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E CF TEXCC HEAD CFFICE N MANPOWER
DEVELCEMENTIN THE INDIVIDUAL COMPANIES
oF THE CORPORATION

i RCL

The Head Jifice of the National Textile Corporation 1n 1932 had

a Directorate of Manpower Development. This Jivision had
oreviously been - incorporated within the Directorate ot Manpower
and Administration but due to the lack of sufficient expertise in
raining acrivities it was decided that Adminisrra® ive Services

annd Manpower Development should be separate entities.,

Tre role which the Manpower Development section plaved was
cne of a passive nature, in so much that it provided a coordinating
service between the Government and the Group Companies. Due
ro the lack of expertise in the field of training 1 n the departmenr,

Jecisions on the modes of training were taken by the individual

[@]

tead Ctfice, -

However, all requests for e xternal and overseas traning were

ompanies management team, without any advi sory service frem the

caennelled througn the Directorate of Manpower Development, which

acted as a clearing and forwarding agents for all such viabie
regquests for training. In this way, the Government did have access
through central contact to the whole of the activities within the

Corporation.

[n Appendix 1 1s shown the Structure of the MNational Textile

Corparation,
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INTRODUCTION

This terminal report covers che period from May 1982 to April 1934
Jduring which time the Textile Traming expert was actively engaged

with the National Textile Corporation, laitially the appointment was

for one vear and then it was extended to May 1984. The first one undg

half years being at OPAS status and the final half year as a UNIDO expert.
This arrangement was devised to encourage the placement of counterparts

to the OPAS team members.

BACKGROUND

Thke training post was first filled 1in December 1980 but it was then
vacated in October 1531, during which time the incumbent Mr.

J.S. Kristensen incurred periods of leave for medical reasons.

Up tc the arrival of Mr, Kristensen's replacement in May 1982,

there had been a holding operation only taking place.

A counterpart to the Textile Training Expert had been elected in

January 1982 as Manpower Development Manager, and althcugh he

had previously worked in Texco mill as Textile Techrologist 1n Qualiry
Control, he did not possess any training expertise. The Manpower
Development Manager attended Advanced Trainers Course duriig
April/May 1982. One other person worked in the department as a .
Manpower Development Officer,dealing with overseas and external
training/education courses and the associated administration., This
officer did not have any formal textile backaround but holds a

Tanzanian Teachers Certificate.

There was not any evidence of training programmes, schemes of
work or projects within the training activities of the Corporetion,
that had been developed by the previous expert or the appointed

Manpower Development Manager,before May 1982.

Visits were made by the Textile Training Expert to Group faciories,
training institutions and off-tho-;obL trarning centres, in order t o
establish the level of training activities in Tanzania. Visits were
also made to the Ministry of Industry who were at that time
administrating UNIDO spons ored training courses, and also to the

veinuas of these courses,




- T

ROLE OF THE TEXTILE TRAINING EXPERT (CPAS )

It had been agreed between the Chief Training Adviser of the
Froject DP/URT/75/018 and the Managing Director of Texco
that the incominy Training Expert would not be a ppointed as
Director of Manpower Development in view of the problems of
undertak ' ng such a role, arising with the previous expert. The

second expert was to be known as the Group Training Expert.

This new arrangement subsegquzntly displayed mary shortcomings
because officials of sister organisations and Mimustries etc, were
more favourably disposed to dealing with senior personnel in an
orgamsation and therefore more willing to couperate with them

than thev would do with an officer of the Corperation.,

The job description set out by UNIDO was available as a guideline
to the job, but an alternative Job Description was produced by
Texco, which was not compatible with the UNIDO one. However, .
after visiting the various mills, training venues and so forth, 1\
the training strategy was agreed with Mr. Nkya the Managing

Direckr in June 1932. The areas of concern were very pertiilent

to the situation at that time in Texco,

To enable the Group Training Expert to make the necessary
progress, the 'danaging Director recommended that he be
appointed as Director of Manpower Developmernt. The
appointment was accepted by the Board in July 1982 and later
confirmed in January 1983, after the six months probaticnary

pe “iOd.




+. NORK PLAN FOR TEXTILE TRAINING

The development of the traliiin g activities ' 1s & maejor reJuiremeiis
witnin the compeiy and reeds a considerable period of time to reach
a comprehensive level of operation in Texco and 1ts production

tactories.

Manpower J2velopmenr schemes which operate successtully reguire
many facets of expertse and in Texco's case these could not be

developed in any one 1ndividual 1n the limited time available in
the project. Therefore a different approach was recognised and o

distinet plan orf action determined.

The overall plan was coucerned with three major aspects which were

4.1 the development of statf to operate the Department of Manpower

Development in Texco,

4.2 the range of primary activities appropriate to the successful
operation of 2 comprehensive trainng scheme, and
4.3 the priorities of the activities during the period of the projecr

to provide sufficient operating examples ( working models ) or

fullv introduced schemes,

50 as to become an on-going scheme 1n itselt which will only reguire
expansion of application rather than the introduction of new training

te~hnology, in the next 3 to 4 years.

[n dealing with the specifics of each of the 3 major aspects it is

best to consider each one 1n turn, and are seen as follows ;

REPARTMENT OF MANPOWER DEVELOPMENT { TEXCQ )

4.1 The Development of Staft

Texcao's philosophy in the role of Manpower Development 1s
one of active leadership and wishes to implement systems of
training at all levels, throughout the organisation, but only at

a level appropriate to the individual mill requirements.

This approach, which calls for providing the requisite experti ;e
across a wide range of activities, can be allocated to specialis

functions, s shown overlaaf.




Education and other Eaternal Courses

An activity which requires an understanding of education
systems i both at home and abroada along with krowledge

of educational tacilities and other external course resources.
A comprehensi.. tnowledge >f scholarship applications and

timings is a special feature,

When this work 15 combined with Clerical Training specialism
then a full time role exists for an EDUCATION OFFICER.
See Azpendix 2for Job Description.

Manpower Planning_

Th e needs of the organisation manpower requires the services
of a Manpower Planning Officer to ensure the training needs

are systematically identified and properly nianned.

When training has been in plemented a feed-back system is
required to measure the-proficiency of the training and its
peripheral characteristics. Tis rezults 1o the 1dentification

of progress and trends upon which special reports for corporate
planning purposes would emerge through the roie of

MANFOWER PLANNIING OFFICER, See pppendix 3 for
Job Description.

Technical & Operative Training.

In the production environment, 1t 1s considered best to cater for
the needs of groups of people rather tnan individual joks.

( the individual jobs, of course, would require specific training
programmes - for example Systematic Operative Training

1 S.0.T.) which are normally built into modern training
services ). But thz overall need is for the first line supervisor
and his direct subordinates to become proficient both individually
and as a group, which would be the work of a

TECHNICAL TRAINIING QFFICER.  See Afppendix 4 for Job

Description.

Management Development and Long = Term Trainees

[n this particular function, it is concerned with the development
of Technologists, Commercial, Administrative and Professional
personnel, and the providirg of a4 scheme for the development

of existiiig joh holders 1n both ma nugemernt service roles as




well as the special needs of locainsanion sroeors, A svsrem

15 regquired to provide ii objzoiive asressmens of development
of 21l the above menrioned persciiel. 1713 role 18 1o be carried -

our bv 3 MANAGEMENT DEVELOFMENT OFFICER
See ~ppendix 3 for Job Descriptioi,

Staffing Texcols Manpower Development Deparurent

The development of 3 individuals 1 the zbove roles has provided,

U,

through the four specialisms, suftricienr expertise for

(o3}

structurallv sound department. It took about one vear to develop
each individual as a specialist afrer the recrultment of suitable
personnel . At the eni of that ume, 2 svstem of understudving
each other on a job roation basis met the concept of expansion
training, that each of the above officers reguired to become

"au fait' with, in the total work of the department,

Training of Training Personnel 11: the Mi1lls

Due to the tremendous volume of work 1nh Texco Manpower
Development, the opportunity should ce takber ro develop the
special talents of Mill Training Personvel. Formalised
programmes must be provided and special projects devised so
that these people can contribute directly to the requirements of
their cwn mill ( see items on pp =3 & <4 Jealing with Training

Officer training ).

4.2 The Range of Primary Activities

These primary activities are ndettified ! specified in the
tollowing maaner :
4.2.1 Localisarion
Provide a scheme which 1dentifies the progress of
countzrpart training, to replace foreigrn managemenr

personel,

226l Management Development and Appraisal

Develop and introduce 2 Management Development
Scheme and a systerm of Performance Reviews fop all
managen ent lesers, vic, Executive to first line

SUPDETrvs1OH,




4.2.3
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1.2.5

4.2.7

4'2'8

4,2.9

[qentification of Training needs

[ntroduce a method of establishing the tramming needs

of emplovees, at all levels, througnout the organisartio

Training and Development Plans

Provide a svstem 1o accomrodate the 1dentified training
needs,and that the methods used to meet the:e needs

are specified.

Monitoring Registered Trainees

Develop and introduce a system, which provides for
the monitoring of 'long term trainees',. 1.,e. perscns
who are undergoing education and/or training in excess
of 12 months. The system 1s to Incorporate a regi-
stration procedure and will accommodate program ne

tra.alng aetails.

Training of Operatives

Systematic Operative Training to be established, whice
1s suitable tor each factory and can be expanded to

cover all jobs at operative level,

Manpower Planning

Provide a multi=struc-ure svstem which dentifiecs
terms of reference for management personnel, labour
statistics and trends, job imr provement areas aud also,

services 4 corporate planning function.

Education and External Resources

Provide information resource on matters of education
and external courses ( but not to cover in = company

courses ),

Retraining Scheme ( Faults )

Develop a style of fault tracing which ideutifies those
faults associated with lack cf skill at operative and
techniciarn level, then provide a method of remedixl

franing,
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4.2.10C Adminstration of Scholarships

Provide a resource and system  for the maximisation
of scholarships, appropriate to the needs of the

organisation.

4,2.11 Government Intervention

F stablish participation in central government dekate
on matters arfecring manpower development activities.
Develop programmes and organise seminars, courses.

2tc. to imiplant the programmes through the organi-

Satlorn.

4,2.12 [iaison with External Resources

Liaise with Training Agencies, Government sectors,
Consultants, Machinery Makers and similar bodies

L P,
to promote facilities beneficial to Texca's manpower

development programme,

4.2.13 Educational Aspects

Monitor progress of educational scheme and va lidate
within the organisation those schemes which are cons:.
Jered appropriate to organisational needs. Periodicaﬂ; s
review education trends and provide advice of possible

relationalisation,

4.2.14 Progress Reports

Develop and int roduce progress reporting systems

in the various activiiies of manpower development.

4,2,15 In-Conpailty Seminars

Provide in-company seminars, courses and particips-
tive activities to meet the demands of manpower

development within constraint of budger.




4.2.138

Training Policv Statement

Develop and inrcoduce, on a piecemeal basis at
appropriate intervals, policy statements coverlig

the total worktorce.

[ abour Turnover

Develop and introduce a system of exit interviews and

survey methods concerned with labour retention.

Course Assessment Forms

Develop forms which critically sumimarise the elemenrs

of courses in external and in-company environmeints.




4.3 Priorities of Acrivities

MESE
222
iz 02)50-)) Topic Range Da:e
1 [4.2.1 Localisation 1 Sungura July 82 - Sent 82
2 Mwatex July 82 - April 23
3 Mutex Julvy 82 - April 83
4 Kiltex Julv 82 = Oct, 33
3 [4.2.2 Manacement Dev., &
Appraisal BML Dec 82 - Aug 83
1 |4.2.3 |Identification of Training
needs All July 82 - Dec 32
1 |4.2.4 Training & Development
Plans All July 82 = Dec 82
2 (4.2.5 |Monitoring Registered
Trainees Urafiki Nov 82 - Aprii 83
1 {4.2.6 [Systematic Training(All) UGL
TBCL August 22 ~ Jan 83
1.14.2.7 Manpower Planning All Qct 82 - April 83
1B 14,2,8 Education&External Res, All July 82 on going
1 14.2.9 |Retraining Scheme(Fauits Mutex Aug/Sept 82 on goring
iE 14.2.10 { Administer Scholarsh:ps All July 82 on going_
114.2,11 |Goyvernment [ntervention All July 82 on qoing
1E [4.2.12 |Liaison with External
) Resources All July 82 on going
2E |4.2.13 | Educational Aspects Distence
Learming 1983
114.2.14 | Progress Reports As
Required | August 1982
214.2.15 | In-Company Seminars All Serpt 1982
2 14.2.16 | Training Policy Statements| As
Required | October 1982
2 14.2.17 | Interviews - Exit &
Retention TBCL August 1982
2 [4.2.18 [Course Assessment Forms July 1982
KEY

PRIORITY LEVELS

1 is highest priority and

3 is lowest priority

E represents existing systems which
require reinforcing
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Main Areas of Concern - Implemrentation

4.2.1

4.2.4

[Localisation

The =cheme was developed in the allocated time but
was not brought into use, due to the need to use the
Managinj Agency Firms for additional expansion work

within their respective roles,

At present the scheme i1s available to be implemented as

SO0N as necessary.

Management Development

During the preparation of the scheme, the Managing
Director requested thar emphasis should be nlaced on the
development of management trainees and so a '"Management
Trainee Scheme" was developed. The Training Comrmittee
at Texco Head Office agreed that i1t should be implemented,
but initially only as a pilot scheme. The pilot scheme is
restricted to personnel who are required as understudies

to expatriates involved in the Morogoro Polyester Mill
Project and so it will be meeting the industrial needs of 6

to 9 trainees who have already completed higher education,
to degree level. The control of costs in running the
scheme, is of high priority and if the costs and henefits are
seen to be a viable proposition, then the programme
application will be expanded <o as to provides a supply of well
trained young mranagers, at the rate of 15 per annum, for

the Corporation,

[dentification of Training jNeeds

The present method of 1dentification of training needs

1s of a subjective nature and does not have a formalised
approach through either a written corporate plan or

by job pertormance reviews. An attempt was made to devise
an approach but at the moment, this has been shelved, so
as to give future participants the experience of operating

with the Training and Development Plans in existance,

Trajning and Development Plans

The format for these plans has been found to be most
satisfactory and is currently in use for planni.ag

purposes at Texco'!s Head Office.

—— npp——



Texco first started to use this layout in May 198, ard the
system has been 1n operation since then without any support
from the UNIDQC Training Expert. The current 1984 plans

have been developed, agreed and are operational, with up-
datina taking place from time to time, as appropriate throughout

the year.

[t is the declared intent of Texco's Training Committee to spread
this procedure into the groups mills in Dar es Salam area next,

and then into the remaining operaticnal mills afterwards.

When all operational mills are working to compatible Training
and Development Plans, then Corporate Training and Devel spment
Plans can be compieted. It will be at this stage that a formalised
approach to the identification of training needs can be int roduced
for the different categories of employees, viz Management and
Supervisory; Technical, Commercial, Administrative and

Professional; Cperative and Clerical.

Monitoring of Trainees

A monitoring system has been developed and is incorporated

in the Management Trainee Scheme. The system involves the
recording cf prejects undertaken which have been evaluated, and
also inciudes remedial action as necessary for each trainee,

By pericdic interviews, the progressive needs of the managen-ent
trainees . +.1ll emerge within the various work role environments,

and can then be met.

Systematic Operative Training__

Two of the group's operational factories have been used for the
development of two systematic operative training manuals. QCne
manual 1s for Weaver Training on sisal cloths and the other is
for Sewing Machinist Training 1n shirt making. The weaver
training manual 1s currently being used to train weavers for two

mills in Tanzania Bag Corporation Limitea in Mosghi.

Prior to the introduction of systematic training, it was necessary
for the Training Expert to create a training instructor course in

"Instructional Techniques' which included the correct use of

Texcol!s Operative Training Manuals.




4.2.7
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Wher this course was Jdeveloped, three members of Texco's
Manpower Development Departrent were then trained in the use .
the resulting course [eaders Manual,for the training of Training
[nstrucrors. These three members of training staft  are aow
able to either, train Training Instructors themseives or train
Training Officers to train Training Instructers, in the art of
qgood instruction and use of systematic {raining manuals in the
Texco style. Some of these staff members have experience 1n

[nstructor training by this approach,

The stvle of the Texco Cperative Training Manuals 1s cormrpatible
for all operative occupational, although the detail will differ
berween occupations, and within occupations in Jdifferem work
places. The long awaited Word Processor, 1s scheduled to take

the operative training through a stage of rapid development,
especially if coupled with the up-dating training of the Corporation's

Training Officers, which now appears to be possible by use of

UNDP monies recently becoming available.
A further element of skills analysis for Beam Gaiter training
has also been devel sped and is now available for the introducrion

into the appropriate Operative Training Manual.

Manpower Planning_

Although the work in the Department of Manpower Development
had been undertaken to meet the major requirements of Texco,
however an area of complete neglect was discovered in the supply
of manpower data, without which manpower planning could not

be carried out rationally.

Returns for 1980, and 1981 were overdue and were concerned
with 1 nformation for the Ma npower Data Bank a: the Ministry
of Manpower Development, the Annual Reports tor the
Presidential Office and the SCOPO ( Standing Committee of
Parastatal Organisation ) returns for 1980 and 1981,

Problems existed in the filing system in Personnel Records but
over the past two years, the returns have been made for all the

missing years and are currently up to date,




A further project could be carried out, in which a questionnaire
he Jdeveloped for internal use in the Cerporation, which will
provide tne answers tor the variolus returns, I[n this way, the
information required from the group companies would be rationaZ

lised and conta ined 1n one questionnaire.

4.2.8 Education and External Resources

This activity was concerned with obtaining up to date information
trom the Department of Marpower Development staff on the various
textile courses run overseas, Contacts were made in America,
Canada and Britain and turther information has been built up on

these ang other facilities since then,

4,.2.9 Retraining Scheme { Faults )

The scheme involved in retraining is closely geared to the

operative training activity currently under evaluation., Ry the
assessment of individual performance, remedial training can
be carried out to the identified standards of Texco!s Operative

Training Manuals.

4,2.10 Administering Scholarships

Due to recession in the world economy, there was a large
reduction in the avatilability of fellowship, scholarships and
sponsorships of one kind or another in 1981 - 1982. However
by having constant dialogue with Ministry of Industries and other
relevant bodies, there has since been an improvement in the
availability of spo. sorships. Although it must be recognised
that the improvement may not necessarily be due to the efforts
of employees in the Department of Manpower Development,
their emphasis on the activity must have focussed attention in the

right direction,

4.2.11 Government lntervention

This activity was included in the list which shows the areas

of concern, so that any changes, proposals or new legislation
could be mcnitored and the effect on the Corporation, be
accommodated, Items such as new SCOPO directives, health

and safety in industry and the Structural Adjustmrent Programme,

were acted upon in the training activities,
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1aison with External Resources

T
}

The acrive participation by Texco's Education Otfficer who is
the Secretary of the Ministry of Industries "Industrial Training
Committee! has helped Texco to keep abreast of new initiatives
arising from that Committee by making relevant inputs to
Texco's Training Committee, [n this way, the Cor poration's
coordination of activities has been maximised. Liaison with
overseas consultants who have been involved with special
assignments for the National Textile Corporation have resulted

in viable training being undertaken in Tanzania.

Educational As pects

[t was identified through one of the Corporation's group companies
that there is a need for education in textiles &t craft level, which
is of international standard. As a result of this recognition, work
has been completed on the development of a syllabus intended

to meet the standards of the City and Guilds of London Institute.
The proposed syllabus is aimed at providing technical education
for up to 1,000 hours study ( 3 year course ona pa t—time day
release basis ) in both Spinning and in Weaving. The draft
syllabus has been designed so as to be of a theoretical and
practical nature, but is geared to both the current textile
machinery available in Tanzania and the tuture trends in the

range of modern textile equipment,

Once the s yllab-.uses have been accepted and the conditions
of running the courses and examinations are met, then City
and Guilds of London Institute will provide the examination
papers for the candidates. There will be a small amount of
foreign currency required to cover the examination fees but

the amountwill not be of any significance.

A careful watch has been kept on the new teaching system which is
called "Distance Learning', This sytem is of a postal
correspondence nature but with connotations of progrommed
learning. Individual students follow the lessons provided,

answer questions and undertake expenments 1n much the same
way as students do in ""Open University" styles of learning

( except for the use of T.V. broadcasts }.




4,2.14

4.2.15

Periodically the students submit answers to questions, fu e
"exporting college” { the supplier of the lessons ) for
marking and such results are sent to the perscn in charac

of the trainees undertaking the course of study. The tuitiv
offered in textiles is ar craft and technicial ievel 1n

Spinning and Weaving, ( and Finishing is in the final

stages of preparation ). All tuition 1s in English only and

1s geared to meet the standards of the appropriate examining
bodies in England viz.City and Guilds of London Institute,
Technician Education Council, Society of Dyers and

Colourists etc.

Progress Reports

These reports have been incorporated into Texcols systematic
operative training sc herre and the Management Trainee Sche.
me., The reports are designed to measure the developmeni
of skills and ability at periodic 1 ntervals of these two
levels of manpower., Similar assessments need to be provided
for craft and technical levels of personnel as well as for
clerical, commercial, administrative and professional
trainees., [n this way an overall training structure can

em erge, which would be compatible throughout the

Corporation,

In-Corrpany Sermrinars / Courses

The foll owing Seminar / Courses have been provided
by the use of either outside consultants or Texco project

team members.
The courses were .

Sewing Machinist Instructor Course

Basic Work Study Officers Course

Work Study Appreciation Courses for Managers and
Supervisors

Air Conditioning Seminar

Training of Course Leaders for the Training of
Operative Treaining Instructors

Training Instructor Courses

Systematic Operative Training - Appreciation

Courses for Managers and Supervisors

Systematic Trainng of Weavers.
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Training Policy Statement

The plece-meal application has beein undertaken by the
use of the Managing Director's Foreword in beth the
Management Trainee Scheme and the Sysemaric Cpera.

tive Training Manuals.

Currently, an overall policy statement is being
progressively constructed following the agreed formar,

which contains :

(1) Over=z.! Training Policy Staterent
( which 1s @ summary of the principles
contained in the “Managing Director's

"Forewords' as described above )

(i1) Procedure for carrying out the Training Policy

{ii1) Codes of practice for implementing each

section of the Training Policy.

[nterviews - Exit and Retention

An interview checklist nas been prepared and 1s
available for use in the factories. Whilst the ntervie-
procedure is avallable, little use has been made of ir
due to the need to reduce staffing levels throughour the

Corporation under the Structural Adjustment Progran.mce.

Course Assessment Forms

The forms are currently in use and have been found
successful, This record system provides a feed back

to the Corpecration, of individua' opinions of courses run
and it highlights the advantages and disadvantages of

attendance by each participant from Texco.
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MEETING THE REQUIREMENTS OF THE
STRUCTURAL ADJUSTMENT PROGRAMME

The Corporation needed to rationalise its management organisation
to meet the Structural Adjustment Programmre legislation and one
stage of the operation involved combining the Directorate of
Administrative Services with the Directorate of Manpower

Development in Texco!s Head Office.

The new structure has affected the Manpower Development activity
by allocating different job roles to fewer personnel. The following

changes have been made :

Education Officer - becomes Manpower Development
Manager responsibie for
Management and Supervisory
Development, Education and the

Development of Training Plans.

Manpower Planning Officer - still undertakes Manpower
Planning but aiso undertakes
the responsibility of Clerical

Training

Technical Training Officer - covers Operative, Technical
and Professional Training
activities including Training
Officer and Training

Instructor Trainng.

These changes took place as from lst February 1984, s~me 6 weeks after
the Director of Manpower Development reverted to the agreed non-OPAS

Training bxpert status.

In the restructuring of the training function it has allowed

5.1 that a traines Training Officer to be promoted to

Technical Training Officer for Texco Head Office

wn
o

the original Technical Training Officer to be transferred
to Tanzania Bag Corporation Limited Mills [ and Il as

Traimunag Manager
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5.3 the Management Development Officer to be transterred

to the Polytex Mill as Training Manager.

The need to combine the two departments, provided the opportunity
for Texco's management to strengthen areas of weakness in training,
in the mills. The positions to which Texco's Heag Office staff have
been transferred has resulted in the maximisation of the training
expertise, without seriously weskening the services of .ianpower

Development available from Texco itself.
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FINDINGS AND RECOMMENDATIONS

Marters concerned with Manpower develooment during 1932 -« 1554 vears,
in the Narional Textile Corporation hafebean concentrated,mainly on the
creation and development of training svstems and schedules, [t has

heen sdentified by the Textile Training Expert that currently there are

4 major factors of Manpower Development within the Corporation, whicnh
musi be introduced to create an accepiabie traisung service, These

factors are as tollows :

5.1 the creation of a comprenensive operative traliing structure
throughout the corporation which caters for the neecs ot all
operative occupations whether thev are at skilled, semi skilled

or unskilled levels.

6.2 the training of the non operative personnel which can be grouped

as follows :

0.2:1 Short term trainees

These are employees whose training is normally less
than one year duration, The classification covers

clerical workers as well as operatives.

6.2.2 Long term trainees

Are those emplovees who require extensive education and

training. Technician, Technologists, Management trainees,

Commercial, Administrative and Professional ( e.g.

accountants ) personnel fall into this grouping.

6.2.3 Ma nagement and Supervisory Development

This group of employees are not trainees, but are
current job holders taking an active part in running
the business itself; who need to undertake training,

pertodicelly, to meet current or future job requirements.

6.3 the third part of manpower development is concerned with
motivation and the maximisation of current situations, In this
aspect Work Study has the greatest potential and has been
successfully used; to identify the causes of losses of efficiency

and poor quality levels in the company'!s products.

N4




Lo

the creating of training procedure and control to meet

oN
N

the neads of the Corporation,

CPERATI RAINING
During the last 12 month the Training Department of Texco

produced

a training manual format which can be adapted 1n a
number ways sc as to meet the needs of all levels of

operative training

5 a course for the training of Training Instructors in
good "Instructional Techniques,' who can also
effectively use training schedules, programmes and
manuals which have been created by using the above

format

a course tor tratning qualified Traimng Officers as
course leaders in Training [nstructor training as in

the above paragraph.

The greatest contribution to the Cormoration will be derived from
the introduction of a comprehensive operative training structure,

which is able to

Increase efficiency and productivity

Improve gquality levels of output

Reduce wastelevels of raw materials

Provide safer working methods and practices

Reduce training times and costs

oput 1n order to create the necessary motivation in the workplace

there snould be an element of payment by results wherever possible.

cod/
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The circumstances under which training of operatives is

currently carried out, in many instances, is out of date. Some
reasons are due to the passage of time where retirements and trans-
fers have resulted in the management, supervisory and fraining

staff being replaced by personnel who have a lack of understanding -

of good training methods.,

There is a need to provide the up-dating training of all personnel
who are directly concerned with production from the first line
supervisor to the unskillec. shop floor worker, as well as Training

Officers and Treining Instructors.

Recommendatjons
rative [nin

The Texco Training Department staff have been developed, so that
they can provide a good system of operative training, which
demands :

= Active involvement of management and supervisory
staff
xe Competent instruction given by properly selected and

trained instructors

x Clearly defined training objectives for each part of each
job

* lUp~to-date job and task breakdowns and instructiona!l
techniques

ax Training programmes which include good induction and

safety training

* Training facilities adequate to meet the operative training
needs of the Corporation

* A system of recording the training undertaken

* A system of assessing training

By the use of the now developed training manual format, & number
of the above points can be met. However there is a need to
maxim.se the abilities of the Corporation!s Training Officer staff,

which in many instances can be greatly improved,

ereel/




- 23 -

Some of the "raining Officers have been developed in good
training concepts whilst others have not had the opportunities

to develop in this way. [t is recommended that 24 to 30

Training Officers be trained in modern tra:ning methods and
such a cecurse is planned (o be run in Tanzania, by Fielden
House Productivity Centre Limited Manchester UK. It

is a textile biased course, and does cater tor 12 to 15 !

pers ons per course.,

This Training Officer C ourse involves the participants in
formel lectures, workshop activities and in-company projects.
One of the most needed outputs from these projects is the
creation of Systematic Operative Training ma nuals for

"Skilled operative''personnel.,

The development of these manuals would require half the
participants to undertake this work during their project pericd,
[t would be best to develop 10 ~ 12 different operative training
manuals in the Systematic Operative‘Tr‘aining (SOT) style for
different skilled occupations. In this way, the necessary

manuals would be developed for the individual job requirement.

By the use of the Word Processor, the mammoth taskofS,0.T
manual preparation can be successfully undertaken, provided
that the projects are equally divided between the two Training
Officer courses. The objective'of providing Systematic
operative training throughout the Corporation '¢an be

intreduced within a one year period.

Overleaf is shown a diagramatic approach to the production
of Systematic Operative Training Manuals and the example

assumes 10 Training Officers are used on S,0O.T projects.,

ceed/




10 Weaver Tmaining Manuals

{(TBCL) to be developed individually

to meet the Weaver Training

requirements at the Training Officers! mills

10 Individual Weaver
Training Manuals
produced

10 Different Operative Training Manuals
to be created by the Training Oificers on
their second half of their project

10 Job Training
manuals unique to ——
one workplace only

1

Distribute one co py each to the 10
Training Officers for customising
purposes

The creation of 10 specific versions of 10 job
training manuals ( 100 manuals ) so as to meet
the needs of S,O.T structure,

RESUL T OF TOTAL OUTPUT

110 S.O.T Manuals plus common
elements of instruction e.qg, induction
and safety training identity for semi
skilled and unskilled operative occu-
pations
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Modern operative training methods do produce good operatives

in a very short time, due to the intensive nature of the training giv
Under these circurmistances it 15 not pdssible to have inore than 4
tralnees per lastructor at any one time, because unless the trainees
are kept activelv engaged during the whole of the training period,
their rate of learning is slowed down as well as their pace of

work. If slowing down is allowed to take place during the trainees
formulative period of employment, then their reduced rate of work

becomes the norm eventually for all periods in the workplace.

Operatives in semi skilled and unskilled occup. aons also need
training programmes, but not necessarily to the same depth as the
skilled ones and so the unskilled labour force may have a training
schedule mainly involving Procedural instruction, with some skill

instruction on jtems of safety , whilst the semi skilled occupations may

often be found to have some skill training in the job _itself . j

Those Training Officers who were involved in the development of

the operative training ma nuals should be trained as leaders ( by those
members of Texco staff trained to run the course ) for the training

of Training Instructors in their own factory, In this way the

standard of Instructor training would be compatible with the

relevant sections of the Training Officers! training. It is
recommended that skilled operatives are developed to be trained

as Instructors ( Supervisers are usually unable to devote adequate
time to the training of operatives, because of their many other

duties. )

Finally, to meet the required typing output of the training schedules
and manuals, it is essential that early training takes place of at

least 2 typists who are to use the long awaited Word Processor.

Full implementation of a comprehensive scheme of operative
training will require some 3 - 4 years before saturation point is
reached but throughout the period of expansion, edvantages will

be progressively gained, when satisfactorily applied.

ooo/
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Trajning of Non-operative Personnel

Findings
Clerica cers

Employees in clerical occupations are usually recruited from
applicants with basic office skills and s ome typing ability. There
is not a clerical training scheme in the Corporation other than
supporting the attendance of selected emplovees at local institutions

for shorthand and typing courses.

The provision of clerical services is based on the use of private secre-
taries, who are recognised at different grade levels according to qu-
alifications they possess. The private secretaries do undertake

work for their allocated departmental / section head and there are
times when the wcorkload warrants additional help to one section by

the secretaries from other sections,

Re nendatjons

The creation of a typing pool with proper supervision, would
enhance the typing services, and could be supplementary to a re-
organised private secretarial structure. In this way there would be-
more flexibility in the scheme, with greater cover duriag clerical/

secretarial absences,

Findinas - Technjcal Training

There are tacilities in the Group mills for both training and further
education of technical staff. However, an improvement can be made by
the development of more intensive training courseg in mechanical
workshop practice, machine settings, and the production of textile

products in both spinning and weaving activities.

Further education in textile subject is being made available through
the larger companies! training schools, but is following ad hoc
syllabuses, and these courses ere restricted to the employees of

the companies where they are run,

eeel/



Recommendations -. Technical Training

Produce 100 workshop practice manuals, using the stencils

already prepared.

Create workshop practice teachingtacilities in the various
training schools a nd the Na.ional Vocatonal Training Centre

using the above training manuals.

Provide training courses tor techncal staff in spinning, weaving
and maintensnce activities, which impart basic engineering and

bench fitting skills.

Develop intensive machine settings courses based on the sample

style prepared for PICANOL Single Shuttle loom.

Provide " Textile Techniques "' courses in spinning and weaving
to the agreed syllabuses of City & Guilds course 414, and

Institute examinatior procedure.

Set-up a pilot project to evaluate "Distance Learning'' technical
education svstem { this individual study approach should be more
appropriate in those companies without facilities of textile
education). See Appendix 2.

Nb : Arrangements have been made to supply a Video Tape which
tully introduces the subject of Distance Learning in textiles.

The tape will be available from Fielden House Productivity Centre

Mancnester in June 1984,

Findings - Technologists

Where employees, of companies which are operational, are
selected for technology education, there are opportunities for the
newly qualified techndogists to be exposed to the production
activities of the company, but in the case of employees who are
engaged for staffing new companies, there are problems of deve-
loping the experience of the newly trained technologist, It is
necessary to introduce, both for the production mills and for

tl » project mills, a scheme of training for these higher educated

employees,




Recommengdations ~ Technologist Trajning

By use of the prepared Texco Management Trainee Scheme, the
overall development of these longer term trainees will be within
controlled situations, whereby providing industrial experiences

related tc their further or higher education achievements.

Recommendations - Commercjal, Administrative &

Professjona rainin

The Texco Management Trainee Scheme is again suitable for
the practical training of the above group of employees, after they

have completed their degree ar degree - equivalent courses.

Findings - Manggement and Supervisory Development

The present system used for the development of Management &

Supervisory staff is of a subjective nature. Transfers occur
between ma nagement roles without sufficient preparation of the
potential job holders. In some cases it has been successful but
in the main the new job holders are unable to meet the job

requirements in full ,especially in the initial stages.

Recommendations = Managem ent & Supervisory Development

There 1s a desperate need for all levels of management to be develaped,
and guided, in an objective manner. The style which is likely to meet
the needs of the management team would be contained 1n "Management
By Objectives", and would provide the necessary discipline if 1t

were successfully introduced.

Findings = Motivation and Maximjggtiog. . of Existing Situations_

Within the work force there is to be found a built in need for

motivation, whether it be financial, job interest or achievement of
results. The difficulty in the latter two items appear to be a lack

of technical know-how especially in the production situation,

A course of Work Study was provided for the Corporation during

the final quarter of 1983 and eleven employees successfully completed
the Basic Work Study Officers Course. The course involved the
undertaking 4 work study projects, which resulted in the identification

of causes of both loss of efficiency and the down grading of products.

cees/




The final reports made recommendations on how improvements
could be made. [t was interesting to note that the lack of foreign
currency was not a major factor where improvements were
concerned. Two of the projects had the potential to raise production

output by an increase of 5075 -~ 6075 of the current level of achievemen

Recommendations - Motivation and M- ximisation of Existing Situations

Provide a Texco-based Work Studyv team for use in the Groun Compeanies,
which would be initiating improvements 10 tne production environment,

in conjunction with the company's Work Study Officer.

Provide Work Study Appreciation Courses 1n each company premises,

for all levels of management and Supervisory Staff.

Make available all project reports to Texcols Management Committee,

for their information and recommendations,

Findings - Training Procedure and Control

There are many facets of training which regquire to be introduced,
so as to provide a successful scheme of operation. [tems such as

the ones listed below:

(i) Operative
(11) Clerical

(111) Technical
iv) Professional

v) Managers & Supervis ors
Trainability testing of skilled operative occupations

Training Policy & Procedure { incorporating S.C.0.P.O
directives as appropriate )

Phase testing of Textile Technician trainees

The'Rationalisation of M~npower data questionnaires "
from group companies for various official bodies

Assessment of training activities

Recruitment and selection procedures

ceed/




- 30 -

Recommendations — Training Procedurs and Control

The two planned Training Officer Courses will provide the
opportunity for :he 1tems shown apove td be undertaken as
projects by those course Darticipaits who are not 1avolved 1n
tne preparation of Operarive Training Mauuals. The results of
the projects should form a basis for the Training Department
staff of Texco tv provide schemes which are to pe used wiinin

the structure of training in the National Texrtile Corporation.

CONCLUSIONS

The activity of Manpower Development 1n the National Textile
Corporation has been strengthened by the development of the
expertise of training statf, who were originally employed in

the Directorate of Manpower Development. Additionally the
applications of training methods, schedules and training
programmes along with developed contrnl systems in the
Jdevelopment of manpower has provided a platform from which
good training can result.

The opportunity to buitld a comprehensive training scheme that

can cope with the demands of the Corporation 1s now available

and to hand. However the advantages and momentum gained so
far, will be increased a nd be more wide spread, if there is
complete commitment to the work by the employer, the emplovees
and the specialist training staft. This understanding is vital, if
the Corporation is to obtain maximum benefit from the tremendous
efforts made so far by the training staff involved in the achievement

of the current situation,
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NATIONAL TEXTILE CORPORATION

ORDER ESTABLISHING TEXCO

Srvermment Nat L NG CRe Wiy e 2V 1D T3 G Ne f T 9t T3RG

THE NATIGNAL TEX™ (& Z2APNRATION (ESTABUISHMENT) DROES '3/

-
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In thas (L de e T T N I g
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‘Bcard  means he Foarg Y Torectics progidert o o 2iragrann G

the Corgoratior nears tne YAt angs Texhie Jorgonitaor eslabosres Oy

paragrapn 3

“Minister means 'ne Minister 'or 'he hime De!ng responsib'e for crdustnies
‘Textile products means products made out of sott ar coarse libres and
includes garments af alt descnption

(M

(2)

(3)

The
a)

o]

8}

g)

There 1s hereby established a pubhc corporation 'c be known as the
National Textile Corporatiar
The authornzed 3Snare capita: »f the Corporation shal’ he hve nundred
mibion shilings and snhall be divided into SC shares naving a par vJaiue
st 10 Mition shiitimgs eacr

Aly ‘he snares o the Corporgl on shall B2 subdscroel oo angd hed oy tre
Tredsury Registrar 3r such ce-,0n as the Presinen 3, Jesgrale

The shares sha: be ssued .n such number and ~ 5477 Tanaec 3ed
sha be paid ~ suCh manne' 4s the Presdaent MNa, 3iiml’

functians 3t the Corporatioe shalo pe -

10 ~2NQuUC’ Aanc AnQage '~ 'he Dusiness of manulaciurer s Procrsiors
DIC3ucers  mpcotac, e sapartars L tex e gnst aathe Coodyls

{0 Duy sed mpEort dnag expnr’ lextilas 400 lexl. 85 prosul’'s 4nc 4
raw mater-ais and texlile prat oty

10 =251abhish Tranche, 0 Co N DUSITSSL e At T e g
Repoubne or 2iewrnerys

AT Qe Dy Agreemen’ 4o cond iNtRreSly 0 ANy 0l T AKNG m e s
I Groiect assnc.Ales with “ne textie ndustry

e manage the atfairs of any Lorporation caompany e e olner pody
the nterests of which are translerred to or acquired by 'he Coarparation
under the prowvisions ! the Act or any subsidiary tegisiation made
thereynder —

to do all such acts and things as may be necessary to uphoid and
support the credit of 'he Corporabion and 1o oblain and justily publc
confidance and to avert ar m:nimize any loss to the Corparation

to do anything or enter 1nto any ‘ransaction which, «n the opinion of the
Board s calculated ¢ laciitate propar and elficient carrying on of its
sctiviies and the propar parformance of its functions as specified in
this paragraph
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MATIONAL TEXTlLé CORPORATION

T

FRIENDSHIP TEXTILE ‘ol AT
PO Box 20842

DAR ES SALAAM A oe LN«
Tatephone 49173°

E0

)ILIMANJARC TEx Tz SORPORAT. '8 M T

PO Bos 356" - =

OAR ES 3ALAAM EUR

Taiepnore 2C2S' 2 - “a
e Arosna -~ Tz

Manufaciurers ot lextue ‘abrics and garment

MWANZA TEXTILES :MITED

PO Box 13414 MR | Voo

MWANZA AWATEx fre -

Telephone 40466-233!

Manusaclurers 2 textie 'abrics
TANGANYIKA DOYEING AND WEAVING MILLS Ui TED

PO Box 2621 Te.ex a~72 Jas'es
DAR ES SALAAM KANTDAS NG 4TNR!
Telephone 42535

Manufacturers of textile fabricCs
TANZANIA 8AG CORPORATION LIMITED

P QO Box 5S04
MOSH! Tabies TABLD
Telaphone 491' 2628

Manutacturers 21 agnc.iturar bags
MUSOMA TEXTicES LIMITED

P O Box 652
MUSOMA r;ap.es ML TEX

Y anufacturers ot texbile fabrncs

BLANKETS MANUFACTURERS LIMITED

PO Box 9523

DAR £ES SALAAM ~ap es AT
Telephore 64471 63676

Manutacturers of blanxets

UBUNGO GARMENTS LIMITED

P Q. Box 55168

DAR ES SALAAM Caples  LJGL
Talaphone 53001

Makers, marketers ot garments
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THE NATIONAL TEXTILE CORPORATION

GRQOUP PROJELCTS

TARCHA 3 NNING Moo~ L
2 C Box
TABOPRA

(r
¢

mn

VA TCyT - - - -

Uz

Sro9T

YA

W ¢ M

m

~

4

JBUNGL 3~ S s -
PO Box 383"
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TEXTILE TRAININTG N OR
PO Box 353
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MORQOGORC SiISAL 345 »eQJECT
PO Box 953"
OAR ES SaLAaam

TERRY TOWEL & SEWING THREAD PRQOUECT
20 Box 953
JAR ES SALAAM .

P.O Box 353
DAR ES SALAAM




2.1 Reports to

2.2 Subordinates Directly
supervised

2.3 In Collaboration with
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JOB DESCRIPTION Appendix 2
JOB TITLE EDUCATICN QFFICER.
1.0 SCOPE OF POSITION.
1.1 To provide and maintain Training Plans for the Corporation
1.2 To make periodic reports on Training activities
1.3 To secure educational and training opportunities from
various institutions both at home and abroad
1.4 To maximise on funding to cover the costs of such training
and / or educational activities which have been diagnosed
as true training needs
1.5 To provide a Clerical Training Scheme for Texco Headquarters
personnel
1.6 To offer a comprehensive advisory service on Clerical
Training to Group Companies
1.7 To organise, supervise and develop textile educational
courses up to technical / craft level, to meet group company
needs.
2.0 ORGANISATIONAL REI ATIONSHIPS

Manpower Development Manage'™r

None

Heads of Divisions
Heads of Departments
Training Section Personnel

Manpower Development Team
members

Ministry of Industries
Minustry of Manpower Development
Ministry of Foreign Affairs

Embassies

eod/
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ERINCIEAL DYUTIES 20D RESFONSISILITIZS

3.1 Prepare Traziniia Frogrammes and Trabung Budget for
Texco Heaagquarers

3.2 Collects dara trom Texco and 1ts operefional establishnient
for preparaticn of consohidated Traiming Summary for Texco
use and also for submission to Mimisiry of [ndustries.

3.3 Procures schoiarships by liaising with Embassies through the
Ministry of lnaustries and other relevant Ministries 1.e.
Ministry of Education, Ministry of Manpower Development
and Ministry of Foreign Affairs.

3.4 Participation 1t various training meetings, semrnars,
conferences etc, 25 requested.

3.5 Preperation ot Treining Plans, and Jderails of costs i olved,
tor Traimng Committee,

3.5 Recommends Group Company formats for Training and
Cevelopment Plans.

3.7 Monitors the preparation of these plans and identifies changes
and forecasts trends.

3.8 Works in close liaison with Mimustry of Industries, Ministry of

Manpower Development and Ministry of Education.
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JOB DESCRIPTION Appendix 3

OB T E MANPCWER PLANNING OFFICER

1.0 SCOPE OF POSITION

1.1 To provide data and summaries in activities of manpower

planning, labour statistics and localisation programmes.

1.2 To provide summaries of activities and planned costs from
the training and development plans obtained from Texco

Headquarters and each operarional establishment.

1.3 To assist Texco Headquarters Departmental Heads prepare

training and development plans.

2.0 QRGANISATIONAL RELATJONSHIPS

2.1 Reports to : Manpower Development Manager
2.2 Subordinates Directly : None
2.3 In collaboration with : Head of Divisions

Heads of Departments
Training Section Personnel

Manpower Development Team
members

Ministry of Manpower Developmen
Ministry of Industries

Bureau of Statistics

3.0 PRINCIPAL DUTIES AND RESPONSIBILITIES

3.1 Collects data for preparation of manpower surveys, labour
turnover, labour stability factors, absenteeism, training
plans and localisation programmes for Texco and Group

companies.

ad
»
[

Designs approopriate planning formats for the aboyve data

3.3 Analyses, interprets the above data and prepares manpower
plans, labour statistics, collective training and development

plans and records the details of implementation

3.4 Prepares summaries of Training Plans and details of costs

involved, for the Training Committee




3.5

3.7

3.8

3.9

3.10

3.11

3.12

Appendix 3 continye

Prepares Annual Manpower Survey for Texco Headguarters ang

Group Companies for submission to the Ministry of Industries.

Prepares Annual Manpower Report to the President for

submission to the Ministry of Manpower Development

Recommends Group Company formats for both Training

& Development Plans and Manpower Plans

Monitors the preparation of these plans and identifies

changes and foremsts trends.,

Reviews preliminary plans and keeps up~to-date records

of them

Monitors the plan of localisation in Texco Headquarters and

all operational establishments

Evaluates the effectiveness of localisation training programmes

Works in close liaison with Ministry of Manpower Development.




JOB DESCRIPTION Appendix 4

JOB TITLE  IECHNICAL TRAINING OFFICER .

1.0 SCOPE QF POSITION

1.1 To implement Systematic Operative Training (SOT )

in Texco and the Group Companies

1.2 To provide long-term Techn.cian Trainee Scheme and

Menitoring Service.

1.3 To provide for the training of Instructors for Operatives

and Technicians in Texco and Group Companies

1.4 To liaise with Education Officer on meeting the education & training

needs of craftmen.

2.0 QORGANISATIONAL RELATIONSHPS

2.1 Reportsto : Manpower Development Manager
2.2 Subordinates Directly

Supervised : None
2.3 In collaboration with : Heads of Divisions

Heads of Departments
Training Section Personnel

Manpower Development Team
members

3.0 PRINCIPAL DUTIES AND RESPONSIBILITIES

3.1 Prepare Training Manuals for Systematic Operative Training

3.2 Designs Standard Treining Programme for Technicians,

Instructors, and Craftsmen in Texco Establishments

3.3 Provides assistance, when requested, in the Identification of

Technicians, I[nstructors, and Craftsmen Training needs

3.4 Ensures that Technician and Craftsmen training needs are
included in the Individual Establishment Training and
Development Plans

3.5 Supervises and monitors the long-term Technicians and

Craftsmen Training Schemes.

3.6 Participates in the various Training meetings, seminars,

conferences etc as requested.

)




Appendix 4 continued

Recom..ends initial Company Technician and Craftsmen

[ntroduce to Group Companies the agreed Technician and

Provides periodic written reviews of the progress of the

Technician and Craftsmen schemes and makes recommendations

Appraises and gives advice 9N newly established training centres.

3.7
Training Schemes
3.8
Craftsmen Treining Scheme
3.9
for their improvement
3.10




JOB DESCRIPTIQN Appendix 5

JOB TITLE MANAGEMENT DEVELOPMENT OFFICER

1.0 SCoP F ITION

1.1 To operate a standard Management Development Scheme 1n

Texco and the operational establishments.

1.2 To assist, when requested, 1n Management Performance

Reviews

1.3 To provide a "Long-Term Trainee'' monitoring service,
2.0 ORG [ON ELATIONSHIPS

2.1 Reports to: Manpower Development Manager

2.2 Subordinates directly
supervised : Nore

2.3 Incollaboration with : Heads of Divisions
Heads of Departments
Training section person-el

Manpower Development Team
members

Ministry of Industries

3.0 PRINCIPLE DUTIES AND RESPONSIBILITIES

3.1 Introduces and maintains an up-to-date Management and

Supervisory Development Scheme

3.2 Prepare Management Job Descriptions in conjunction with the

Departmental Heads and Training Specialists at the establishment

Assists Departmental Heads in the identification of Key Result

w
.
(0%}

Areas and Job Improvement Plans

3.4 Provides assistance, when requested, ia the identification of

Management and Supervisory Training needs

3.5 Enswes that Management and Supervisory Training needs are
included on the individual establishments Training and

Development Plans.

oo/




Acpendix 5 continued

Provides, in conjunction with Direcor of Operations/Senior

(OF)
.
[OR

Foreign Management personnel, & systematic localisation
scheme.,

3.7 Supervises the Long-term Trainee Scheme and undertakes the
monitoring of long-term trainees

Approves acceptable progrimmes of training tor long-term

(O]
.
[@9]

trainees 1n accordance with Texco andard programmes.

3.9 Recommends the initial Company Munegement and Supervisory

Development S cherne

3.10 Introduces to Texco and Group Companies the agreed Management

and Supervisory Development Scheme

3.11 Provides periodic written reviews of the progress of the
Ma nagement and Supervisory Development Scheme and makes

recommendations for its improvements
3.12 Provides summaries covering the ninge of technigues within
the Management and Supervisory Development Scheme e.g.

Key Results Areas, Job Improvement Plans etc

3.13 Monitors and report findings of Job Transfer under the

localisation Scheme
3.14 Introduces to Texco and Group Companies, the agreed Long-term
Trainee Scheme

3.15 Reviews progress of the Long Term Trainee Scheme and makes
appropriate improvements, with the approval of the Texce
Training Committee.
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