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MANAGEMENT DEVELOPMENT AND TRAINING
IN KENYA, PRELIMINARY FINDINGS

Moses N. Kiggundu

ABSTRACT

This paper reports on the preliminary findings on an ongoing
study in the area of management development and training in Kenya's
private sector. It begins with an assessment of the quantitative and
gqualitative current and projected demand for various categories of
managerial skills and the extent te which current kenyanization policies
and training programmes eifectively address themselves to these negqds.

An identification of the more important managerial skill de-—
ficiencies among kenyan managers is also made and used as basis for
discussing the relgvancy of current management development and training
programmes and methodologies in eliminating these deficiencies. The
need for trainers to provide professional a@sistance for the organi-—
zations and individual trainees to identify training needs and reformu-—

late more realistic expectatiens from management development pregrammes
is alse stressed.



The Africanization and later Kenyanization of personnel in both
the private and public sectors of this country have been major concerns
for government and foreign investers particularly after independence.'L
Various programmes, strategies and tactics, beth persuasive and coercive,
have been applied for the achievement of these geals. These included,
among others, the institution and vigorous application of entry and
immigration rules, the introduction ¢f work permits, and the creatioa
of the Kenyanization ef Personnel Bureau in 1967. Since then the bureau
has served as a permanhent agency whosemain function is to police these
regulations and supervise the whole Fenyanization programme. Operationally
the bureau is overtly eoncerned with the processing and stringent appli-
eation of work permit regulations instead af ensuring an increased and

better supply of high level Kenyan manpower for the two sectors.2

TPhese strategies have been more successful in the public than in
the private sector im t2rms of numerically placing Kenyans in positions
fermerly held by expat-iates. By October, 1971, the total Civil Service
had been 96.3 per cen’ Kenyanized while in some departments the proocess
was tetally complete, However, at the middle and high levels of the
service, this was he:dly the case and as the 1972 Economic Survey shows,

enly 33 percent of 31l positions were Kenyanized at these twp top levels.

In this p.rer, the focus is on the private rather than the publie
segior. This fous is justified for several reasons. First, it is

gemrally belieced that the Kenyanization of personnsl - process is slower

1. A\t the tire of independence, official governmesnt publications diseuss
"Afr.canizatimn®™ ef jobs then held by expatriates as the goal for the
government. By the 1970's the terminology had echanged te "Kenyanization"
and though tie creation of the Kenyanization of Persomnel Bureau in 1967
shold have helped to indicate the intent, if net the practice af gavern~
men policy confusion still remains over the meaning of the tws terms,
Fora comparison of government publications& use of these terms, see,
Kena. Eccnomic Survey, 1967, and 1973.

2. Twr a stetement of the bureau's priorities end preoccupations, seg,
Key/a. Ministry ef Labeuf Annual Report, 1948, and 1969.

3 Kenye.  enertg nfgﬁhe Training Review Committee. 1971-1972.
. ‘amaiwa, Lhalrman, Nalrobi, 1972, hereafter referred
vG as‘he Wamalwa Report.
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in the private than in the publicisector. In the Annual Report of the
Ministry of Labour for 1969, the Kenyanization of Personnel Bureau
complained that a number of firms "were employing a variety of delaying
tactics" in preparing Kenyans to take over expatriete jobs (2, p. 28).
This fear was conformed by the manpower survey of 1972 which showed
that for the private sector, the middle and high level jobs were only
68 percent Xenyanized as compared with 83 percent for the public sector.
Morgover, the same survey indiceted that the private sector was the
bigger of the two sectors employing 59 percent of the same cadre of man-

power as compared with 41 percent for the public sector.

More recently, the accute shortage of high level manpower parti-
cularly, but not exclusively, fer the private sector has been clearly
stated in the current Development Plan when it states thet "Trained man-
power — administrators, mansgers, and technicians, as well as skilled

4

clerical and manual workers —— are a major bottleneck,"

Table I belew illustrates further, the problem of the quantitative
shortage of managerial manpower in Kenya. It shows the existing supply
and projected demand for different levels of supervisory and managerial
manpewer in the private sector. For example, in 1972, there were 1214
General managers of whom 894 or 73.64% were non-citizens and additional

requirements for General managers by 1978 are projected at 1800. For this

TABLE I: EXISTING SUPPLY (1972) AND PROJTCTED DEMAND FOR CATEGORIES
OF SUPERVISORY AND MANAGERIAL MANPOWER IN KENYA (1972-1978)

Manpower Category Total | Of Whom i Gon—. "Additional Average
Supply Non- . Citizens; Require- | % Growth
- (1972) citizens| As % of ' ments rate per
. Total 4 (1978) year
1. General Managers 1214 | 894 73.64 | 1800 24.71
2., Profluction Managers 177 116 65454 300 28.53
3. Specialized Managers 254 150 . 59.06 450 29.54
4., Farm Managers & Super-
visers ; 4273 490 11.47, 1400 . 5446
5. MWanagers, n.e.c.&Pro- A
prietors 9590 4122 42.98 10000 17.38
6. Clerical and Other |
Administrative Managers2306 588 25.51 1800 1273
T. Production Supervisorsi&
General Foremen 1_3152 744 [ 23,61 3200 16,90
TOTALS 120965 | 7164 ! 33.68 15050 15.14

Seurce: Development Flan, 1974-78, Table 3.7, p. 106,

4. Kenya, Develapment Plan, 1974~78, Part I, Nairobi, 1972, ». 1Qa.
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projection to be realized, tae supply +of this category of managers must
grow at an average annual rate of 24.71 per.cent. Thkis Table also shows
that although the average percentage of supervisory and managerial man--
power that is non-kenyan is cnly 33.88 percent, this rises to as high as
713.64% for General Managers and remains over 50 percent for the first
three top categories of managers. Lven clericgl and administrative jobs

are as high as 25.51% non-kenyanized.

The additional recvirements are also noteworthy if only to give
an indication of the amount of work that has to be done for the achieve-
ment of total Kenyanization of all supervisory and managerizl positions
by target year 1982.5 The sotal supply mucst almost double between 1972~
1978 from 20,966 to a projected total of 40,016, Nearly in all cases
and certainly for the top three categories, the additicnal recquirements
by 1978 are more than the existing supplies of 1972. Therefore, the
achievement of the projected demand requires doubling the supply of each
category of supervisory and managerial manpower stocks only in a period of

four years.

Clearly, this calls for greater efforts for the successful
numerical Kenyanization of the private sector. As the larger of the
two sectors, its numerical absolute demand for middle and high level
managerial manpower is higher and as the less Kenyanized of the two, it
must be supplied with more Kenyan supervisors and managers. Needless to
point out, the rigid application of immigration and work permit regu-
lations alone cannot help alleviatc these bottlenecks. Instead; what
seems to be urgently needed as demonstrated by the data above, is the
institwtioh of positive programmes that focus more on the supply side of

the equation.

II. QUALITATIVE NEED ASSESSMIENT.

The numerical need assessment of managerial manpower as out-
lined above shows only half of the problem., Though it is important
that an accurate assessment of the quantities of present and future
managerial manpower needs ve made to facilitate statistical analysis
and forecast, this alone does not provide a totzal and adequate measure

of the achievements and problems of effective Kenyanization. Effective

5. The Kenya Government has stated that "all non-citizens will have
been replaced by citizens in 19827, See the current Development Plan,
1974—‘78, oDoCito, ppc 103.
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Kenyanization requires, among other things, that not only should various
categories of Kenyan managers be supplied in the right numbers, they

must also be of the right calibre.

This means, first of all, that they must have a broad educational
background and be highly competent in their various technical skills
that they accuire through training and experience. Secondly, and more
important, they must have supervisory and menzgerial skills appropriate
to their new roles as managers. Their perception, attitudes and behaviour
must be facilitative of their new managerial functions. As manzgers; they
must be able to manage and this requires developing their intra—personal
and interpersonal skills much more than their technical skills. As the
Wamalwa report rirhtly points out, technical skills without the apprs-
priate interpersonal skills for any manager #is largely unproductive
and it could be counter—productive."6 Therefore, in order to develop
Kenyans as total manzgers capable of performing mejor non-routine mange-
gerial functions, it is important that their interpersonal skills

be developed in accordance. with their new managerizl requirements.

The qualitative manasgerial intra—personzal and interpersonal skills
required of any mansger zre broad and indeed often situationally varied.
However, given the Kenyan organizational and societal-context, it is
possible tc spell out some of ‘the tmportant such skills., First of =211,
the manager's attitudes and behaviour towards his job, his coworkers
and his organization must be supportive and perceived as being se by
all those with whom he interacts as a manager. He must be commifted to
his job and loyal to his organization while at the same time he main--
tains a high sense of public duty and responsibility. He should be
able to understand the relationship and interdependence between hig
job, his organization and the wider socio-economic system. Indecd, he
must be able to grasp the dynamic aspects of his environment and the

inevitable changes that these bring to his job and organization.

\
At his work placc, he must be able to establish and maintain

a supportive work relaionship with his coworkers and build mutual
trust and understanding with them. He should 2lso facilitate open
communication with all individuals with whom he deals while executing
his managerial functions. He must also have the 2bility to anticipate,

plan for and manage clange and its inevitable conflict.7

6. Wamelwa, D.Ne, op. cite., p. 6.

Te qu a discussion of the management of change and conflict in a formal
érganizational context, See; for e¢xample, Thomas, J.M. & Bennis W.G.
Management of Change and Conflict, Penguin, 1972,
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At the intrapersonal level,he must have enough confidence in
himself to be able to take initiative and act indcpendently without
receiving close supervision. He needs that much confidence in order
to be able to take high risk managerial decisions and accept the
responsibility that always =zccompanies risky situations. He has got
to have the "guts® to function under sonditions of uncertainty and stress
since these are typical conditions for all managers especially those
manageing under rapidly changing conditions. Finally, he must be able
to develop himself and his subordinates for more effective performance

and wider responsibilities.

These gqualitetive skills are extremely important and their
acquisition by Kenyan manzgers and other new iLfrican managers is
necessary before effective managerial localisation of personnel can be
archieved, Anybody concerned, as for example, with the Kenyanization of
managerial positions and functions, must discover to what extent local
managers have developed these skills, Trainers and those designing
supervisory and management development and training programmes must
demonstrate a clear understanding of the skills that their clients are
in need of both individually and collectively as a management teame
The choice for the design, pedagogy and methodology of the training
programmes would then be specifically related to the type of skills that
are mutually iden}ified as lacking and whose development is necessary
for more effective growth and performance of the managers. Clearly, ne
objective managemsnt development and training programme can be designed
without Tirst discovering - the type of skills that the Kenyan manager
needs developed before he can become a total and effective agent of

managerial Kenyanization.

Some Evidence From the New African Managers.

Unfortunately, very little is yet known about the new African
manager. Information is scanty and filled with gaps as to which of these
skills the African manager is lacking and therefore needs develop. In
the emplecyment organizaticins, promotions into the managerial echelon
are at best merely based on technical competency without prior experi-
mentation of the individual's interpersonal and managerial skillse.

This increases the risk involved in placing such a person in a mana-

gerial rcle and it is not surprising that in a number of organizations,

IDS/WP 179



the Kenyanization of managerial functions has been quite costly.

Worse still, when designing superviosry and management develop=
ment programmeg trainers resort to methodologies that are irrelevant
and sometimes harmful for the development of the skills that their
trainees lack and need so badly. The trypical setting is usualyy
such that both the trainees and the trainer meet as strangers, each
suspicious of the other and the latter unable to create "a psycholo-
gical contmact for learning" with the traihees.9 Under such strained
relationships, the trainer has no options for dealing with the trainees
except to assert his amth~rity as a2 leader by establishing a traditional

classroom teacher-student relationshaipolo

A study recently carried out in Nigeria gives some insight into
the types of skills that the new African manager actually lacks. The
study, among nther things, shows that the new Nigerian manager lacks
managerial, intra-personal and interpersonal skills much more than
technical skills =nd that lack of management training largely explains
the reasons for this deficiency. Table II below gives the major factors
retarding the new Nigerian manager from performing his managerial

functions. Over 30% of the factors returding cffective managerial

0s The Kenyanization of any menagerial job formerly performed by an
expatriate can be 2nalysed as a high-risk managerial decision. The
placement of an untried and often untrained person in a managerial
role mzkes it an even: higher-r:sl: decision. Sometimes the risk is
averted either by de-kenyanizing the total job or its more impeortant
‘managerial functions. 1% would. however, be prssible to reduce the
risk considerably by preparing and testing the individual's technical
and interpersonzl skills so as to enable management to predict more
acqurately his expected managerial behaviour. This would reduce the
costs of Kenyanization. For a discussion of these costs, see Collin,
B.A.N. "Some Issucs and Dilemmas in Management Training for the East
African Corporations and the East African Community Organizations™

~

East African Management Journal Vol., 7, Yo.l, 1972,

9. The importance of creating a psychological contract for learning
in management development and training is discussed by Holloman, C.Ra’
"Human Growth and. Development in the Classroom™ Proceedings of the
Academy of Management, Minneapolis, 1972,

10. For a description of the typical setting of management development
and training programmes, see Sommerfeld, Paul J, "The Development of
Managers and Organizations: A Discussion of the purposes of manage—
ment Training in Africa' and Young. T:R. “The Administrative Staff
College Approach to Management Training" both from the érnference of
Regional Expert Group Meeting on Higher Management Iducation and
Training in A‘rica, Addis Ababa, 1973,
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TABLE IT: MAJOR F'CTORS RETARDING INDIGENOUS NIGERIAN MANAGERIAL

. _ PERFORMANCE
Major Factors %
1. Tnuadequate Management Training 30.4
2. Poor Cuality subordinate FEmployee 26.1
3. Lack of team fcelings among Managers 8.7
4. Poor Relations with employees 8.7
5. Uncaperative or difficult union members 4.4
6. WMiscellaneous 21.7
100.0

Source: Notes from the "Regional Expert Group Meeting on Higher
Management Education and Training in Africa®. Addis Ababa,
1973 °

performance results from inadequate and improper management training

while another 30% percent is a result of somo form of interpersonal

incompetency resulting either from lack cf team spirit among managers

(8.7%), and poor re_aticns with coworkers (13.1%) including poor co-

nperation with union members.

The =mame study rceported an analysis of the major characteristic
weaknesses of the same Nigerian managers. Thesce weaknesses were
defined and individual ratings estimated for cach weakness. The

findings of this aspect of %the study are tabulated below. Ahout 607

TABLE IIT: “DEFIVING RATING OF INDIGENOUS WNIGERIAN MANAGHERS.,"

Weakness I —_ % Rating
. Lack of Initiative 20 .
2. Inadequate Bducation or Professional background 13.6.
3. Unwillingness or relactancy to take decisioans 13.6"
4o PelBctancy to do manual work 13.6
5« Uniue concern for Ferscnal Prestige 1%99
6., Tendency %o stick to the desk 10.2
7. Incufficient loyalty to the srganization 10.2
Too asyxious to please subordinates 34
9., Miscellaieous 3ed
TOTAL 100.0

As Tsble TI ahove.
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of the weaknesses are due to lack of initiative,; unwillingness or

relsctancy to-meke managerial decisions, inadequate.or improper manage-

ment training or insufficient commitment and loyalty to the employing
organizations. These weaknesses are clear symptoms of the indigenous
Nigerian manager's lack of confidence jin himself and inability to adequately
adequately perform his new role zs a manager by learning to live in an
uncertain and stressful environment which constantly calls upon him to

take managerial high-risk decisions and accept the related responsibilitye.

This study, which may well havwe relevancy for the new Kenyan
manager, ‘clearly demonstrates that what the indegenous Nigerian manager
needs is not so much of technical ski;ls as much as he neceds to develop
his iﬁfféﬁgrSonél and interpersonal skills that he needs in order to
function effectively and independently as a mancger while at the szme
time he facilitates a méaningful interaction process with his fellow
employees so as to build a management team at the -work place. These
findings should provide valuable guidelines for trainers and designers
of management development and training programmes for the indegenous
Nigerian managers as well as ‘the new local managers elsewhere in Black

Africa.ll

Another study was made in Ethiopia by Doty during his service as
a manager and trainer in that country over  the years 1969-1971. The
study was, among other things, aimed at trying tec discover the attitudes,
deficieficy in skills and techniques and behaviour of the new Ethiopian
managers who were being developed and trained for rapid IDthiopianizatione
In this study, senior managers were asked to identify major managerizl
weaknesses of their subordinates and the following came up as major

weaknesses:

l. Relwctancy to assume more auvthority and responsibility..

2. Unwillingness to take risks and make appropriate managerial
decisions.

3. Lack of initiasive and aggressiveness.

4. Lack of work cymmitment and low need for achievement,

11. For a discussion of fraining and designing problems and experiences
in Nigeria, Ses. '
Abramson, R. et. al. "Husan Relation (Sensitivity)

Trnznlng in Africen: A report or the Second Staff Development and Human
Relatlons Training Workshop" 7 ‘iz, Nigeria, 1973,

2., Doty, T.H. "Manzgement Devclopment in Ethiopia® in Proceedings
sf the Aoademy of Manazgemens, 3z Annual Meeting, Minneapolis, August, 1972,

R

P |
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5. Poor communication both formally and informally.

6. Unwillingness to delegate and poor at planning and setting
goals.

T. Inadequate knowledge of general business practice and
lack of interest to work with fizures,

Oe Laéﬁ;confidence in himsclf and aveinding direct criticim
however constructive or well--intentioned.l3
These weaknesses are clearly a result of the Ethiopian manager's
lack of appropriate preparation for his new managerial role and the
difference between the demands of this role and the traditional social
setting in which he was born and raised and from which he is struggling

14

to emerge. His lack of confidence in himself, his inability to take
initiative and decision making and his poor communication "down"™ and
"around" render him unable to manage. He must therefore be helped to
develop into a total manager before he can be an effective agent of

Ethiopianisation.

Doty's findings correlate quite closely with the observations of
Sommerfeld who has done extensive training and designing of management
development programmes in various parts of Africa including Kenya.
After several years of classroom expericnce, he observed that the new
African manager or administrator lacked confidence in himself, avoided
autonomy, preferred dependcnce to independcnce, lacked decision-making
techniques and could not cope adequately with situations of uncertainty
and stress,15 He also observed +that because of the colonial history
of most of Africa, it was inevitable that the new African manager's
confidence and self respect had to be totally shzttered ouﬁ of him.16

The major observation Sommerfeld made was that in a situation like that

13. These findings must be understood in the light of the fact that the
stbjects were middle managers being evaluated by their seniors.  Some of
thase problems are actually inherent in their positions as middle managers
rather than as new African managers. For 2 discussion of the problems of
middle managers and thoeir relationships to managemcnt development, See,
Krimbein, Fliezer, "A Model of Continuing Professional Education for
Middle Manasgers”™ in Manpower Planning and Programming, Elmer Burack
and James W, Walker (eds.) Allyn and Becon Inc. 1972.

14. PFor a dizcussion of the practical problems of new African managers
trying to li¥e vp to the Tureaucratic demands of modern organizations-in
basically traditional setting, see Kiggundu, M.N. "The Role of Gonflict
in Uganda's BEmerging Bureaucracies', The University of Alberte , August
1972,

15. Sommerfeld, Paul, J. op.cit.

16. For a more liTely and astailed account of the problems of education
for the oppressed, See Freire, P. Pedagozy of The Oppressed. Penguin,
1972,
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prevailing in Kenya with "rapid economic and socizl change, the primary
need is to develop individuals capable of tolerating and controlling
unéertainty and change; to develop managers capable of taking decisions
and using their initiative in unstable environments."17 Indeed,
Sommerfeld, Doty and the Nigerian study identify the same problem area
facing the new African manager and those trying to develop him and

uge him as an agent of change as well as localization of personnel.
’

Here in Kenya, evidence in support of this gmalitative problem
of manzgement development and training is hard to get by. Both the
Ndegwa Commission and the Wamalwa report provide some ins*ght into the
nature and magnitude of the problem. The Ndegwa Commission largely
basing its evidence from the inputs of an American consultant, recommen—
ded that the public service of Kenya should adopt modern management
techniques largely =zimced at improving the civil servants interpersonal
competency.1 The Wamalwa report alse put heavy emphasis on the need
for management develorment and training that would influence the Lfrican
managerts attitudes and behaviour while performing his managerial
functions. The problem with these two reports is that being government
sponsored andl having been completed in a very short period of time, they
were not based on systematic field resemrch evidence to back up their
recommendations. Rather they were dependent on “armchair" theorizing
about the actual gualitative nceds of management development and train~

ing in this country.

A more systematic study undertiaken here in Kenya was began in
_1971 by Michael Greasres and Normon Hunt both of the University of
. Edinburgh. The major purpose of this study was to find out the atfitudes
and background of the new African managers znd their effect, if any, on
the Kenyanization of personnel in the private sector. They also set
out te discover what individu=zl firmﬁ in the private sector were doing
in preparing and developing local managers by way of management develep—

ment and training.

17. Sommerfeld, op.cit. p. 3.

18.. Kenya. Report of the Commission of Incuiry (Publie Service
Structure and Renumeration Commission) 1970-1971. Chavter X,

D.N. Ndegwa, Chairman, 1971, Nairobi, herein referred 1o .as--—
the Ndegwa Commissicne.
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They collected data from 62 companies and 179 managers and the
preliminary findisngs indicate a very close similarily between the
characteristic managerial weakness of the Hthiopian and Wigerian
managers and thgse here in Kenya. PFor example, the study shows that
the new ¥enyan black manager is poor at making descretionary managerial
decisions, does not readily accept responsibiility for his managerial
actions an%vtends to prefer closer supervision to freedom of action or
indepencendes He also lacks the ability to plan ahead and he is
impatient for promotion.l9 Qreaves' preliminary recommendation for
helping these managers to eliminate thesc managerial weaknesses is by
way of management development and training. However, he alse observed
that "there is a lack of commitment to the true nature and notion of
management develoyment even though this is necessary for the successful
aﬁgnmpﬁishment of‘AfricanizationHzo Evidently, the problem is to discover
exactly what the '%rue nature and notion of management development™ that
will bring about :ffective qualitative Xenyanization with managers
that/have both tlk> technical and intrapersonal and interpersonal skills

for effectively c¢ischerging their managerial functions.

III. PURPOSE AN, METHODOLOGY OF THE PRESENT STUDY

Purposes

The presmt study relies on the evidence collected here in
Kenya as well aselsewhere in Africa concerning the impertant managerial

and interpersonal skill deficiencies of the new African or Kenyan manager.
It is based on tlz2 provositian that these skills must be develeped
before the new Kenyan managers can be effectively used as agents of
change and Kenyarization. The Tirst purpose of the study, therefore,
was to discover how much the Kenyan private sector is actually doing
in developing these skills. This »equired an examination of the nature
apd extent of the response of this sictor beth te the quantitative ard
qualitative managerial bottlenetks as vdentified above. Particularly,
the study sought to find out to what 2xtent this sectpr has accepted
the challenge of developing its managels by way eof management develop—
: R

ment and training. _ i .

19. Greaves, Michael, J. "The Wew (Black) fine of Kenyan
Management" Daily Nation, Friday 8th & 15th Sen_’ 1972,

M. Creaves, M.J. Private Communication, 1974.
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Previourn -writers on this topic have provided rather disappointing
results. Michael Greaves indicated that the manzgement development and
training activities; in Kenya's private sector wers inadequate in spite

~

of the fact *that this was nessssary %> ensure rapid and 7feciive

o

Kenyanization of menegerial functions. 21 He also obserw.d that many
firms did nov have a2 "comprzhensive system cf management development
and training,

The Wamalwa report was even more oritical of both the private
and public sectors’ involvement and co-ordination of manzgement develop-
ment and <raining. It also poinfted out the lack of a systematic and’
collaborative approach For the two sectors and concluded that the
situation was "elearly wsal-sPactory" and that the couatry as a whole
was "nov getting full value for the money which is expended on trainingo"oc
It further okserved that the wWo seciors were Yaffected by the lack of
effective managemcnt trailing.V " Firoily. the veport pointed out very
sharply that the most serious problem vas the lack of clear objectives

.

for the individual firm, itz manag-rs and the vraining zctivities

o

-

themselves 2s far az mensgement aevelopment and training was concerned.

Given the imponrtani skills that have been identified as lacking
but whose developmeats is neeessary tor the new managers, ik was Telt
necessary to try =~ finc put what meikodologies, design and pedagogy
were used for trawning. Tae interperscnal and masagerial skills that
need urgent gticntisn for maragerial dcvelopment, require an affective
rather than somaitiis cporoach to training. The training design and
methodology should he such thet 5he managers; both individually and in
groups, nave an opportuniiy ¢ experiment with the new ideas and skills

—

that are being dsveloped. For cxamoir2, they should hzve the facilities
to experiment with independant decislon making, choice commitment and
risk-taking in stressfal. unsertain and unfamiliar environments. In
addivion, the trairprs musi te supportive and totally availabie in cofer
to provids the necessary enocpremem%mt and guidance during and after

’)
the training sgssioas,

21, Greaves, . J. cp.cit
22: Wemaiwa. W.N.. Chapter I.
23, Wamalwa, W,N., 9 4,

24, There is ample litevebure concerning the design. mebthodology. and.-

trainer role for programres aimed at improv.ag participants: intra-

rersonal ana intzrrersornal. alidils. Two examples from Africa and

Lavin America respectively erc: i i £

a) Nrlen, D. et. al- Hardoosk of Stary Development and Human Relations
Training: Hateriaic Joveloped foo Use in Africa. H shingion D.C. 1957,

e

r\

y-—s

b) Harrison K. & Hopkinz, R.L. "Thz Design of Croms-Cultural Training:
An Alternative io the Universii 7 Model” in Dod, Kulo ed.als Organi-
_zation Psycholoey, .! beok of Rec dings, Plentice Hall. 197l.
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The third, but methodologically more difficult, purpose of this
study is to try to evaluate the effzctiveness of the existing management
development and training prosrammes. ‘nowledge of the skill decifiencies
that these programmes are designed 7o correct and examination of the
methodological and pedagogical pacxages used should provide valuable
guidelines for evaluation.. Evaluatlon is here limited to discovery of
the extent to which these packages are appropriate for effectively
correcting the identified skill deficiences and Tacilitate the develop—

ment of Menyans into total and competent managers.

Methodology

This study started informally during my intensive participsation
in various management developmeant gnd training programmes in Wairobi.
During these programmes, my role las varied from being a trainee, an
observer and then as a designer ané trainer of many of these programmes,
I have also observed many trainers in action and often held lengthy
discussions azbout their +training zrals and philosophies. I have also
had variocus discussions with traisee participants both colliectively
durins training sessions and individually either in their offices er

more informelly in pubs and elsevhere.

In a formal and more systematic manner, this study started
snly five months ago and it is still in progress. It is made up of
several stages each following from the other. The first stage involved
sending out a 14 page questionnaire of 52 questions to large and mediuwne
sized firms each employing at least a total of 10Q employvees. The origiral
mailing list was obtained from the Rezister of Manufacturing Firms, 197C,
a publication of the Statistical Divisicn of the Ministry of Finance and

25

Economic Devslopment. Modifications were mede to the original list

in the light of more and upr to date information. For example, Tirms listed
separately but known to be under ihe same manszement or investment group
were grouped together. Additions to the list were made by personal
contacts during verious management development courses held in Hairobi,

In the end, 113 separate cuesticanaires were mailsd either .te

the personnel manager, or where more informetion was given sbout a
particular firm, to the training officer or manager. A number of

these questionnaires were personalized where personal contacts had

been made with the personnel or trzining menager of a particular firm.

The second state involved holding interviews with difforant

types of managers and trainees in selected training firms. Tdeally,

25, Xenva. Register of Manufacturing Firms, 1971, Uairobi.
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it was hoped that some interviews would be carried out even in those
firms which did not claim to have a *formal management development and
training programme.” In all cases, the contzct person was either the
personnel manager or another senior menager in the same department who
provided information about training and relzted personnel functions of
the organization. He was also the one who arranged interviews with

the campany's past and present trainees who were also interviewed.

The trainees so far interviewed have all been supplied by the
tersonnel department of each sompany in collaboration with various
departmental heads. It is therefore pessible that these might have
been "hand picked.” so as to provide a rather exazgersted picture of
the comrany's management development activities. My only criteria for
selection of the trainee is thet he must te above the unionizable ranks

ard that he must be a2 citizen of Kenya regardless of colour or race.

The fourth stage, which has nct been extensively done to date
due to research menpower shortages, involves interviewing departmental
heads of those firms that do have formal training programmes. The
purpose of this interview is to obtain first hand information from top
management as to what they think are the more serious skill deficiencies
of their junior manacers and how successful their company's trairning
procrammes are in assisting them to eliminnte these deficiesncies and
develop the Kenyan mancgers. It was hoped that the departmental heads
would have a more accurate accessment of the effectiveness of their
company's training programmes .since they are the maln users of these
programmes and since they are in constant contacts with the trainees as
they go through various stages of development and training. At the
time of writing more data 1s expected to come from the companies contacted
ard more interviews have been scheduled. The discussion that follows in
the next section is based on the preliminary findings of the datzs eo

far received.

26. This approach and interpreterion of the concept of Kenyanization is

slightly different from that~ of Greaves. While his focus was exclwsively

for Kenyan black (however defined?) ranagers, the present study includes

all citizens irrespective of race. This difference is mainly a result

of the confusion of the meaning and intent of localization programmes ag

explained above. Creave saw the problem as one of eliminating 'Racial
‘halances" in managerial postions while the present study limits itself

he replacement of non-citizens by Kenyan managers.
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IV. SOME PINDINGS FROM THE PRESENT STUDY

At the time of writing, responses have been received from 41
firms particularly from the bigger ones. This represents a return rate
of 36.3% which is expected to grow as more returns come in. Of these,
one firm had closed downw%ﬂzi%éig?aéﬁg%%dmgig?zﬁpgg§%gi% E%Ei%eﬁgﬁa%he
cut—off point or because they were somehow associated to other holding
companies which were expected to send in responses for the whole group.
These were excluded in order to avoid possible errors of double counting.
One firm indicated an unwillingness to participate in the study because
if wag faced with an "unforescen shortage of mgnazgerial manpower." This

left a total of 31 useable returns.,

i =~ Of these, slightly over 50 percent indicated that they had some
form; of "formal" supervisory and management development and training
programmes., The rest which are referred to as non-training did not have

27

such programmes. In general, better respomses came from the international
and larger firms whose personnel managers showed more occupational and
professional interests. Though responses were received from both local

and international firms from different industrial centres of Kenya, some
firmsy particularly those in the textile and saw mill industries were
unduely sensitive about it and totally reluctant to participate. It

was obvious that they did not want to discuss their management deveclop-—
ment and training activities though they were very willing and ready to
provide quite high numerical rates of Kenyanization of personnel in

their respective firms.

Table IV below gives some data comparing the training from non-
training firms. As can be clearly seen, the training firms are on
average bigger by way of employment than the non-training ones. The - - =+
former employed an average of 898 people as compared to only 491 for
the latter., This indicates thet larger firms are more likely to have
some form of formalized management development and training programmes

than the smaller ones,

27. The term "non~training" could e slightly mislsading. Some of

these firms agiually engage in some form of management development

and training, - Apart frem on the job training which all the firms

proudly claim to be engaged in, a few of these firms sought external
training exceépt that they had no systematic training pslicy or programmes
and consequently, they kept no record of their training activities.
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The table also shows thet the training firms, being biggery
have a bigger share of the local market than the non-training firms.
Most firms ranked very low the idea that they were engaged in compe=
titive training (i.e. because their competitors too were training).
This response. is not surprising given the relatively high industrial
concentration in Kenya and the absence of direct keen product market
competition especially for the larger and often protected firms. However,
some training firms felt that indirectly, their training policies
were influenced by the keen competition that exists in the labour

market for some specialized managerial skills. The turnover rate for

TABLE IV: COMPARISON OF TRAINING AND NON-TRAINING FIRMS

A
TRATNING FIRMS | NON-TRAINING FIRMS
|

| MA’XI—l AVE-  MIN- MAXI- AVE- | MINI-

1 MUM 4 RABE | MUM MUM RAGE . MUM

|
. T loyment f'i

1 otal employment per f lifj 234N 1 898 ] 140 2600 491 \ 100
2. Total number os Super= \

visors & Managers 260 98 10. 8¢ 25 t 3
3. Percentage of Kenyan !

labour force 99 2 60 99 87 3
4. Percentage of Kenyan ! |

market controiled

(major product line) 99 4 7 85 41 10
5. percentage of Company

locally owned 100 57 0 100 69 0

l_/ As defined by each individual firm,

Sourde: Questionnaire Returns.

supervisory and middle management jobs is quite high and training firms
reported an average wastage rate of 27% for external training with
several firms experiencing over 50% of such wastage. Scnior managers
thought that this was because there were still a number .of firms
which- did not have training programmes and which sought to fill ‘their
managerial posts due for Kenyanization by "raiding” one of the larger

training firms,

Por both the training and non-training firms, the guantitative
rate of Kenyanization was cuite high. The training firms had a slightly
higher rate of 93.6% while that for the non—training ones was 86.9%. In

both cases, the rates are higher than those given in table I. Tt is not
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clear, however, whether this rate is that high because of training or
because of the fact that our sample excluded the smaller firms (with
less than 100 employees) whose Kenyanization process is perhaps slowers,
In this light, it is possible that the larger firms would receive more
pressure from within but more so from gcverament and the public to
adopt a faster rate of Kenyanization than the smaller ones and since
the traditional measure for the success of Kenyanization is by way of
percentages, these firms must have disconered the way to "beat the

system.™

The basic oguestion which this analysis raises is whether it is
proper and adequate to measure the success of KEenyanization merely by
taking a numerical~srat of the number of Renyan employces as compared
to total employment for the firm. This measure is certainly misleading
especially for those labour intensive and agricultural firms which have
a high number of unskilled and semi-skilled employees who must obviously
be Kenyans and certainly not expatriates, Clearly,; whet is needed is a
measure of Kenyanization that reflects the Kenyan managerial partici-—. _

pation in the runnihg of the firm.

Such a measure would be difficult to formulate because it
seeks to determine the qualitative managerial contribution of the Kenyan
managers to the total managerial functions of the enterprise. The
computation of such a measure would require much more detvailzd informa=—
tion about the individual Xenyan managers and the internal working and
organization of the firm than is ordinarily available to goverament

bureaus.

It is possible to give some suggestions for the formulation of
such a measure., first, since managerial salaries could be assumed to
be a measure of the value the enterprise places on its managerial
resources, a comparison of the ratios for each firm of the Xenyan to
the total number of managers in the firm and the ¥enyan share of the
managerial salaries to the total firmt*s salary bill would give an
indication of the comparative value the enterprise places on its
Kenyan managers. A second suggestion would be by tzking all the
enterprisets managerial resources both Kenyan and non-kenyan, and
for each calculate the total skills both techmical and managerial
which are brought to the management of the firm. A comparison of the
total Fenyan menagers' such skills with the total enterprise skills
would give a gualitative measure of the effectiveness of Kenyanization

of shat firm.
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Obviously, none of these is free from methodological and
practical problems of definition and measurements and yet a purely
quantitative measure of kenyanization by way of cmployment is totally
inadequate and sometimes misleading. This points to the need for the
formulation of a mcre satisfaciory measure of the extent of effective
X-enyanization or lecalization of persoznnel for any country concerned

with the replacement of expatriates with local managers.

Methodolozy and Pedagogy Used in Training

n an effort to try and discover the effect of training of the
identified managerial skill deficiencies in Kenya, an examination was
made of the policies, contents and design of the various firms' training
programnes. The methodologies and pedagogical o.ids used were also studied
to discover their appropriateness to the needs of the trainees. Finally,
the role of the trainer weas scrutinized tc discover the extent to which
these trainers are supportive in assisting the traince to develop and
apply tae new skills tnat were passed over to them during training

sessions to his man~gerial job.

The policies of the firms were hard to get to. Only 50% of
the training firms had written policy statements on training. The rest
dealt wi~h trzining needs and problems on an "ad- hoc", commonsense
approach, However, a few themes amerged during subsequent interviews
with various managers. Most managers believed that on the job training
was the lest way of developing managerial skills using jcb rotaticn and
understudying the expatriate counterpart. Secondly, there was a general
belief particularly among senior managers that there was a body of
knowledge called "management principles™ which their juniors needed and
that the best way of getting it would be by attending external courses

either lccally in Kenya or better still overseas,

The rather high dependence of on the job training for developing
maneger.al skills cannot be jusiificd. While cn the job trairing is

somerines benefitial at lower levels of tihe organization,; midd.e and

?& This part of the discussion is bordering on a more fundameitally
idoleocgical question of the relationship between ownership, comrol
in Tén:fement of resources. After a point, the inconsistance retween
calizati Ly . N . . .
ation of high managerial functions in foreign owned resoirces

?;omes apparent. This inconsistence would result into possibls conflict
i thg localization programme were pushed far enough into those managerial
fncﬁlons and areas of vital interest for the foreign owners. s it
»ssible to establish a clearly defined and mutuall§ aoceptable.out-off

. , - . ; 4 :
pint of qualitative localization of foreign owned resources in order
> accommodate the conflict?
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top management development aimed at developing interpersonal skills
reguires more systematic efforts.29 It was not sven clear whether the
senior managers of these firms had the desire, time and compentency to
act as trainers and change agents for the developinent of their more
juriior managers. There is also the more basic guestion of whether the
daily managerizl pressures do not add confusion for the trainee in

the process of differentiating his senior's habits from appropriate
managerial behaviour. As for the expatriate manager, the role of trainer
is even more uncofortable.Bo In a number of firms visited, there were
feelings of uneaseness between the Africen managers and their senior
expatriates. The relationship that existed was not cordial enough to
allow for mutual trust that is always needed in developing intra-personal
and interperscanl skills. As Harrison and Hopkins point cut, the most
serious problems of expatriates are "emotional znd interpersoanl® and
since their role as trainers would call upon them to focus on affective
levels of learning, they would not be able to facilitate meaningful

interaction for learnimg with their junior counter-parts.

The training firms were asked to identify, those training
methodologies that they commonly used from a list as provided below.
They  were 2lso asked to give the percentage of times each methodology
was used. In a scparate section of the questionnaire, they were asked
to rank the cffectiveness of each of the same methodology on a five-
point . scale. A comparison of the wtwo responses is tabulated below
showing the difference between themethodelogies that they were using

and those they thought more effective for developing their managers.

As table V shows, almost 80% of the training time is spent
on some form of cognitive learning prosesses (a+b+c+h). The danger

with: this inappropriate design is that not only does it fail to bring

29, TUlmer H, BuracK and Thomas M. Calero, "Managerial Manpower
Development: Design or Default?" in Burack, E.H. and Walker J.W.
op.cit., p. 313

30. For a discussion of the problem of playing the role of expatriste
trainer, Sec Beuveniste, G. et. al. (eds.) Azonts of Change:
Professionals in Developing Countries. Praeger, Londony, 1969~

Harrison, R. et. al. op. cit.
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about desired attitudinal and behavioural changes that are necessary
for the manager's development of his interpersonal skills, they also
reinforce old and dysfunctional attitudes. For example, the classroom
setting characteristic of the lecture approach with the trainer playing
the role of leader and authority figure merely reinforces the trainee's
dependency and subordinancy needs since the informetion; metivation and
levels of participation are controllec for him. Where the trainees are
characterized by lacking in self confidence, high dependence needs and
interpersonal incompetency, one does not help them by designing a train-
ing prosramme with methodologies that merely reinforce their old weak-
nesses.””

TABLE V:  COMPARISOW OF USE AND SVALUATED EFFECTIVAENEBS OF VARIOUS
TRAINING METHODOLOGIES

Training Methodology g‘z;zegzzge g‘o’giﬁe;
Effectiveness
!

a) Lecture 40.8 2.7
b) Seminar 12.8 3.1
c) Assigned Reading ) 2.1
d) Case study 7.5 3.6
e) Business Game 2.7 -
f) Role Playing 548
g) T Group 442 1.9
h) Field Work 17.7 2.3

l}" ‘ 100.0

1_/ Maximum possible score is 5 and miaimum 1.

Source: Questionnaire Returns,

. The kind of training design and methodology that are appropriate
for developing the skills that Tenyan managers do need are those that
appeal to the trainees' affective vrocesses in somg kind of deep ematdonal
involvement in group settings with his felldw manzgers. This would secem
4o be more effectively achieved by way of some form of sensivitity train-

ing.33

32. Holloman,' COR. OEooito

33.. Raygolds, Peter, 4. "Greativity and Manzgement Edueation far
Coping with Turhulent Orgenizational Enviromment™ Proceedings of

the Acedemy of Management, 1972,
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The choice of trainers and their commitment and participation
before, during and after the training session can be an important deter-
minant of the Sase withiwhich trainees can translate their new skills
into noticeable manager?al behavioural changes., The present study
renealed that many of the training firms were either seeking fraining
overseas or importing the trainers from abroad. There are several
disadvantages with this. First, inspite of the fact that overseas
training brings added status to the trainee and therefore makes him
a more acceptable leader and change agent when he returns, there is
alse the danger thet it could lead to alienating him from his fellow
co-workers. Though mony personnel managers did not consider the problem
of alienation as applicable to their externally trained managers, they
reported high wastasge rates for the same trainees - particularly throusgh

2
resignations.”

A more peactical problem is thrt when the trainers are so
physically removed from the trainees' place of worker, they cannot
provide follow—up consulting admice on a continuous basis so that even. _
in the unlikely circumstances that one of the trainees would like to
put into oractice some of the ideas leant during training, he would
have no professional swpport and he would most likely end up worse

off than somebody who did not even try to change his managerial

~

behaviour.” The idea situation would be for the trainer to intenact
with the trainces a} their work places, together with them identify
their management problems and itraining needs and then continue working
on these problems at the post-training level. Unfortunately, the ideat
of a trainer/consultant did not appeal to most managers because they
insisted that. management development could be successfully carried out
away from the place of work. It 1is possible that they realized that

the introduction of trainer/donsultant servide would open up areas

34, Fur a discussion of the ~importance of stotus and influence-for
managemert development, See respectively Davidson, F. Management
Sonsultaniz, 1972, and B.H. Banm et. al. ”Organizationai'Effect of

" Supervisory famsn Relations Training: An Evaluative Technique™ in
Personnel Manazement, D.B. McFarland (ed), Penguin, 1971,

35 qu_p:dblems ¢l subjengi- - workers to unfamiltbar mansgerial é
behavioury aralonecty, £l abiaein of Todnatrial Rereancrany s
New York, 1954
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that they were not prepared to deal with which might require, as for
example, changing structural and functional relationships within the

organization.

V. TXPECTANCY THEORY AND HMAN:-GIMENT DEVELOPMENT IN KEWYA.

The success or otherwise of management development and tr-ining
often depends on the degree of similarity or compakibility of the expec~
tation s of the trainees, their employing organizations and the trainers
themselves.”  This study, therefore fried to discover the expectations

of the three actors of these programmes.

»
Ixpectancy is strongly influenced by past experiences and one
way of discovering the actor's expectations is by locking back intc the

37

relevant past. It wes found that the average number of years that

firms had been involved in management training was 8.6 with several

firms reporting less than five years. The firms that had longer
experience with management training were the international firms which
covld boast of rich experiences in this field from their headquarters
abroad., The short experience with management cevelopment for most firms
could partly explain the lack of clearly defined policies and objectives
for their involvement and participation in these training activities.
Therefore, what these firms actu@lly need is professional assistance in
helping them understard the scope and limitations of management develop—
ment and the training designs under which it is most effective. Perhaps.
Yroiners should first try to help thnese managers te identify their
nanagerizl problems and separate those which can be sclved through training
“rom those which training cannot solve. There was a tendendly for Loth
nznagers and trainees to have unrealistic expectations from management
iraining simply} because they did not know whot to expect. These expec—
jations were héghly too negative for dome managers and highly toe vositive

Zor others. Either way, this was bad.’

36+ White, C.H. "Bxpectation and Management Learning™ Proceedings of
the 32nd Annual Veeting of the Academy of lanagement, Minnepolis, 1972.

37. 'S’\Thite, C.Ho, _P)id.
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The trainees' experience with ma2nagement development was even
shorter., Most of them had had no more than five years! experience as
supervisors or managers and certainly less than 3 years in their present
managerial positions. Thererore, since mansagement development and itraining
proceeds promotion into managerial ruanks, these neople's exvperiences with
managerial training are even shorter. When the new menager proves poten—
tially promising then thz training is accelerated and immediately followed
by a serious of upward promotions. This has inevitably meant that the
trainees have observed a close relationship between management develop=—
ment and fupward movement? in the organization., Inspite of the fact
that meny personnel managers indicated that their company's policies
did not advocaste for training for promotion, previous trainees believed
otherwise. They rightly pointed out that being selccted to attend a

management has identified in the trainee
training programme is an indication that/botentials which if developeéd
should inevitably lead to promotion. As one previous management trainee
put it, "training does not necessarily lead to promotion here, but if I

did not get it within two years I would be disaprointed.™

This upwerd mobility has its own problems. First, the trainee's
formulation of his expectations and value from training are not so much
related to his job performance improvemenis but only to preparing himself
for further promotion. Secondly, when the chances for rapid cromoftion
have dried up either for the individual or fer the total organization,
management will find it difficult t» motivate supervisors and junior

managers tc taeke training more seriously.

The more senior Kenyan managers who have had morc than ten
years of managerial experience had slightly different expectations.
They did not see any relatioaship between training snd promotion if only
because their promotion potentiels were nearly coxhausted. Rather they
saw 1t as a medium of me eing fellow mancgers and exchanging ideas and
experienzes of mutual interest. These menegers seem to fit the observatiosn
that Kenyan managers try to use their organizations to acquire whatever
they couid not during coloniszl timese38 Certainly they valued their

links with quasipolitical groups much more so than the professionalization

38. Hyden, Goran “Social Structure, Bureaucracy and Development
Administraticn in Kenya®™. The African Review Vol, I Wo. 3, Jan. 1972,
p. 121.
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of their managewmizl skilla, An intercesing feevurs Wi notcd among the

senior middle managers workiag for Iaternstional ©lrmz, They fels {hat
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the kind of <rezining they needsd was 2act ir ths ¢
of agsignmen®s > ope of tnzy offiver of Ll.ir rospective internzational

firmg cutside Xenya wnd prssibly culside HBast and Ceatral Africa. They
perzeived their hindrencsz #o upwarc woveme.t »aculting from their nerrow

experience beinz only iimited to Kerya while their Iurcpsen ccompetitons

)

for the sume senior posts do have undte compeititive wdvantage since they
often work for the same interr-iional firm in a variety »f couniries and

acrcss consiinents,

CONCLUZ ION

In thiz paper. I heve irled expose the magnitude of the task .
that remains uandone bercre coumrlese numerical ani gualitative managerisl
Kenyarnizwtion can be achizvad in Kenra's privats saclor. Jurvenl ppelicies
an. pirogremmes of Lepyanicoticn and managersn’ developrent and training
are either ‘nadecquste or largel; inappresriase Jor thz development of

o)
the mana.orial and interperceral gkills thet Dave hozn identified as

badly lacking among the anew Kenyua menagers. -t has heen streszed that
though these managers ne2d devel,, theur Torchuicn skills, evidence

shows tha: {thsir more zeriouns slkill deficiencies ave mane
interpersonal.

e manageris’ Jenvaritaition cannot ftase place Lefore

v
these skills are developed and Sie Leoyins fully prenarcd and developed

to carry out their rcles as total and indcoendent managers. An argument

haz also 2=2in 2dvanced that there iz an urgort need to feremulate a new
measure of the degrce of Lenyanization that tekes into account the actual

1 (=g

Kenyarn gualitatise participation in “thz mancgement of

)

the enterprize.

Quantiitative mezzures are jue’ not adsquate and coild even be misleading,

Freliminary findings about e beha “our ¢f “he -Hrivate sector
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towards managemont development cad training sre sisc
indicates thet che training programmes, methodnlo
commorly Found in industry are inanpropriate Tor thoe development of the
skille that the new Kenyan muanager l-clin hwl nzeds go hedly before he
can be a totar manager. Tre problems ol the prrvalling incongluence
beiwzen the cupeciations from traiciry of ko traincrs. Ghe trainess and

their orgenimotions bave also Tosn briefly outlived,

o

This are. provides fremendons polcnticle Fur Dature research
interegtn. Sliil vaEry littie is koown o wor o he cac.grow .t .attitudes
and percepiions of the new keayai vanagers wao .. 1 viaz ~alled upon
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to serve as the agents of change and managerial Kenyanization. It is
important to know more about these people, their values and behaviour
before management development and training programmes that the relevant
and appealing to their nszeds can be designed. The structures and
functioning of the formal organizations that these new managers are expected
to operate in still remain taken as given. There is also a need to study
these organizations more fully and try to find out to what extent they
actually faciligate the menagerial attitudes and behaviour that the

new Kenyan managers are being trained to take on. The effect of the
wider environmental and traditional constraints on the ability of the
Kenyan managzers to fulfil their new roles without dysfunctional

consequencies 2lso need .more serious study.

At the level of training, none of the methodologies and
pedagogical aids have been tested to find out their relative effective =
nese gpecifically for Ienyan or even African new managers. It is
generally taken for granted that methodelogical and pedagogical packages
that have been found useful elesewhere can be equally applied here.. Yet,
many of these are only situationally appropriate and need constant

modifications and adjustments to sult individuel requirements.

This interim report was prompted by my expected untimely
departure from Kenya within 2 matter of weeks. It was hurriedly drafted
se as to serve a number of purposes, First, it is the only way I could
give some form of feedback and exprission of my appreciation to the many
Venyan managers who have been very nelpful and co-operative during my
field work. Perhaps future researfiers may be encouraged by the warm
receiption that these managers so gnerously do offer. Secondly, I
hoped that by making this draft notoniy would I stimulate acadlemic
discussion and get feedbeck fiom feliow researchers for my own future
strategic plans but also generte imerest in this field as possible
arcas of research. Academic Trsearck in the whole area of management
and organizational development as hisherto received very low priority

among scholars.
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