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ROLE OF TEXCC HEAD O FFICE  IN MANPOW ER 

D E V E L O PM E N T  IN THE INDIVIDUAL C OMPANIES  

OF THE CORPORATION

The Head Office of the National Text i le  Corporation in 1932 had 

a Directorate of Manpower Development. Tms division had 

previously been -  incorporated within the Directorate  ot Manpower 

ana Administration but due to the lack of sufficient expert ise in 

•paining activ it ies it was decided that Administra1 ive Serv ices  

and Manpower Development should be separate entit ies.

The role which the Manpower Development section played was 

one of a passive nature, in so much that it provided a coordinating 

serv ice  between the Government and the Group Companies. Due 

to tne lack of expert ise in the f ie ld of training 1 n the departmem, 

decisions on the modes of training were taken by the individual 

companies management team, without any adv isory  serv ice  from the 

Head Off ice.  ^

However,  all requests tor external  and overseas training were 

cnanneiled througn the Directorate  of Manpower Development, which 

acted as a clearing and forwarding agents for  all such viable 

requests for  training. In this way, the Government did have access 

through central contact to the whole of the activ it ies within the 

Corporation.

In .appendix 1 is shown the Structure of the National Texti le  

Corporation.



INTRODUCTION

This terminal report covers  the period from May 1952 to April  1984 

during which time the Texti le Training expert was actively engaged 

with the National Texti le Corporation. Initially the appointment was 

fo r  one year  and tnen it was extended to May 1984. The f i rs t  one mid 

half years being at O PAS  status and the final half year  as a UNIDO expert .  

This arrangement was devised to encourage the placement of counterparts 

to the O PA S  team members.

1 BACKGROUND

The training post was f i rst f i l led in December 1930 but it was then 

vacated in October 1981, during which time the incumbent Mr.

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

Up to the arr iva l  of M r .  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 although he 

had previously worked in Texco mil l  as Texti le  Technologist in Quality 

Control,  he did not possess any training expert ise .  The Manpower 

Development Manager attended Advanced Tra iners  Course during 

Apni/May 1982. One other person worked in the department as a 

Manpower Development O f f i c e r , dealing with overseas and exterrtal 

training/education courses and the associated administrat ion. This 

o f f icer  did not have any formal textile background but holds a 

Tanzanian Teachers  Cert i f ica te .

There was not any evidence of training programmes,  schemes of 

work or projects within the training activ it ies of the Corporation, 

that had been developed by the previous expert or the appointed 

Manpower Development Manager,before May 1982.

V is i t s  were made by the Texti le  Training Expert to Group factor ies ,  

training institutions and off - tho- job t.-aLrung centres,  in order  t o 

establish the level of training activ i t ies  in Tanzania. V is i ts  were 

also made to the Ministry of Industry who were at that time 

administrating UNIDO spons ored training courses,  and also to the 

venues of these courses.
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ROLE OF THE T E X T IL E  TRAIN ING E X PER T  (OPAS )

If had been agreed between the Chief Training Adv iser  of the 

Pro ject  DP/URT/7S/013 and the Managing D irector  of Texco 

that the incoming Training Expert would not be a ppointed as 

D irector  of Manpower Development in view of the problems of 

undertaking such a ro le ,  arising with the previous expert .  The 

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

This new arrangement subsequently displayed many shortcomings 

because off icials of s is ter  organisations and Ministries etc . were 

more favourably disposed to dealing with s e n i o r  personnel in an 

organisation and therefore more willing to cooperate with them , 

than they would do with an o f f icer  of the Corporation.

The job description set out oy UNIDO was available as a guideline 

to the job, but an alternative Job Descr iption was produced by 

Texco,  which was not compatible with the UNIDO one. However ,  

after visit ing the var ious mills, training venues and so forth, 

the training strategy was agreed with M r .  Nkya the Managing 

D irec tr  in June 1982. The areas of concern were very  pertinent 

to the situation at that time in Texco.

To enable the Group Training Expert to make the necessary 

progress ,  the Managing D irector  recommended that he be 

appointed as Director of Manpower Development. The 

appointment was accepted by the Board in July 1982 and later 

confirmed in January 1983, a f ter  the six months probationary 

pe nod.
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4. '.VORK PLAN  FOR T E X T IL E  TRAINING

The development of hie training ac t iv i t ies ' is  o major  requirement 

-.vimin the companv and needs a considerable period of time to reach 

a comprehensive level of operation in Texco and its production 

fac to r ies .

Manpower development schem es  which operate successfully require 

man'.' facets of expertise and in Texco 's  case these could not be 

developed in any one individual in the limited time available in 

the project.  Therefore  a different approach was recognised and a 

distinct plan ct action determined.

Tne overall  plan was concerned with three major  aspects which .vere :

4.1 the development of staff to operate the Department of Manpower

Development in Texco,

4.2 the range of primary activ it ies appropriate to the successful 

operation of a com prehensiv e. training scheme , and

4.3 the priorit ies of the activ i t ies during the period of the project 

to provide sufficient operating examples ( working models ) o r  

fully introduced schemes,

so as to become an on-going scheme in itself  which will only require 

expansion of application rather than the introduction of new training 

technology, in the next 3 to 4 years .

In dealing with the specif ics of each of the 3 major  aspects it is 

best to consider  each one in turn, and are seen as fo l lows :

D E P A R T M E N T  OF M AN PO W E R  D E V E LO PM E N T  ( TEXCO )

4. 1 The Development of Staff

Texco 's  philosophy in the role of Manpower Development is 

one of active leadership and wishes to implement systems of 

training at all l e ve ls ,  throughout the organisation, but only at 

a level appropriate to the individual mill requirements.

This approach, which cal ls  f o r  providing the requisite expert ise 

across a wide range of activ it ies, can be allocated to special ist 

functions, as shown over leaf.

4



Education and other External Courses :

An activity which requires an understanding of education 

systems in both at home and abroac along with knowledge 

of educational faci l i t ies and other external course resources .

A comprehensr.  ̂ knowledge of scholarship applications and 

timings is a special feature.

When tliis work is combined with. C ler ica l  Training special ism

then a full time roie exists for  an EDUCATION O F F I C E R .
See A'-'Pen^lx 2fon Job Description.

Manpower Planning

The  needs of the organisation manpower requires the serv ices  

of a Manpower Planning O f f icer  to ensure fhe training needs 

are systematically  identified and proper ly  planned.

When training has been in piemented a feed-back system is 

required to measure the-proficiency of the training and its 

peripheral character ist ics .  Tins results in the identification 

of progress and trends upon which special reports for  corporate 

planning purposes would emerge  through the roie of

MANPOW ER PLANNING  OFF ICER .  See Appendix 3 for 
Job Descript ion.

Technical i f  Operative Training

In the production environment, it is considered best to cater  for­

th e needs of groups of people rather than individual jobs.

( the individual jobs, of course,  would require specific training 

programmes -  for exam file Systematic  Operative Training 

l S . O . T . )  which are normally built into modern training 

se rv ices  ). But the overall  need is for  the f i rs t  line superv isor  

and his direct subordinates to become proficient both individually 

and as a group, which would be the work of a 

TECHNICAL TRAINING OFFICER  See Appendix 4 for  Job

Description.

Management Development and Long -  Term Trainees

In this particular function, it is concerned with the development 

of Technologists, Commerc ia l ,  Administrative and Professional 

personnel,  and the providing of a scheme for  the development, 

of existing job holders in both management serv ice  ro les  as

0
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■.veil as the special needs oi local'.sacion oroieors. A system 

is required to provide an objecti» e a s.-essmoir o; development

of all die above mentioned personnel.  Tms role is to be carried

our by a M AinAGEMEIn T D E V E L O PM E N T  O FF ICER  
See .Appendix 3 for  Job Description.

Staffing Texco 's  Manpower Development Department

The development of 4 individuals in tne above ro les  has provided 

through the four specia l isms, sufficient expertise for  a 

structurally sound department. It took about one year  to develo 

each individual as a special ist after the recruitment of suitable 

personnel . At the end of that time, a system of understudying 

each other on a job rotation basis met the concept of expansion 

training, that each of the above o f f icers  required to become 

"au fciit" with, in the totai work of the department.

Training of Training Personnel in the Mil ls

Due to the tremendous volume of work in Texco Manpower 

Development, the opportunity should oe take, to develop the 

special talents of Mill Training Personnel.  Formal ised  

programmes must be provided and special projects devised so 

that these people can contribute directly  to die requirements of 

their own mill  ( see items on pp -3 a- ¿4 dealing with Training 

Of f icer  training ).

4.2 'The Range of Pr imary  Activ it ies

'These primary activ it ies are identified, md specif ied in the 

fol lowing manner :

4 .2 .1  Localisation

Provide a scheme which identif ies the progress of 

counterpart training, to replace foreign management 

personnel .

4 .2 .2  Management Development and Appraisal 

Develop and introduce a Management Development 

Scheme and a system of Performance Reviews for  all 

manager ent ic, ms, v r .  Executive to f irst line

s u p e r v i  s i o n .



Identification of Training i\eeds

Introduce a method of establishing the training needs 

of employees,  at all leve ls ,  throughout the organisacio

Training and Development Plans

Provide a system to accomodate tile identified training 

needs, and that the methods used to meet these needs 

are specif ied.

Monitoring Registered Trainees,

Develop and introduce a system, which provides for 

the monitoring of !llong term tra inees" ,  i . e .  persons 

who are undergoing education and/or training in excess 

of 12 months. The system is to incorporate a r eg i ­

stration procedure and will accommodate programme 

training details.

Training of Operatives

Systematic Operative Training to be established, whicr 

is suitable for each factory and can be expanded to 

cover  all jobs at operative level .

Manpower Planning

Provide a multi-struc u re  system which identifies 

terms of reference for management personnel,  labour 

statistics and trends, job lrr provement areas and also, 

serv ices  a 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 identifies those 

faults associated with lack cf skill at operative and 

technician level ,  then provide a method of remedial 

training.



4 . 2 . iO

4 , 2 . 11

4 . 2 . 12

4 . 2 . 13

4 . 2 . 14

4 . 2.15

Provide -a resource and system tor the maximisation, 

of scholarships, appropriate to the needs of the 

organisation.

Government Intervention

F stablish participation in central government debate 

on matters affecting manpower development activ i t ies .  

Develop programmes and organise seminars ,  courses,  

etc . to implant the programmes through the organi­

sation.

Administration of Scholarships

Lia ison with External Resources

L ia ise  with Training Agencies,  Government sectors,  

Consultants, Machinery Makers and s im i la r  bodies 

to promote fac i l i t ies  beneficial to Texco 's  manpower 

development programme.

Educational Aspects

Monitor progress  of educational scheme and va lidate 

within the organisation those schemes which are consi­

dered appropriate to organisational needs. Periodical !  

rev iew education trends and provide advice of possible 

relationalisation.

P rogress  Reports

Develop and int roduce progress  reporting systems 

in the various activit ies of manpower development.

[n-Conipaay Seminars

Provide in-company seminars, courses and participa­

tive activ it ies to meet the demands of manpower 

development within constraint of budget.



VO

9

Training Pol icy  Statement

Develop and introduce, on a piecemeal basis at 

appropriate intervals, policy statements covering 

the total work force.

4.2.17 Labour Turnover

Develop and introduce a system of exit interv iews and 

survey methods concerned with labour retention.

4.2.16 Course Assessment Forms

Develop forms which cr i t ica l ly  summarise the elements 

of courses in external and in-company environments.
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4.3 Pr io r i t ies  of Activit ies
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T o p i c R a n g e Da ce

1 4 .2 .1 Local isat ion 1
2
3
4

Sungura
Mwatex
Mutex
Kiltex

July 82 -  Sept 82 
July 82 -  April  S3 
July 82 -  April  8 3 
Julv 82 -  Oct. S3

3 4 .2 .2 Manaoement Dev. O' 
Appraisal BML Dec 82 -  Auq 83

1 4 .2 .3 Identification of Training 
needs All Julv 82 - Dec 32

1 4 .2 .4 Training o Development 
Plans All Jul y 82 -  Dec 82

2 4 .2 .5 Monitoring Registered 
T  rainees Urafiki Nov 82 -  April  83

1 4 .2 .6 Systematic  Training (A l l ) UGL
T B C L Auqust 82 -  Jan 83

1 4 .2 .7 Manpower Plannino All Oct 82 -  April  33

IE 4 .2 .8 Educati on & External Res. All July 82 on qoinq

1 4 .2 .9 Retraimnq Scheme(Faults ) Mutex Auq/Sept 82 on qcma

IE 4.2.10 Administer Scholarships All July 82 on qoinq

1 4.2,11 Government Intervent ion Ail July 82 on qoinq

lE

2E

4.2.12 Liaison with External 
Resources All July 82 on qoinq

4.2.13 Educational Aspects Dista nee 
Learmnq 1983

1 4.2.14 Progress  Reports As
Required Auqust 1982

2 4.2.15 In_Company Seminars All Sept 1982
2 4.2.16 Training Pol icy  Statements As

Required October 1982

2 4.2.17 Interviews -  Exit fy 
Retention TB C L Auqust 1982

2 4.2.18 Course Assessment Forms July 1982

K £ Y  ,,
PR IOR ITY  L E V E L S

1 is highest priority and 
3 is lowest priority
E represents existing systems which 

require reinforcing
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4.4 Main Areas of Concern -  Implementation

4 .2 .1  Localisation

The scheme was developed in the allocated time but 

was not brought into use, due to the need to use the 

Managing Agency F irm s  for  additional expansion work 

within their respective ro les .

At present the scheme is available to be implemented as 

soon as necessary .

4 .2 .2  Management Development

During the preparation of the scheme, the Managing 

Director  requested that emphasis should be placed on the 

development of management trainees and so a "Management 

Trainee Sch em e” was developed. 'Hie Training Committee 

at Texco Head Office agreed that it should be implemented, 

but initially only as a pilot scheme. The pilot scheme is 

restr icted to personnel who are required as understudies 

to expatriates involved in the Morogoro Po lyes ter  Mil l 

Pro ject  and so it will be meeting the industrial needs of 6 

to 9 trainees who have already completed higher education, 

to degree leve l .  The control of costs in running the 

scheme, is of high priority  and if the costs and benefits are 

seen, to be a viable proposition, then the programme 

application will be expanded so  as to provide a supply of well 

trained young managers, at the rate of 15 per annum, for  

the Corporation.

4 .2 .3  Identification of Training Needs

The present method of identification of training needs 

is of a subjective nature and does not have a formalised 

approach through ei ther a written corporate plan or 

by job performance rev iews.  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 existence.

4 .2 .4  T  raining and Development Plans

The format for  these plans has been found to be most, 

satis factory and is currently in use for  planning 

purposes at Texco 's  Head Off ice.
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Texco f irst  started to use this layout in May 19SJ and the 

system has been in operation since then without any support 

from the UNIDO Training Expert.  The current 1984 plans 

have been developed, agreed and are operational,  with up­

dating taking place from time to t ime,  as appropriate throughout 

the year .

It is the declared intent of Texco 's  Training Committee to spread 

this procedure into the groups mil ls  in Dar es Salam area next, 

and then into the remaining operational mi l ls  a f terwards.

When all operational m i l ls  are working to compatible Training 

and Development Plans, then Corporate  Training and Development 

Plans can be completed. It will be at this stage that a formal ised 

approach to the identif ication of training needs can be int reduced 

for  the dif ferent categor ies  of employees,  v iz  Management and 

Supervisory;  Technical,  Com m erc ia l ,  Administrat ive and 

Professional;  Operative and C le r ica l .

< ,2 .5  Monitoring of Trainees

A monitoring system has been developed and is incorporated 

in the Management Trainee Scheme. The system involves the 

recording cf projects undertaken which have been evaluated, and 

also includes remedial  -action as necessary fo r  each trainee.

By periodic interviews,  the progressive  needs of the management 

tra inees - will  em erge  within the var ious work ro le  environments, 

and can then be met .

4 .2 .6  Systematic  Operative Training

Two of the group's operational factor ies  have been used for  the 

development of two systematic operative training manuals. One 

manual is for  Weaver Tra ining on sisal cloths and the other is 

for  Sewing Machinist Training in shirt making. The weaver  

training manual is currently being used to train weavers  for  two 

m i l ls  in Tanzania Bag Corpora t ion  Limited  in Moshi.

P r i o r  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 co r rec t  use of

T exco 's  Operative Training Manuals.
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Wher this course was developed, three members  of Texco 's  

Manpower Development Department were then trained in the use - 

the resulting course Leaders  Manual,for the training of Training 

Instructors. These three member's of training staff are now 

able to ei ther, train Training Instructors themselves or train 

Training O f f icers  to train Training Instructors, in the art of 

good instruction and use of systematic training manuals in the 

Texco sty le .  Some of these staff members have experience in 

Instructor training by this approach.

The style of the Texco Operative Training Manuals is compatible 

for  all operative occupational, although the detail will  di f fer 

between occupations, and within occupations in dif ferent work 

p laces.  The long awaited Word P rocesso r ,  is scheduled to take 

the operative training through a stage of rapid development, 

especia l ly  if coupled with the up-dating training of the Corporation 's  

Training O f f ic e rs ,  which now appears to be possible by use of 

UNDP monies recently becoming available.

A further element of skil ls analysis for  Eeam Gaiter training 

has also been devel :>ped and is now available for  the introduction 

into the appropriate Operative Training Manual.

4 .2 .7  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 carr ied  out rationally.

Returns for  1980, and 1981 were overdue and were concerned 

with informat ion for  the Manpower Data Bank at. the Ministry 

of Manpower Development, the Annual Reports tor the 

Presidentia l Office and the SCOPO ( Standing Committee of 

Parastatal Organisation ) returns for  1980 and 1981.

Prob lems existed in the f i l ing 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.
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A further project could be carr ied  out, in which a questionnaire 

be developed for  internal use in the Corporation, which will 

provide trie answers for  the various returns. In this way, the 

information required from the group companies would be rationa­

l ised and conta ined in one questionnaire.

4 .2 .8  Education and External Resources

This activity was concerned with obtaining up to date information 

from the Department of Manpower Development staff on the vario; 

textile courses run overseas .  Contacts were made in Amer ica ,  

Canada and Britain and further information has been built up on 

these a no other faci l i t ies  since then.

4 .2 .9  Retraining Scheme ( Faults )

The scheme involved in retraining is c losely  geared to the 

operative training activ ity  currently under evaluation. By the 

assessment of individual performance,  remedial training can 

be carr ied  out to the identif ied standards of Texco 's  Operative 

Training Manuals.

4 .2 .10  Administering Scholarships

Due to recess ion in the world economy, there was a large 

reduction in the availability of fel lowship, 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 

availabil ity of spo. sorsh ips .  Although it must be recognised 

that the improvement may not necessari ly  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 direct ion.

4.2.11 Government Intervention

This activity was included in the l ist which shows the areas 

of concern, so that any changes, proposals or  new legislation 

could be monitored and the effect on the Corporation, be 

accommodated. Items such as new SCOPO d irec t ives ,  health 

and safety m industry and the Structural Adjustment P r o g r a m m e  

were acted upon in the training act iv i t ies .
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4.2.  i 2 L ia ison with External Resources

The acuve participation by Texco 's  Education Of f icer  who is 

the Secre tary  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 . In this way, the Cor  poration's 

coordination of activ it ies has been maximised.  L ia ison with 

overseas consultants who have been involved with special 

assignments for  the National Texti le  Corporat ion have resulted 

in viable training being undertaken in Tanzania.

4 .2.  13 Educational As pects

It was identified through one of the Corporation 's  group companies 

that there is a need for  education in textiles at cra ft  leve l ,  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 c o u r s e  on a 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 future trends in the 

range of modern textile equipment.

Once the s/ l lab-uses  have been accepted arid 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 c ove r  the examination fees  but 

the amourttvvill not be of any signif icance.

A careful watch has been kept on the new teaching system which is 

called "Distance Learn ing " .  This sytem is of a postal 

correspondence nature but with connotations of programmed 

learning. Individual students fol low the lessons provided,

■answer questions and undertake experiments in much the same 

way as students do in "Open 'University" styles of learning 

( except for  the use of T . V .  broadcasts  ) .
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Periodica lly  the students submit answers to questions, to rue 

"exporting co l lege"  ( the supplier of the lessons ) for  

marking and such results are sent to the person in charge 

of the trainees undertaking the course of study. The tuitio 

offered in texti les is at cra ft and technicial ievel in 

Spinning and Weaving, ( and Finishing ¿s i n the final 

stages of preparation ). All tuition is in English only and 

is geared to meet the standards of the appropriate examining 

bodies in England viz .City and Guilds of London Institute, 

Technician Education Counci l , Society of Dyers and 

C olourists e t c .

4 .2 .  14 P rogress  Reports

These reports  have been incorporated into Texco 's  systematic 

operative training scheme and the Management Tra inee Sche­

m e.  The reports  are designed to measure the development 

of skil ls and ability at periodic in terva ls  of these two 

levels  of manpower.  S im i la r  assessments need to be provided 

for craft and. technical leve ls  of personnel as well as fo r  

c le r ica l ,  com m erc ia l ,  administrative and professional 

trainees. In this way an overal l  training structure can 

e m e r g e ,  which would be compatible throughout the 

Corporation.

4.2.  1 b In-Company Seminars  / Courses

The foil owing Seminar / Courses  have been provided 

by the use of ei ther outside consultants or Texco project 

team m em bers .

The courses were :

Sewing Machinist Instructor Course 

Basic Work Stud/ Of f icers  Course

Work Study Appreciation Courses  for  Managers and 

Superv isors

A ir  Conditioning Seminar

Training of Course Leaders  for  the Training of 

Operative Training Instructors 

Training Instructor Courses

Systematic Operative Training -  Appreciation 

Courses for  Managers and Superv isors  

Systematic  Training of Weavers.
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4.2.15 Training Po l icy Statement

The piece-meal application has been undertaken by tin 

use of the Managing D irec to r 's  Foreword in both, the 

Management Trainee Scheme and the Systematic  Opera­

tive Training Manuals.

Current ly ,  an overal l  policy statement is being 

p rogress ive ly  constructed fol lowing the agreed format ,  

which contains :

(i) Overall  Training Policy  Statement

{ which is a summary of the principles 

contained in the Managing D irector 's  

"F o r ew o rd s '1 as descr ibed above )

(ii) Procedure for  carry ing out the Training Pol icy

l i i i )  Codes of practice for implementing each 

section of the Training Po l icy .

4 .2 .17 Interviews -  Exit and Retention

An interview checklist has been prepared and is 

available for use in the fac tor ies .  Whilst the interview 

procedure is available,  little use has been made of A 

due to the need to reduce staffing leve ls  throughout hie 

Corporation under the Structura l  Adjustment P rogram m e.

4.2.16 Course Assessment Forms

The forms are currently in use and have been found 

successful.  This r eco rd  system provides a feed back 

to the Corporation, of individua1 opinions of courses run 

and it highlights the advantages and disadvantages of 

attendance by each participant from Texco.
I
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MEETING THE REQUIREM ENTS OF THE 

S T R U C T U R A L  AD JU S TM E N T  PROGRAMME

The Corporation needed to rationalise its management organisation 

to meet the Structural Adjustment Program me legislation and one 

stage of the operation involved combining the Directorate of 

Administrative S e r v i c e s  with the Directorate  of Manpower 

Development in Texco 's  Head Off ice .

The new structure has affected the Manpower Development activity 

by al locating dif ferent job ro les  to fewer personnel.  The fol lowing 

changes have been made :

Education O f f ice r  -  becomes Manpower Development

Manager responsible for  

Management and Superv isory  

Development, Education and the 

Development of Tra ining Plans.

Manpower Planning O f f icer  -  still undertakes Manpower

Planning but a iso undertakes 

the responsibil ity of Clerical- 

T  raining

Technical Training O f f icer  -  covers  Operat ive, Technical

and Profess ional  Training 

activ i t ies including Training 

O f f icer  and Training 

Instructor Tra ining,

These changes took place as f rom 1st February 1984, some 6 weeks af ter 

the D irector  of Manpower Development reverted to the agreed non-OPAS 

Training Expert status.

In the restructuring of the training function it has al lowed

5.1 that a trainee Training Of f icer  to be promoted to 

Technical Training O f f icer  for  Texco Head Off ice

5.2 the original Technical Training Of f icer  to be transferred 

to Tanzania Bag Corporation L imited Mil ls  1 and II as 

Training Manager



19

5.3 the Management Development O f f i c e r  to be transferred 

to the Polytex Mill  as Training Manager.

The need to combine the two departments, provided the opportunity 

for  T ex co ’s management to strengthen areas of weakness in training 

in the m i l ls .  The positions to which Texco 's  Heaa Office staff have 

been transferred has resulted in the maximisation of the training 

expert ise,  without seriously weakening the serv ices  of manpower 

Development available front Texco itself .
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l~ INDINGS .AND REOQMMEND.a.TIQNc>

Matters concerned wich Manpower development during 1932 -  1934 years 

m the National Texti le Corporat ion ha^ebeen cpncentrated>mainly on the 

creation and development of training systems and schedules. It has 

been identified by the Text i le Training Expert that currently there are 

4 major  factors  of Manpower Development within the Corporation,  which 

must be introduced to create an acceptable training s e rv ic e .  These 

factors are as fol lows :

.1 the creation of a comprehensive operative training structure 

throughout the corporat ion which caters  for the needs of all 

operative occupations whether they are at skil led, semi skil led 

or unskilled leve ls .

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

as fol lows :

6 .2 .1  Short term trainees

These are  employees whose training is normally less 

than one year  duration. The classification, covers  

c ler ica l  workers as well as operat ives.

6 .2 .2  Long te rm  trainees

Are those employees who require extensive education and 

training. Technician, Technolog is ts , Management trainee 

Com m erc ia l ,  Administrative and Profess ional ( e . g .  

accountants ) personnel fall into this grouping.

6 .2 .3  Management and Superv isory 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, 

per iodically ,  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 e f f ic iency 

and poor quality leve ls  in the company's products.

/



the creating of training procedure and control to meet 

the needs of the Corporation.

Findings

O P E R A T IV E  TRAINING

During the last 12 month the Training Department of Texco 

produced

a training manual format which can be adapted in a 

number ways so as to meet the needs of all leve ls  of 

operative training

 ̂ a course for  the training of Training Instructors in

good "Instructional Techniques, "  who can also 

e f fect ive ly  use training schedules, p rogrammes and 

manuals which have been created by using the above 

format

* a course for  training qualified Training O f f icers  as

course leaders  in Training Instructor training as in 

the above paragraph.

The greatest  contribution to the Corporation will be derived from 

the introduction of a comprehensive operative training structure, 

which is able to

Increase ef f ic iency and productivity 

Improve quality leve ls  of output 

Reduce wast£levels of raw materia ls  

Provide safer  working methods and pract ices 

Reduce training times and costs

but in order to create the n e c e s s a r y  motivation in the workplace 

there should be an element of payment by results wherever  possible.
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The circumstances under which training of operat ives is 

currently carr ied  out, in many instances, is out of date. Some 

reasons are due to the passage of ti/ne where ret irements and trans­

fers  have resulted in the management, superv isory and training 

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 d irectly  concerned with production from the f irst  line 

superv isor  to the unskilled shop f loor  worker,  as well as Training 

Of f icers  and Training Instructors.

Recommendations 

Operative Training

The Texco Training Department staff have been developed, so that 

they can provide a good system of operative training, which 

demands :

22

^ Active involvement of management and superv isory

staff

*  Competent instruction given by proper ly  selected and 

trained instructors

*  C lea r ly  defined training objectives fo r  each part of each 

job

*  Up-to-date job and task breakdowns and instructional 

techniques

*  Training programmes which include good induction and 

safety training

*  Training fac i l i t ies  adequate to meet the operative training 

needs of the Corporation

* A system of recording the training undertaken

* A system of assess ing training

By the use of the now developed training manual format ,  a number

of the above points can be met . However  there is  a need to

maximise the abil it ies of the Corporat ion 's  Training O f f icer  staff,

which in many instances can be greatly  improved.

c * • •



Some of the ^raining O f f ice rs  have been developed in good 

training concepts whilst others have not had the opportunities 

to develop in this way. It is recommended that 24 to 30 

Training Of f icers  be trained in modern training methods and 

such a course is planned co be run in Tanzania, by Fielden 

House Productivity Centre L imited Manchester UK . It 

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

pers ons per course.

Th is Training O f f icer  C ourse involves the participants in 

formal lectures, workshop activ it ies and in-company pro jects.  

One of the most needed outputs from these projects is the 

creation of Systematic Operative Training manuals for  

"Ski l led  operat ive11 personnel .

The development of these manuals would require half the

participants to undertate this work during their pro ject  period.

It would be best to develop 10 -  12 dif ferent operative training

manuals in the Sys tem at ic  Operative Training (SOT)  style for*
different skil led occupations. In this way, the necessary 

manuals would be developed fo r  the individual job requirement.

By the use of the Word P ro c es so r ,  the mammoth task^ tS .O .T  

manual preparation can be successfully undertaken, provided 

that the projects are equally divided between the two Training 

O f f ice r  courses.  The ob jec t ivenof providing Systematic 

operative training throughout the Corporation '¿an be 

introduced within a one year period.

Overleaf  is shown a diagramatic approach to the production 

of Systematic  Operat ive Training Manuals and the example 

assumes 10 Training O f f i c e rs  are used on S . O . T  projects.
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Modern operative training methods do produce good operat ives 

in a very  short time, due to the intensive nature of the training giv 

Under these circumstances it is not possible to have more than 4 

trainees per instructor at any one time, because unless the trainees 

are kept actively engaged during the whole of the training period, 

their rate of learning is slowed down as well as their pace of 

work. If s lowing down is al lowed 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 skil led and unskilled occupy .ions also need 

training programmes,  but not necessari ly  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 items of safety . whilst the semi skilled occupations may | 

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

Those Training O f f ice rs  who were involved in the development of 

the operative training manuals 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 O f f ic e rs '  training. It is 

recommended that skil led operat ives are developed to be trained 

as Instructors ( Superv isors  are usually unable to devote adequate 

time to the training of operat ives,  because of their many other 

duties. )

Finally, to meet the required typing output of the training schedules 

and manuals, it is essential that ear ly  training takes place of at 

least 2 typists who are  to use the long awaited Word P ro c es so r .

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, advantages will  

be progressive ly  gained, when sat is factor i ly  applied.

. . . /
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Training of Non-operative  Personnel 

Findings

C ler ica l  Workers

Employees in c ler ica l  occupations are usually recruited from 

applicants with basic off ice skil ls and some typing abil ity . There 

is not a c le r ica l  training scheme in the Corporation other than 

supporting the attendance of selected employees at local institutions 

for  shorthand and typing courses.

The provision of c ler ica l  se rv ic es  is based on the use of private s e c r e ­

tar ies ,  who are recognised at dif ferent grade leve ls  according to qu­

ali fications they possess.  The private secre tar ies  do undertake 

work fo r  their al located departmental / section head and there are 

t imes when the workload warrants additional help to one section by 

the secre tar ies  from other sections.

Reco mmendations

The creat ion of a typing pool with proper  supervis ion, would 

enhance the typing s e rv ic e s ,  and could be supplementary to a r e ­

organised private secre tar ia l  structure. In this way there would be 

more f lexibil i ty  in the scheme, with g rea te r  cove r  during c ler ica l/  

secretar ia l  absences.

Findings -  Technical Training

There are fac i l i t ies  in the Group m i l ls  fo r  both training and further 

education of technical staff .  However ,  an improvement can be made by 

the development of more  intensive training courses in mechanical 

workshop pract ice, machine settings, and the production of textile 

products in both spinning and weaving act iv i t ies .

Further education in textile subject is being made available through 

the la rge r  companies'  training schools, but is fol lowing ad hoc 

syllabuses, and these courses e re  restr ic ted  to the employees of 

the companies where they are  run.

./



Recommendations -  Technical Training

Produce 100 workshop pract ice  manuals, using tne stencils 

a 1 read) prepared.

Create  workshop practice teachmgfaciLit ies in the various 

training schools and the National Vocational Training Centre 

using the above training manuals.

Prov ide  training courses tor technical staff in spinning, weaving 

and maintenance act iv i t ies ,  which impart basic engineering and 

bench fitting skil ls.

Develop intensive machine settings courses based on the sample 

style prepared for  P ICANOL Single Shuttle loom.

Prov ide  " Texti le  Techniques " courses in spinning and weaving 

to the agreed syllabuses of City P Guilds course 414, and 

institute examination procedure.

Set-up a pilot project, ro evaluate "Distance Learning"  technical 

education system ( this individual study approach should be more 

appropriate in those companies without faci l it ies of textile 

education). See Appendix b .

Nb : Arrangements  have been made to supply a Video Tape which 

fully introduces the subject of Distance Learning in text i les.

The tape will be available from Fielden House Productivity Centre 

Manchester 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 

activ it ies 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 m i l ls  and for 

tl o project m i l ls ,  a scheme of training for  these higher educated 

em p loyees .

.... /



Recommandations -  Technologist Training

By use of the prepared Texco Management Tra inee Scheme, the 

overall  development of these longer  term trainees will be within 

controlled situations, whereby providing industrial experiences 

related to their further or higher education achievements.

Recommendations -  C om m erc ia l .  Administrat ive Ù 

Professional Training

Tne Texco Management Tra inee Scheme is again suitable for 

the practical training of the above group of employees ,  a f ter  they 

have completed their degree or  degree -  equivalent courses.

Findings -  Management and Superv isory  Development 

The present system used f o r  the development of Management O' 

Superv isory staff is of a subjective nature. T rans fe rs  occur 

between ma nagement ro les  without sufficient preparation of the 

potential job ho lders .  In some cases it has been successful but 

in the main the new job holders are unable to meet the job 

requirements in fu l l ,espec ia l ly in the initial stages.

Recommendations -  Management & Superv isory  Development 

There is a desperate need f o r  all l eve ls  of management to be developed, 

and guided, in an objective manner. The style which is l ikely to meet 

the needs of the management team would be contained in "Management 

By Object ives" ,  and would provide the necessary  discipline if it 

were successfully introduced.

Findings -  Motivation and Maximisation. - of Existing Situations 

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

motivation, whether it be f inancial,  job interest or achievement of 

results. The difficulty in the latter two items appear to be a lack 

of technical know-how especia l ly  in the production situation.

A course of Work Study was provided f o r  the Corporation during 

the final quarter of 1983 and e leven employees  s uccessfully completed 

the Basic Work Study O f f i c e rs  Course .  The course involved the 

undertaking 4 work study pro jects ,  which resulted in the identification 

of causes of both loss of e f f ic iency and the down grading of products.

. . . .  /
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The final reports made recommendations on how improvements 

could be made. It 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 50 -  60 G of the current level  of achievemen

Recommendations -  Motivation and M- ximisation of Existing Situations

Provide a Texco-based Work Study team for  use in the Group Com panic 

which would be initiating improvements in the production environment, 

in conjunction with the company's Work Study O f f ice r .

Provide Work Study Appreciation Courses in each company premises,  

fo r  all leve ls  of management and Superv isory  Staff .

Make available all project reports to Texco 's  Management Committee ,  

for  their information and recommendations.

Findings -  Training Procedure and Control

There  are many facets of training which require to be introduced, 

so as to provide a successful scheme of operation. Items such as 

the ones listed below:

(i) Operative

(li ) C ler ica l

( i i i )  Technical

(iv ) Pro fessional

(v ) Managers h Superv iso rs

Trainabil ity testing of skilled operative occupations

Training Policy  xj Procedure ( incorpora ting S . C . O . P . O  
directives as appropriate )

Phase testing of Texti le Technician trainees

The "Rationalisation of Manpower data questionnaires " 
from group companies for  var ious off ic ial  bodies

Assessment of training activ it ies 

Recruitment and selection procedures

. .  • « /
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Recommendations -  Training Procedure and Control

The two planned Training Of f icer  Courses will provide the 

opportunity for  the items shown above to be undertaken as 

projects by those course participants who are not involved in 

the preparation of Operative Training Manuals. The results of 

the projects should form a basis for  the Training Department 

staff of Texco provide schemes which are to oe used wicnin 

the structure of training in the National Text i le  Corporation.

CONCLUSIONS

The activity of Manpower Development in the National Texti le 

Corporation has been strengthened by the development of the 

expert ise of training staff,  who were or iginally employed in 

the Directorate  of Manpower Development. Additionally the 

applications of training methods, schedules and training 

programmes along with developed control systems in the 

development of manpower has provided a platform from which 

good training can result.

The opportunity to build a comprehensive training scheme that 

can cope with the demands of the Corporation is 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 employees 

and the special ist training staff . Th is  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

j  ~ v p r n 1 ,->e 'i ■ S '1’ . N -. .’Sr °  ' j : , " > u *■ d j i1 1 Ü 4 * * 7 * * 3 N ” ' t  ' ’ 9 E 9 '

THE NAT I ONAL  T E > ' _ e  C 3d PC! P A T ' O N  : E S T A B L I S H ME NT !  OHOES '■),' !

O I 3 A
¿ in «rus 0 - •>" .".e ■. . . • " • • • • • • / 1 sc Jli'cs

' the  Ac1 means "m  Am. 'SEE
'Board means ‘T-- Boaro ^  :L ' - " v - s  provided io r ■■■ p i 'ag'<io~
'The Corporation nears ine d a ' -m j  Corporation established Ov
paragraph 3
" M i n i s t e r  means 'ne Minister ’o? 'ne time being responsiD'e 'or «rdustnes 
' T e x t i l e  products means products made out of soft or coarse libres and 

i n c l u d e s  g a r m e n t s  of an descrip tion
3 (1) There is hereby established a public corporation 'c be 'k n o w n  as the

National Textile Corporation
(2) The authorized Snare capila ' of ihe Corporation snai' be live hundred 

mil lion shilmqs and snail be div ided mto 50 snares having a par value 
ot iQ Million shillings each

(3) Ah 'h e  sn a re s ‘ he rS o 'b O ' f j ! in shan ce su b G C fC e J  'n  r 'O  h ^ 'd  s*
T reasu ry  l e g i s t ' . V  Or ì u c f j O r >  as !he  p r e s ib e n '  - m , d e s ig n a te

(41 The s h a re s  shai be s su e b  -n such n u m b e r  a n ^  r ' i u r  r a n n » y  and
sha i be pa id  " sucn m a n n e ’ as the P re s id e n t  'na» Z - r n C

4 T h e  (unctions jt m e  Corporation v n a L  b e  -

a )  t o  o o n c j i j c ’  a n n  e n q a q e  ^  m e  B u s i n e s s  o< m a n d ' a c t u m m  p r o c e s s o - s  
produce's  n p i ' U ' ' ,  i r e  ■ ,p tr iers /  r p ̂  •, i ^nd ’***i i,* oroduprs

b l  t o  b u v  s e n  i m p o r t  < t n o  e i p n o  t e x t i l e s  a n d  t e x t - . e s  p ' o o u l ' s  a n ' ’ - i 1 - 
r a w  m a t e r - a i s  a n d  l e x t - ' e  p r o p  o  ' s

c !  l o  e s t a b l i s h  D r i nr, r o ; J i11 ■ ■ - , o n  o u s s '  • « . ’ n r  ' n , .  r m i ; - :

R e p u b ' i '  o r  p i i - ^ w m i i -

d )  '0 i r a u - r p  b y  a g r e e n i e n '  a n - ,  ■•-'ir] i n ' e r e s t s  m  a n ,  m  : e " a  v - n q  e n ' e r p r ' s e  
o r  p r o ; e r  ! a s s o c i a t e d  w i t h  - n , .  i h x i u p  n c j u s t ' v  

9 ) i o  m a n a g e  t h e  a f f a i r s  o i  a r' y c o r p o r a t i o n  c o m p a n y  f i r m  j ,  o m e - '  b o d y  

t h e  i n t e r e s t s  o i  w h i c h  a r e  i r a n s l e r r e d  t o  o r  a c q u i r e d  b y  ' h e  C o r p o i a h o n  

u n d e r  t h e  p r o v i s i o n s  o i  i h e  A c t  o r  a n y  s u b s i d i a r y  l e g i s l a t i o n  m a d e  
t h e r e u n d e r  -

I)  t o  d o  a l1 s u c h  a c i s  a n d  t h i n g s  a s  m a y  b e  n e c e s s a r y  t o  u p h o l d  a n d  

s u p p o r t  t h e  c r e d i t  o f  ' h e  C o r p o r a t i o n  a n d  t o  o b t a i n  a n d  j u s t i f y  p u b l i c  

c o n f i d e n c e  a n d  t o  a v e r t  o r  m m i m i z e  a n y  l o s s  t o  t h e  C o r p o r a t i o n

g )  t o  d o  a n y t h i n g  o r  e n t e '  i n t o  a n y  ' r s n s a c t i o n  w h i c h ,  m  t h e  o p i n i o n  o f  t h e  

B o a r d  i s  c a l c u l a t e d  t o  f a c i l i t a t e  p r o p e r  a n d  e f f i c i e n t  c a r r y i n g  o n  o f  i t s  

a c t i v i t i e s  a n d  t h e  p r o p e r  p e r f o r m a n c e  o f  i t s  f u n c t i o n s  a s  s p e c i f i e d  i n 
t h i s  p a r a g r a p h



Appendix 1 continued

NATIONAL TEXTILE CORPORATION

FRIENDSHIP TEXTILE = D

P.o Box 20842 
DAR ES SALAAM 
Telephone 4910"

K IL IM A N J A R O  ' E x T - ' - E  C O R P O »  * ' •  JN  _ M - 'E

P 0  Box 956'
OAR ES SA l -l a m  
Telepnone 2C25 ’ 2 - 7 a

39 a '

Manufacturer* j t  texfno ‘aoncs ? ." i g a ^ e n i i

m w a n z a  t e x t i l e s  l i m i t e d

P O  Box 1 3 4 4  ’ •» 1 •;
MWANZA MW ATE* I r " :
Telephone 40466 2391

Manusaciurers ?i texh>e 'abncs

TANGANYIKA DYEING AND WEAVING MILLS l 'M i t ED

P O  Box 2621 T^-ex a-'O Cab!es
OAR ES SALAAM K A N G 4 - NO 4
Telephone 42535

Manufacturers of textile labncs

TANZANIA BAG CORPORATION LIMITED

P O  Box 504
MOSHI Cabie- 'A B C C
Telephone 4 9 1 1 2628

Manufacturers t  agnc- i fu ra i bags 

MUSOMA t e x t i l e s  l i m i t e d  

P O  Box 652
MUSOMA Cao.es m , ' c X

Manufacturers o' textile fabrics

Bl a n k e t s  m a n u f a c t u r e r s  l i m i t e d

P O  Box 9523
OAR ES SALAAM Oao.es BM’ T
Telephone 64471 63676 
Manufacturers of bianxets

UBUNGO GARMENTS LIMITED 

P O. Box 55168
OAR ES SALAAM Cables UGL
Telephone 53001
Makers, marketers of g a rm e n t

‘ r;£ ‘
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THE NATIONAL TEXTILE CORPORATION

GROUP PROJECTS 

T A B O h A ¿A \  N iN ij  M . ^

= C 3 o .  ••
’■A30PA

MBE-'a 'Ex' - — -
= 0 6c 9;
M 3 E v a

U5UNGL S - ! : u j - •’ ,E
PQ Box 353- 
OAR ES SAl a AM

TEXTILE TRAININ'- AND RESEARCH INSTITUTE 
P O  Box 953'
OAR ES Sa l a a m

MOROGORC StSAt 3 a C pR Q jE C r 
P 0  Box 953'
OAR ES S a l a a m

TERRY TOWEl S Sc w ;n g  t h r Ea O PROJECT 
p 0  3ox 953'
OAR ES S A L A A M

MOROGORC P O tc E S 'E S  ' E x ' . E S  PROJEC' 
P O  Box 953- 
OAR ES Sa l a a m
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JOB T IT L E  EDUCATION OFFICER.

1.0 SCOPE OF POSITION

1.1 To provide and maintain Training Plans for  the Corporation

1.2 To make periodic reports on Training activ it ies

1.3 To secure educational and training opportunities from 

various institutions both at home and abroad

1.4 To maximise on funding to cove r  the costs of such training 

and / or educational activ it ies which have been diagnosed 

as true training needs

1.5 To provide a C le r ica l  Training Scheme fo r  Texco Headquarters 

personnel

1.6 To o f fer  a comprehensive advisory se rv ice  on C ler ica l  

Training to Group Companies

1.7 To organise, supervise and develop textile educational 

courses up to technical / cra ft  leve l ,  to meet group company 

needs.

2.0 ORGANISAT IONAL R E LA T IO N S H IPS

JOB DESCRIPTION Appendix 2

2.1 Reports to Manpower Development Manager

2.2 Subordiriaf.es Direct ly  
supervised : None

2.3 In Collaboration with : Heads of Divisions

Heads of Departments

Training Section Personnel

Manpower Development Team 
members

Ministry of Industries

Ministry of Manpower Development

Ministry of Foreign A f fa irs

Embassies

. . . /



CO Ipenpix H'uCv

. 0  P R I N C I P A L  D U T I E S  A N D  R  E o  P C N S 1 5 ii_ i T I E S

3 .  1 p r e p a r e  T r a i n i n g  P r o g r a m m e s  ar id  1 r a i n i n g  Budge t ,  tor  

T e . x c o  H e d a g u a r i e r s

3 . 2  C o l l e c t s  d a t a  i ron- .  T e x c o  a n d  i t s  o p e r a t i o n a l  e s t a b l i s h m e n t  

f o r  p r e p a r a t i o n  o f  c o n s o l i d a t e d  T r a i n i n g  S u m m a r y  f o r  T e . x c o  

u s e  a n d  a l s o  f or  s u b m i s s i o n  to  M i n i s t r y  ct I n d u s t r i e s .

3 . 3  P r o c u r e s  s c h o l a r s h i p s  by  l i a i s i n g  w i t h  E m b a s s i e s  t h r o u g h  the  

M i n i s t r y  o f  I n o u s t r i e s  a n d  o t h e r  r e l e v a n t  M i n i s t r i e s  i . e .  

M i n i s t r y  o f  E d u c a t i o n ,  M i n i s t r y  o f  M a n p o w e r  D e v e l o p m e n t  

a n d  M i n i s t r y  ot F o r e i g n  A f f a i r s .

3 . 4  P a r t i c i p a t i o n  in v a r i o u s  t r a i n i n g  m e e t i n g s ,  s e m i n a r s ,  

c o n f e r e n c e s  e t c  . a s  r e q u e s t e d .

3 . 5  P r e p a r a t i o n  oi T r a i n i n g  P l a n s ,  a n d  d e r a i l s  o f  o o s t s  i n v o l v e d ,  

f o r  T r a i n i n g  C o m m i t t e e .

3 . 6  R e c o m m e n d s  G r o u p  C o m p a n y  f o r m a t s  f o r  T r a i n i n g  a n d  

D e v e l o p m e n t  P l a n s .

3.7 Monitors the preparation of these plans and identif ies changes 

and forecasts  trends.

3.8 Works in c lose l iaison with Min is try  of Industries, Ministry of 

Manpower Development and Min is try  of Education.



Appendix 3■IQB DESCRIPTION

JOB T IT L E  M AN POW ER PLAN NING  O FFICER

1.0 SCOPE  OF  POSITION

1.1 To provide data and summaries in activit ies or manpower 

planning, labour statistics and localisation programmes.

1.2 To provide summaries of activ i t ies  and planned costs from 

the training and development plans obtained from Texco 

Headquarters and each operational establishment.

1.3 To assist Texco Headquarters Departmental Heads prepare 

training and development plans.

2.0 O RG AN ISAT IO N AL  R E LA T IO N S H IP S

2.1 Reports to ; Manpower Development Manager

2.2 Subordinates Direct ly N one

2.3 In collaboration with : Head of Div isions

Heads of Departments

Training Section Personnel

Manpower Development Team 
members

Ministry of Manpower Developmei 

Ministry of Industries 

Bureau of Statistics

3.0 P R IN C IP A L  DUTIES AND R E S P O N S IB IL IT IE S

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 .

3.2 Designs appropriate planning formats for  the above data

3.3 Analyses, interprets the above data and prepares manpower 

plans, labour statistics, col lective  training and development 

plans and records the details of implementation

3.4 Prepares  summaries of Tra ining Plans and details of costs 

involved, f o r  the Training Committee

. . . /



Appendix 3 continue

3.5 Prepares  Annual Manpower Survey for  Texco Headquarters a no 

Group Companies for  submission to the Ministry of Industries.

3.6 P repares  Annual Manpower Report to the President for  

submission to the Ministry of Manpower Development

3.7 Recommends Group Company formats for  both Training 

&■ Development Plans and Manpower Pians

3.8 Monitors the preparation of these plans and identif ies 

changes and forecasts trends.

3.9 Reviews prel iminary plans and keeps up-to-date records 

of them

3.10 Monitors the plan of localisation in Texco Headquarters  and 

all operational establishments

3.11 Evaluates the e f fectiveness of localisation training programmes

3.12 Works in c lose l iaison with Ministry of Manpower Development.



JOB DESCTRTFTION Appendix 4

JOB T IT L E TECHNICAL TRAINING OFFICER

1.0 S Q Q P 5 g p  P Q g LT io^

1.1 To implement Systematic Operative Training (SOT  ) 

in Texco and the Group Companies

1.2 To provide long-term Technician T ra inee  Scheme and 

Monitoring Se rv ice .

1.3 To provide for  the training of Instructors for  Operat ives 

and Technicians in Texco and Group Companies

1.4 To l iaise with Education O f f ice r  on meeting the education O training 

needs of cra ftmen.

2,0 O RG AN ISAT IO N AL  R ELAT IO N SH IPS

2.1 Reports to : 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 P R IN C IP A L  DUTIES AND R E S P O N S IB IL IT IE S

3.1 Prepare  Training Manuals fo r  Systematic Operative Training

3.2 Designs Standard Training P rogram m e fo r  Technicians, 

Instructors, and Craf tsmen in Texco Establishments

3.3 Prov ides  assistance, when requested, in the Identif ication of 

Technicians, Instructors, arid Craftsmen Training needs

3.4 Ensures that Technician and Craftsmen training needs are 

included in the Individual Establishment Training and 

Development Plans

3.5 Superv ises and monitors the long-term Technicians and 

Craf tsmen Training Schemes.

3.6 Partic ipates in the var ious Training meetings, seminars ,  

conferences etc as requested.

. . . /



Appendix 4. continued

3.7 Recom..lends initial Company Technician and Craftsmen 

Training Schemes

3.3 Introduce to Group Companies the agreed Technician and 

Craftsmen Training Scheme

3.9 Prov ides  periodic written rev iews of the progress  of the

Technician and Craftsmen schemes and makes recommendations 

for  their improvement

3. 10 Appraises and g ives  advice on newly established training centres.



./

JOB DESCRIPTION- Appendix 5

JOB T IT L E  M AN AG EM EN T D E V E L O P M E N T  O FFICER

1.0 SCOPE O F  POSITION

1.1 To operate a standard Management Development Scheme in 

Texco and the operational establishments.

1.2 To assist,  when requested, in Management Performance 

Reviews

1.3 To provide a "L o n g -T e r m  Tra inee"  monitoring se rv ic e .

2.0 O RGAN ISAT ION AL  R E L A T IO N S H IP S

2.1 Reports to : Manpower Development Manager

2.2 Subordinates directly  
supervised : None

2.3 In co l laboratiqn with : Heads of Divisions 

Heads of Departments 

Training section personnel

Manpower Development Team 
members

Ministry of Industries

3.0 PRINCIPLE DUTIES AND RESPONSIBILITIES

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

Superv isory  Development Scheme

3.2 Prepare  Management Job Descr iptions in conjunction with the 

Departmental Heads and Training Specia l is ts  at the establishment

3.3 Assis ts  Departmental Heads in the identif ication of Key Result 

Areas and Job Improvement Plans

3.4 Prov ides  assistance, when requested, in the identification of 

Management and Superv isory  Training needs

3.5 Ensues  that Management and Superv isory  Training needs are  

included on the individual establishments Training and 

Development Plans.

. . . /
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Appendix 5 continued

3 . 5  P r o v i d e s ,  in  c o n j u n c t i o n  w i t h  D i r e c t o r '  o f  O p e  r a t i o n s / S e n i o r  

F o r e i g n  M a n a g e m e n t  p e r s o n n e l ,  a s y s t e m a t i c  l o c a l i s a t i o n  

s c h e m e .

3 . 7  S u p e r v i s e s  the L o n g - t e r m  T r a i n e e  S c h e m e  a n d  u n d e r t a k e s  the  

m o n i t o r i n g  of  i o n g - t e r m  t r a i n e e s

3 . 5  A p p r o v e s  a c c e p t a b l e  p r o g r a m m e s  of t r a i n i n g  f o r  l o n g - t e r m  

t r a i n e e s  in  a c c o r d a n c e  with  T e x c o  t a n j a r d  p r o g r a m m e s .

3 . 9  R e c o m m e n d s  the i n i t i a l  C o m p a n y  M a n a g e m e n t  a n d  S u p e r v i s o r y  

D e v e l o p m e n t  S c h e m e

3 . 1 0  I n t r o d u c e s  to  T e x c o  a n d  G r o u p  C o m p a n i e s  the a g r e e d  M a n a g e m e n t  

a n d  S u p e r v i s o r y  D e v e l o p m e n t  S c h e m e

3 . 1 1  P r o v i d e s  p e r i o d i c  w r i t t e n  r e v i e w s  of tiie p r o g r e s s  o f  the  

M a n a g e m e n t  and S u p e r v i s o r y  D e v e l o p m e n t  S c h e m e  a n d  m a k e s  

r e c o m m e n d a t i o n s  f o r  i t s  i m p r o v e m e n t s

3 . 1 2  P r o v i d e s  s u m m a r i e s  c o v e r i n g  the r a n g e  o f  t e c h n i q u e s  w i t h i n  

the  M a n a g e m e n t  a n d  S u p e r v i s o r y  D e v e l o p m e n t  S c h e m e  e . g .

K e y  R e s u l t s  A r e a s ,  J o b  I m p r o v e m e n t  P l a n s  e t c

3 .  13 M o n i t o r s  a n d  r e p o r t  f i n d i n g s  o f  J o b  T r a n s f e r  u n d e r  the 

l o c a l i s a t i o n  S c h e m e

3 . 1 4  I n t r o d u c e s  t o  T e x c o  a n d  G r o u p  C o m p a n i e s ,  the a g r e e d  L o n g - t e r m  

T r a i n e e  S c h e m e

3 . 1 5  R e v i e w s  p r o g r e s s  of  the  L o n g  T e r m  T r a i n e e  S c h e m e  a n d  m a k e s  

a p p r o p r i a t e  i m p r o v e m e n t s , w i th  the a p p r o v a l  o f  the T o x . c c  

T r a i n i n g  C o m m i t t e e .

j. A
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Appendix 5

Education

LEARNING AT 
A DISTANCE

A distance-learning scheme 
for textile subjects is under 
development and the first 
packages will be available m 
1984. (1st of a series;.

"'isiK 'JMuiV; : .. [l.ir -c
eh a ft cm*, *nrx patterns. mo reov.t;. . •!
cducauon ard; raining uppor* unitic- :e- j ;i• • 
TT'UZnOJt ihr trtOUMr. scene. :nc ! K Man 

Services Commission .aurened T.r 
1 )pci! Tclh Programme car 1 % in i'-'V

To quote *rom (he MSC Booxiet The U;v> 
/~«rch \ffh\ '-.Chui anj H o n  - 9 b\ nr(renrdr 
Tollev. ‘The programme has two kev tastes

to ‘iprn <mo Aiorn access m eviMinc couej-
non and Taming pmuMon
to majr? .'̂ wror irj eJuciCor i:-J .-.mv

pTLolVun if' iceJs Which _in r>'M :< 
met Trough ;pen :r,inning

Fielder House Pm-c. _;.v:t' r.e:;ire -.r 

MancP.rstcr:» njn-eniK engaged ;r dcs eloping 
Jisiaiice 1 cam Jig maienai lo lexuie tecnjvdcys 
subieas'inder die Open Teen Programme In 
an interview wiin Jack Metcalfe. distanc? 
learning co-ordinaior at Fielder House. W. :ui 
Hobson OTex( FIT 4 Lancashire to jstcum 
mas oeen finding out more aboL .iiv t m- 
mg i f  1 >n, r!f*v,:n('f '0 T" t >v, -• ■
Hob^nn

j :0T.' . . f. r »■. ! ..Mrs.!;1. the w itnjrawai ot ;r\
(licT r.r.cu'C' . '»urses trorr. ¡woMiiieges, .C3-- 
ingonis tv'lt-on i HI- itfering j ruil range ol ;ex 
die Tdnp' >;• *c- .Mimes. Saltord. coionuior. 
„curses. HO'.; h'.rn'c., AC3-. ;ng anJ training 
,.»ur a j

Experience h er many \ ears has snow n mat 
when t a t ion j 11 / 1 1 1  on ot this kind takes place - 
as a jeparnicnt m me locality is dosed and it'
*3Cili::c- .:v .. cJ . j more distant totality

trainee"- and their tirms. (<X). tr sonic 
.asê  ire eS' ,n..'lined to awd themselves j! 
:hr tjcilr.es Mmc potential students ire 
tn.ere! T-; r'.wed -r (nr caie-gor. J those no: 
ink. to' cr- '■irdpr.i. tam-iv,. .iltend las 
Tieusc .oenc'

A rurthc" ¿r .mp it dude.-us tor which tne 
education o. stem nas been less than adequate 
•% that or rut up* Tamccs -• )bstacles to educa- 
icri pre’xfv.ec h- ’h: consmuonal mode, arc
.iTr tu::-.- î s.OiTjpir *■ ai jrc penpo.

Ire ,u . tx .:. - ■ . , is.1 u •: ■ • and s. jiup;i > 
r'r -asc 1 (r tfp, ir.e: r a . >r̂ . ir; i regular ham- 
’■ ■■' LT " O- ><!'■ At ..

Hobson

Metcalfe

Oist̂ n̂ c .earning mean' j'tT".n: tniuc'- t*’ :n 
lerent people Ihepacnaet. ac ire ;n :r.c pr- 
cess ot developing is more man a irrespiT. _;c:u 
:ourse C’.orrespxondcnce is an clement J ■ t ’■•ui 
ii contains a number ot other elements o w- 
xhall ncc preser.tK

Beiorc mat nnwe>. er : Tu;, umw •
question m hr-'- J;stam. r.-ar.uoc so: r
.ooie the problems 1 menuoricn

; think : .ui he xatels ..ud :u' do*an.. 
i.inuriit '..lies lot presen’ in. ’’ 'he '■ ■ 't. nn 
nr 'Terns r-'r exarnpie

' . m '-•each ;<op!e m -suer, -.-p ira - - 
cn r : n )o.t mxaiioHs

1 b e*- -m: lepvrnd m . i.k' ....¡..- * *
.'’'legê  within n ■: t \ nc • .

iiiiv.o sin lent-' 'i .in t 'ne: _ .n
• -;r: !<:0 '.r -v hen t tv.1 i.i. • ,:o m . '.r-

'■.» Ol. ■ ¡Her .• b' ■..s ■ i;p i: -
[X c i J r * VJ'~,'V .Mj," . 'i,;
‘r ’ e-H Tj, .i r  .¡a^ n ! ••

■ ... - hiCk1’. ci v A r. r' ■

ti.'AJi .. ;+■:[h .ne ,)>ir <>; <

ed'-Ljr.jn tc; nu.. jc-*j  ̂ „ ((tp: 'o.
dlcrrmint* mode-
Metcalfe

The widely ^epanaicd locations ol tne u xhte i 
dustrv m the 1„K hav., resulted >ser 'he o r ,  
in a number ot trainees not being an!«• iu j - ao 
themselves of the furthe»1 education ito cv, ir 
tocomplcmem tneir training This is due la, g- 
Iv to (he fact 'hat manv -.raanees m.e ■ <ut ij- 
daily Lnveiling distance* from textile :Uu.a 
uon deparunem> -i \»\ reira'.c taciimc* arc 
not available to mem

Some provis ion was made lor these ramees 
in the form of block residential courses, and 
while these enjoyed some popularity tor a bnet 
period, escalating o »ts became pm nibwi** u 
tampanies and r>o block courses are now m ex 
vStcnce. The situation has been exacerbated, in

• Piu booklet, explaining the Open Tech 
frammt, m^ry be obtained horn :/u- Vf¿/rppt.rr 
SVrwcc Communon Vh-yirr^- dietf-,-!J
SI 4PQ. OK

"Al'

a •
* ' 'H ! .

■ iC 'h-ir o u: Hoc V

m l ',) ai1 ' 11J cl a »C
.1 C ' v.
i 'tv. "Vi- '..ill' r "..urn a-her. u:t̂  
‘ b ’ ’T", •' ». h'-n T suit' :nc . c *C UI I irete
 ̂ 'tir 'uj. w tut >t ii .immg practice an.' 
V'- * ' - o'- to C'-f * ni o pr.Kt it. e, time which i 
n .llAav iv a 1 1 a K1 » m conventional 
"I 'VTS.

■*’. -VJ.fV"
■I:.,.» \i i:

■’,r ■ !•'. - IIVr,'lf'” . ” ! 'll .1 ‘ .-■■ ,■
j'j il : I ; . il IVO . ' "C.1 T' I'M " . " : • i • . : .
tbit i:Jv :. TifiioSi i: • oic'i' ’ . . t.. i
and ni.itugcmeni p'Mimiv.

p.w.
:! allows >(Uvl'jnt'' rr,U.Ili'. ...
parts .! _un Sr*s < >n , v, ! (1 , . . • !l rt: .II v..’ ; I 
■ rn possible. 'ihfjip >n . i ms-■'io.'f a 
otirse-

Hobson
'tic' rnas T ineasv in groups made up 

ìrgelv T vuung people.
) thev will uan: io priA.eed at their own 
pacr noi ,i( t paMined m the maiontv 
ol a group.
ITev m.iv w ml to Icani onlv parts ol a 
.ourv am ’o them immediate needs

l lobson
'<<■ to/i a . .• '-ii '/;, j ;n(u’M(.e •< jriiiiiii .irui H<'\t r, 
•t JOtH ' U> •t'- r ur i '  ’ hr'.c pr-ihlcrri*. ■

Metcalfe

Knefi '• list ance learni ng is learning a( a distan 
Iron a rt.-.ogrn/ed educaliunjl instilutiori 

! he st ojer ' ictcs m>( need to gu m a .-ollege, ! he 
.ollegc .onir [') him

H im  j /m-< 't r.-nrk ' [Pho t -ick' m
ompn<r '

Metcalfe

Ivtcn Icsva! is purl u! uric ul j numnx-r v .■ ,pn
inhi which a subicct svllahus divi )-;J l.esx< i
malarial, on printed page or microfiche. : • sen 
lo (he s.udcni al suiMblv intervals, iovieW" : 
with sjmplc.v shdcv, tapes, etc. relrvant to riu 
ieAsons I hr student is advised how m apppMvr 
’he work in a studv guide îrnr to him at ”v 
beginning ol (he course In his piar.-- nl ■.*.t.rv 
the s'udcni has access v> 1 i a tu'or oun- .< 
who ovrrs.-es hr- work ind prosides h'oj, j- 
advice a - appropriale an«.1 m one or mor- ' 
s(PJc'or'- 'o ova rv.:e his f'rieticdl .«.ork
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A ;  v . c  c o m p l e t i o n , t e a . : '  v . T ' -  •: j  t e n  :■
set an assignment wmc.i nr :s isken u send • 
hu specialist college tu v  r tor mar‘•eng, r  m 

ierus liking terminal examinations the asugjv 
menn -;nctmb»jrr :••• *nr hr.ai av>e?>.s:ncnt mark

H0b*OD
l A t o  . i l  ■ n t u f l  l l u i  j  t  m  s : : . U -  *r:

a x »uiJ TM/ < M ie*u i a  —’AtT'- j: j ..-

Mctc&lfe

Those pans oi 4 kuury ap.ipp are tv m ime 4 ; 4 

¡ocai college, eg BTfcD' Mathematics Leve. 1 •' 
General and Communication Studies are r.o; 
pan ■‘7 tne distance - leaning mater.si. pMr >uS 
«eels >ucn as these, the student a vuiJ o- expe. 
ted to attend a iocai college Onlv these vuhiea.- 
not available at a locai college, r :j p̂eciJiis' 
•AiCiecLs An. 'V imiUjcm ■ >[: ti-caiKr
.earning ''3jb

Moreover, while uv ca_<4.;t -rviii;. 
materials and equipment :or some p-jcti-a 
work to be done pv fhr ,mount m ;:u. >or:k 
pncuci] aspects of col. yes will not rv easti*. 
provided bv the ; mpam-

Pan oi the package ls, therefore, tor student- 
dudving a foil course, a soon residential period 
at the specialist college a nere the remainder of 
the practical wont can "e done and where the 
student will have the opportunity* meet hit 
telle a' students and has turn:

Hobson

V T l U A  e a T u n ^  a r t  hf-tnk. i c z e i o p c a  m  j u t a r . e e  

¡ e a r n i n g  f p r * * u ii,  f o r ' : n a :  . a i e ^ o r ;  j t  e rTiC, io \ '* 'i ' 

are ihty .uuabU' in i' senen iv:<7 h o  *■* 
at <2 J id b U -

.Mete«He

Hie lesson matenal being Jeveiopcd coven 'tv 
textile technology omponen' at - ' Oi l  -M-* 
TextiJe Tcchmque^, BTF~ Textile' Nitinna 
Certificate ind RTFf ' oloration Nan-ma1 
Certificate

The specialist suOieci ji the CD  Li 414 [ ex- 
tiie Techniques Course is Broadloom \Xeav- 
mg, The complete course coven the further 
educanon complementary to the 'raining ol 
loom overlookers Toom Miners

Selected parts of the .ourse, However. are 
suitable'for other .aiegvney ot employee, vg 
winding overlookers, tape siicrs, quality con 
iroJ stafil salesmen, administrators, tar- —atorv 
stiff managers and lUpervisor. n the 
broadloom weaving and other sectors ot 1 he in 
duJtry. for whom the .omplete course wouid 
oof be appropriate

The 3TEC rextu^ out r  Morauon 
National Certificate Courses are suitable for 
trainees aspiring 10 technician grades of rm 
ployment in the manufacturing and coloration 
sectors of the industry Trajnees for positions 
as laboratory techmcians. spinning ind w^av 
mg techniaans. dvrmg technician' and 
cokxinsts are amongst fho*< tor whom -nrxr 
courses are appropriate

Lncidentaily, n is worth noting rnat .1 koxxl 
performanceattheNationalCertilicatr level in 
textiles will allow the student 1 t transfer w■ the 
U

\ \ U  -гч 4> 1 : 1  л/c.—.Ji:-c .. progressing \ 
'he more t nJ:t tonal Hiene'1 с г ’ mcate course. 
g}\;ng him a *v:t;T upportuns-v to obtain pr> 
regional qiiJubcations

hach cl :г.еье ,ourjci :.s ir. three levels or 
IT.c '.‘.rw 'Mjcrntb ah: "v enrolled :n 

Lc-e: : or ''tige I n oct'ic.n̂ er this vear
Development •* in three stages ‘S expected t- 
'be ompicte.: v̂ *hc rru ot this '.ear 
Hobson

Hh.- J. -u\ \_r : : ,k a:.O'. J 'Li.. . -. 'W -VJ H>>t- О 

Metcalfe
Л >; udero ;тмг. ,o  >.>sc whitcver n r :  or parts =*
1 ¿"Uiv he unts He may. ror example, wan: 
to :ram if>'u: ’errv oiir weaving onlv \Ite- 
.onsuitattoo Aith :ne specialist college tutor 
ne vou;d be;'r • . MtcU .v :th topics, together w:tr 
novan' sdiup'--.. iOP̂ ipnme ’o .... neeus
Hobson
/. cci<r> re 7.t. 'rprri u'/rui .‘j u  djee sjuZ, :ha. 

Metcalfe
Hu; sngnt \\-tiure people oromotedrrom tr.r 
•>hcp ricHor г "ecru:ted trom other mdustr.e.s 
ЭПеп Jo :m ■ hive ’he opportunity, tor the 
геауог.з rnent.uneJ sbevc. ti: studv lor
qualifications. Distance learning will give them 
an opportunitv an opportunity which may, in 
fact, lead to professional qualifications such as 
ATI or ASIX"
Hobson
V o : u. .0 : . ” мм' o p i r , k ”п л imj/ t‘^r : щ

- ;r 7VrM;> j»fd Ĉ '!or u 1 "
lV h z  m.-./ 4 \ ’" , 'r G-;:nc7.v. .;nu 0 -
'es.' ' r . :  ! '  :чс;-: л^с - о :  ли..
;bU с и и . ’:. ..мт.'/и,' ....’•'.о иигт':
.сиигм: ti-л-- тот? ’'-turned S a a o n a i Се»?:':
: м с г :rit icv'u'A r̂nie 'ее/ ;c

Me tea l fe

\Xe are not unaware oi this problem. vJ0e would 
ven much hke to develop distance-learning 
maiertd: lor rne BTF.̂  Higher Certificate 
:our->es in ’ cxtiles and Coloration as weil as 
the ATI and the ASDC courses. However, as 
you are no Joubt aware, developing distance- 
learning matenal is expensive. Rather a lot oi 
mone. will be required to continue develop­
ment arid while юте may be available from 
public sources, it may be that other sources will 
hav- to be v-night. However, once the material 
.s dev eloped the operation of the schemes will 
be sdi-finaiKing v> (hat further iniections ot 
morev wiil mv h<- necevvar.

Hobion
¡1} .-'i. -.1 'Re: i* j r*vnK
'r'Qм t:u , 'i/i :■ ", l >J -
Metcalfe

1 Mcourr Inmar. * nmc'. with iarpe textile 
;ndu<i’ri':v ¡.jciiiM.cx tor ‘urthrr educanon ,n

I C X t M O  - : r r  .LU. 'VC V  . ' А 1 С . Ч  n,_ U ’ t Г ГС,

wrier. pnvrt> 5 being gven ’o -;dû .ìt; . m 
training ;n this area. Гэ provide :hose tacun 
jn a convenuonai busis, eg building training 
ano education establishments, ân pr̂ ve -г: - 
costly inJccd Distance learning -.m .meet t” 
cJû ationa: requirements nt rhc гхм;c> uJ v 
tr.ex ;n tnese countries it л ver. ггк-исы -s 
Hnbson

M e t c a l l e

: es wc .ire a  - ma- b<* to-rq  ' :m > rv 

■ 1 > 1 p. to »he n d u s i r . . ^v iJvert is ir .g  ir. .

4nd bv runnm e a ->c p c s  r: xemuiars mr- 

:p.r .'.’ untr  Jur.ng sr " :ng  ; ?'■ J j t c v-

traUc prrss and we n< or  tr.cv wsi larcuse .i 

dea» ot interest.

Distane? l e a r r m g  m a -, ro t  be a pancce- 

iot a subst.tutr t i r  ’ .ne . u v .  cn nona, m 

turther eUucation Rafhcr. it is wOrnntcm-' 

:v :t It is. n-. 'Aevrr. me ; r .v  m<xt'; ' [  eJu. 

m a ’ a i ] ’ br iv.iliaci'* 0 S'  a are,- pur;:' 

pcopie in textilc xtcupations

[.jke ape. ’ tner :P.n-,'va'M;p. how pvrr  

noi wcirK un.ess 1; .s mane to work.  D . ; r  

.ororruUTient bv thè student, ms c n p i o v r  

bis speaaicst co llege  :s vita! ir ’ Hr studen 

gain m ax im u m  beneth I n m  it 

Hobson
fh-jutr \ou te", "tul.'i. ’ ' ppiu• 7;•
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