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A B S TRATCT

This study concerns the managerial problem, how to train and develop workers for
a higher productivity. This problem has existed in companies and industries
since the emergence of complex organisations and transfer of technology.

This research was conducted in Peugeot Automobile Nigeria Limited (PAN) located

in Kaduna, Nigeria.

The objective of this project is to find out the Impact of Training and Development

on employee productivity:

Q) What influences training and development bring to bear on productivity in
a complex industry using assembly line method of production ?

(2) What training attitudes workers at all levels in PAN have ?

3 Any differences in the level of training and development between different
categories of PAN workers and their effects on productivity.

The work finally sought to make some recommendations on what PAN
management can do to effectively train and develop the workforce to improve
productivity.

A sample of two hundred respondents were randomly selected from a
population of a little over one thousand five hundred workers. One hundred and
fifty of the respondents completed the questionnaire.

The findings of this research revealed that:-

Q) There exists a general feeling of satisfaction with various training
modules, both in the junior and the senior categories of workers in PAN.
However, a more satisfactory feeling is expressed by the senior staff.

2) That training and development exert a very strong factor on productivity
in the company.

Based on the findings of this research it was recommended that:-

D PAN trainees must not see the period of training as a period of escape
from work. Rather, they should see it as a period of serious concentration
from where they would ultimately launch themselves into full reckoning
in the company.

2) The decision to recommend one for training must be preceeded by needs
assessment wusually determined from the Annual Performance Appraisal Report
and not on the basis of the mood of the sponsor, participation in training
programmes is not a cake to be shared by the person wielding power to
those he likes.

3 Management should see the general welfare of workers as an important
factor to be considered in training and development.

(4) PAN employees should be encouraged to see themselves as an integral part
of the company and take part in identifying training needs.

(5) A favourable and good working environment would enhance training and
development.
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CHAPTER 1

INTRODUCTION

o STATEMENT OF THE PROBLEM

As a developing country, Nigeria's ~— industrial structure was deformed:
Nigeria foced predominance of primary production chorocterised by Mess
illiterocy, lock of technical education and dexterity, primitive technology

and under employment,

All these were coupled with. low income, low savings, high population growth
rote, inodequote invesiment, lock of industriol infrostructural focilities ond
above all lack of proper guidance and counselling particularly at the early
stage of our educational career. Technical and Vocational Education therefore
mode [ittle or no impact in our educotional system. Under these conditions,
the nation's manufocturing sector was beset with various human and technical
problems other than the initial problems of the formative years. A summary

of some of the problems crippling the industrial sector are as follows:-

(1}  Problems of low per copital income viz low copital accumulation and'
hence low investible fund.

{2) Misplaced priorities and hence mis-channelling and misuse of technicol
ond vocational education.

(3] Lack of basic training that produces better citizens, who will learn
things that will enable them to lead fuller lives, in their private life
os much os in their work copaocity.

(4) Lack of certain general skiils, which we can call life skills because
they are of value in the workers whole lives and not just their working
lives,

hese ond other reloted problems hinder industrial end economic development and
ey therefore constitute a point of focus for this study.

An organisation whether public or private, exists and grows becouse it

rovides the community with goods or services the community sees os worthwhile.



To do this efficiently, the company must function at on optimum Jevel of produc-
tivity. This level is a direct result of the collective efforts of all employees. Yet
not every employee works at the level estoblished by the stondord of performonce
for the job, the worker holds. Similarly, groups of employees may not consistently
produce up to the required stondord,

When there is a difference or gop between actual performance ond the required
standard, productivity suffers. Training con reduce if not eliminate this gap.

It does so by changing the behaviour of workers or individuals - by giving
them whatever odditional specific items of knowledge, skill or attitude they need to
perform up to that standard.

Changing behaviour, then is the function of training. The end objective is
to help achieve the goals of the company through optimum use of monpower,

Industrial training can solve a variety of manpower problems which militate
ggainst optimum productivity. Included are operating problems having o monpower
component., These problems can emerge within any group, line, staff-unskilled,
skilled poroprofessional, professional ond lower, middle ond upper management.

These problems will differ in nature, and yet agll have a common denomination.

The solution requires workers to odd to their opperceptive bockgrounds specific,
identifioble items of additional knowiedge, skill or understanding.

In PAN these problems include need to:-

- Increase productivity

- Improve the quality of work end roise moraole

- Develop new skifls, knowledge, understanding and attitudes

- Use correctly new tools, machines, processes, methods or modification thereef.

~ Reduce waste, industrial accidents, turnover, loteness, absenteeism and

other overhead costs.

- Implement new or changed policies or regulotions

- Fight obsolescence in skills, technologies, methods, products, markets

copitol management,

~ Bring staff to that level of performance which meets the standard of

performance for the job.

I — >



Dgy@fgp fl fpfﬂffﬁfﬂf.f, prepare staff for advancement, improve marspower

development ond ensure continuity of industrial !eaa‘ersbib.

- Ensure the survival and growth of the company.

Industrial troining cen be o functional part of the company onywhere. All that

is needed is evidence thot an operoting problem exists which con be sofved in

whole or in port through structured and controlied training activities. The
following are exomples of such problems:

- Newly employed workers need to become ocquainted with the company goals,
policies, structure, producls or services. This information can be given
through teom briefing sessions, The training deportment is the urit best
equipped to give such lessons.

~ A new policy is to be implemented. Supervisors and foremen are brought
together and the senior management who structured the policy explain the
need, answer questions and get feedbaock.

- A new procedure, o new record form or o new mochine is being introduced.
Workers are brought together for explanations, demonstrations, questions.
periods, reactions and practice. Instruction is given by the person
responsible for the proper use of the procedure, form or machine.

- The quality of written reports, letters or other documents needs to be improved.
All persons concerned cre scheduled into troining sessions in which they
review or develop stondords, study or compose somples of desired materiols
and practice,

If the company is not itself capable of supplying needed instruction, exie:nal
consultants con be used.

In PAN treining is o functionaol port of the compeny by helping to improve
productivity., The performance of the worker is the responsibility of the immediate

supervisor. This performance refiects in part the supervisors interest in training

and ability as a trainer.




=, . -
X

Such training shall include the octivities of designing ond procurement of
equipment, planning aend installing of assembly machinery, toocls and jigs”.
Based on this therefore, the import of this research project is to determined
whether or not training and development have been able to moke ac?equote
impact on employee produclivity in PAN,

Also the extent to which the pr'esent troining strategies in PAN could
facilitate and sustain Nigerionisation policy will be looked into. Examination
and appraisal will be mode into the training and development methods in
FAN with ¢ view to identifying }apses ond recommending wuys of improvement.
As g note of reference emphasis will be placed on the notion of potential

as a method of sioff development and career poth in RAN ond other develop-
ment and manogement options with a view to improving the company's
productivity and finally the contributions of ITF in legalising training and

development courses with PAN Training Deportment.

SCOPE OF STUDY

This research will cover Industrial Training and Development in PAN fak:';19

the years 1978 - 1990 for study. The poper will however limit itself to the
impact of training ond development on employee productivity., All the same,
brief incursions will be made into the roles of Industriol Troining Fund in
legalising PAN's training courses, workshops and conferences. While the

paper considers Industrial Training and Development in general, it will .
however have to make use of PAN Training octivities for meoningful onalysis

in the later part of the essoy.

HYPHOTHESIS.
The major hypothesis on which this essay is bosed is that training can
solve o variely of manpower problems which militate against optimum

productivity,



© -

The solution requires workers to add to their apperceptive backgrounds
specific identifioble items of knowledge, skill and attitudes that will make
the worker perform better on the job. It is being hypothesised that:-
(1)  Training has improved the quality of Peugeot product® and roise morale
{2) Training has helped the worker use correctly new tools, machines
processes, methods or modificotion thereof.
(3) Training has developed replacements, prepare staff for advancement
improve manpower deployment, and ensure continuity of leadership.

(4) Truining can increase productivity, ensure the survival and growth of PAN.

1.5 METHODOLOGY OF THE RESEARCH
Dota of the research are both primary and secondary. Primary dota are
collected from the officials of PAN. These primary data are analysed
through the use of bar charts amidst other statistical methods, while
secondary data are analysed by using ratio and tabulations,
LOCATION OF STUDY
The study wos carried out ot Peugeot Automobile Nigeria Ltd. (PAN) in

Kodune, Koduna Stote. .,

This researcher has chosen PAN as a case study

(1) Becouse the PAN Training Centre has received an ex-grotia award
in 1964 from ITF as a Centre of Excellence owing to the quality
and sophistication of its training programmes.

(2) Becouse of ils proximity to the researcher

[3)  Because of the peculiar technology of the assembly lines. The
outomobile technology is undergoing ropid technological changes.,
It would therefore be an interesting study to know the impact of
troining and development on employee productivity.

The researcher has obtuined approval from the management to carry out

the research in the company. The Assistant General Manager, (Training

and Development) provided necessary information on stoff as regards

training modules, career development and stoff population.

[T ———




Further information on the company was sought in house Journals, magazines,
pomphlets, brochures and interviews with Managers and staff directly
concerned with training, and direct production octivities.

SAMPLE SIZE .

A somple size of two hundred was selected. According to Ranyon and

Haber (1982), Nachmias and Nachmias (1981), Backstarm and Cesar (1961},

a sample size of obout 5% of a population over one hundered is good enough
for moking reference of the entire population. PAN has one thousord, five
hundred employees, the researcher decided that a seample size of two hundred
which is about 14% would be good enough for the purpose of this research
considering that it is not always possible to have a hundred percent response.
SAMPLING PROCEDURE

Since the company has the entire list of the workers and their PAN numbers,
the researcher decided to do a random sample to arrive ot the one hundred
and fifty sample size 10.08 using @ roendom number toble.

The researcher therefore picked two hundred names of the employees,
QUESTIONNAIRE PROCEDURE

The main instrument of the research is the questionnaire. Questions were
prepored beoring in mind the level of education of the majority of the workers.
They were then drawn to be as simple aos possible. A total of forty six
questions were drawn and related to PAN, training development and productivil,
Respondents were required to indicate their feelings on a particular job facet.
The questions were first submitted to management for approval and after so c
veltings and modificotions, the modified ond opproved ones were finally
administered. Two hundred questionnaires were odministered. Ninety two
questions were received from the junior staff ond fifty eight were got from
the senjor staff. Thus analysis is based on a total of one hundred and fifty

respondents representing 10,.0% of the work force.




DATA COLLECTION

The monogement kindly allowed me to administer the questionnaires with one
Personnel Officer in attendance.

Questionnaires were distributed & the sample selected by the researcher. This
procedure eliminated the possibility that respondents would attempt the answer
the questions the way management would want.

INTERVIEW

Structured and Unstructured interviews were also adopted to help give more
qualitative information that was not obtained from the questionnaires.

Some Manogement Stoff were also interviewed,

ANALYSIS OF DATA

Answers from respondents were coded by the researcher and were fed into
the computer. Frequencies of response and percentages were obtained.
Results were presented in tobular form and textual discussion of major table
was done. Decisions were token through a comparative anolysis of percentage
scores under the cells saotisfied and dissatisfied, YES/NO in order to determine
whether the staff of PAN are satisfied or dissatisfied.

This has decribed the methodology adopted in this research.

RELEVANCE OF THE RESEARCH

This research is relevant to other reserchers in that it intends to be an
investigotive oddendum to the foregoing studies as it will increaose the frontier

of knowledge already existing on the subject matter.

The relevance of this study also lies in the timing ot this period when the
country is undergoing crucial economic restructuring, privatisation and commercia-
lisation, the crux of which diversify and expond our productive base. This
invariably calls for prudent and effective human resources monogement in the

face of slump and lack of technical know-how plaqueing the industries.
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CHAPTER 2
REVIEW OF LITERATURE
MANAGING TRAINING STRATEGIES AND POLICY

Training is in the heart of any country's industrial vis-a-viz
development system by w’rt-ue of its obility at developing the knowledge,
skills, productivity and moral values required in an industrial setting.
The purpose is to provide the conditions essential for workers and
management staff to develop an understanding of the traditions and
ideas influencing industrialisation and modernisation. It involves study
of industrial cultures and of the laws of nature as well as the acquisi-
tion of other skills which are bosic to industrial output, personal deve-

lopment, creativity end communication.

According to Rod Stone "Management of training activity can be

distinguished by three levels of operation, policy, strategy and tactic s”

Policy may be defined as a system of oims and principles which regu-

lete working relationships., Richard B. Johnson, in his paper,
brganisotion and Management of Training, postulotes that "the
organisation and management of the training function stem from jts
implementation policy™. He goes further to ossert thot the training
poficy "is the basic statement giving the function its license and
character, It defines its scope and the responsibility. It has its

root in the basic policy of overall organisation. It shows clearly just
how training is expected to contribute to the achievement of the goals
of the organisation®, The writing of this basic policy is ane of the first

steps to be token when setting up a training function . In general

terms this basic training policy should identify.

- The reasons for establishing the functions

-9-—




- The title of the person under whose general jurisdiction the

the function will be carried out

~ The title of the person to whom specific responsibility hos been

delegated
- The broad areas of activity with which the function will be concerned

- Other basic aspects which answer the question: How will training

contribute to the goals of the organisation?

Prof. Johnson goes on to assert that "os training octivities expand,
specilized policies moy be needed. FEoch will hove ils root in the parent
compony. They become additions to the training and development policy
manuaf*. Eoch of course wiil have been approved by top management for

harmony with the overall goals of the organisation.

The subject matter of this essay centres more on the impact and
developmental functions, that training should perform in quality
production. The need [or ¢ training policy in PAN therefore becomes
very necessary in implementing policy. Goodenough PAN has a training
policy. The policy identifies what is to be done, how, by whom and in
what manner. 1t should be revised from time to time os conditions and
experience moke this desirable, for all policies are but aids to monogement.
However, | think that PAN training policy is carefully constructed and

its life quite stable.
2.2 PAN TRAINING POLICY STATEMENT
INTRODUCTION:

"Peugeot Automobile Nigeria Ltd is commitled to train and develop
its staff to meet company objectives und provide opportunities for
personal development. The company undertokes to provide appropriote

troining ond development for all its stoff at all levels so as tor

_ - 10 -



{a) Enable staff to respond to the needs of the business and its

customers.
g

[(b) Achieve high perfoermonce standords from stoeff
(c) Encouroge staff to achieve their potential

(d]l Cope with changing aeutomobile technology and environmentol

influences.
(e) Develop a skilled ond flexiblé work force
(f) Ensure retention of high quolity PAN staff

[g) Assist the c unlry to develop through conforming to government
policies through its ogents like the Federal Ministry of lndustries,
Industrial Training Fund, Centre for Management Development,

Universities etc.

1. ALLOCATION OF TRAINING RESPONSIBILITIES:

The General Manager Personnel/Administration has overall respon-
sibifity for training:

The Assistont Cenerol Monoger, Troining ond Development is respon-
sible for the management of the training functions. Line Managers will
have to cooperate with the training department in managing on the job

training within their deportments in the company.

The primary responsibility for treining and developing individual
employees lies with the training department in conjunction with immediate
fine superintendents or supervisory staff. This responsibility covers the
identification for training, outhorising troining to meet the need, sup-
porting the training und assessing the effects of troining. The needs
may relate to current job requirements or look to the future potential of

the employee,

T



The training management is responsible for mancging the Training
Centre, providing odvisory and support services to department heads,
coordinating and monitoring training octivities, and conducting training
in specific areas to meet the compuny objectives in Human resources

maonogement.
TRAINING BUDGET:

An Annual Troining Budget will be available within the company
plus any supplementory poyments ovailable from government eg. Reimbur-
sement claims from the Industrial Training Fund. The troining costs will

be charged to the troining department.
TRAINING STRATEGIES:

The training management is responsible for advising and agreeing
upon the training strategies to be odopted within the company. On-the-job
training is the Key to improving stoff performance. this will be sup;;orted
by off-the-job training where necessory. The bock of the treining needs
will be met from o combination of the two methods. In some cases

external coursed may be used for particular individuals or circumstonces,

The duration of any training shall be determined by time to reach
the required level of performaonce. The line maenager will be responsible
for releosing stoff for training, briefing them on the troining, de-briefing
them ofter training, ensuring opportunities to proctise and ossessing

competence.
MULT! SKILLING:

The company is oware thot to meet the needs of the future a flexible
work force is essential. Therefore a multi-skifling approach for all jobs
within the organisation will be odopted to foster that flexibility. There

will be @ system of job description in order to identify the knowledge ond




skills necessary for employees to carry out their duties efficiently and

effectively.

BOND:

Employees receiving support for their development through overseas
training will be obliged to sign a bond before its commencement, stoting
that ofter they complete their studies/training, they will work for the
company for belween 3 to 5 years depending on the durction of the -

course.
TRAINING PLANS:

Training plans will be prepored by the troining department ofler each

department has identified its needs, reviewed ond updoted annuafly.

ASSESSMENT:

|

Validation and Evoluotion of troining effectiveness will be undertoken
by the training Centre Management, Instructors and Line Managers on
completion of each training programme and results reported back to the

Head of Training and Development.
DEVELOPMENT SCHEME:

The company is committed to training and developing PAN Staff to .
futfil demonding ond imporlont roles within the compony. An induction

-scheme for new employees will heip this process.,
CAREER DEVELOPMENT:

Staff development is to be encouraged omong oll stoff lo ochieve
their full potentiofl. All employees are actively encouraged to discuss

their career aspirations with their Line Managers.

To support personal development the company will consider helping

employees to gain qualification through further and Higher Education.



2.3

Other self development opportunities will be provided through the
availaebility within the company of open learning materials. Anys support
for employees shall be ogreed by their Line Monoegers and the training
monagement. Formal  staff oppraisal will be carried out by the Line
Monogers to review performance and determine the training and develop-
ment needs of stoff.Line Managers shall have as on-going objective the

P . - » L
lroining of at least one immediote subordinote os a successor

TRAINING STRATEGY

"Sirategy is a process of directing activities -towards ochieving aims
set out in the policy" Red Stone, looks ot the troining strotegies
in the context of systematic training and states that "systemic troining
involves a four step cycle®. [In more detail, this could be described as

involving the following steps.

1. Establish the orgenisction's troining policy

2, Determine whether training and development can provide the best
solution to a problem within the orgonisation.

3. Determine the priority to be given to that particular problem

4.  ldentify the training need

5. Define the traoining/development objectives

6. Select the oppropriate training strategy

7.  Pian the troining/development activity

8. Adopt the tactics necessary 1o implement the progromme

9. Assess the effectiveness of the progromme.

PAN odopts o systemotic troining, o training strategy which involves
deliberate and careful planning of a related series of cvents and activities
which ore chosen to enaoble effective learning to take pflace. Training

strotegies include a wide range of activities from formal courses to
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carefully selected ossignment. They moy include octivities which are
normally thought of a coming onto the categories of training and

development,

Industriol troining manggement is much broader in scope then
monaging o series of courses or managing an off-the job Training Centre.
It involves monaging the learning octivities of workers ond groups within
the orgonisotion. Whotever form those learning ociivities may toke, they
should be of interest ond concern to the troining monoger, ond they need

to be monaged if the troining is to Le fully effective.

Much learning tokes place on the job aos a result of experiences
the learner has. These experiences are not planned in the way that the
octivities on a formal courses are plonned. Don Mocdonold, stotes that
"traoining sirotegies produce voluoble learning, especially if they hove
been plonned os port of the strategy for the individual learner's develop-
ment®. It is this "wide scope of training strategies which distinguishes
them from troining methods”, Don Macdonald. "Training methods could
be described os tactics". Stone. Example, o porticulor learner's programme

might include

~ 6 months secondment to o department in another part of the

organisation.

- A formal course losting two weeks
- A 3 month project in his/her own geportment

- 6 months as assistant to ¢ Senior Manager

Macdonald, looks at the secondment, the formal course, the project
and the work allocated as strotegies in the overall training end develop-
ment programme, while the toctics would be the detoiled activities
included in these strotegies, the lectures, cose studies, discussions,

exercises which form port of the formal course.

I ——




WHAT STRATEGIES ARE AVAILABLE TO THE TRAINING MANAGEMENT

Stone soys"there are many®. Any of the fo!fdw:‘ng or combirfbtions
of them could be an apprapriate strategy to adopt in a given set of

circumstances.

RERE

(o} Planned Work Experience

(b} Education

{c} Self Development

{d) Experientiol Learning

{e) Off-the-job Internal Learning

{fl Off-the-job Externol Learning

{q) On-the-job Troining

(h) Group Learning

(i} Open Learning

'{j) Distance Learning

(k} Development

(1 O}"gan:'sotion Déveiop;ﬁent

(m] Technology based Training

Moking an opproprigte selection of a strategy in Industrial
Training may therefore, be quite difficult.  Nevertheless, it can be
critical to the success of the training.

The first step is for the training management to be aware bf the
strategi;zs listed. Assuming that this requirement is met, Stone,

recommends four major criteria for deciding on the appropriate strategy

to use in a particular situation and this shall be of immense and profes-
sional benefit to PAN Traoining Centre.
- Before selecting an oppropriate strategy, we should first

define the troining/ development objectives, the strategy,



the loctics ond the design of the programme as a whole should
be governed by what the objectives tell us the learners have

”w
to legrn,

- AN enormous omount of waste occurs because of the training
which does not produce the desired change of behaviour on
the job. This hoppens because what has been learnt during

traininc is not applied in the learner's work.

-
- The training wos too theoretical and the learner has not

understood the relevence to his other work.

~ Pressures of work on return to the job did not give time for
new methods to be tried. In general, therefore o strategy is
less likely to sucecced in producing learning transfer if it
involves training away [rom the work environment and if it is
closely related to training needs which are clearly understood

by the worker ond his team.

Mocdonald, concludes that "the timing, duration, content and
methods of troining - end therefore the training strotegies employed
ore affected by the resources avoiloble” Resources availoble include, the
training expertise, the external focilities, the nature of external training =
the accommodation, equipment and resources for learning, capital and
bud jet, finoncial assistance availoble from other sources eg. reimbursement
cloims from the Industrial Treining Fund, and how much time can be
devoted to troining.

One can deduct that if the steps listed above (under "Managing
Troining Strotegies, Policy end Systematic Training") are followed, the
results are likely to be much better than they would be by attempting

to monage training by trial ond error or occording to personal preference.



2.4 TRAINING ALONE WILL NOT PRODUCE BEHAVIOUR CHANGE

. William C. Byhom, questions "Can Supervisory and Munagement
Training change the fundomental woy of behaving in areas such as
judgement, leadership, sensitivity, initiotive, ond business crectivity"

He argues that "while we would like to think they can, there is little
evidence to back up the hope.l Byham, states that "there are very

few research studies thot ocliually show behovioural chonge resulling
from training or development. In the 1971 "Annual Review of Psychology”

ull the published training progrommes up to that time were reserved.

Few documented behoviourol chonges were found®.

Since that review, lraining programmes have tended to become
more behovioural os programmes using job enrichment and behaviour
modification have been introduced, but still there are very few ovoi-
lable documented cases of behavioural change particularly at the super-

visory or managerial levels.

Particularly strong evidence against the notion thot basic
beheovioural patterns in supervisors ond monogers con be chonged comes
from the "Management Progress Study" conducted by AT & T (American
Telephone and Telegraph Co.}. They put 124 new college entronts
through an essessment centre where they joined the company, ond
after eight years reassessed them, No feedback on the assessment
results was given to the individuals or to company manaogement, No
differences between the two ossessmenis on most aossessment center
dimensions were found. This was inspite of the telephone company's
organized progromme of development through a variety of work assign-

ments, special projects.



Surprisingly assessed interpersonal skills of the executives
decreosed over the eight yeors, The outhors speculote that this
“;'oss may result more from a lessening of concern for group harmony
s one goes through early edult yeors thon the octual loss of ability.
These findings are certainly contrary to what most maonagers would
expect to be hoppening to the management lroineces during theair forma-

tive years, oand they do not promote the hope thot people carr chonge

their behaviour.

The "Monagement Progress Study® findings do not meon thot people

cannot change. What the study actually shows i§ that individuals,

left to their own devices ond exposed only to generolized troining ond
development procedures, do not change. The very charocteristics that
make the Management Progress study such on excellent research study
mitigate against behavioural change toking place. One must remember
that the participants in the study were given no feedback whatsocever
gs to their performaence fn the fair assessment centre, therefore self

development action were precluded.

Whot the negotive resufts from the study, [or lock of positive
results from other studies] show is that we have being going obout

training in the wrong waey. Byhom presents some reosons why conven-

tional troining systems and programmes have not worked. He says

1.  Proctice does not moke perfect rother proctice with critique mokes
perfect. Without feedback refolive to the success or qualfity or
performance, a worker cannot improve. This occording to him,
exploins why o supervisor can conduct 200 performance reviews
and still do it poorly. The supervisor starts out doing o poor job
ond keeps on repeating the mistakes because no one tefls him or
her ldiffer‘entfy. | A * T
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Tenure does not moke o good supervisor. It seams clear from
the "Management Progress Study" results thot people in general
don't change their basic skills by just being in work situation.
In the study, the assessed manogement skills were largely un-

changed over the eight yeors.

‘Experience is a poor teocher, clthough widely ossured to the
contrary, Byhom finds no evidence that experience olone ot plonning
or communicating due to experience, but no evidence shows improve-
ment in quelity. In some situotion, Byhom affirms that experience
moy even couse @ decrease in skill, os evidenced by the lessening
of ossessed interperscnal skill reported in the "Management Progress
Study™ research and from studies of the interviewing skills of life

insurance managers.

Learning by mistcke is a waste of time - Byham states that his
exomination of how o supervisor or mancger leaves new superviséry
or managerial behaviour reveals that they do so by a very ineffi-
cient process. Learning from mistakes implies two happenings

i) Stumbling on the right (or ot least o better) method of behaviour
and i) Knowing thot behaviour is betler once tried. Both events
are unlikely occording to Byham. Managers very quickly get into
hobits of dealing with people, problems, challenges ond the
possibility of a monoger recognising o better mcthod when it occurs
is even more unlikely. They develop g system and prelty much
follow it inspite of differences in situations or people involved.
Byham states thot there is no reason to believe that humans will
intuitively recognise the right way when it is shown "particulorly
when subtle, interpersonal relationships are involved”. Mony times
maenagers will pick the poor way if it seemsto work. A supervisor behow

poorly in haendling a problem but accidently gets positive reinforce-

ment by a success experience. The behaviour seems to work.




Poor habits or skills are thus encouraged.

Trial-and-Error Training is Inefficient: Byham says that the
success of many highly organised and controlied training programmes
has clearly shown the inefficiency of traditional trial end error, sink

or swim treoining techniques.

‘One way to differentiate between amonogement deve!opment/manm
gement training progromme is to say that development programmes
consist of all on-the-job activities and training programmes of off-the-
job octivities. Industrigl training progrommes usually consist of in-house
classes, study materials or programmes conducted oway from work.
Development progrommes usually include all forms of on-the-job octivity
which increose skills ond knowledge, such aos being given a challenging
assignment, participating on @ task force or receiving a change in

responsibility.

Manogement development activities are important in two areas
1. as a follow-up of skills learned in training

2. os o source of traoining itself.

However, Byhom hos enumerated some reosons why many of our
conventionel treining ond development octivilies gre ineffective in bringing
about behavioural change in certain d mensions such as leadership,

delegation, initiative, planning, judgement.

Byham aiso takes a positive stance and suggests some ways that
meaningful behaviour change cun be brought about, known as "Byham's

Lows of Behoviourol Change".

1. Adequate Diagnosis of Troining and Development Needs is Vitol,
One con be the best troiner in the world, but without insight into
the needs of the people being trained, it is difficult to echieve
effecfive training. The result of poor diagnosis is that programmes
very often train the wrong people about the wrong things at the

[ R A




¥ Identificotion of the specific personal skills or dimensions needed in

a job.

2. ldentificotion of the specific strengths and weaknesses of trainees

reflative to the identified critical dimensions.

3. Identification of the specific problem situotion or tosks most commonly

confronted eg. obsenteeism, induction of new employees

Byhaom found out that many maenogers have difficulty identifying
specific strengths ond weoknesses of subordinotes. The .monuge::s con't
orticulate how they want the subordinate to change. Terms like poor
attitude and not working hard enough are used, . Byham, therefore
suggeslts that manaegers need lo be taught how to diagnose belter on the
job and need outside belp such vs thot provided by the ecssessment
centre method. The diognostic information provided from an assessment
centre coupled with improved performance informotion, i.e. a vital step

in the flair to behaviour change, concludes, Byham.
ANALYSIS OF INDUSTRIAL TRAINING LEGISLATIONS

The 1871 Industrial Training Fund Decree NP 47 [aos amended up
to dote) come four years before the cuommencement of octugl production
in PAN ond seven years before the beginning of industrial treoining in
the company. The ITF decree has its major content, "to promote and to °
encourvge the acquisition of skills in industry and commerce with a view
to generoting a pool of indigenous troined manpower sufficient to meet
the needs of the economy”. To finonce the scheme, the Decree provides
for contributions on the part of employers, and for subventions on the
part of the Federal Government., The Fund will bear part of the cost
incurred by employers in training their employees by providing them

gronts for courses undertcken, Employers are made to note that grant

payments are only a part of the return they can receive from the fund,



other returns include the general availability of trained and mobile
manpower throughout the economy, the prompt attention and gquidance
of the training advisers of Fugd, and the access to the wealth of

information and expertise which the fund will build over the years.

It is very important to note that for en-the-job troining, prior cpproval
of the training pregrammes by the fund is also a basic requirement for
consideration of claims for grant. PAN complies with the above conditions
thereby leqalising ils training programmes s can be seen on the chart

"I TF contributions and Reimbursement"

Ihe estoblishment of JTF opened onother phose in the history of
Industrial treining in Nigerio. The decree clso roised the stendard of
Industriel training up to certain desirable level of treining end preduc-
tivity. The provision of monitoring team gave a good impetus on the
programme. The 1971 decree is very important os it tried to put the
evaluation and registration of industries for the purpose of training under

ITF. The decree mode traoining for industries compulsory,

The decree also gove the Nigerion Industriol System the strong
tcke-of needed for the manpower development and productivity in the
econcmy. The vorious odvisory ond consultoncy services on treining
matters, such os helping components on the identificotion of training

focilities all contribute in the troining of vieble indigenous manpower.

For exomple, in 1980 ITF mode an opproval of 13900 courses/

manpower for the troining of 97,703 employees

- The implementation of fourteen (14) Direct Training Courses
orgonised 84 times.
- Advisory aend consultancy visit to 2,909 companies noationwide

- Payment of 49,698,156,00 as supervisory ond students allowonces

under the Students Work Experience Scheme (SIWES)

- 24 -



The implementation of Sixty-Six (68} in plont Training Programmes for

variocus companies.

The payment &f H‘u’,' 254,506.00 to contributing employers as
Reimbursement of training expenses. Employers are required to submit
their lraining progrommes to the ITF for approval prier to imglementa-
tion. In this regards. In 1990 for example a total of (13900} requests
met the Fund's conditions for epproval and were accordingly approved for
the troining of (387,703} employees all over the country, These figures

exceeded those of 1589 by 2781, and 1209 respectively.

The above provides an insight of the contribution of the |TF to

training and Development in commerce and Industry.

from the above review, one can see that the tweo schools recommended
certgin reforms together. These range from a call that managers must be
provided with basic troining techniques on how to develop subordfnqtes, th
invelvement of higher management in allocating sufficient resources 1o
meet the needs of troining and development, the consideration of the
workers nceds in terms of edvancement, motivation ond participation in
matters offecting his welfare in the company. There is olso o call that
development plans must be committed in writing because employee develop-
ment plans are as important os profit plans, and like profit plans, should
be committed in writing for an effective follow-up.” Change is difficult and
only resufts from o massive, pinpointed, coordinaled effort. Qne or two
specific troining gools must be defined and ali troining ond development

resources must be gimed ot those goals,

. The function of training and development therefore is to ensure
thot each employee makes g required contribution fo the achievement of
the gools of the company. The required contribution is represented by

higher productivity end quality stondord >f performance for his/her job.

0

- 25 =



One key to the survival and growth of PAN is the efficiency of
the workforce, Therefore, a major effort in successful organisation
is directid at optimum use of manpower. To drive this into higher
productivity is what training and development stand for.

It is apparent that, now more than ever before employee produc-
tivity is being given the attention that is required to optimise the
motivation of skilled labour in the pursuit of economic development
in the country.

It may not be possible to seperote the economic from the politicol
event in the reolms of onolysis. But for all proctical purposes, it
is time to soy that the notion's economic self-reliance in circumscribed
as its political self-determinction is truncoled by its dependerice on
foreign capital and expertise,

Although Nigerian become independent of British domination in
1960, its post colonial economy combined to be dominated by Multi-
National Corporation (MNC's]) and even in terms of monpower, the
involvement of foreigners in managerial, professional, technical and
other skilled categories continued to be very significant, Between
1962 and 1970 for instonce, the cummulative foreign privete invesiment
in Nigeria increosed from 56.0% to 74.9% in the productive sector of the
economy., The mognitude of the economy's domination is shown by the
marked involvement of foreign concern in the lrading business services
of the Nigerian economy.

In terms of skilled manpower, not only did Nigeria continue to
rely a lot on foreigners, it also paid heavily for this dependence.
Indeed, there were more foreigners employed in the manufacturing
industries than there were Nigerians, and the lotter received fess

woges ond salaries than the foremen.



Nigerias' training and manpower problems were further compounded by shortages
in critical aregs of the country. The 1962-68 six year plan highlighted the
following aspect of manpower shortage:
(1) » Inadequacy of executive capacity
(2) People with particular skills end necessary experience were lacking.
(3) Too few engineers, architects and quontity surveyors coused lags
in the preparation of projects.
{4) The use of of foreign plenners in the obsence of skilled Nigerians
created special problems and
(5) lhe colonial governments bureoucracy inherited ot independence was
oriented more to the aodministration of men than the monogement of

complex projects (Dean 1972, 123-4),

It is important to note that part of the reosons for Nigerians manpower shortoge
was the low level of education and training in the Nigeria economy. This is
typified by the low envolment in schools at independence. In 1960, there were
only 2.9 million pupils in primory schools, 27,400 students in teocher troining ‘
institutions, 134,000 in secondary schools and 1399 in the anly two Universities
in the country (Koshim, 1886:4). For o country with an estimated population
growth rate of 5.6% in the yecrs befween 1953-1963 (Teriba and Kayode, 1977:14),
this low enrolment figures was certain to engender a dearth of skilled manpower
in the future.

In the foce of this gross shortages of troining end monpower development,
Nigerias' post-colonial development pursuit become severely constrained during
the first decade of independence. It was therefore necessary to execute effective
measures to redress the problem ond forestall it from having a snow-ball effect
in subsequent decades. The Ashby Committee ond severol others were instituted

between 1960 and 1970 with a view to uplifting the educational end manpower

position in Nigerio {Akerele ond Effiong 18906:12).
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However, it was not until 1864 that Manpower Troining ond Development - MTD
was lgunched into the moin sﬂ‘-e::m} of the Nigerian economic development process,
In 1964, the National Manpower Board (NMB] was established to ctiend to
the low quality of management, the need for effective coordination of preductivity
and human resources development ond the need to ensure that training is |

relevant to the need of the economy. |

And foﬂa.wfng the observation by tlh: fntérnarfonaf Lobour Organisation (I1LO}
that management development and training programmes in Nigeria were inadequote
the Nigerian C uncil for Monagement Development was estoblished to coordinote
and promote management training, consultoncy and research in Nigeria.

This was the genésis of the Centre. for Monagement Development {CMD), the
operagtionc! arm of the council, estoblished in 1973 {Akereré and Effiong,

18981: 14}, The Administrative Staff Cc;ffege of Nigeria {ASCON) which was also
estoblished in 1873, resulted from e research conducted by the University of
tfe on the "Training Needs of the Federal Civil Service® in 1967,

However, the impact of these institutions on Hurﬁan Resources Development
wos only to l;e felt from the late 1970's. Manpower shortoge remained critical
throughout the first decode of independence and even in the early 70's.
Manpower needs for post colonial development were compounded by the past-
civil war rehobilitation ond reconstruction requirements.

In the second development plon (1970~74], Nigerio manpower needs were
estimoted thus:

(@) Senior cotegory 50000 - Senior monegerial 60%
Approximoately, Engineering, Sciéntific ond Miscelianeous
Professiona! fields 40%

(b) = Intermediate category 150,000

{c) Skilled cotegory 300,000



These estimates clearly put the attainment of the objectives of the second
development plon in dire stroights. The development und foir distribution of
industries in all perts of the country, the expansion and diversificotion of the
industrial sector, the import substitution and export oriented industrialisation
(Teriba and Kayode, 1977:28) could not be attained in the face of the dearth in
manpower, especially in the engineering, scientific and professional cadres as
well os, in the intermediote and skilled categories.

Something hod to be done. It was, therefore pertinent for Nigeria's
progress and development to articulate into the specific objectives of the second
Development Plan, the resclve "to initiote schemes designed to promote indigenous
manpower development in the industriol sector" (Teribo ond Kayode, 1977:29).
Hence in pursuance of this development objectives, the Industrial Training

Fund was established in 1971.

9 L DEFINITION OF CONCEPT
In the context of the essay and for purpose of easy comparison Peugeot
Automobile Nigéria Limited shall be employed wherever PAN is referred to.
Training: shall be defined as "o ploanned process te modify attitude knowledge
or skill behaviour through learning experience to achieve effective performance
in an octivity or range of activities. Its purpose in the work situation is to
develop the cobilities of the individue! ond to sotisfy the current ond future
monpower needs of the orgonisation”.
Development: encompasses "the growth of realisation of @ persons' ability,
through conscious or unconscious iearning. Development programmes usually
include elements of plonned study of experience, and are frequently supported
by @ cooching or counselling facility",
Development is concerned with longer term improvements:, it tends, however
to be more closely reloted to work even though it may be concerned with a

wide ronge of obilities rother thon just those which opply to one particular job.
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Development progremme may involve such activities os:
- Job rotation
- Altochments or secondmenls to other sections
departments or organisations
- Proctical work projects
- Study visits |
- Coaching
- Counselling
- Career plonning and development.

However, since the essoy examines on the training ospects, development shall
be used synonimously with training mainly.

Human Resource Development involves "a series of organised activities conducted
within a specific time and designed to produce behavioural change”.

It includes improving performance on the present job (training): preparing
individuals for future but identifioble occupations within the organisation [education)
ond helping individuols to grow to meet future but os yet unspecified direction;
or orgenisational growth [(development).

However, training, education or development in the context of this essay are
not necessarily mutuwally exclusive. They are interdependent because they seek
to ochieve different but inter-related objectives.

Productivity - means output per worker, or per workér-hour, but olso con be
used to refer to the output - per-unit of the other inpuls: copital, ond land,
Employee productivity determines how high the avercge standard of living con
be. OQur productivity as a nation determines the totol volue of our output. And

that is whot determines the total value of our income.



3.1

CHAPTER 3
PAN, AN OVERVIEW, BRIEF HISTORY, AND WHAT IT DOES.

HIS IOR!CAiL PERSPECTIVE:

The initiative to establish a vehicle assembly plant in Nigeria was taken

by the then Federal Military Government in the early part of 1960. The
idea was however concretised on 6th October, 1969 when the Federaol
Military Government invited 16 reputoble vehicle monufocturers in the
world to submit proposals for the establishment of vehicle assembly

plants in the country.

Twelve yeors before the init ative was taken, in 1957 to be precise,
Peugeot cars made their first entry into Nigeria when obout 100 units

of the Peugeot "203" models were imported into the country by individuals
These cars soon became very populer due to their legendary reliobility
ond suiteblity to Nigerion rood conditions. These were followed by rugged
*403%, many of which can be seen on the road.

The demond for Peugeot cars in Nigeria rose sharply again in the 1960's
with the further introduction into the country of the Peugeot *404" model.
With the high demand for Peugeot products, which was a mark of accepta-
bility, it was therefore no surprise when on 7th May, 1971, Automobile
Peugeot, France, proposal was selected oul of those tendered by 16 various
vehicles monufacturers.

December 15, 1972, marked a watershed in the life of Peugeot Automobile
Nigeria Limited. It wos on this day that Peugeot Automobile Nigeria (PAN)
was incorporated as o limited liobility company with on authorised share
capitol of N3,000,000 noire. 27 months only after incorporation, the
assembly plant was commissioned by the then Head of State, General
Yokubu Gowon, on l4th March, 1975, though PAN commenced full eperotion:

on 2nd Maorch, 1975,
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PAN Sharehorders:

T he shareholders of the company @re gs follows:~

—

Nominal

S

Paid-Up Value

NAME OF SHAREHOLDERS
Value N
- P e e— e —— H —
Federal Ministry of
" Finonce Incorporated
("MOFI") 5,250.000 5, 250.000
I Nigerian Industrial
pevelopment Bonk .
i Limited ("NIDB") 375,000 750,000 750,000
;. | Kotsina State Develop-
1 ment Company Limited 397.500 795,000 795,000
i 4. | Koduna Industriol &
; Finance Company Ltd. 352.500 705,000 705,000
5.1 SCOA Nigeria PLC
("SCOA") 375,000 750,000 750,000
6.| UTC Nigeria pLC ("UTC") 375,000 750,000 750,000
Autorobiles Peugeot
40 3,000,000 6,000.000 6,000.000

France

e ————

32 SET OBJECTIVES:

pPAN at inception hod as its objectives the following agmongst others 1o:

(1] Chart a course for Nigeria's industrialisation in the area of

ossembling and manufacturing of Peugeot vehicles.

(2) Engage in the local ossembly or production of cars suitable to

Nigeria's physical environment and climate condition.

(3) Articulote O definite ond viable policy on locol contents development

and reduce over-dependence on imports in guto-industry and

thereby help conserve foreign exhange for the country-.

I



(4} Produce and distribute vehicle spare parts and accessories ta
supplement the products of the plant.

{5} Serve as an evenue for transfer of technology by providing on-the-
iob troining to Nigerion workers, (fig 1) technicions ond menogers who
will eventually develop technologies usoble in mony cspects of
the economic life of the country.

(6] Create employment opportunities for Nigerians by developing an
industriol network of suppliers who would coniribute to the
establishment of basic technologies in the field of machining, stemping,
monufecturing of plastic parts.

How for have these objectives been reolised ? To answer this question requires
first of all, an insight into the type of monagement structure drawn to

achieve the objectives,

MANAGEMENT STRUCTURE

The organisation structure of PAN (fig 2) is well structured to enhance
efficient and effective operations. At the opex of the pyraomidal chort is o '
Boord of Directors, heoded by o Chairman. The board js chorged with

the responsibility of formulating policy quidelines for implementation by the
general manogement team.

The general manogement team which overseos the daoy to doy activities of the
company is heoded by the Managing Director, assisted by the Deputy Managing
Director, @ Nigerian; there are four General Manogers who run the affairs

of the company's four mojor divisions which are, Industriol Division,
Commerciol Division, Fingnce, ond Personnel/Administrotion Division, Directly,
altoched to the office of the Mancging Director are the office of the Company
Secretary/Legal Adviser ond four other functional departments.

(1] Internal Audit (2] Corporote Plonning, (3] Dota Processing

(4) and Public Relations.




PAN organisation chart is not rigid, It is dynomic, and hos responded to
new circumstances and new economic conditions. The major movement of
staoff in November, 1990 particularly at Senior levels was to allow for
renewed motivations and new ideas,
The Head Office of Peugeot Automobile Nigeria Limited is in Kaduna and is
orgonised os follows:~-
- A General Management will overall responsibility for the company's
octivities in Nigeria.
= The financial management with overoll responsibility for accounting.
- And o Commerciol manaegement that includes:
* The Marketing and development, responsible for. PAN Ltd sales policy.
* The planning department in chorge of order and delivery scheduling.
The delivery centre which tokes delivery of new cars ossembled

by the plont, and tests ond dispotches them.

* The Aftersales department which provides assistance to our distributor’s

garages in the form of edvice and training.
* And the Spore ports department, which ossists our distributors with

spare parts orders and now hes ils own spere parts warehouse.

The Keduna workshops include essentiolly:

- A body welding shop with 8 lines for cars, including anti-rust protection
areas.

- A huge modern pointshop where the cars receive 6 couts of onti-rust
protection and paint, the copacity of which has been expanded to over
250 caors per/day.

- Assembly lines for engines, gear boxes, front suspension, rear oxles,
ond mechonical components to the chossis line.

“ Twa complete assembly lines with integrated air conditioning equipments

where the car bodies cre mounted on the above (roins.
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The components are supplied by Peugeot Automobile {CKD parts) ond by
Nigerian suppliers (local content].
PAN has made a tremendous investment of over 2 billion naira in order to

cope with the extra ordinary success of Peugeot cars in Nigeria. ¢

3.3 " ACHIEVEMENTS:
Since its estoblishment, PAN bas constantly intensified efforts towords
reolising its objectives, In its first 10 months of operotion (Morch to
December, 1975), PAN recorded o production figure of 2,600 caors. Its
annual production figures incressed steodily reoching on oll-time record
of 59,000 cors produced in 1981. (Toble 1) Production Global)
However there wos o groduel decline in the ennual car production figures
occasioned essentielly by the global economic recession. Thus in 1989,
PAN produced only 5,300 cors representing 9% of capacity utilisation.
The global decline in economic octivity in the country in particulor, olso
hod a corresponding down turn in scles figures.
This problem is further compounded by some governments' economic and .
industriol policies such as the high tariff on completely knocked down
ports (CKD}, ollowing the importation of fully built-up cars particualrly
used cors ot relotively low toriff, ond the high interest rotes on loans
chorged by bonks. The result is o groduol decline in copacity utilisation
of PAN from 100% in 1981 to 10% in 1987, 16% in 1588, 9% in 1989, 12%
in 1880, ond 18% in 1992.
Though the future looks bright for PAN in the years ohead, these
challenges need to be oddressed for increcce in production and product
competitiveness through vorious meons of cost reduction relative to

overhcods ond finonciol chorges.

PAN Training Centre storted with efleven (11) Expartrotes under the manage-
ment of ORT (Organisotion for Rehebilitotion through Training) on Inter-
national Troining Consultency firm based in London. This frim has been

able to train their Nigerian counterparts that the phase of Nigerionisation has
been completed since November, 1989.

PAN Troining Centre was estoblished os o result of the management's recognition

of the parcmount need for the continucus development of knowledge skills

i i il . SUCCOSS, worker



The Training Centre recommends training policies ond ensures their implementation
it troins monpower up to the fop,maenogement level and to the srangords opproved
by the Industrial Troining Fund. It alse provides training opparu’rfltfes to all
levels of stoff when orgonisotion changes ore plonned.

The Training Centre directs the opplication of psychomelrics and Industrial
Psycheology in the Recruiiment selection ond promotion of deserving members
of staff. Job competences constantly interchange with changes in technology,
changes ir. cconomic ¢l'mote, worker ocvencement ond coreer growth. The
implications of these ropid chonges ire greater expectations from training and
development functions,

Human resource deve opmen! is therefore an esserntial tool in PAN effectiveness.
The Treoining Cernire prog:imme is boscd on modulor upprooch ond is provided
in two seperote units. |
- Industrial Training [within the company)

- Aftersoles/Distributors Network Services. The courses ore offered free of.
charge.

Trairine plons ore formulcted as o result of identification of training needs

ldentif.ed training ne. ‘s are further defined into troining objectives ond evaluation.

The current troining stoff sirength is 40 end the department hendles training
activities for the 1500 (in data anclysis) industrial stoff in PAN, plus 300 stoff C
from suppl.ers and 1500 Afte-sales distributors personnel,

All courses are duly | nproved by !ndustriol Trecining Fund (1TF). The traininc
octivities cre structured on o yecrly'monthly bosis ond further broken down into
weekly aclivities

The PAN Troining Centre runs the underlisted courses regularly.

- Supervisory Monagement
- Storekeeping, Driving

-~  Automotive end Reloted -
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- Generol Mointenaonce ond Mechonic, Pneumolics.
- Electrical Maintenence

- Body Panel:Beoting/Welding .

- Body Panel Beating and Spray Painting.

- language courses - French and English

=~ Corputer *Training

- Aftersoles/Distributor Network Engineering and Mechanical Storting

fe.g. Annual Troining Plan 4, Weekly Trei ing Plan 5],

The Instructionul motericls are prepared .nd based on instructionol

methodofogy:
~  Lecture method
- Te:k instruction
- Cose study, role plays and manogement gores
- Demonstrotions
- Group discussions - :
-~ Projects and problem solving techniques,

PAN Truinini: Centre F:s @ cordial worting relationship with the Industrial
Troining Fund. After the visit of the Governing Council of Industrial Training
Fund (ITF) in 1984, PAN Training Centre aitained the stotus of a MODEL
Troining Centre. This was becouse of the good quolity of the teoching stoff,
the troinees, good quolity of irstructionol materiols, troining oids, technical
equipment ond resource centre,

PAN Truini j Cenlre hos been gronted on Ex-grotic Award by the Industriol
Treining Fund owing to the quality ond sophisticotion of their troining syslems
(the first few Training Centres to receive such a presligious oward in the country.

Training in PAN is @ serious staff development pursuit., Notwithstonding
the limitations of the resources, the company has spent over N8,000,000.00

{in data enalysis} in treining and manpower develapment.
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PAN hos equally poid N2,300,000.00 aes Industrial Treining Contributions 1o
Industrial Training Fund while a total of 200, 300 (in data anclysis} man days
hove been expended on stoff troining with o breckdown of 135, oob men doys
on industrial training end 65,000 man doys on Aftersales Network training
(in dota analysis).

Part of PAN's troining effort is directed towords Adult Education Programme
in kcep'ng with the d.reclives from the Adult Education Department of the Koduna
Stote, Ministry of Educotion. Some workers who ore unoble to reod ond write
properly are subjected to intensive bosic education and general knowledge
preparatory to teking examinations which will equip them to more job challenges
ond jot sotisfoction.

The total numer of steff who can iow speal and write good english in
complicnce with the odult Literocy peolicy of the Koduna Stc e Minfsrry of
Education is 38.

PAN Troining Centre conducts proficiency tests in all fields for ‘promotion -
and skill competence. Traoining effectiveness is olso assessed through this meons.
FPromotion tests for staff are also carried out as the needs arise. The total
number of staff who possed through proficiency tests is 136 out of which 758
were successful as at May/June 1990,

Senior and management staff ore developed through speciol education courses
in Nigeria,

- Centre forr Mcnagement Develcpment (CMD)

- Af~odu Bello University, Zario. (ABUCON],

- Administrotive Staff College of Nigeria (ASCON)
~  Industrial Troining Fund (ITF).

- Nigerion Institute of Munogement (NIM).

- . Institute of Personnel Management (IPM).

- Speciol courses by Universities, Polytechnics ond Externol Consultonts,
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Expressing support for the cali to amefiorate the unheolthy situation,
PAN’s Senior Staff Association in a speech read by its Chairman on the
occasion of PAN's 15th Year Anniversary called on the "Federal Governemnt
to ban the importation of cals into the country and to reduce the

toriff on CKD" to cover oll locolly assembled cors in order to give more
production to ossembly plants in the country.

Speaking: in a similar vein, the PAN Junior Staff, through its Chairman,
not only oppealed to the Federal Government to patronise made-in-Nigeroa
cars but to also "place a total ban on importation of second hand vehicles
known os Tokunbo" becouse individual motor companies that import

them do not have facilities for Aftersales ser\_u'ce. The wunion olso colled
on the government toreduce dr-asti;:al!y the tariff on completely knocked
down ports and "review seriously the high lending rates by banks in
Nigeria for the survival of our industries”.

Weathering the storms, PAN can boast of having produced over #60,000
Peugeot vehicles since its Inception.

PAN manlagemenr proudly refers to Nigeria as o "Peugeot Country® becouse
Peugeot vehicles occount for about 70% of intra and inter-city travels,
which means thot 7 out of 10 vehicles plying our roods todoy are

Peugeot cars.,

The Kaduna Assembly Plant now produces, the following models:

- "Y504" GR Base

- "504" GR/AC

- "504" Family end fomily AC, Atﬁbulance
- W505% ST

- "505" Evolution

- "J5"  Buses/Luxury



It is pertinent to note thot the Koduna Plant had once produced:

Peugeot  "404"

. 504" L
L2 g
' 504" GL
’ *504" SR 2000

3.4 LOCAL CONTENT SOURCING/DEVELOPMENT:
Over the years, PAN has been investing millions of naira in the develop-
ment of its vehicle components locally. This is in pursuance of the
Federal Government objective and the aspirations of Nigerians to see the
cmergence of o NIGERIAN MADE caor., PAN Limited js ofso oware of the
necessity for Nigeria to develop locally made components insteod of
simply importing them.
In the fost four yeors, PAN hcs intensified its local content drive. In
1987 it cttoined 10% focal content integration, and this rose to 22% in 1988
and 29% in 1989, in 1990, it attained 35% local content integration and
it is projected that will rise to 46% by 1993 (Tobles 2,3 & 4).
There are two outlets created toward realising these goals, They are the
in-plant and out-plant both of which ere meaont to loy for Nigerie, a solid
foundation of a strong Automobile Industry bosed on the development
of all bosic techniques found in any industriolised country. Through the
in-plant scheme, PAN has evolved techniques of stemping and machining.
It now ossembles Peugeot engines, in-plant, mochines its own engine
fly-wheel, broke drums, and disc and manufoctures tools every month for
its press-shop. The press shop is copable pressing oll parts requiring
press mochines of up to 120 tons and presses more than 250 different
parts. In order to develop further the capability for in-plant, local content
manufacture, PAN is currently engoged in a ;.-_'-rfe‘s* of projects cimed at
expanding both the press and machine shops, through the purchase of
more presses and mochine tool equipment worth up to eighty million naira

(N80,000,000.00).
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Through the out-plant programme, over 50 suppliers spreod all over the
country supply PAN with 560 different items which include paints, glasses,
evaporators, stomp parts, harnesses, pedal system, front grills, tyres,
seat covtrs, fremes, chemicals, oluminum cast parts, corpets, botteries,
exhoust pipes, fuel tonk, radiators, clutches, seat beits, olternators,
head-lamps elc.

Accordr‘ng; to the Public Relations Manager, Hajia Lami Tumaka, "it s
oppropriote however to point out thot, local content development te 75%
or more is unrealistic at the present level of technical infrastructure
ovailable in the country. For a high local content to be vioble, it will
be necessary to have produclion figure of at least 100,000 cars per year

but PAN ot present is producing ten times less thon this figure®,

QUALITY CONTROL:

In conformity with the controct of confidence between PAN and users of

its products, parts supplied are thoroughly inspected and those found to be
below stondard are rejected. '
The Quolity Control Manoger says that in 1986, 4.4% of lood delivered were
rejected; 1987, 11.5%, 1968, 5.6%, 1383, 6.5% and within the first five
months of 1930 6.6% of loads delivered were rejected.

Every car produced by the plant is syslematically tested and carefully
checked for sofety ond quality ot every stage of production. For improved .
sofety, these cars are fitted with stondord dual broking system. The cors
are then rouod-tested on o special track to meet the same high standards

as in France.

AFTER SALES SERVICE:

In order to ensure that every Peugeot vehicle owner has eosy oaccess to
odequate service facilities where ever he/she may be ond at the cheopest
cost possible, PAN feeds its nelwork of over 200 occrediled garoges locoted
throughout the country with odequate supply of genuine spare ports from

its central spare parts warchouse in Koduna.



3.5

It is obligatory for every PAN distributor to open and maintain a functional
service/repair garage.

The Aftersales department offers various tailor-to suit tuition free training

for all categories of network of staff. Instructors in conjuction with

technical field staff monitor post troining performonces of troinees ot their
respective distributor garoges. Special tools are sold by PAN spare ports
department ‘to its network of distributors to enhance efficiency and product
knowledge, Currently, every Peugeot car sold is guaranteed for one year

or 60,000 km whichever comes first as a further testimony of queality assurance.
EXPORT DRIVE:

The Federal Covernment has given lop priority to the export of non-oil
commodities in its efforts to diversify its source of foreign exchonge and
ovoid being dependent on a single commodity (oil] which can be vulnerable.

To create a fevouraoble environment for export by removing certain hardships
being experienced by companies like PAN. That is, exempting imported
constituents of e_x'ported goods completely from import duties. In the case

of PAN, the Export Monoger - Alhaji M. K. Solomi, soys that this would
generate " o 3.5% reduction of cost which represents a significant incentive

in export trode where the generol difference in price-spread is around 5%
between competitors®. Other factors militating cgainst export, continued,
Alhaji M. K. Salami, include "punitive tariffs amongst member .countrr'es

within the ECOWAS, and long delays in refunding. customers duty draw backs”.
Inspite of oll these contraints, concludes Alhoji M. K. Solomi, "it is
encouraging to note that PAN is currently engaged in expanding its export
soles. This meosure involves the restructuring of the export department in
the commercial division and is alreody in progress”,

NIGERIANISATION POLICY:

At its inception in 1975, PAN hod 81 exporlriotes in its employment since then,
maony Nigerions of the middle manaogement have been lrained by the company
for eventually toke-over of some key management positions in conformity

with the Nigerionisation policy (Table 5)

.



In 1990 there were only 16 expartriates left in the company employment, such

experis are ploced on opproved temporary expartriote quota by the Federal

Ministry of lnternal Affairs in conjuction with the Federal Ministry of Industries.
From the chart one can deduct the honest intentions of PAN Management

and the grodual reduction of expartriates and their replacement by suitobly

qualified Nigerians.

TRAINING AND DEVELOPMENT (For details
Please see chapter iv).

FRINGE BENEFITS

The company as at 1991 employed 1692 people. There is a free canteen
focilities where the company'’s personnel toke a free meal while on duty, without
leaving the plont, Free mcdical facilities ore offered to the employees., A
clinic and qualified medical steff and stand-by ombulance are provided to meet
the needs of its personnel. -

The plent closes every yeor ond the personnel enjoy 21/30 doys Annuc! Leove
together with leave allowance, Many [ringe benefils are offered to the personnel,
most especiolly granting of motor cylce and car loans. '

PAN has a émd football team, the Peugeot Lions and also sponsor sporting
events like tennis, golf, polo etc.

Peugeot (France) provides Peugeot Automobile Nigeria Limited with edvice
ond essistence in the fields of Technology Orgonisotion, ond Troining, essentiol
through a team of highly qualified French Specialists whose mé;‘n contributions
is to prepore the propressive transfer of responsibilities to Nigerians.

FUTURE PLANS/CHALLENGES

PAN plans to intensify efforts toward realising its local content integration
programme by committing much of its investible funds into Local Content SOurcing.
It olso plons to intensify efforts in its export promotion drive,

Other chollenges to be oddressed in the neor future are in the areas of
increasing its products competitiveness through the constant search for reduction
of costs, (including overheads and financial charges) and improving its network
of commercial skills in order to reoch more markets ond saoles efficiency within an
ever increasing competitive environment,
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4.1

CHAPTER 4

TRAINING AND DEVELOPMENT [N PAN

The PAN Troining Centre since its esloblishment in 1978 is now I4& yeors
rendering irgining services to keep the foctory in production. AU the
early stoge of training, it was conducted at the corovan now hosting the
Security Department. [t wos virtually impossible for all Heads Department
to reieos.e their staff for training. The concept of troining then did not
go down well as a means of achieving higher productivity., 1 was the
period of meeting the doy's taorget. Releosing workérs for training wos
regorded as a waste of time in production sense, provided the day's

torget was met- no matler how.

The only training option available for the troining ond development waos

the O. J. T. [on the job treining). This wos portly so due to ingdequate
training focilities and workshops. The O0.J.T. approoch which took the form
of exploining, demonstrating, osking questions, ollowing for proctice/
testing and correcting/reviewing was found appropriate for the producn'c;n
system in those doys.

The orrival of O.R.T. (Organisation for Rehebilitation through Trainingl
treining consultants based in London in 1978 ond their Nigerian counterports
exploited this medium of treining to carry job onalysis, job description and
codification of different trades ond speciolities, Thot wos the mojor breok-
through which till dote form the bose for training ond staff development

in PAN, (Figure 1)

The ultra modern training centre (fig. 2) built ot o cost of &71.8 million
was commissioned early 1979 previding the necessory troining infrostructure
and facilitating the opportunity to carry on both classroom ond workshop
troining octivities. Today the PAN Troining Centre stonds os an edifice

ond one of PAN's major investments in the development of Nigerian economy.
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The PAN Training Centre offers training to both Industrial and Aftersales
Distributor Staff and Government Parastatals free of charge. (Tables 1,2, &3)

Real clossroom/workshop training took offin 1979 when the department moved
from the plant to the present site. Training commenced in full and all the staff o
invited for training were pleased because a new method of doing the jobb better,
eosier ond foster wos introduced by the lroining and development deparitment.

With the training received from the expert Instructors, the quality of PAN products
gre much betier than what it was before the establishment of the training department.
The Training Centre started with eleven expartriates. PAN Maonagement has
been oble to training Nigerion-Counterparts that we can say that the Nigerianisotion
phase has been completed since November 1989 with a Nigeria as the Assistant

General Monager and the Head of Department,

The stoff strength of the deportment is 39 os con be seen from the organisotion
chart (fig. 3) ond the department offers different cotegories of training,
classified into two main areas.-

-~ Industrial Training

- Aftersales Network Training

Training and development in PAN is designed to give immediate positive results
on quality product and to enhonce the career of staff. It is organised to effectively
cover oll levels of stoff, murogement, superviscry, artisons and operatives, whose
skills ond kruwledge ore recuired to ensure h.gh quality producﬁon.

In order to encourcge the Lronsfer of ‘he required, knowiedge skills a..d
attitudes to the staff, so that they make effect.ve impact directly on the work-
post, the troining prograomme (fig. 4) is broken down into concise units of
knowledge, on a precise subject areo colled modules which are derived from a
rigorous analysis of the relevants tasks. The tosks have eorlier been defined
from o thorough job description, besed on the identified training needs (fig.5)

Appropriate lesson plans [fig. 6) ond handouls cere prepared in advence
from the modules, before the lessun are delivered. Usually a module is broken
uown into several lessons and each lesson is volidated ond retoined, if found to

be effective at the end o teaching, otherwise it ts reviewed.




4.2 DIFFERENT CATEGORIES OF TRAINING ~ INDUSTRIAL TRAINING

Automotive and reloted section contributes tu the aedvancement of training
in PAN and has developed various courses ond troined assembly workers to high
levels of competence in the early days of PAN Assembly workers were mos1ly
recruited at the gate. Most of them were rvadside mechonics who were considered
to be semi-skilled anu oble to loose ond tighten bolits only. The level of this
category of staff today has been developed through the modular system of training
and some are now acvanced techinicians, supervisors, foremen and charged with
higher professional responsibilities.

I'his section was ihe first to develop tne staff level of competence up to Pl
Auto Mechanic, P1 Panel Beating Retoucher in 1979. Todote it has developed
various tests up to P3 level (the highest) to encouroge end motivate staff with
odequate knowiedge/skill, fur .he company growth. The section always iniervenes
to render troining services in ussisting to s>olve productiun problems. A special
instonce could be mentiun.d when productivn wus hoving problems with 505 door
aodjustment in 1981. The (ruining automobile specialists wurked fur over six mc;ths
on the line &-bching operat.ves better methods ana techniques for door aojustment.
At the end of special training, the doors problem on 505 SR was corrected
without foss of to p oductiun target of 240 caors/day while maintaining good quality.
Other areas of Industrial Troining including Weiding, Storekeeping, Panel Beating,
Sproy Painting, Generai Mechonics/Pneumatics, Languages (Table 4] Man days/
Trade Populativn 1991].
4.3 PROFICIENCY TESTS

As a way of motivation, staff cevelopment and career evolution, the training
department introduced proficiency tests. These are usually given to artisons
in «he plant tu test their cupobility and competence in their areas of specialisation.
After a successful completion of the test, the candidate is promoted to the next

level, Today there are Proficiency lests for almost all the iechnical trades in he

cumpony some of which have up to turee stoeges Pl1, P2, P23,
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The number of successful condidates from 1979 to 1989 js 574 out of total of
984 who have been tested {Table 5)

The Supervisory Management courses are run for foremen, Superwisors,
Superintendents ond Senior Mancgement Staff to improve their suprvisory
management skills knowledge and attitudes to enable them lead their subordinates
effectively, motivate them and maintain good human relations which lead to effective
team bui:’ding.' Furthermore, possession or sound supervisory skills and knowledge

are often the criteria for promotion to first line supervision.

4.4 THE AFTERSALES TRAINING (NETWORK)

Avery high oreo of considerotion, the Afterscles Training Section is port
of PAN Troining D.partment where oll skills ore prac:icoﬁy demonsiroted, The
objectives for the creution of this sectivn include to:-

- provide a skilled technical manpower capoble of mai..taining quaiitative

workshop services to Peugeot car owners,

- provide resources for the dissemination of technical information to

all PAN Network Garages.

- agssist the direct promotion o PAN products at the cunsumers level.

- contribute to technological development of the country in the production

of technical skill.

The benefits of this section ot the produc.ion level are - Foc.ory dota and
oftersoles recommencations con be communicoted to the customers through the
interventions of this section,

Lotest repair techniques and auto technology ore transferred 1o the technicions
who represent the customers

- Criticisms on our products can be received by the Aftersales Training

staff from the Network and transmitted to Quality Department for
improvement and/or modification of the product.

At the Customers Level: Technicions hendling repoirs end mointenonce of Peugeot

cors find the Aftersoles Treining Centre as the best forum 1o solve technical

problems existing in their repoir goroges.




The distributors stlaff are progressively developed from the workshop floor
to @ highly skilled workshop administrator fevel.

PAN numerous distributors (240) have found a big relief in what would have
constituted their mojor heodache in terms of skilled manpower, but for the
creation of this section. The Aftersales Instructors travel to the distributors
various gaoroges all over the country, to gssist them identify their training needs,
ags well solve all training matters on the spot. |

The distributors workshop personnel are trained on various courses depending
on their discipline, automobile mechanics, eleciricians, panel beoters, spray painters.

The Training Cerilre hos os its policy to extend its services to the public
organisations that possesses the fleet of Peugeot cars. Hence trainees are drawn
from the Nigerian Police Force, Nigerion Airways, Nigerion Army, Universities end
Federal Government Parastotcls to mention a few.

The courss are tuition free in aoddition to free lunch, overalls are supplied
to be used during the course duration [Table ¢) showing major courses run ot

at the Aftersoles Training Section].

4.5 COURSE VALIDATION

There is the cbsolute need to volidote all the courses conducted at the
Troining Centre by the Instructors. They therefore visit the garages of the
course beneficiaries for troining follow-up in order to:-

- Find out the effect of the courses on both the trainee and the workshop. ,

- Compare the productivity and efficiency of the trainees with his

pre-traoining performance.

- Discover of the traoining given is actually applied and if it is suitable.

- Identify other problem areas and provide remedies.

- Discover possible new fraining needs,
CERTIFICATION: Proficiency certificates ore ewarded to trainees that completed
oll their course pockages ond who were successful at the written and proctical
exgminations.

Trainees are exposed to real job situations that they actually face in their

repair garages.
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They usually feel motivated to participate in order to acquire new knowledge, skills
and attitudes. By doing so, most of their clossroomsare being served for the
company. The company hos realised substantiol omount from the repairs of some
other cors through this section. ’
4.6 THE RESOURCE CENTRE
The Resource Centre exists symbiotically with the training centre and there-
fore serves its interest and thet of the entire company. It also provides infor-
mation services to meet the growing needs of its parent body: the subject interest
of the conpany is the most important. The resource centre maintoins a collection
of trade directives, maonufocturers cotalogues, books, fjournaols on Automobile
Engineering end its colled subjects, Monagement, Storekeeping, Computers,
English and French Languoges.
The following services are provided in the Resource Centre of PAN
Training School.
- It keeps the slaff informed in all subjects in order to be aware of new
development.
- Maokes ovoiloble current periodical literature which may have bearing on
ony problems likely to develop.
- Maintains a comprehensive collection of general technical and scientific
reference hooks.
-~ Encourages the use of the library by workers, trainees for research ond
development of training materials.
- Provides besic reading ond oudio visual moterials needed in the staff training
processes within the company.
- Provides loon services, film viewing, tronslotion exercises, ncwspopers for
reading aond newspaoper clipping.
PAN Resource Centre is very neat, orderly, and decent, It is worth visiting

for its coflection of books and other literature on cutomobile engineering end its

related subjects.
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4.8

THE TECHNICAL BUREAU

This is a section of the tragining department. The main functiom is the
production of all documents, handouts and the teoaching aids used by the
Instructors in the classroems, workshep and laboratories. This section is
also responsible for duplicating , photocopying end printing most of the
common documents used in the company.

Some of the teaching aids produced in the technical bureau incliude
overheod lrensporencies, slide pictures, hondouts, posters, pictures, write-
ups, video films and illustrotion through diagrams.

The technicol bureou, hos four main sections:-

- the main office

- the photo lobaratory

- the library

- the printing room

The technical buregu is equipped with modern equipment for various
purposes which include drafting machines and other drowing instruments

that facilitate the work.

THE NOTION OF POTENTIAL IN STAFF DEVELOPMENT

One of the key result oreos in stoff development which ottracted PAN
managements interest right from the inception of the Training Centre in
1978 was the netion of potentiol in stoff development. The notion of
potentiol aims ot guiding the company in making the optimum use of
oveiloble human resources. It incorporotes the orgonisation aend individuacl
sub-systems which maoximise the growth, development of staff and
productivity within the compony environment,

PAN has clessified its human population for staff developmental purposes
into five, Ref PER/31/CON of 19th September, 1989 - Messrs Mansuy/

Madubuko.
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They are

~  Evoluti _v’e‘ Potential 14,82 ~ 15%
- Pillars 23.15 - 23%
- Middle Poputttion 51.39 - 51%
- Wrong Placement 9.72 - 10%
- Undesirable ’ 0.92 - %

160% .

- Staff population Levels 3 - 8 = 800
The document under the obove refe;rence described the

(1) Evolutive potential as stoff gencrally under 35 yeors, veryl rreproachable
in the quality of their work, have good demonstration of dynanism and
job competence: they are company "think tank" ond richness of tomorrow,
have progressive but steady potentials, will be moved to other departments
to confirm copabilfities by their Manogers, shall be trm‘ned in cther
functions to develop polyvalences. These set of achievers are - -
Yhigh fiiers® ond shoil enjoy ropid promotions ond odequote renumerations

in other to attract, motivate and retain them in the company.

{2) THE PILLARS: There are éeneraﬂy obove 40 years: very highly skilled
and knowledgeable in supervisory management techniques, can very readily
be relied upon, if given guidelines can perform with less problems, they . |
participote in improving teom spirit, very cooperotive ond serviceoble: they
hardly will foce o new situation and rarely will adopt lo new fob techniques,
routine ond would lack aptitude of polyvalence,

(1) MIDDLE POPULATION: These are unclassified in any categories and catr
be good or inefficient depending on job circumstances.

{4) WRONGC PLACEMENT: GCenerolly not performing well in the job, improper

job odapiation, when you succeed to [it him to g place much more agreable

to his competence will demonstrate good potential.

L'
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(5)

?.‘

UNDESIRABLE:

Those under this group ore definitely ready for sack. It is a gocd menoge-
ment strategy for PAN to clossify its available human resources into potentials
becoust a successful company needs o team of high fliers with helicopter
quality and gifted potential in making policy decisions, for setting the
direction of the company and ahd allocating resources and monitoring returns.
This process provides opportunity for occelerated growth ond for securing
experience, the special knowledge and the special manogement skilis which will
result in the team capoble of providing exemplary leodership expected of high
achievers.

According to Modubuko, the notion of potential is very important in staff
development in PAN, because ropid technological changes and steady growth
of on enterprise like PAN meaons thot meoningful ossessments of potentiols
must be mode in order to odopt to job challenges. PAN needs confident
minds who are copoble of supervision, teking of significant rosks and full
responsibility learning by doing, polyvalence and experience in more than
one area of specialisation, positive disposition and sound charocter. Early
identificetion of young men and women with high potential oand favourable
ottitudes to work, continued.

Modubuko, will lead to increased personal involvement and commitment to
company objectives, more effective integration at the corporate company plans .
ond operations, @ more reglistic approach to oppraisals encompassing seperate
evoluations of past performance and of long term future potential, odoptabi-
lity to troining and increased emphosis on produclivity progrommes gecred o
the personcl needs of eoch individual worker and consideraoble personol
involvement., A well-assessed potentiol results to the possibility of future
development, career rotation ond placements os well os equitoble renumeration

policy, job enrichment end cttendant motivational effects.
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Potential theréfore is a quality of the individual worker and not tha of
the function or job. {t is characterised by the highest jevel of function fo
be ottained by stoff ot the end of his career. [t is attributed partly
agccording fo:
- Individual qualities
-~ intellectual capacities

- Social optitude

"

- Performance quolities

- Dispositions

The weighting of the obove foctors will however, depend on the individudl,

his functions and job classification in PAN. |

It is the monagement of PAN that determines the stoff potential and this

is reviewed and harmonised each year taking inta cognisance the relevant

achievement motivation elements.

To aid the staff develop to his peak, PAN looks critfcaf;!y:

- at the challenges of the fob including the necessary optitudes, training
dfs,odsfn‘ons and job competence.

- evoluctes the levels of the functions thot the staff can reach ot the
end of his career.

~  provide to each function an evoiution of ¢ just renumeration curve.

- organise a meeting between the management and the staff to fix the
objectives, concrete and measuroble action p!ans..

Potential must therefore reflect efficiency, good results ond porticipotion

obility to work in teoms, to treot and find efficient methods of solving team

problems, positive constitutions in teom efforts ochieve desired results, to

respect oll the workers no motter the level. Equolly important is the develop-

ment of high sense of responsibility, improvement in the communication

network and adaptation of PAN resources towards future technological

evolutions.
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I, therefore, feel that honest application and harmonisation of potentials are
important manogement techniques in maintaining a just and efficient crisis
free industrial climate ond renumeration policy. It helps to develop training,
motivation and staff productivity without which it will be difficult to

perform in the company.

STAFF CAREER DEVELOPMENT IN PAN

PAN has 'on updated staff career development in operation Ref: PAN/INJORT
392/JA/89/F0: doted 7th November, 1989 ond signed by the General
Manager, Personnel and Administration, Alhaji M. D. Abba,

The procedure is designed to ensure consistency, ond effective control
throughout the compony. According to PAN classification (table 7) stoff

on Levels 1 - 11l are clossified as Junior staff, while from Levels 1V-VI
are Senior stoff.

A complete procedural package is hereby drawn out for the company. This
built up pockoge is aimed at ensuring uniformity, effective control and
consistency of opplication in the oreos of:

(1)  PROMOTION:

(a) Promotion must be seen as a foctor for career development of
staff, subject to potential, performence, further training and
ovoilobility of vacancy.

(b) Staff promoted after merit increment exercise, shall afso enjoy
the recommended salary increase. |

{c) Any promotion should attroct 5-10% increment.

(d]  Annuol Promotion Forecast

This forecast which serves as a guide for annual staff promotion,
is o pre-requisite for implementotion, ond should be sent to the
Personnel Officer not loter than 30th November, each year.
(el Promotion Time Table:
(il For levels V and above, promotion shail be undertaken
during the third quarter of the yeaor,
(ii) For Levels Il and 1V, it will be underteken during

the second and fourth quarters.
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{iii)} For Levels I-11, it will be undertaken in any quarter of the
year.
{f} There must be a promotion test for any staff changing level, including
those for Proficiency Tests, ond ony staoff to be promoted from

step 2.2 to 2.3

(gl . Frequency of Promotion:
(i) A minimum average of 2 years continuous service in the some
level, and 3-4 years for any staff moving to Senior.' Staff
position (4.3 to 5.1)
lii) A staff who stays on the same level for a period of 5 years
without promotion, is subject to promotion oudit.

(h) Correct Use of Forms & Career Curves :

The oppropricte promotion proposal formots must be completed
along with the career curves for staff. (Note that career evolution
curves shall be prepared by Personnel Office).

(i)  Steps/level must not be skipped

(i) Promotion can only be given tof staff who have no serious disciplinary
action, during the lost 12 months before the date of proposals.

(k) Career evolution curves, shall be prepared for levels Il and obove
by Personnel Office, and could be seen on request.

STAFF POTENTIAL:

(a) Potential shouild be determined by the Head of Department

Potential should be determined for staff on levels 11l and obove.

Potential exercise must be reviewed onnually, and completed forms

must be submitled to Personnel Office on, or before 31st May, for levels

(3-4) ond 30th June, for Levels 5 oand obove.

STAFF APPRAISAL:

{e) Appraisal should be for all stoff

(b) Appraisal should be a diclogue, between the superior and his
subordinates (the appraisee must be given the opportunity to discuss

problems and prospects of the job).

h— e
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(c] The Head of Depariment ond the appra;;ee must slgﬁ'the completed
oppraisal form, which must be countersigned by the Head of Division.
(d) Completed appraisal forms must be submit'ted to the Personnel Office,
not later than 30th November of each year?
(4)  MERIT INCREMENT:
{a) Merit Increment for all staff shall be awarded two times in @ year,
(Jonuary to July) according to management direcn'vesh (formula).
(b} Eligible employees shall be those without any serious disciplinary
action, for the past 6 months before the award of merit increment.
(c} Merit inrement shall be given to staeff who are newly promoted.
[d)  No merit inrement sholl be given to ony stoff elreody earning the
maximum salary of the level. It is expected that the minimum and
moximum salary structure should be well respected.

(5]  This procedure is expected to operate throughout the company, and any

other information required, should be directed to the Personnel Division.

e
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“1y line with the above enabling Decree
of 1. T.F. therefore, Our Training Centre
which started with eleven expatriates in
1975 under the management of ORT en In-
ternational Training Consultancy firm in
London has been able to train Nigerian
coniterparts that we can proudly remark
thur the phase of Nigerianisation is now
comipleted and the Department fully -
Ay rianised since November 1989 with @

(R PM AUCONNIER, o ;
MR ,_‘f‘_.,,ﬂ:,,g Directo? Nigerian @s the Assistant General Manoger.
and the Head of Department." e
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Eﬂ FAN 10, [ ORGANIZAT'ON CHART == TRAINING| | _september, 1552, |

[? =3 1613151361 73]35153(2:11 afir)~ 3]

T "““} {1 A.G.M. Training & Dev. |
- - S { Prin._lnstructor - Auto ]
5 [ T J;:_nsrructr'r - Spray Paint
U —q o Pr— ——— Instructor - P/Beuvting i
‘{‘—ﬂﬁ_ﬁ’—‘f- —{ Instructor in Training )
il ] s — .————[Snr Instruzior - Maint j
[ D — ] Instructor - Mech. General |
el — T {_j_nstrucmr = Electrical B
____[_' - '__]———-- {Jnstructor - Storekeeping J
_______*__-{' ~ Elnszrucrg_r:__- Superv. Mgt. J
H— {_‘ | el m—mm—— '—““—‘{-}__ggfﬂ.’c!or - French . ]
o { . _ },_._ ——— —————=——-—~{—I;;rﬂr_uctur - English :_j
p _*__E--Fq — j e —————Ee —-—-{_Admtmstranve “Officer :|
- I-""——"-'" ‘*'_“J_.ﬂ__._..__{ Admin, Of] fficer. _1_-_'::
J—-——-——“ — Admin. Asst. Testmq J
’____E_'____J——— —{ Secretary |
___{—“"" "'""j—-— —{_Storekeeper o |
] -LForeman ~ Handyman |
—L_dl" }———"{ Hondyman —]
T i _Typist ]
- { J——‘—[ Receptionist ]
L. r_—_j———toepstoch Clerk )
L— { " Driver )
—T B S— +{ Heod of Tech. Bureou |
:"_.‘{_ J——-————-A{ Photogrephic_Technician J
=z +{ J———-—LDroughsrman ________}
__-—————[_______J’—{ Resource Centre b
. }-————————{ _Head of Printing Section
e J——————{Asst. Tech. Officer(Office Mg
s — \——— Printing Operator____
- — — — Prin. Admin. Officer-Afs.
1 { S —{_!nsr. - Body & Paint
_._m.......[ e . Jl Instt. Auto. Elect. Afi‘
___.___.{ -w————m—-—-——*—---{ Inst. Auto. Gen. Afs. .
"“{- "“""_' “"‘_—J_._- _-*———————ﬂ——-{Snr Inst. Auto. Gen
P“I_- - —— —{-Snr. Inst. - Body/Paints |
" _J————[mﬁ'andymon - Afs.
{ }—— Demonstrator
‘f Sar. Computer Officer
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METHOD OF PREPARATION OF ) \

THE TRAINING PROGRAMME

Before implementing a8 Training Programme the following steps have

to be taken.

1. Identification of Training Needs. IDENTIFICATION OF
{This exercise involves the comp- TRAINING NEEDS
any personnel at all levels and
the Training Dep:zrtpent),

STEP |

2. Establishment of accurate Jjob
Descriptions for each job speci-
ality found in Psugeot Automobile ( JOB DESCRIPTION A
Company (see page for sample),

3. Analysis of these Job Descriptions ; STEP2 _;
with specific tasks in order to
define Knowledge, Skills and Atti- TASK ANALYSIS B

tudes required to perform these

jobs. Modules are then derived
from these tasks.
;: TEP3 ;
4, Combination of KSA's achieved in
various modules demonstrate the C PREPARATION OF

competency and ability required MODULES FROM B
to perform the Job properly

STEP 4

5. Development of specific lessors
for each module (see example on PREPARATION OF LESSON

page 99 ) PLANS FROM B

6. Development of instructional STEPS
packages (including audio visuzl

Aids) to complete the process.
TEACHING THE LESSON

Handouts (sample on page “(02)

- Overhead Transparencies STEP 6
~ ] Film s 25 .
Slides, 11n~strips/Cq settzs (_EVAI_UATDON/VALI[}QTION)
- Video tapes/Cassettes U-Matic, OF THE LESSION
16 mm film,
7 Beside is graphic presentation of JTERY
the above, *

AT THIS STAGE THE PROGRAMME CAN BE RETAINED IF FOUND EFFECTIVE
OR THE WHOLE PROCESS REDONE WITH CRITIQUE AND ANALYSIS.

Qns HAS PROVED MOST EFFECTIVE. /

- o




. Figure 5

PAN LTD.
rraNiNG | INDIVIDUAL ANALYSIS OF TRAINING | AITF

DEPARTMENT

KNOWLEDGE , SKILL EXPERIENCE .

———

USE MODULE NUMBERS AS SHOWN IN
mnsnnesnenmesemeemeneres=l PAN TRAINING PROGRAMME |
o 37| IF NOT,GIVE BRIEF DETAL OF COURSES

A ul E___ DESIRED . B
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MODULE :

TITLE ; F;' 10.2

TOOLS & EQUIP:

TRAINING AIDS:

CBJECTIVES:

INTRODUCTION:

PRESEHTATION:

CONCLUSION

EVALUATION:

2.

q'

1.

Fa 10 Industrial and Business Appreciation

Financial Terminclogies and interpreting the Balance Sheet

~
-

Nil

Hand outs on:

Sources of finance (lopg-teim, short-term)
Firnancial ratios; |

The btalance sheet;

Chalk and <halkboard.

The “rainecs will be able to;

Yrite the Firnuncial Tertinologies;
Enurerate the capital structure of business:
State how they could halp in generating fund for PAX

Vrite terminologies on the chalkboard;
Introduce the course;

Stzte the obj=ctives of tne course

Review the first lesson and link it witnh the present;

Define finance and financial manapement;

Ask trainees 1o explain each of the financial terminologies
on'the chalkboard; .

Write zood responses on the chalkboard and add own;g

Show hypothetical Fipm with some imagined capital structure;
distribute handouts on financial ratios and sources of
capital availabie to industrial business,

Emphezise the importance of cach financis! ratios and

the intcrest they each represent.

Lead class discuss on topigal issues;

Ask questions and summarise Lhe lesson. ’

This shouvld be continuous.




Table 4

PAN TRAINING CENTRE

B MANAG
B AUTO
B MECHA
M PB/WELD
B PB/PAINT
| i / _ & STORE
i y g8 ELECT
2.96% BY LANG
B3 OTHERS
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PEUGEOT AUTOMOBlLE NIGERIA LIMITED

NUMBER OF S"IA\’F 1 l:

pProficiency Tests D‘.‘\'C]\'}"(‘d 1978 1979 1980 1981 1982 1983 16454 1985 1986 1987 1983”‘[‘01;
p1 -- Auto mexhanics 22 w2 6 . - n 2 - _ 90
p1 — Aulo Dectrical F.elnu;her = - — = 26 - —- — —~ - .26
p1 — Tnm Retoucher = =2 % - 7 - — 1" . 3 . &7
p1 — Assembly Reid achet o = 2 W 12 - - - — 14 _ 42
p1 — Delador 'Acceplor
Assy:’OConhoi - - = i — 10 - — - 14 .24
p1 - Car tesiers - - 7 % 6 - - - 5 — . 34
P1 — 5‘...;39 e Tallor o - - - - = - — - 1 - 1
P1 — Panel Bcatel retouchet 8 - 10 7 - - - 4 - 29
py — Panel Beater oD theline — 2@ = 14 -1 - 1" 6 g 48
p1 — Spray Painies (‘ahn = - o = 10 - - 6 — S . 24
P — SpIay baeter Setoxh T - g - = = & =7 20
py — Body Welder - = = = 9 - 12 - 7 - 4 32
i e N3IriEr ancE weldel - o - N = & 7 = - & - 3
P - Mechanic -al adiuster - - e 3 - - - 3
— Jig firter - - ¥ = = = - 6 8 5 6 25
P‘l _ Detector AcCeptor Bdy — - = - a - 6 10 16
P tactor Acceptor Faint = - - - - - 6 - 5 - 1N
Pt — Pa“m c: aie1 paint = - . i - - = 6 - —- = B
DY — AUlCIThanics - - 5 - 6 rZ - - 16 - 46
i P2 - !-.s.«-'.-'r':'e! L o e = = 7 0 - IV I
' p2 - Namiensnie waider - - = = . 8 4 - 3 7
’ 9 — Pena ooatel 5ody F2’ ~ach — = - - - 6 1 - — g 22
b p2 — Spray Faniel o - - - - - - — - 1w 1€
p3 — AIID me: Y anes - - - - - - 9 - - — - 9
v p1 — Flxtncal man griance = - ¢ 30 - N 22 - 7 2 - 10
iy p1 — Storekeeps % nvensonst - ST R U . ~ 26 &
Pl - Mecha 1 al Gerier ral — = - - 27 o - — 22 — _ - L4
p1 -— Carperi€l . i - - 4 - - = 4 - - 8
p1 -- Fue Fighte! - W = -9 - - - - .9
po — Clecincal N3 rienance - - - “ g 12 - g 2
P — Mier e - - - = 2 - - . &
P, — Tuimes = == =2 - = o 3 3 - 1 7
P"l —
Asr-COT T AHe, 'rl'> Refna S( aton e = o e = - e s 3 - —
Pl e 'llt' I\.' o Y i = il - = — 3 _—
Pe - Storekiey l“g/h"stﬂ orist T = - - = o 25 - 1
p2 — lig Fiter - > — = - = - — 5
p2 — Carpeniél = - = - o s - — — 1 -
AS AT [UNF.. 1988 GRANDE TUTAL = 957




All courses are con

e Here t s available are grou ed
o the courses availab groups
system. Here the ¢ 2
sccording to their grade levels.
it _ S e e———— i
— 1 Nos
Hos MODULES
y AS{M
MODULES AS;M 1
- - ______'_‘__,._-~_,______.__,__,__,,_-_ I —
MECHANICAL COURSES PANEL BEAT ING COURSES
GRADE 111 GRADE 111
Measurements 123 Use of Hand Tools 4
Intern. Combustion Engine 10 Use of Power Tools 42
Engine Maintenance 10A Oxy Acerylene Gas weiding 43
vehicle Inspe"LON 0B Brazing 44
Fust Service 10C Minor Repair Technique 4s
Engine Overhaulng M GRADE 11 COURSES
Tansmission | 12 Damage Doe! Application 46
Front Axle | 13 Major Repair Technique ' @
Brakes | 14 pench Apphcation 48
workshop Safety 20 pody Fquipment 49
GRADE 11 COURSES ELECT. GRADE 11 COURSES
Engine Tuning 22 Basx Electncry 50
Engine Overhauling 23 Starung System 5
Transmussion I 24 Charging Sysiem 52
Front Axle I 24 Body Dect Equipment 53
Brakes I 26 Car Rado 1 A
Car A Condtion 55
GREADE | COURSES ELECT. GRADE 1 COURSES
Handling Equipment 30 Siarting System Faults 60
Engine Fault Tracung 3 Charging System Faults &
Transmession Fault Treang 32 Baody Dectca! Faults 62
Fromt Axle fault Tracing 33 Car Raco D 63
Brakes Fault Tracng 34 Car Aw Condiuon Faults o4
PANEL REATING COURSE SPRAY PAINT ING COURSES
GRADE 1
Bodyshop Superisory Intsoducion 1o Santing 80
Course ¥ 70A Spray Painung Equipment 81
Documnentalion Zr 708 Salety in i 82
WORK SHOP ADMIN COURSES Surtace Preparaton 83
Wartanty Processing in - Gpray Paintng wchnique 84
z72 J Spray Paintng faults _—_*_.8_5._____

Workshop Organ:salon

TRAINING S

e ————

ECTION

e —

ducted on the modular




Table 7 . { Annex V

a N I
e e
SCALE OF CLASSIFICATION LEVELS | to R o “ < bl
PAN LTD.
r ; : 4 LEGEND:
__ s o PERSADM/FIN/COM Al FHARETTCAL ORI ¥
Y L3
l ] = . o w -4 F m O A - AFtisan
q m m \N.w o i m-” ‘16 _\: Y m ) M AA - Adminint rative Ausistant
_ k- b } e " m x a: r Vn R AALY - Asmistant Administrative Offficer
1 W Y, fa - (L] - - A o -
} > { - o - i *3 e i va o = AL - Adwminisntrat bve Clerk,
H. i - r..l.... Nn. : _\\“ .-x.“ s o ‘\“ ” 1 Al - Administ vat vve W Ficer
| LEVEL | COKF | 5 | o AR R | A o veoteaciint Arttees
! | | b { 1 Al - Analntuant toctintcal UL fcery
| . e ! oo | | o | a Adming ' Jerk
| sTEP POT. _ = F oA . elnintractve ¢ ler
\ } AW - Admintstrat lve Warker
f 8.1 . — |H. : lh # AW - Anslatant Woakalon DFfIcer
= 4 - w.n.ﬁl-:::.
m 8.2 MANACING DIRECTOR/DEPUTY MANAGCING DINECTOR/HEAD OF DIVISION M - Handymnan
i 8.1 P - Oparat lve
Tw L} 2 - Profesnt! !
r ] VA - Profenm!ie A Tatant
[ 7.2 | DEPUTY/ASSISTANT HEAD OF DIVISTON/IFAD OF DEIARTMENT § = Bupadyind
| 7.1 _ “ S0 - Supervisory 1l lcer
._..| T T - Tachnica! Ufticer
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CHAPTER 5

RESULTS AND DISCUSSIONS

In this chapter, the results of the questionnaires on the Impoct of
Training and Development on employee productivity would be
presented and analysed.

Responses from 92 Junior Employees and 58 Senior Staff(10.0%)

would be anclysed side by side, Tobles would be used where
necessary to show the results.

Respondents who indicate 6, 5, and 4 would be regarded as satisfied
with a particular job ospect while 3, 2 and 1 would be regarded as

dissotisfied with a job varicble.



TABLE 5.1

- How long hove you worked for the company.?

(TENURESHIP)

*

N = 92 Junior Staff N =58 Senior Stoff

Percent Percent
0 = Missing 2.4% 0.0%
1 = Less than one year 2.8% 6.3%
2 = 1 -~ 3 years 2. 9% 15.6%
3 = 4~ 5 years 26.0% 27.0%
4 = 6 - 7 years 26% 10.0%
5 = 8 - 9 years 21.6% 14.3%
6 = 10 - 11 years 13.9% 20.0%
7 = 12 - 13 years 3.2% 3.4%
8§ = 14 - 15 years 0.1% 1.7%
9 = 16 - 17 years 0.5% 1.5%
10 = 18 - 19 years _0.4% _0.2%
100.0% 100.0%
Missing Cases 7 6
R sponse Percent 94. 3% 90.8%

In the toble obove 26.0% omong the junior staff have spent 4 - 5 years
another 26.2% hove stoyed for between 6 - 7 yeors, 21.6% have worked
between 8§ - 9 years in the company. 13.8% junior workers have also
worked between 10 - 11 years, 3.2% show 12 - 13 yeors, ond 2.8% hove
worked in the company for less than 1 year, thus bring a total of 87.7%
of the junior stoff who have been on their jobs between & - 11 years while
8.1% have worked for less than 4 years. The result indicates that most
of the junijor workers hove been in the company almost since its inception

in 1972,




Among the senior stoff, employees who have spent between 4 - 5 yewrs
represent the highest percent of 27.0% while 20.0% have spent betwewn

10 - 11 years, 14.3% have been on active service between 8-9 years, 15.6%
heve worked in the comoany for less than 3 ygars ond 6.3% for less thon

1 yeor. A totol of 71.3% of the seminar stoff hove worked in the company
between 4 - 1] years.

Comparing the results of the junior and senior staff, more of the senior

staff hove stoyed fonger in the company than junior workers. One can also
deduct the growth ond development of staff in the company and with negligible
turnover. The piesence of job sotisfaction could be responsible for the long
tennureship., The effect of Structural Adjustment Programme ond difficulties

of securing good job does not make room for job search and mobility. Besides,
there cre little rooms for workers trained in Automobile Technology to find
olternative employment becouse there ore few compaonies thot con recruit them.
There are seven car and lorry assembly plants in the country and this

mokes mobilitty within the trode group a bit difficult.



TABLE 5.2

5.2 How satisfied are you with training functions in PAN ?
N = 92 Junior Stoff N = 58 Senior Stoff
®  Percent Percent_

1 = Most Dissotisfied 0.7% 0. 0%

2 = Very Dissatisfied 3.7% . 0%

3 = Dissotisfied 6.5% 13.0%

& = Sotis‘ied 57.9% 48, 7%

5 = Very Satisfied 24.0% 23.4%

6 = Most Satisfied _ 7.2% _18.9%
Total: 100.0% 100.0%
Missir.g Coses 7 6

Response Percent 94.3% 90. 8%

In the junior staff category 57.9 indicate that they are satisfied with
training functions in PAN, 24.0% feel very satisfied and 7.2% are most
satisfied while 0.7 are most dissatisfied. We can see that 88.7% of the '
junior staff can be said to be satisfied with the training functions, while
10.9% are dissatisfied.

Among the senior stoff, 44.7% show that they are sotisfied with the training
functions in PAN, 23.4% feel very sotisfied while 18.9 are most satisfied.
13,.0% indicate that rheyi%’isat!sﬁcd with the training functions in PAN.
Comparing the two resuits (junior staff and senior staff] the result is
expected that a higher percent of the scnior staff ore more satisfied wilti
the training functions in PAN, Results in the toble indicate very close
relationship, emong the very satisfied in the junior s'aff 24.0% ond 23.4%

in the senior level. From the obove it can be soid thot favouroble
conditions for troining exist for both junior and senior stoff. However, the
senior srufffgg:j;fgsoh’sﬁed could indicate more delegation, good treining

opportunities and odaptotion to new work methods.

_ - 80 - |



TABLE 5.3

5.3 How much do you feel thot training contributes to high productivity ?

N = 92 Junior Staff N = 58 Senior Stoff

Percent Percent

1 = Nothing ot ol 6.3% 0.0%

2 = Very Little 5.7% 0.1%

3 = Little 18.4% 6.3%

4 = Much 41,4% 358.6%

5 = Very Much _28.2% 54.0%
Total: 100, 0% 100.0%
NMissing Coses 7 6
Response Percent 94,3% 90. 8%

In the junicr employees 41.4% indicate that training contributes to high
productivity in the company, while 28.2% agree that training contributes

very much to higher productivity. On the whole 70.1% of the junior employees
feel that troining contributes meoningfully in high productivity in the compony.
25.7% claim that training contributes (ittle while 6.3% feel that training contributes
nothing at all,

The result shows a feeling of importance attoched to the impact of training

on employee productivity. A feeling that training is on importont management
tool of stoff development in the compony. This feeling is not unexpected os
most junior staff need training os means of enhancing quality production.

Among the senior staff 54.0% respondents indicate that traoining contributes

very much to high productivity, 39.6% claim it contributes much. Only 6.3%

of the total respondents feel thet training contributes little to high productivity.
Comparing the tobles for both the junior end senior stoff one, con see thot

in the senior staff, there is a feeling of more significant contribution, 54.0%

of the lotal respondents in the senior stoff as against 28.2% in the junior staff
feel that training contributes very much. This result is however not expected
where jobs in the senior level have greoter professional consciousness, sense

of responsibility ond effective leadership, stone 189].
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TABLE 5.4.

The training provided by the company is:-

N = 92 Junior N = 58 Senior Staff
’ Percent Percent
1 = Least Adequate 5.0% 0.0%
2 = Little 4.2% 4.2%
3 = :Mof Much 10.3% 10.6%
4 = Adequate 50.8% 42.4%
5 = Very Adequote _25.2% _42.8%
Total 100. 0% 100,0%
Missing Coses 7 : b
Response Percent 94.3% 90.8%

In this situction, 50.8% of the junior stoff stoted that training provided

by the company is odequate, 29.2% indicate that truining provided is

very adequate while 10.3% claim that not much is derived from training
provided in the company, 4.2% indicate that little is derived from training
provided by the company. A total of 70% of the junior stoff can be said

to recognise the odequocy of training provided by the company. This result.
ogrees with the contribution of training to productivity. The conclusion

con be reoched thot the junior staoff find troining as contributing to high
productivity. This aedequocy of training can be as a result of the
sophistication in the identificaotion of training needs ond the richness of the
course contents in the training programmes.

Among the senior staff, the highest point of 42.8% indicote thot training
provided in the company is very odequote. 42.4% claim that the traoining
provided is odequate, 10.6%, indicate thot not much odequacy is provided by

training, while 4.2% cloim that treining provided is little.



A total 85.2% of the senior staff find training provided in the company
quite adequate as against 14.8% who feel that training provided is quite
little. Compared to junior staff of 70%, it shows that more senior staff
® feel that training provided by the company is quite adequate. This
tilting of feeling ameng senior staff could be os a result of freedom for
decision making, respensibility otloched to positions., ond eveoluotion

of traeining programmes.

- B3 -



5.5

TABLE 5.5

How satisficd are you with manpower development efforts ?

N = 92 lunior Stoff N = 58 Senior
Percent Percent
7 = Most dissatisfied 2.0% 0.6%
2 = Very dissatisfied 0.6% 0.7%
3 = Dissolisfied 2.5% 0.2%
4 = Satisfied 20.8% 35.2%
5 z Very Satisficd 43.7% 42.0%
6 = Most Satisfied _30.4% _21.3%
Total: 100.0% 100, 0%
Nissing Cases 7 &
Responze Percent 94, 3% 90. 8%

In the obove 37.4% of the junior stoff cloim that they are most satisfied with
PAN monpower development efforts, 43.7% are very satisfied, while 20.8%

are satisfied. 2.5% cloim thot they are disotisfied, 0.6 say they ore very *
dissotisfied and 2.0% are most dissolisfied. From the cbove a total of 95%

of the junior stoff con be said to be sotisfied with the manpower development
efforts in PAN, while a tolal of 5.0% feel that they are not satisfied. There
is 0 generol feeling of sotisfaction recorded here. The fact thot promotions
and training are continuous in the company.

Junior staff have grown remarkobly from operative level to professionals

and skilled grodes.

Among the senior staff the following resulls were obloined, 42.0% are very
sotisfied with manpower development efforts in the company, 21.3% indicote
that they are most dissotisfied, while 35." ore solisfied. 0.2% claim thot they
ore dissotisfied, 0.7% ore very dissaotisfied ond 0.6% are most sotisfied.

A total of 97.2% of the senior stoff ore sotisfied with the maonpower development

efforts while 2.8% indicote their dissatisfaction,



This feeling among the senior staff could be as a result greated skill,
knowledge and attitude acquisition which they manifest in their jobs. [l

could olse be aliributed to longer lenureship which has influenced their

rapid movements, job rototion ond study visits.



5.6

TABLE 5.4

More training will moke me work horder,

N = 92 Junior . N = 58 Senior
Percent Percent
0 = Missing 5.2% 5.5%
1 = Lleost certoinly 4.0% . 0.0%
2 = most uncertoinly . 1.8% | 2.2%
3 = L;ncertoin!y 9.5% 7.3%
4 = Certainly 62.5% ) 54.0%
5 = Mast certoinly - 17.0% 30.0%
Total : ' 100.0% 100.0%
Missing Cases 7 ‘ 6
Response Percent 94.3% 90.8%

In the obove table, 62.5% of the junior staff are certain that more troining
will make them work harder and efficient, 17.0% are most certain, while

4.0% are least certain that more lraining will make them work harder,

The results indicote that 7%.5% gre quite certain thot training will make the:m
quite efficient while 15.3% are uncertain. One foctor that moy be responsible
for this is that when compared to other organisations, workers in PAN are
subjected to a continuous systematic training designed to meet new changes
in Automabile management ond engineering. Satisfaction experienced with
training con be ottributed to stoff development efforts. Klein and Mcher
(1966} staoted that {ringe benefits provided by the organisation such as
medicol, troining, housing, transport con help increase high productivity.
Among the senior staff 54.0% ore certain that traoining will moke them work
harder and efficient, while 30.0% are most certain. 16.5% think that training
will most uncertointy moke them work harder. On the whole, 84.0% omong
the senior stoff are certain troining that training will moke them work harder

and efficient.



A comparison of the results obtained from both the junior ond senior stoff
show that more senior stoff are certain that training will make them work

more harder. One foctor that con be responsible for this is the foct the

more senior staff enjoy Overseas training. This benefit coupled with

staff development efforts the senior staff enjoy are bound to increase this

feeling.

L%



-

TABLE 5.7

How easily accessible is your Instructor ?

N = 92 Junior Staff N = 58 Senior Stoff

Percent Percent 4

0 = Missing 0.5% 0.1%

1 = None at all 0.4% 0.7%

2 = Very little 2.5% 0.9%

3 = Little 2.4% 1.4%

4 = Much 64.2% 75.5%

5 = Very much _30.0% _ o 21.4%
Total: 100, 0% 100.0%
Missing Cases 7 | 6
Responce Percent 94.3% 90, 8%

In the table above 64.2% among the junior staff indicate that the lnstructors

agre much aoccessible to them, 30.0% are much while 5.3% f[eel that the

Instructors are less accessible. The results indicate that the Instructors

are close in monitoring, and evafuating clossroom octivities, a very strong

factor in Industrial Training.

For the senior staff, 75.5% feel that the Instructors agre much accessible

to them, 21.4 feel that they are very much occessible, 3.1% feel that the
Instructors ore less aoccessible. Comporing the results on their feelings,

the senior stoff seem 1o have close relotionship with their Instructors, a strong.'
point of tutoriols end syndicate groups influencing positively leorning ond

lraining.



5.8
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TABLE 5.8
How friendly are your lnstructors ?

N = 88 Junior Stoff N = 58 Senior Sloff

Percent ?  Ppercent.

0 = Missing 0.6% 0.8%

1 = Mot unfriendly 0.5% 0.0%

2 = Very friendly 2.6% 0.0%

3 = Unfriendly 1.4% 2.2%

4 = Friendly 21.2% 10.3%

5 = Very friencly 55.1% 60. 3%

6 = Most friendly ~18.6% _ 26.4%
Total: 100.0% 100.0%
Missing Cases 7 &
Response Percent 94,3% 90.8%

A total of 94.9% of the junior stoff indicate that their Instructors are

friendly while a total of 5.1% cloim thot the Instructors ore unfriendly. The
results show that there is a good rapport and classroom relationship among

the junior staff and the Instructors, ond this is bound to create a favourable
industrial troining condition.

Among the senior stoff 97.0% indicate that their [nstructors are friendly

ond only 3.0% show that their Instructors are unfriendly, These results

show thot the senior staff are more satisfied with relationship with Instructors.
This is probably so because, the senior stoff can communicate effectively

ot o good level and may likely share some common interests at work.



5.9

Table 5.%

Troiningds morecommitied 1o higher produclivity thaon any other section

of production YES/NO

N = 98%unior N == 58 Senior
Percent ~ Percent
0 = Missing ' 0.4% 0.0%
NO = 4. 8% 3.1%
YES = 95.2% _96.9%
- 1600.0% 100.0%
Missing Cases 7 &
Response Percent 94.3% 30.8%

Indicating that troining is more committed 1o higher productivity, 85.2%

of the junior stoff ogree while, 4,8% disogree. The result here shows that
the junior stoff understond the impact of troining on employee productivity,
g strong point that training can aovercome problems of quality production.
Among the senior staff a very high percent of 93.9% agree that training is
more comﬁ:’tred to higher productivity, while 3.1% disogree. This is not
surprising because even on the line the senior staff are engoged on on-the-
job training and as such are familiar with the need for acquisition of skill,

dexterity and efficiency in production,
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TABLE S5.10

There has been a considerable impact of training and development on

employee productivity. YES/NQ

"
N = 98 Junior Stoff N = 58 Senior Stoff

Percent Percent
0 = Missing | 0.7% 0.0%
NO = 7.3% 2.5%
VES = . 92.7% _97.5%
Total: 100.0% 100.0%
Missing Cases 7 6
Response Percent 84,3% 90.8%

7.3% in the junior steff feel that there is no consideroble impact of training
ond development of employee productivity, while 92.7% indicate that there
is @ consideroble impact. This might hove been derived from the ocquisi-
tion of new skills ond relevant knowledge by the stoff and opportunity for
on-the-job training. .
Among the senior stoff, 2.5% feel that training hos not made o consideroble
impoct on «mployee productivity while 87.5% indicate thot training has made
a considerable impact of employee productivity. Compared to junior staff
ond the senior staff both are certainly in ogreement thot training and
development hcve made o considerable impoct on employee productivity. This
con be ottr'buted to more challenging jobs, job rotation, greaier opportunity

to lecrn ond easy odeptotion to new modifications on the assembly lines,



S.11  Result Findings
The followings were mode:

(1) That most workers in the cogpony have spent between 4 - 14 yeors

(2) PAN Steff feel generolly satisfied with Industrial Training. This is
hi.ghly rated by the senior staff.

(3] Both junior and senior staff feel very highly that treining end dewelopment
contribute positively on employee productivity.

(4) Junior and senior staff claim that training end development provide them
with opportunity for job rotation, job enrichment and motivation,

(5) Mujority of the junior and senior stoff cloim that they are satisfied with
the training functions, |

{(6) it waos also found out that training is a strong motivating factor in staff
development processes.

£2) Both junior and senior staff indicate that the training provided by the
company is adequate.

(8) PAN Staff are also satisfied with manpower development efforts in the company.

(9} PAN Stoff agree that more training will make them work harder

{(10) There is a general friendly atmosphere belween the Instructors and trainees,



TEST OF HYPOTHESIS

5.12 The last section presented the result findings.

In this port we would see to what extent” these findings relate to the
stoted hypofﬁ?s?s:

The first hypothesis stotes thot troining end development con solve a
variety of manpower problems .whs'ch militate ogainst optimum productivity
(Johnsc;n;‘-. This hypothesis is accepted.

Research findings indicate that junior staff ere generolly satisfied with
training and development. They cloim thot training and development

will make them work harder. The result olso shows a general feeling

of satisfaction with training octivities in PAN. Another factor to be
considered is rheggnem’feeﬁng that training contributesto high productivity
os well as the cordial relotionship between the trainees and the
instructors.

This invariably wouid improve performance,

The second hypothesis states that industrial training hos been able to
satisfy production needs in PAN. This hypothesis is also accepted.
Training and development efforts in PAN are roted very highly becouse
the respondents hove beerﬁ'%edevelop polyvalence skills, dexterity and
psychomotor skills relevont in outomobile technology. This finding proves
one point that in developing countries transfer of technology as a way of
improving performance can be a reality judging by PAN experience.

This is reinforced by this write up in PANEWS, August 1988, Page 2.

“A Special Spray Painting Course was olso given to eight selected operatives
from the line and trained as professional sproy painters. Today, they

are now the best metallic spray peinters on 505/504 models.

Another significant contribution was the lounching of the 505 1986 model,
where preporotory courses were given in the oreos of electricol hornesses

end doshboard wiring.



ACCORDING TO REPORT ON TOTAL QUALITY IMPROVEMENT TRAINING FROM
3IRD AUCUST - 11TH SEPTEMBER 1992 (WEEK 32 - WEEK 37)
REF PAN/PER/TRG/414/MM DATED 12/11/92

Following the recent meeting between AGM - Troining and Development end
production monogement; a need was identified to occelerote the troining of the
second baich of staff on Total Quality Improvement. This oction was considered
necessary inorder to isolate those olready trained from being contaminoted through

bad quality habit of their collcagues not yet trained.

A general appraisal of the first botch of 468 previously trained was evalucted

to huve made favouroble positive impact on the general level of quality awareness
across the production workforce. Commenls from various shop showed that
worker's ottitude ond general orientation towaerds process ond product quelity hod
tremendously improved for the post six months. Monthly Reports from Quality
Evoluation and analysis Comfirmed the improvement trends of AQL of 167 pis.
This showed that wcrkers are becoming more conscious on quality requirements of
their work, and the attitude of those alreedy lroined could pesitively influence

their colleagues work hobit ond better opprooch to improved moteriol handling

and product conformance.

Consequent upon the oforementioned results the previous training programme was
therefore updated to include "The concept of Total Quality” and "use of Quelity

Films" to reinforce the learning experience.

Courses and tests on Quality Control System in PAN hove since been developed
to improve the ¢olity of cars produced in PAN. There is an impressive dotum
on proficiency test developed ond number of st.ff tested 1978 - 1988

Result findings show that PAN staff seem to "appreciate the impoct of lraining
ond development on produclivity os an important element of their career in the

company®.

94




CHAPTER &

SUMMARY, CONCLUSION AND _RECOMMENDATIONS.

The result from this study shows a general feeling of sotisfoction with various
tratning and development facets both in the junior and in the senior stoff.
However, a more satisfactory feeling is expressed by the senior staff.

Resulls indicate that with production focels like training and development,
more of sem‘or‘. employees show more satisfaction than the junior staff. Controry
to expectation, junior siaff in the compaony rate these production focets as OK.

One major finding of this research shows training to be a very strong job
ospect in production. Respondenls were very consistent with responses that
had to do with troining. It shows thot this factor is not easy to be influenced
by other foctors. The reason for training and development being presented as a
very sirong factor con be attributed to rapid technologicel changes prevalent in
Automobile Manufacturing Plants worldwide.

Most research work on Humaen Resource Development in"Weveloping countries
have found training as playing 'ﬁis."gm'ﬁcant impact on productivity, while develop-
ment itself has been found in some studies to be a source of satisfaction.
Contrarily, this work proves otherwise, workers in PAN seem to express a general
feeling of satisfoction with treining ond development efforts in the company.

6.1  FACTORS RESPONSIBLE FOR RESULTS
Some factors that can be held responsible for the obtained results in PAN are:
(1) The noture of the Training. It is likely thot the Instruclors are
qualified and dedicoted, thus meeting the training needs of the
company. It is alsoprobable thaot the maenagement is alfocating the
necessary resources to the training centre monagement, that PAN
staff are inclined to give sotisfoctory responses, so as lo continue

to grow ond develop in the company.

(2)  The general organisational climate. PAN management may also be doing
a lot to improve the orgonisctional climate os well s the condition of

service in the company. From the researchers observation, a clean

— and ambiant climate prevail in the company.




(3) Meeting Quadlity Standards. With the enlry of Tokunboh vehicles,
in the country, the qutomobife market is becoming competitive, PAN
has to troin ond develop its stoff to meet good quolity standards of
production, thereby withstonding competition in the outomobile market.
{4) Management Intervention Responses; this foctor cannot be ignored,
In the course of this reseorch, it wos observed that monagement
intervention is much in the company. It is therefore not unlikely that

this might have aoffected the responses received,

The following recommendations would be mode lo quide management in evolving

a more training and development approach to PAN workers,

(1} PAN trainees must not sce the period of training as a period of
escape from work. Rother they should see it as ¢ period of serious
concentration from where they would uitimately lounch themselves into
fuil reckoning in the company.

(2), The decision to recommend one fo;r' training must be preceeded by néceds
gssessment usuvolly deter'mined’ from the Annual Perfomonce Appraisal
Report and nol on the basis of the mood of the sponsor, participation
in PAN Training programmes is not g ccke to be shared by the
person wielding power fo those  he [ikes.

{(3) PAN Troining Centre should provide remediol courses for supervisors
ond foremen going on promotion. |

{4) Monagement should see the generol welfare of workers as an important
foctor to be considered in troining and development.

(5) PAN employees should be encouraged to see themselves as an intergraol
part of the company and take part in identifying troining needs.

(6} A favourabfe and good working environment would enhance training

ond productivity,



It is the opinion of this researcher, that some companies in Nigeria are still
lagging behind on works on Training and Development and their impoct on
employee productivity.

For this regson, it is suggested that more research should be done in this

area. .
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APPENDIX i

DEPARTMENT OF BUSINESS ADMINISTRATION
INSTITUTE OF ADMIRISTRATION

AHMADU BELLO UNIVERSITY - ZARIA.

DATE:= 13th July, 1992

Dear Sir/Mcdam,

I am a post graduate student of the Department of Business Administration
I am conducting o Reseorch on the IMPACT OF TRAINING AND DEVELOPMENY
of your Productivity.

I fervently believe that by completing this questionnaire, you would
be contributing sincerely to the success of this project,

! would therefore appreciate your sincere and candid answers.

| hope lo collect the completed questionnaires in five days time. 1 would
be ovoilable in the Personnel Office from 2.00 p.m. - 4.00 p.m., Monday to
Fridoy in case you require further explanation on any of the guestions.

Thanks for your co-operation.

Yours sincerely,

NONYELUN MADUBUKO (Nme).



QUESTIONNAIRE

THE IMPACT OF TRAINING AND DEVELOPMENT ON EMPLOYEE PRODUCTIVITY

A CASE STUDY OF PEUGEOT AUTOMOBILE NIGERIA LIMITED,

A PROJECT FOR THE PARTIAL FULFILMENT OF MASTERS DEGREFE
IN BUSINESS ADMINISTRATION - AHMADU BELLO UNIVERSITY, 2ARIA

MRS NONYELUM MADUBUKO.

INSTRUCTION: All the information given here will be treated with confidentiality

ond used for research purposes only.

SECTION A: (Persconal Information)

{})‘ IFhe name {_;; vour dé _a"ki!f.ru'-t'frf
|
{2) How long have you worked for the company
}'f’u‘f'S
|'_:") Your trode
(4) Your age
{5/ ' Your maritol stofus
Educational i::r’\.’r‘h‘f( ation
PLEASE TICK YOUR CHOICE OF ANSWER
{6) How satisfied are your with training functions in PAN
o 5 4 _ . 3 i
Much satisfied Vi ry satisfied Satisfied Uf.‘.-w)“.\;ff': d
2 _ _ 1
Very dissastified Most dissaslisfied.
{7} How much do you [feel that treining contributes to high productivity ?
: . - 4 3 e s M. -
Very much Much Little Very little Nothing at all



L wtE

(8} The training provided by the compony is

5 _h 3 2 1
Very odequale Adequote Not much Littlh Leost odequate
(9) How satisfied are you with manpower development efforts
6 5 4 ? 2
Most satisfied Very saotisfied Satisfied Dissatisfied
| 2 | ]
Very dissatisfied Most dissatisfied.
(10) What would you want training to achieve in the company ? Rank in order

of preference 1 - 4

(a)  Fringe benefils

(b)  Safety

{c) High productivity and efficiency
(d} Authority

| (e} Promotion

{11} More training will make me work harder

5 : 4 3 2
Most certainty Certainly Uncertainly Most uncertainly
7 -
Least uncertainly
{12) How easily occessible is your Instructor ?
o 35 4 3 2 1
Very much Much Littlie Very little None at ol

(13} . How friendly are your lnstructors ?

- 6 5 4 3
Most friendly Very friendly Friendly Unfriendly

2 1
Very unfriendiy Mostyfriendly

SECTION C:

Instruction: . Mork "YES® or "NO" ogainst the following stotements
{1} Training services genergily have improved over the years (Yes/No}
(2} Training is more committed to higher productivity thon any other section

of production (Yes/No}



(3)

(4)
(5)
(6]
(7)

(8)
(9)

w
There has been a considerable impact of training and development on
employee productivity (Yes/No)
If you receive training elsewhere, would you leave the company (Yes/No)
Industrial training is not desirable as long as® production is on (Yes/No)
As training and development improve, so production increases (Yes/NQ)
Industrial training and development have been influencing production
yeorly (Yes/NO)

More training and development will make We work harder (Yes/NO)

Staff development is owing in part to job advancement (Yes/NQ)

SECTION D:

(1)

(2)

(3)

(47

(5)

The Nigerian Government entered into joint venture and licensing agreement
with Automobile Peugeot, France establishing Peugeot Automobile
Nigeria Limited., when was Peugeot Automabile Nigeria Limited established ?

ond when did training of staff start ?

What purpose is Peugeot Automobile Nigeria Limited to serve in training

and development ?

What is the ownership structure of Peugeot Automobile Nigeria Limited
like ? Is there any specific clouse in the ogreement on the transfer

of technology ?
What is the company's Nigerianisation policy, and how many Nigerians
hold key Managerial Positions in the company as a result of training and

deviopment.

How maony Nigerions are employed by Peugeot Automobile Nigeria Limited.




(17}

(18)

(13}

(20}

(21)

(22)

(23}

(24]

What management skills do you consider necessary in the administration

of Troining Centre and functions ?

Describe the other Training Technicw! Resources which enhance staff

development in Peugeot Automobile Nigeria Limited.

What other facilities can the Troining Department offer in addition to

training courses.

How do you evaluate the effectiveness of troining ?
What role does validation ploy in your training functions ?

Expluin the influence of classroom communication ond lesson plans

in training activities in Peugeot Automobile Nigeria Limited,

What are the sources of your human resources development, opproisal,
development ond training systems, succession management intervention

and training improvement strategies.

Explain the strategic role of human rescurces management in g changing

environment.



