analyses has not been forgotten, more MS companies still
have a percentage of total expenditure on safety training
that could be said to be high. These results seem to
conform with the earlier observed differences in the high
or low expenditure on training per worker trained in
safety training, The only difference is that while the
only service company dinvo.ved in the analyses was
considered to have a high expenditure on training per
worker trained in safety. It 1is now being considered as
having a low percentage of total expenditure on safety

training.
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Testing Hypotheses D(iii)l

Table 4.38

High or Low Difference Between Percentage of Total Workers

Trained by Manufacturing-Service/Service and Giant/Large

Companies in Professional/Specialists or

Occupational /Vocatiounal Training

Companies High Low Total Percentage
High

MS 4 5 9 44.4%

S 3 2 5 60%
Total MS/S 7 7 14

G 5 3 8 62.5%

L 3 3 ) 50%
Total G/L 8 6 14

lMore service and giant companies seem tc have higher
percentages of the variable of interest than MS and large
companies. As usuil, the Fisher's Exact Test was carried
out on the observed high or -low percentage of total
workers trained.

Table 4.39

Details of Results of Fisher's Exact Tests on High or

Low Difference Between Percentage of Total Workers Trained

by Manufacturing-Service/Service and Giant/Large Companies
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in Professionals/Specialists and Occupational/Vocational

Training
Companies Configuration | Exact Probability Comment
of Larger Value
4 3
MS/S 1.000 NS
3 2
5 3
G/L 1.000 NS
3 3

The results .in table 4.39 indicate that the
differences observed in table 4.38 for MS/S and G/L
companies regarding high or low percentage of total
workers trained in the two types of training 1is not
statiétically significant. This means that the percentage
of total workers trained in the two types of training is
not dependent on the nature or the size of the companies.
Given these results, hypothesis D(iii)l, which states

that:
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There is no significant difference in
the percentage of total number of
workers in (a) manufacturing-service
and service; (b) sector- giant and
sector-large companies that received
professional/specialist and
occupational/vocational training

is accepted.

Discussions

The acceptance of this null hypothesis does not
preclude the discussion of the observed differences in
table 4.47. A higher percentage of giant and service
companies have high difference in percentage of total
workers trained in the two groups of interest in this
work, given their percentage high of 62.5% and 60%

respectively. The percentage high is in favour of

professional/specialist training.
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Testing Hypothesis D(iii})2

Table 4.40

High or Low Percentage of Total Worker Trained by

Manufacturing-Service/Service and Giant/Large

Companies in Safety Training

Conmpanies High Low Total Percentage
High

MS 5 4 2 55.¢%

S : 0 1 1 0.00%
Total MS/S 5 5 10

G 2 3 5 40%

L 3 2 5 60%
Total G/L 5 5 10

Again, a high percentage cf MS companies recorded a high
level cf percentage of total trained in safety. ZAlthough
oniy one service company provided safety training, the
company vrecorded a low level of percentage of total
workers trainred. A higher percentage of large companies

have high percentage of total wurkers trained in safety.
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Details of Results of Fisher's Exact Tests on High or Low

Percentage of Total Workers Trained by Manufacturing-

Service/Service and Giant/Large Companies in Safety
Training
Companies Configuration Exact Probability Comment
of Larger Value
5 4
MS/S 1.000 NS
0 1
G/L 2 3
.524 NS
3 2

The results in Table

observed in high cor low

4.41 show that the differences

percentage of total number of

workers trained in the two grcups of companies in safety

training is not statistically

Hypothesis D(iii)2, which s

tates that:

significant,

Therefore



There is no significant difference in

the percentajge of total number of

workers in

(a) manufacturing-service and service;

(b) sector-giant and sector-large

companies that received safety training
is accepted.

Discussions

Although the results of analyses on table 4.41 show
that the wvariable of interest is independent of size and
nature of the company, it would not be out of place to
take a second look at the reasons that may account for the
differences observed in high or low percentage of total

trained in safety training in table 4.40.

Summary of Results of Involvement and Commitment of

Companies to Different Types of Training.

On _Professional/Specialist and Occupational/vocational

Training
The wvariable of relevance in Hypothesis D(i)1 is the

expenditure on training per worker trained in each

training category. This was cbtained by a division of the
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total amount expended on specific types ¢f training by the
total number of workers trained in each type of training.

The results obtained show that a higher but not
significant percentage of service companies expend money
that was classified high on each worker trained in
professional/ specialist training than in
occupational/vocational training and that there 1is no
difference at all in the amount of money expended by giant
and large companies on each worker trained in tne two
types of training.

The relevant variable in Hypothesis D(ii)l is the
percentage of total expenditure of companies spent on
specific types of training. This wac obtained by dividing
the total expenditure of each company orn training by the
expenditure on each form of training. |

| The results obtained show that a higher but not
signi-ficant percentage of manufacturing-service companies
and giant companies record high expenditure on specific
forms of training than the large and service companies.
The high expenditure is again in favour of
prcfessional/specialist training.

The variable that is relevant to testing Hypothesis

D(ii)l is the percentage of total workers trained in
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specific types of training. To obtain this percentage, the
total number of workers trained in each company was
divided by the total trained in specific kinds of
training.

The results show that a higher but nct significant
percentage of service and giant companies trained a high
percentage of total trained in professiocnal/specialist

training.

On Safety Training

As regards safety training aad the three variables
above, the results show that MS companies cannot be said
to have high or low expenditure on training per worker
trained in safety training since their percentage high and
low are exactly the same. The only service company that
provided safety training had high expenditure on training
per worker trained in safety. A higher but not signifipant
percentage of giant companies and not the large companies
recorded high expenditure on tra‘ning per worker trained
in safety training.

Pertéining to the second variable, more MS and a
higher but not significant peccentage of giant companies

recorded high expenditure on safety training.
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As for the third variable, more MS and a higher but
nct significant percentage of large companies have high
percentage trained in safety. The percentage trained in
safety for the only S company is low.

It 1is important to state that none of the observed
differences in professional/specialist and occupational
/vocational training and safety training is statistically
significant.

Also of relevance is the fact that the types of
training for which estimates of different measures were
provided in table 3.5 are the broad categories into which
the training programmes outlined in tables 3.3 and 3.4 can
be compressed.

In addition, - it was observed that only three
companies provided relevant education/correspondence
courses. Their expenditure on training per worker trained
in relevant education/correspondence  courses ranged
between 3,308.60 through €76.50 to 532.89. The percentage
of thnir total expenditure on this type of training was
between 2.05% through 1.20% to 0.64%, and the percentage
of total trained in this type of training for the three

companies is 0.29%, 1.00% and 0.54%.
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On Involvement in and Commi tment to
Professional s/Specialist and Vocational/Occupational
Training

Service and giant companies seem to have high
estimates of & variable each far_determining commitment
and involvement. It would therefore not be wrong to state
that more of se?vicé and giant companies seem to be more
committed to and involved in professional/specialist
training eveﬂ though giant, MS and S companies all seem to
have more high estimates of the different wvariables for
determining comnitment to and involvement in different
types of training. The reason more service and giant
companies are  thought to be more committed to
professional/ specialist t;aining is that both have high
estimates of two variables of interest, one each for
variables for determining commitment to and involvement in

training.

On Involvement in and Commitment to Safety Training

Giant, manufacturing-service and large companies seem
to have had high estimates each, of the different
variables or measures of commitment to and involvement .n

training. It 1is worth noting that more giant companies
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seem té have high estimates of two of the measures of
commitment to and involvement in safety training, and both
are for commitment.

Thus, it would not be oul of place to say that giant
companies seem more committed to safety training, but have
low involvement in safety training.

Although MS companies have high estimates of two
measures, one each, for ccmmitment and involvement, one
can only conclude that they have hign commitment to safety
training and are highly involved in safety trairing,
because they cannot be cumpared with their service
counterparts. It would appear though that service
companies are generally unconcerned about safety training.

Also important is the fact that the types of training
programmes {(in this section) for which one can measure
involvement and commitment are professionals/specialists,
occupational/vocational and safety training. Most of the
companies are definitely uncencerned with  relevant
education/correspondence courses.

Further Discussions of Commitment to and Involvement in

Different Types of Trairing

A higher, although not significant percentage of

service and gilant companies have been observed to have

v
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high commitment to and involvement in providing
professional/specialist training and not
occupational/vocational training. As far as service
companies are concerned, it would seem that earlier
cbservation regarding the reasons for emphasising and
favouring certain types of training are relevant. For
giant companies, it could be a question of being more
involved and commi*tted to training the
professional/specialist group so that they can serve as
resource persons for the training programmes of the
companies. This is in line with Dar!:enwald and Merriam's
(1982) oLObservation that some companies draw trainers from
within the companies and such ‘are said to be the
companies' ©best performers and are given intensive
training, both professionally and in teaching methods.

In respect of safety training, a higher but not
significant percentage of giant companies have high
commitment to, but low involvement in training. ARlso, mere
manufacturing service companies have a high involvement in
and a hign commitment to safety training. The probable
reason why a higher percentage of giant companies would
have a high commitment to safety training may be just that

they have the financial strength to do so. One could have
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said that they are safety conscious, but this would be
incorrect because the percentage of total workers trained
in safety is low for gilant companies. Another probable
explanation of high commitment to and low involvement of
giant companies in safety training 1is the same as the
argument earlier made about training a few resource
persons who will then train others.

As for manufacturing-service companies, it would seem
normal that a higher percentage of their type should have
high involvement in and high commitment to safety
troaining. This 1s because by their nature, MS companies
need to be more safety conscious. They deal with heavy
‘plants and machinery, make use of chemicals , and their
workers are usually more exposed to the dangers of
injuries that are likely to occur in their specific work
environments. The d~=tails of the reported injuries,
(summary, 1986-90) provided by the safety unit of company
MS 7 has been reproduced below in table 4.42, to show the
enormity of the problem of health and safety, especially
in manufacturing-service companies, so there is a need to

take safesty training seriously.
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Table 4.42

5 Year Summary of Details of Reported Injvries in a

Manufacturing-Service Company

Parts of the Body Affected
Years | Hand | Leg | Eyes | Feet Head Arm | Trunk | Total
1986 17 9 6 2 2 - 2 38
1987 28 11 2 1 1 3 2 48
1988 25 5 1 2 2 (ENR.1) - 5 40
1989 | 21 | 3 4 1 - . 1 30
1990 12 7 4 3 2 1 1 30
Total 103 35 17 9 7 4 11 186

It is important to statc that the reported injuries
listed in table 4.42 are injuries that are immediztely
noticeable. There are diseases that are insidious such
that it takes years for such to manifest themselves in
individuals. Company Al6 for example, gave an example of a
lithographer who went blind in one eye towards his
retirement form the company after being a lithographer in

the company almost at the cempany's incertiion.



It was observed that in many of the manufacturing-
service companies, there are safety alarms, posters on
safety and in particular the MS$S company that gave the
details in table 4.42 also gave the investigator the
company's safety handbook which is made available to all
workers. The handbook focused on a whole range of health
and safety instructions ranging from chemical handling,
health and welfare, materials handling, fire fighting and
prevention, good housekeeping to electrical equipment
handling, traffic, pressure system ana the need for all
staff to demand for safety training.

Althouga high commitment to and involvement in safety
training also fit into the economic arguments for
providing training, training in good house keeping and
traffic would not seem to fit into the econcmic arguments
tor treining. It rather fits more into the argument of
soclial responsibility which the personnel/training mahager
in the ccmpany in question identifiea earlier as part of
factors that influence the company’s decision regarding

tra’uing,

Ocher Findings

1) Training Policies

Not one of the companies visited by the investigator

and which provided information (among the 14 companies
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that were selected for use and among those that provided
additicnal intormation) had a whole range of written
information about the training opportunities available for
employees, or who gets what training at what time. That is
to say, the companies have no written training policies.
For many of the companies, the Chairman's report in the
annual report is the only document in which practices
about training appear in writing, and it is usually about
the 'achievements' recorded in this respect.

It is important that training policies be put in
writing. When training policies are written and are
communicated to employees, all workers know just what
training programmés they can expect to attend, and there
is consistency in the treatment of staffers on the issue
of training. The result is that employees who are not so

much the boss' friends can expect to be ‘:rained too.

2) Personal Benefits from Training

Information about personal benefits that accrue to
workers from training was extracted largely from the PBQ
II. 38 employeecs from four companies were involved. Three

companies (26 employeces) from the fourteen {14) selected
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for the study and one company (12 employees) from those

that provided additional information.

Table 4.43

Mean Scores of Personal Benefits from 7Training by Items

and Ranks

Personal Benefits Mean Ranks | Compa | Compa-
Score of D nies
of Means nies Above
items Below Mean
Mean
Efficiency at work 4.26 1 1 3
Increase in Company's 3.85 3 1 3
output
Satisfaction with self 3.97 2 1 3
Demand more for right as 2.80 6 2 2
worker
Mcre critical appraisal of 2.84 5 2 2
social, political economic
issues
Changes in occupational 2.54 7 3 i
status
Changes in salary l=avel 2.27 8 3 1
Improvement in standard of 2.15 9 2 2
living
Adherence to safety 3.67 4 1 3
regulations
For workers in three o¢f the companies studied,

efficiency at work ranked highest as personal benefits
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resulting from training. Again for workers in three of the
four companies, changes in their salary 1level ranked
almost last as a benefit of training. Also worthy of note
is that satisfaction with self (which is known to give
human beings more confidence in themselves) was ranked 2nd
as benefit of training by wcrkers in three out of the four
companies. Adherence to safety regulations, critical
appraisal of social economic situation and demand more for
rights as workers did not do badly as benefits of training
with 4th, 5th and 6th positioﬁs. Citanyes in salary level,
occupational status and improvement in standard of living
performed badly as benefits of training.

What these scores indicate is that efficiency at work
is the best benefit that accrues to the workers involved
in this study from training, while improvement in standard
of living is the 1last thing that most of the workers
experience after training. Also; satisfaction with self,
which is a wvery important factor in employee performance,

also ranked hign for most workers in thz2 four companies.

Although  these scores are quite illuminating,
however, Dbecause only thirty-eight workers were involved,
these scores and results cannot be conclusive. A sample
size of 38, in relation to the number of workers in

companies'generally is rather nealigible.
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3) Other Forms of Training Provided by Companies

All the companies (both selected, and additional
information) that responded to the IGPM provide mainly
customer/consumer fraining and only one train persons who
are neither employees, customers nox representatives of
the company.

They all claim to train customers/consumers/clients
(1) to use products well, (2) explain government technical
policies affecting financial statements and (3) provide
extension services to farmers. The only company that
trains people who are neither employees, customers nor
representative helps train trainee nurses in industrial
health and safety. The reasons they c¢ave for engaging in
these training activities range from product promotion to
good will and to social responsibility. When, however,
they were told that they may be engaging in these
activities only to increase the company's turnover, aboutl
half of them agreed, while another half stated that it had
to do with turnover and another factor.

It would have been useful o have the expenditure of
these companies on these 'other' training activities, but
this proved rather difficult, because of the problem of

availability of aata.



CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
In this <chapter, the hypotheses, methodology and
findings of this study are summarised and major
conclusions drawn from them. The chapter also offers
recommendations relating to how the commitment to and
involvement of companies in training can ke improved.
Finally, suggestions are made to guide further rescarches

in the area studied.

Summary of Resesarch Method

This study was designed to examine critically the
extent of th= involvement in and commitment cf private
establishments to the provision of adult education, bhut
with particular attention on the train:ng and development
of their own employees. The decision to investigate this
problem was taken after the discovery of a dearth of
systematized information on the extent of involvement in
and commitment of private employers to the provision of
education or training and development for their employees.
The need to carry out this study was further heigntened by
the fact of the Nigerian economy being a mixed one, all

agencies or inctitutions that employ human rescurces need
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to ke concerned about their employees' constant rounded
development, continued relevance to their jobs, efficient
performance of their jobs, and so need to contribute their
own quota to national endeavours of the education of
adults. Of particular interest too, was the need to assess
the level of commitment to and involvement of private
employers in the provision of safety training, given the
health hazards that employees are exposed to, in and out
of their work-places.

Specifically, this study assessed the percentage of
workers trained py companies. This was taken as a measure
of involvement in training. The types of training provided
by companies or commitment rating, the expenditure of
companies on training and the human and physical resources
available for training were also assessed and were taken
as measures of commitment of companies.to training. The
relationship between the measures of involvement,
commitment and the workforce and turnover of companies was
also examined. Another area of focus was the extent of
involvement in and commitment of private emnloyers to the
different types of training programmes that are available

in the companies. The probable explanations of the
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observed levels of involvement, commitment and
relationships between them were attempted.

The review of literature that was undertaken
attempted a conceptual understanding of who a worker is,
what worker's education means and of training and
development as an aspect of workers' education. It also
examined the forms or types of training programmes that
are available in companies, thc need for training and
development from the perspective of the employer, the
employee and the nation as a wnole. In wview of the fact
that certain factors would dictace the level or degree
(low or high) of involvement in and commitment of
companies to training, and certain kinds of training, an
interdisciplinary examination of such factors was
attempted. The factors include, the neso-classical economic
theory, ITF Decree of 1971, Managerial philosophy, moral
principles, social responsibility and size and nature of
the companies. The human and physical resources that are
available for training in enterprises were thereafter
examined. Also examined were the 'other' types of training
programmes that companies are likely to provide, apart

frem the training of their own employees.
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Following from the review of literature, a
theoretical framework was put in place for this study. The
framework adopted was the 'human capital' theory which is
a strand of neo-classical economics, which views
expenditure on training as an investment. Against this
background, the hypotheses for the study were formulated.
The hypotheses which were divided intc four main sections
are given as follows:

A(i)1l There 1is no significant difference in the
commitment rating of manufacturing-service

o . L} ] L] L]
corpziies and service companies to tralning.

A(i)2 There is no significant difference in the .

commitment rating of companies that are giants
in their own sectors (industries) and the other
(large) companies to training.

A(iiyl There is no significant difference in the amount
expended on the training and development of
workers in the manufacturing-service companies
and in the service companies.

A(ii)2 There is no significant difference in the amount
expended on the training and development of

workers in the companies that are giants in
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their own sectors and the other (large)
companies.

There is no significant difference in the amount
expended on training and development per worker
in the manufacturing-service companies and in
the service companies.

There is no significant difference in the amount
expended on training and development per worker
in the companies that are giants in their own
sectors and the other {large) companies.

There 1is no significant difference in the
percentage of workers that received training in
the manufacturing-service and service companies.
There 1is no significant difference in the
percentage of workers that received training in
the sector-giant and sector-large companies.
There is no linear relationship between the
commitment rating of manufacturing-servic
companies, service companies, all companies,
giant and large compan.es and the size of the

workforce of the compeanies.
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There is no 1linear relationship between the
expenditure of manufacturing-service companies,
service companies, all companies, giant and
large companies on training and the size of the
workforce of the companies.

There is no linear relationship between the
percentage of workers that received training 1in
manufacturing~sexvice companies, in service
companies, in all companies, in secto--giant and
sector-large companies and the size of the
workforce of the companies.

There is no linear relationship between the
expenditure of manufacturing-service companies,
service companies, all companies, sector-giant
and sector-large companies on training and the
commitment rating of the companies.

There is no linear relationship between the
percentage of workers trained Dby manufac-
turing-service companies, service companies; all

compan.es, ‘sector-giant and sector-laxrge
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companies and the expenditure of the companies
on craining.

C{i)6 There 1s no linear relationship between the
commitment rating of manufacturing-service
companies, service companies, all companies,
sector—-giant, sector-large companies and the
percentage of workers that received training
provided by the companies.

C{i)7 There 1s no 1linear relationship between the
expenditure of manufacturing-service companies,
service companies, all companies, sector-giant,
sector-large companies on training per worker
and the workforce of the companies.

C(i)8 There is no linear relationship between the
expenditure of manufacturing-service companies,
gervice companies, all companies, sSector-giant
and sector-large companies on training per
worker and the commitwment rating o©of the
compenies.

C({i)9 There 1is no linear relationship between the
expenditure of manufacturing-service companies,

service companies, sector-giant and sector-large
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companies on training per worker and the
percentage of workers trained.

There is no relationship between the percentage
of workers trained by companries, the commitment
rafing of companies, . the expenditure of
companies on training, the expenditure of
companies on training per worker on the one
hand, and the turnover of the companies on the
other hand.

There 1is no significant difference Jin the
expenditure of (a) manufacturing-service and
sersvice; (b) sector-giant and sector-large
companies on training per workecr trained in
professional/specialist and occupational/
vocationali training.

There 1is nc¢ significant difference in the
expenditure of (a) manufacturing-service and
service; (b sector—-giant and sector-large
companies on training, per worker trained in
safety training.

There 1s no significant difference in the

percentage of total =xpenditure of



(a) manufacturing-service and service; ‘ ¢

(b) sector-giant and sector-large companies on
professional/specialist and occupational/
vocational training.

D{ii)2 There 1s no significant difference in the
percentage of total expenditure of

(a) manufacturing-service and service;

{(b) sector-giant and sector-large companies on
safety traiuing.

D(iii)l There is no significant difference in the
percentage of total number of workers in

(a) manufacturing-service and service;

(b) sector-giant and sector-large companies
that received professional/specialist and
occupational/vocational training.

D(iii)2 There is no significant difference 1in the
percentage of total number of workers in

(a) manufacturing-service and service:

(b} scctor-giant and sector-large companies
that received safety training.

To aid the collection of data for this study, three
reseerch instruments were used. They are (1) archival

research and desk work, to check the policy statements of
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companies on training, health and safety regulations,
turnover, nature of training programmes, total number of
workers in companies, the number trained, expenditure on
training and so on. (2) observation of physical facilities
and training sessions (3) three. questionnaires and an
interview guide were designed and used to collect needed
data. They are the General Data Questionnaire (GDQ) which
was completed by personnel/ training/finance managers and
the investigator, following archival research. The GDQ
asked quesuions regarding the type of industry that the
company is, tae name of the company, turnover of company,
investment capital, total number of workers, the number
trained, in what types of training, expenditure on
training, and the other forms of training provided by the
companies between the years 1978 and 1990. The Interview
Guide for Personnel/Training Managers (IGPM) sought
answers to questions of determinants of policy of
companies on training, the fomas of training that are
favoured anid emphasised, the resources available for
training and whether the company liaises with other
educational institutions. The IGPM alsc asked questions

about health and safety training and the forms of training
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provided for 'others'. The Personal Benefits Questionnaire
I (PBQ) and II (PBG II) are the second and third
questionnaires wused. Although essentially the same 1in
content, PBQ I sought responses from  heads of
units/departieents while PBQ II ~sought responses from
workers. They asked questions about the number of years
that the respondent has spent at his/her present
workplace, the number of years in present position, number
of times of attendance of training programmes per year and
the personal benefits that heads of units think accrue to
workers from trairing and those that the worker think
accrue to her from training.

In all, fourteen (14) companies from the Lagos Area
were selected from eight industries in the private sector
of the Nigerian economy. An additional six companies
provided additional information for this study. One of the
six from the former Oyo State (present day Osun State) was
used for the pilot study for this work.

The T-test, Chi-square, Fisher's Exac: Test, the
Regression Analyses and the Pearson's Product Momant
Correlation were the test statistics used to analyse the

data relevant to testing all the hypotheses formulated.
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Sumary of Research Results

Having used the statistical models above to test each

of the hypotheses, the results "of the study are as

follows:

1)

3)

The commitment rating of companies is stacistically
independent of the nature and size of the companies,
but a higher percentage of manufacturing-service and
large companies heve high commitment rating of 56%
and 66% respectively.

The expenditure of companies on training is not
dependent on the nature end size of the companies,
but a higher percentage of service (80%) and g¢iant
(62.5%) companies have high expenditure on training.
The expenditure of companies on training per worker
is not independent of the nature of the company, but
is independent of the size of the company.
Manufacturing- service and service companies had an
exact probahility of larger wvalue of .021 at .05
level of significance whereas glant and large
companies' exact probability of larger value was

1.000 also at .05 level of significance. The
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percentage highs obtained for both giant and large
companies was 50%.

All the companies drew trainers from all the
available sources for sourcing trainers and had the
basic minimum physical facilities for training.

The percentage of workers trained is not dependent on
nature and size of the company although a higher
percentage of service and large companies trained a
high percentage of their workers, obtaining 60% and
66.7% high respectively.

Service and large companies show increases in most of
the measures of commitment when there is an increase
in their workforce.

Service and large companies responded to increase in
their workforce by decreasing the percentage of
workers trained.

Companies respond to increases in their turnover by
decreasing percentage of workers trained.

Companies respond to increases 1in turnover by
decreasing the commitment rating and expenditure on
training per worker. The expenditure on training,

however, increases witii turnover.
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Manufacturing-service companies, more than service
companies respond to increaces in one measure of
commitment (example commitment rating) by decreasing
another measure of commitment (expenditure on
training). Large companies respond a 1little more
positively than giant companies (which have a
negative response) to increases in a measure of
commitment (commitment rating) by increasing
expenditure on training.

Service and in particular large companies responded
consistently to increases in almost.all measures of
commitment to training by <decreasing percentage of
workers trained. Large companies' decreasing response
to a measure of ~—ommitment (commitment rating) was
significant, with B as -1.943768; t., as -3.829 and
tian as 2.776 at .05 level of significance. Large
companies, however, responded positively to ancther
measure of commitment (expenditure on training per
worker) that has been adjusted for total workforce,
More service and giant companies seem to nave high
estimates of a variable each for determining

commitment and involvement in training in favour of
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professional/ specialist training, not

occupational/vocational training.

13) More giant companies seem to have high estimates of
two of the variables of commitment to and involvement
in safety training and both 'rare for commitment to
training. More manufacturing-service companies have
high estimates of two measures, one each for
commitment to and involvement in safety training.

Conclusions

Following the above findings, the following

conclusions are plausible:

1)

.- 2)

3)

More service and large companies have high commitment
to traininj of workers because they each have high
estimates of at least one of the two measures of
commitment to training,

More service and lzrge companies are highly involwved
in training because both of them have high estimates
of the measure of involvement in training.

More service companies in particular are committed to
training a high percentage of their workforce in

limited training types.



4)

The human and physical resources available for
training in companies are generally adequate and thus
show some comnitment to training.

Service and 1large companies are 1less involved in
training (reduce percentage of workers trained) than
manufacturing-service companies when there 1s an
increase in the workforce.-

Service and l=rge companies are more committed to
training than manufacturing-service and giant
companies when there is an increase in the workforce.
Companie3 actually have low involvement in training
and only Jjust committed to training when their
turnover increases.

Service and large companies are more committed to
training than manufacturing-service and giant

companies.



10)

11)

12)

Service and large companies seem less involved in
training than manufacturing-service and giant
companies when their commitment to training
increases,

More service and giant companies are more committed
to and involved in professionals/épecialists training
than in occupational/vocational training.

More giant companies have high commitmert to safety
training but low involvement in =afety training.
While manufacturing-service companies have high
commitment to and high involvement in safety
training, service companies appear generally
unconcerﬁed about safety ﬁraining.

The Ifactor that featured most prominently as a
plausikle explanation of conclusions made above 1is
the 'human capi*al' theory, with the ITF Decree and
theory Y following on its heels, especially, as
'going back' to the 'human capital' theory. Natare
and size too featured as explanations of the above
nhenomenons. Moral principles did not feature at all
in any of the explanations except perhaps as part of

social responsibility whose role is really low.



13) Notwithstanding the above ‘'explanations® of the
commitment to and involvement of companies in
training, the levels of involvement in and commitment
of companies to training and in particular the
pairwise relationships, especially for service and
large companies are morally cbjectionable.

14) The companies have no written training poclicies.

15) From the point of view of the worker, efficiency at
work and satisfaction with self are crhe most
prominent personal benefits resulting from training.

16) Many companies provide customer/consumer training and
to a lesser extent, training of persons who are
neither employees, customefs/consumers Jor
representatives of companies, for product promotion,

good will and at times, social responsibility.

Implicaticns and Recommendations

Based on the findings of this study, a number of
implications have been identified and recommendations made
for the use of training managers, the management cf
companies, government policy mnakers and workers'

organisations.
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First, it was clear from the results obtained that
companies that had high commitment tc¢ and involvement in
training turued out to be committed and less involved in
training when their workforce increased or when their
turnover increased. The companies were also less lnvolved
in training when certain measures cf commitment
(commitment rating and expenditure on training per
worker)increased. This implies that many workers do not
benelfit from the training programmes provided by their
employers. Tn view of the fact that many adults spend at
least two thirds of their active years working, and
because there is noc job in which training and retraining
are unnecescsary, apart from training in ‘those areas that
companies consider most crucial to the realisation of the
companies' goals, workers who have been at a job for 3
years should be trained not only so as to continue to be
relevant in thelr wockplace, but also so that they can
have full personal development. This means that there is a
need for companies to increase their expenditure on
training substantially, and correspondingly with
nrevailing cost of training, so thet more workers can
benefit from training, rather than fewer and fewer

workers.



Second, a close look at the ITF Decree No. 47 of 1971
(Fedéral Government Gazette, Oct. 1971) and the Amendment
Decree of 1989 (ITF, 1991) shows that whereas the Decree
specified the percentage of payroll or turnover to be paid
by companies to the ITF as levy and the percentage of the
levy that companies should be reimbursed, the Decree and
the Amendment Decree did not specify the percentage of
workers to be trained before companies can be reimbursed
the 6J3% of the levy that they pay. During the collection
of data, it was discovered that the ITF reimbursed
companies 6u%‘of their training levy if they have trained
a maximum of 10% of their workforce. The ITF grouped
companies' training programmes into & training types. They
are: h - professional/specialists/ Senior Technologists; B
- Supervisory, Foremen, charge hands; C - Occupational
skills; D - safety; E - relevant education/correspondence
course and F - Training managers.

Whan asking for reimbursement from the ITF, the
companies are expected to point out their training

priorities by ranking their training programmes, lst, 2nd,



3rd and 4th. The ITF calls the ranks emphasis nunber.
According to the officials of the ITF, when employers
train in the lst area »f emphasis, they get reimbursed 18%
of their training levy. For the 2nd, they get 15%, for the
3rd area, they get 12%, for the '4th they get 16%, for
safety, they get 3% and for training managers they get 6%.

The implications of these observations are two-fold.
First, by being silent on the percentage of workers to be
trained, the Decree leaves an escape route for employers
to have low or high involvement (participation) in
training. It could be argued that the power of determining
the percentage to be trained may have beean vested in the
governing council. A response to that would be that since
the Decree did not leave the percentage to be contributed
to the fund and amount to be reimbursed the companies to
the governing council, it 1is only fair, especially on
workers, that government shculd specify the lower limit of
percentage of workers to be trained before companies can
be reimbursed 60% of their levy.

Second, from the method of reimbursement pointed out
above, when the percentages of levies that companies can
be reimbursed for particular areas of emphagis are added

up, they add up to 70% =nd not 60% of training levy that
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the Decree specified. This means that a company can take a
conicious decision, for example, to nrovide four types of
training programmes for Jjust one group of workers and
still get reimbursed money that is as high as two thirds
of the 60% of its training levy. The following example may
suffice. A cémpany decides that professional/specialist
training is its first area of emphasis, the second is
safety, the third relevant education and the fourth
training manager. The company would then have 18 + 3 + 12
+ 5 = 39% about 40% of its training levy back, as long as
the total trained in the fcur types of troining add up to
103 of the company's workforce, even when the 10% are
professionals/specialists.

In the 1light of these observations, it 1is being
suggested that government should amend the ITF Decree to
include the minimum percentage of workers that should be
trained before companies can be reimbursed 60% of their
training levy. Although the companies should be granted
their right to certain areas of emphasie in training, the
Decree should also be amended to specify the minimum
percentage of workers that should be trained in the two
major types of training professional/specialist and

occupational/vocational.



Also related to the above, is the necessity for the
Decree to specify a minimum percentage of workers to be
provided with safety training, especially in
manufacturing-service companies. Some would argue that the
Factories Act 1956 (quoted in Emiola, 1982, P. 536) and
Factories Decree No. 16 of 1987 (Federal Government
Gazette, June 1987 P. AB5ff}) take care of the provision of
safety training, Emiola (1982, P. 276) has observed that
the laws do not go far enough. Although the factories
Decree of 1987 purports to extend the application of the
1956 Act to a ‘'wider spectrum of workers and other
professionals exposed to occupational hazards, but for
whom provision were not made under the said Act before
these Amendments' (P. A85ff), there is nothing in the
Decree to show this. The relevant section (Section 28) in
the 1956 Act 1s titled "Training and Supervision of
Inexperienced Workers". Decree No. 16 of 1987, section 23
has the same title and the same content as the Factories
Act of 1956.

It is being suggested therefore that the Federal
government should state the specific lower limit of
percentage of workers especially in the manufacturing-

service companies that should be provided with =afety
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training in the ITF Decree and or amend the Factories
Decree of 1987 to reflect specifically, provisions for the
continuous training and retraining of both experienced and
inexperienced workers and the minimum percentage to be
trained.

Third, it was observed that the terms and conditions
of work of workers as stated in the Labour Act of 1974,
section 12, 13, 14, 15 and 17 (Emiola, 1982) make
provisions for hours of work and overtime, provisinr of
transport, periodicity of payment of wages, sick leave and
annual holidays with pay. Also, the health and safety
provisions of the Factories Act 1956 and Factorics Decree
1987 stipulate conditions of work relating to ventilation,
lightening, drainage of floors, cleenliness, food for
certain groups of workers and overcrowding. It doesn't
seem to have occurred to govermment and employers that
training is and should bs part and parcel of the terms and
conditions of service of workers. 2Zdded to this is the
fact that the results of this study show that companies
train workers if there will be a favourable rate of
returns on such training. This means that a lot of workers

will not benefit from training because (1) training them
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is not considered profitable to the company and (2)
training is not considered part of their terms of
employment. private employers should therefore be more
conscious of the need to generally improve human
resources, not only as economic tools but as human beings
who require lifelong education., If training is undertaken
from this perspective, more of those companies who
supposedly have high commitment to and involvement in
training will train more of their employees in more
training types, and commit sufficient funds to same and
those who have low commitment to and involvement in
training‘ will improve on their commitment to and
involvement in training. Thus, the utilitarian principle
which is implicit in the neo-classical economic theory
(which has featured most prominently as the plausible
explanation of involvement in and commitment of companies
to training) is being rejected, and one is proposing the
humanist principle as a basis for decisions about training
in enterprises. Or at worst, a reasonable balancing of

both principles.



Fourth, although training falls within the precincts
of the subject matter of trade disputes (as relating to
workers' continued employment and or terms and conditions
of employment) it is not clear that both employers and
workers' unions see it as such. Trade unions should
therefore insist that government should tighten all
relevant laws to include and enforce training. This will
ensure that the option of making trainiag a subject of
trade dispute will be available to them. This is in
essence saying that there is a need for the workers'
unions in the different industries or individual companies
to focus attentior (in addition to bread and butter
issues), on the issue of training more workers, so as to
ensure that their members will continue to be relevant to
the workplace and reach their full potentials as human
beings.

A written training policy is also useful ir this
respect, as workers will know what to expect from their
employers regarding training. Their work organisaticns can
help push the implementation of written training policies

while employers too will have the policy as guide. It
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does not seem productive that employers should feel that a
written training pelicy would 'force their Thands’'.
Constant negotiations, discussions and communication
regarding problems and proqress in implementation of the
policy should ensure minimum friction as a result of
implementation or lack of implementation of written
policies.

Finally, what appears to have emerged from this study
is that some companies actually do not pay the stipulated
ITF levy. This is because it does not make economic sense
for a company to pay 1% »f its payroll and not ask for
reimbursement, but in order to ask for reimbursement, they
have to show receipted expenses on training. Some
companies may ke reluctant to produce such receipted
expenses because of bad training practices. The non-
payment of the stipulated levy is a wviolation of the ITF
Decrce. The problem is that the government and the ITF
appear constrained to take appropriate action against
these companies, partly because o¢f the problem of
corruption and favouritism. One is convinced that with a
patriotic, responsible and responsive leadership both at
the lesvel of the Faderal government and the ITF, the

enforcement machinery for ensuring compliance with the
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Decree (and the amendments that have been suggested above)

will be improved.

Suggestions for Further Research

Following from this study, the follewing recommenda-—

tions are made for further research:

1)

2)

It is being suggested that the level of commitment
and involvement of each industry to training as in
Figure 4.1, 4.2 and 4.3 but especially in Figure 4.2
and 4.3 should be examined. This is because in the
present study, the number of companies in each
industry (2 and at times 1) was rather too small to
allow for useful cecnclusions to be drawn from the
observations made.

Although the data for this study was drawn from the
period 1978 te 1990, the inconsistency of available
data throughout the period made it impossible for the
investigator to assess involvement in and commitment
of companies to training before and during fhe
introduction of the stcuctural adjustment programme.
Whenever it is practicable, it 1is being suggested

that a comparison be made between irvolvement and



3)

1)
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commitment of companies to training during the period
of structural adjustmert and after.

It is also being siggested that as part of (2) above,
expenditure of companies on training ‘'others' be
compared with their expenditure on training ”their
employees.

Finally, a lot nore workers from many companies
should be involved in a study of personal benefits
that accrue to workers especially as a result of

different types of training.
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APPENDIX 1
GENERAL DATA QUESTIONNAIRE (GDGQ}
their behalf)
Type of INdUSITY ....evniiiaiii ittt eaac e re e e s
Name Of COMPANY..ccuciimeirraiiireiirrreisemrsrmerressasersssssnitreiia et
Service or Manufacturing ........ PN
Designaiion of officer filling this questionnaire ..........oeciiiiiiiiiinnennen.
Year | Investment | Tum- Investment No. of Workers | Specific forms No. of Workers | Their Desi- Instituiions of Other Forms of | Investment | Total No.
Capital of over Capiul in that Received of Training and that Received ginations (c.g Agencics that in other of
this (Sales Trainl g and Training and Development these Specificd Sales- provided the Education ttat forms of Workers
Company Figure) Development. Development Programmes Forms of men, Production Training and this Company Educalion. in this
Capital/ Programmes that Workers Training and Workers, Clerks Development Provides (c.g. Capital/Re- | Company
Recurrent Sponsored and Received Development ete.) Programmes is a3 shown in current
or Organised by | (Example is Programmes Received E, below)
this Company shown in E, and
E, below),
1978
1979
U 4 3
¥
1989
1990 ’




O
(4]
o

E - Examples of Forms of Training and E:- Examples of Forms of Traning and E;- Examples of Other Forms of Training or
Development Programme in Service Industries Development Progranmes in Manufacturing Education

3] Training in public relations. Industries. 1) Customer/Consumer training

2) On-the-job training on computers, typewriters, 1) Vocational-lechnical training, P) Training of Adults who are neither customers
and new equipment. 2) Apprenticeship training, nor employees,

3) training in salesmanship. 3 Health and Safety training

4) further education, relevant edncation 4) Further education, relevant cducation

5) Adult literacy education 5) Adult Literacy education

6) Others (please specify) 6) Others (please Specity)
Please note that:

"Workers" here will exclude all -our employees who
occupy management positions,

heads of departmentsfunits, and those who serve as
instructors in training and development programmes
ecrganised by your company.
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APPENDIX I
INTERVIEW GUIDE FOR PERSONNEL MANAGERS (IGPM)

Which of the following factors is the major determinant of the policy thet your compauy adopls
towards the trainiag end development of ker workesn.

(d) Managerial philogophy - theory X of 7
b Mora! principles
© the Industrial Training Fund (ITF) Decree

{e) A combination of two or more of the factors listed zhove.

Please give reasons for younr amwer.

Whal forms of training and development programmes are availsble for your workers? (Please be
Specific)

whal forms nre emphacized ond favonred?

¥hy do you favorr and emphagise the training and development programmes licted in item 3.

Whed resonrces - buman, financisl and physical - are gvailable for the fraining ar ¢ development of
your workers?

Do you liase with some educstionn] institutions or the tuainizng schools of some other corporstions for
the training and development of your worke3?
I your mmiwer i3 yes, please wention the mrstitntions,

Do yout have specific sets of health end sofety regulstions that you expect your workers to adiere to?
H your sngwer iz yes, how do vou emzore that they adbere {o such regnlaiions?

Lo you engage in other education setivities such a8 costomer/consumer edocstion and the trainisg of
peroim who are neither your employecs, customers, nor representatives of your company?

Do you eugage ip the activitics mentioned in item 8 cnly if they will directly increae the tnover
(salesfigure Yof your compauy?

i your company's participetion in the activities stated in item 8 are ot dependent solely on their
profitchility, whet olher reasons would you advarce for your company’s involvemen! in guch?
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AFPENDEX Il
PERSONAL BENEFITS QUESTIONNAIRE I (PSQ D)
(To be completed by sepervisorny Foremen/ Heads-of-Uniis or Departments and Salesnsnagers)

Type of Induatry
Hmme of Compsmy
Momifaetring 2ed or Service
Designation of Officsr
Number of yeam spend
i ihic Compary
Number of Years Spent in Present Pozition:

xo yon invist that your workmen should achere to ceriain health sed safety regulations?
Yoy ——— No e " Not Applicable  «omeree

How meny sccidesty have been reported to you since you essumcd duly a5 supervisor! foremen or
bead of wnit/deporiment?

Are yon ahways heppy 10 see your workmen go on iraining?
Yo ——— No semeescses Undecided

Please give reasors for your enywer

Plesse indicse (1} whether you agree, disagree e.tc with the {ollowing statements.
Most often, offer 8 worker hes undergone training,

Sa A U _D_5D

8 / he becomes mege efficicn! 2 work

b)

8 / be increnses the oufput of this company

8 / be feeds good ebont himself or be generally
wezr 4 Jook of satisfrction,

8/t begias to denread more for his righis sy
Waorker,

8 / be sppraizes sccial, political end economic
bmes mote critically thar ke wmed to do.

Hiz or Her Occapetions! statny improves

s o her salery level improven

His or her stenderd of living improvey

B /e adheres sirictly to sa'ety regalstions

Key: Strongly Agres -8A
Agree =A
Undecided U
Disagree -D
Strongly Disayree 8D
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APPENDIX IV

PERSONAL BENEFITS QUESTIONNAIRE II (PBQ n)
(To be completed by workers)

Type of Indrtry -

Neme ofCO’mpmy

Manefacinring 2ad or Service

Dengustion of worket

Number of years spenl

in this Compoay

Nember of yesr spesl!

in presey position

1) Pleace complete fhie tatle below.

Years Endicate the nembey of times Indicele the Tie providing For how long did
that you bave parlicipated In specific foro of  Fstitnlion (eg 2 the training last
training znd development taining conguliancy tirm,
progrenvnes provided or progranumes i your own
spomored by your company in which yon company ¢.4.c)
the last 13 yesrs. pesiicipated.

1978

1979

1530

1981

1562

153

1984

1285

1986

1987

1988

1489

1529

2) Hove you avir had ea ecciden) a8 o resril of your present job?
Yes . No ~—— Not Applicable ——-—

» H the =uswer to question 2 12 Yes, in what ways did your employers come to your tescue?

4) I ihe erswer lo queslion 2 i yes, did you ask for any compensations from your employers?
fea s No
Plesge give rea xas for your spnver




+

Plesse indicate (X) whelher you.agrge, disagrec e.t.c with the following stements,

.b)

Mot ofien, afles participating in a training progremme, ' .
- . SA A U D SPp
(9  Ibecome more cificient at work ‘
The oulpat of my company incresses
-€)+ ~ Ifeel patisfied with myself
d 1 begin to demand mrore for ny rights a3 o
Wor!mn :
g)  Iapprai-e socinl, political and cconomic
istues more critically than Fusually do.
f) My occupgiivnal ststos improves
My salary level improves
k) My standard of living improves
i) Imﬂml*emicﬂyloufetyre@!aﬁom

Key:  Strongly Agree’
Agree
Undecided
Diragree
Strongly Dissgree

L)

-8A
A
U
)
-SD

(5}

Ia
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