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Vice-Chancellor’s Message 

The Distance Learning Centre is building on a solid tradition of over two decades of 

service in the provision of External Studies Programme and now Distance Learning 

Education in Nigeria and beyond. The Distance Learning mode to which we are 

committed is providing access to many deserving Nigerians in having access to higher 

education especially those who by the nature of their engagement do not have the 

luxury of full time education. Recently, it is contributing in no small measure to 

providing places for teeming Nigerian youths who for one reason or the other could 

not get admission into the conventional universities. 

These course materials have been written by writers specially trained in ODL course 

delivery. The writers have made great efforts to provide up to date information, 

knowledge and skills in the different disciplines and ensure that the materials are user-

friendly.  

In addition to provision of course materials in print and e-format, a lot of Information 

Technology input has also gone into the deployment of course materials. Most of them 

can be downloaded from the DLC website and are available in audio format which you 

can also download into your mobile phones, IPod, MP3 among other devices to allow 

you listen to the audio study sessions. Some of the study session materials have been 

scripted and are being broadcast on the university’s Diamond Radio FM 101.1, while 

others have been delivered and captured in audio-visual format in a classroom 

environment for use by our students. Detailed information on availability and access is 

available on the website. We will continue in our efforts to provide and review course 

materials for our courses. 

However, for you to take advantage of these formats, you will need to improve on 

your I.T. skills and develop requisite distance learning Culture. It is well known that, 

for efficient and effective provision of Distance learning education, availability of 

appropriate and relevant course materials is a sine qua non. So also, is the availability 

of multiple plat form for the convenience of our students. It is in fulfilment of this, that 

series of course materials are being written to enable our students study at their own 

pace and convenience. 

It is our hope that you will put these course materials to the best use. 

 

 

 

 

Prof. Abel Idowu Olayinka 

Vice-Chancellor 

 

 



Foreword 

As part of its vision of providing   education for “Liberty and Development” for 

Nigerians and the International Community, the University of Ibadan, Distance 

Learning Centre has recently embarked on a vigorous repositioning agenda which 

aimed at embracing a holistic and all encompassing approach to the  delivery of its 

Open Distance Learning (ODL) programmes. Thus we are committed to global best 

practices in distance learning provision. Apart from providing an efficient 

administrative and academic support for our students, we are committed to providing 

educational resource materials for the use of our students. We are convinced that, 

without an up-to-date, learner-friendly and distance learning compliant course 

materials, there cannot be any basis to lay claim to being a provider of distance 

learning education. Indeed, availability of appropriate course materials in multiple 

formats is the hub of any distance learning provision worldwide.  

 

In view of the above, we are vigorously pursuing as a matter of priority, the provision 

of credible, learner-friendly and interactive course materials for all our courses. We 

commissioned the authoring of, and review of course materials to teams of experts and 

their outputs were subjected to rigorous peer review to ensure standard. The approach 

not only emphasizes cognitive knowledge, but also skills and humane values which are 

at the core of education, even in an ICT age. 

 

The development of the materials which is on-going also had input from experienced 

editors and illustrators who have ensured that they are accurate, current and learner-

friendly. They are specially written with distance learners in mind. This is very 

important because, distance learning involves non-residential students who can often 

feel isolated from the community of learners.  

 

It is important to note that, for a distance learner to excel there is the need to source 

and read relevant materials apart from this course material. Therefore, adequate 

supplementary reading materials as well as other information sources are suggested in 

the course materials.  

 

Apart from the responsibility for you to read this course material with others, you are 

also advised to seek assistance from your course facilitators especially academic 

advisors during your study even before the interactive session which is by design for 

revision. Your academic advisors will assist you using convenient technology 

including Google Hang Out, You Tube, Talk Fusion, etc. but you have to take 

advantage of these. It is also going to be of immense advantage if you complete 

assignments as at when due so as to have necessary feedbacks as a guide. 

 



The implication of the above is that, a distance learner has a responsibility to develop 

requisite distance learning culture which includes diligent and disciplined self-study, 

seeking available administrative and academic support and acquisition of basic 

information technology skills. This is why you are encouraged to develop your 

computer skills by availing yourself the opportunity of training that the Centre’s 

provide and put these into use.  

 

In conclusion, it is envisaged that the course materials would also be useful for the 

regular students of tertiary institutions in Nigeria who are faced with a dearth of high 

quality textbooks. We are therefore, delighted to present these titles to both our 

distance learning students and the university’s regular students.  We are confident that 

the materials will be an invaluable resource to all. 

We would like to thank all our authors, reviewers and production staff for the high 

quality of work. 

 

Best wishes. 

 

 

Professor Bayo Okunade 

Director 
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About this course manual  
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About this course manual 

Industrial Education, Training and Development ADE 304 has been 

produced by University of Ibadan Distance Learning Centre. All 

course manuals produced by University of Ibadan Distance 

Learning Centreare structured in the same way, as outlined below. 

 

How this course manual is 

structured 
The course overview 
The course overview gives you a general introduction to the course. 

Information contained in the course overview will help you 

determine: 

� If the course is suitable for you. 

� What you will already need to know. 

� What you can expect from the course. 

� How much time you will need to invest to complete the course. 

The overview also provides guidance on: 

� Study skills. 

� Where to get help. 

� Course assignments and assessments. 

� Margin icons. 

We strongly recommend that you read the overview carefully before 

starting your study. 

The course content 
The course is broken down into Study Sessions. Each Study 

Session comprises: 

� An introduction to the Study Session content. 

� Study Session outcomes. 

� Core content of the Study Session with a variety of learning 

activities. 

� A Study Session summary. 

� Assignments and/or assessments, as applicable. 

� Bibliography 
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Your comments 
After completing Industrial Education, Training and Development 

we would appreciate it if you would take a few moments to give us 

your feedback on any aspect of this course. Your feedback might 

include comments on: 

� Course content and structure. 

� Course reading materials and resources. 

� Course assignments. 

� Course assessments. 

� Course duration. 

� Course support (assigned tutors, technical help, etc.) 

Your constructive feedback will help us to improve and enhance 

this course. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 
 

Course

Welcome to Industrial 

Education, Training and 

Development ADE 304

This course deals with the process of training and developing 

people in organisations. It covers a variety of approaches to 

instruction and learning and contrast

application. It also includes the study of core functions of human 

resource development and the development of an understanding of 

workplace competency standards. Students will learn to design and 

conduct needs analyses and to 

training programs.

Course outcomes

Upon completion of 

Development

 

Outcomes 

 

Course Overview 
 

Industrial 

Education, Training and 

ADE 304 

This course deals with the process of training and developing 

people in organisations. It covers a variety of approaches to 

instruction and learning and contrasts these with their practical 

application. It also includes the study of core functions of human 

resource development and the development of an understanding of 

workplace competency standards. Students will learn to design and 

conduct needs analyses and to plan, implement and evaluate 

training programs. 

Course outcomes 

Upon completion of Industrial Education, Training and 

Development ADE 304, you will be able to: 

� understand theories and practices relevant to training and 

development in organisations.  

� understand the process of learning. 

� design training programs based on needs analyses. 

� create solutions to organisational problems.

Course Overview  

3 

This course deals with the process of training and developing 

people in organisations. It covers a variety of approaches to 

s these with their practical 

application. It also includes the study of core functions of human 

resource development and the development of an understanding of 

workplace competency standards. Students will learn to design and 

plan, implement and evaluate 

Training and 

theories and practices relevant to training and 

training programs based on needs analyses.  

solutions to organisational problems. 
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Getting around this 

Margin icons 

While working through this 

frequent use of margin icons. These icons serve to “signpost” a 

particular piece of text, a new task or change in activity; they have 

been included to help you to find your way around this 

manual

A complete icon set is shown below. We suggest that you 

familiarize yourself with the icons and their meaning before 

starting your study
 

Discussion

Summary

 

 

 

 

Industrial Education, Training and Development 

Getting around this course manual

While working through this course manual you will notice the 

frequent use of margin icons. These icons serve to “signpost” a 

particular piece of text, a new task or change in activity; they have 

been included to help you to find your way around this 

manual. 

A complete icon set is shown below. We suggest that you 

familiarize yourself with the icons and their meaning before 

starting your study. 
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Discussion Group Activity Help 

 

 

Note Reflection Reading 

  
 

Summary Terminology Time 
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Study Session 1

Learning, 

Introduction 
In this study session, you will discuss the meaning and similarities 

between learning, 

proceed to explain what an industry is. Under this, you will 

describe the industrial age, human resource 

industrial education

Learning Outcomes

 

Outcomes 

When you have studied this session, you should 

1.1

1.2

Terminology 

Learning 

Education

Training 

Industry

1.1 Meaning and Similarities

Learning  

The acquisition of 

knowledge or skills through 

study, experience, or being 

taught. 

We are starting this session by discussing the similarities between 

learning, 

concepts have been used interchangeably but this session will make 

a clear distinction between them. 

are closely related. While some scholars see the difference among 

Study Session 1  Learning, Education and Training

Study Session 1 

Learning, Education and Training 

In this study session, you will discuss the meaning and similarities 

between learning, education, and training. With this, you will 

proceed to explain what an industry is. Under this, you will 

describe the industrial age, human resource 

industrial education. 

Learning Outcomes 

When you have studied this session, you should 

1.1 differentiate between learning, education and training.

1.2 explain industrial education 

Learning  The act of acquiring new, or modifying and reinforcing 

existing, knowledge, behaviours, skills, values, or 

preferences. 

Education The act or process of imparting or acquiring general 

knowledge, developing the powers of reasoning and 

judgment, and generally of preparing oneself or others 

intellectually for mature life. 

Training  A process by which someone is taught the skills that are 

needed for an art, profession, or job.

Industry Economic activity concerned with the processing of raw 

materials and manufacture of goods in factories.

1.1 Meaning and Similarities 

We are starting this session by discussing the similarities between 

learning, education, and training. For a very long time, these three 

concepts have been used interchangeably but this session will make 

a clear distinction between them. Learning, education,

are closely related. While some scholars see the difference among 

Learning, Education and Training 

5 

and Training  

In this study session, you will discuss the meaning and similarities 

and training. With this, you will 

proceed to explain what an industry is. Under this, you will 

describe the industrial age, human resource development, and 

When you have studied this session, you should be able to: 

differentiate between learning, education and training. 

The act of acquiring new, or modifying and reinforcing 

existing, knowledge, behaviours, skills, values, or 

act or process of imparting or acquiring general 

knowledge, developing the powers of reasoning and 

judgment, and generally of preparing oneself or others 

A process by which someone is taught the skills that are 

eded for an art, profession, or job. 

Economic activity concerned with the processing of raw 

materials and manufacture of goods in factories. 

We are starting this session by discussing the similarities between 

and training. For a very long time, these three 

concepts have been used interchangeably but this session will make 

education, and training 

are closely related. While some scholars see the difference among 
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these terms from the points of view of liberals and progressives, lay 

people use the terms interchangeably. Tight (2002) gives 

diagrammatic representation

Figure 1.1 Relationship between Learning, 

CC: EDUTECHportal

1.1.1 Learning

We will start by discussing what learning means. Learning, in a 

common sense view, is what everyone does, like breathing without 

realizi

it as an outcome. As a process, it involves the interaction between 

the learner and the environment. Kolb (1984) said learning is the 

process whereby knowledge is created through the transforma

of experience. From this description, we can explain self

learning and experiential learning as what people do consciously as 

a result of practice. It is not what comes to anyone automatically. 

When learning has taken place, an individual can

learning from the outcome as signal learning, stimulus

learning, motor and verbal learning, multiple discrimination, 

concept learning and verbal chaining and situated learning. 

 

Discussion 

Activity 

According to Kolb (1984), 

knowledge is created through the transformation of experience. Can 

you describe some of those experience which you have transformed 

into

Discussion

Kolb noted that a lady who experiences her mother cooking in the 

kitchen can transform this experience in

reproducing the process whenever she wants.

Also, you are having an interaction with this course material 

presently; it’s a sort of experience. When you are able to apply 

(transformation of expe

you, then, according to Kolb (1984), learning has occurred.

Industrial Education, Training and Development 

these terms from the points of view of liberals and progressives, lay 

people use the terms interchangeably. Tight (2002) gives 

diagrammatic representation as in figures 1.1 

Figure 1.1 Relationship between Learning, Education

CC: EDUTECHportal 

1.1.1 Learning 

We will start by discussing what learning means. Learning, in a 

common sense view, is what everyone does, like breathing without 

realizing it. Some authors see learning as a process while others see 

it as an outcome. As a process, it involves the interaction between 

the learner and the environment. Kolb (1984) said learning is the 

process whereby knowledge is created through the transforma

of experience. From this description, we can explain self

learning and experiential learning as what people do consciously as 

a result of practice. It is not what comes to anyone automatically. 

When learning has taken place, an individual can

learning from the outcome as signal learning, stimulus

learning, motor and verbal learning, multiple discrimination, 

concept learning and verbal chaining and situated learning. 

According to Kolb (1984), learning is the process whereby 

knowledge is created through the transformation of experience. Can 

you describe some of those experience which you have transformed 

to knowledge? 

Discussion 

Kolb noted that a lady who experiences her mother cooking in the 

kitchen can transform this experience into knowledge, thereby 

reproducing the process whenever she wants. 

Also, you are having an interaction with this course material 

presently; it’s a sort of experience. When you are able to apply 

(transformation of experience) the knowledge to situations around 

you, then, according to Kolb (1984), learning has occurred.

Learning

Education

Training

 

 

these terms from the points of view of liberals and progressives, lay 

people use the terms interchangeably. Tight (2002) gives a 

Education and Training 

 

We will start by discussing what learning means. Learning, in a 

common sense view, is what everyone does, like breathing without 

ng it. Some authors see learning as a process while others see 

it as an outcome. As a process, it involves the interaction between 

the learner and the environment. Kolb (1984) said learning is the 

process whereby knowledge is created through the transformation 

of experience. From this description, we can explain self-directed 

learning and experiential learning as what people do consciously as 

a result of practice. It is not what comes to anyone automatically. 

When learning has taken place, an individual can describe the 

learning from the outcome as signal learning, stimulus-response 

learning, motor and verbal learning, multiple discrimination, 

concept learning and verbal chaining and situated learning.  

learning is the process whereby 

knowledge is created through the transformation of experience. Can 

you describe some of those experience which you have transformed 

Kolb noted that a lady who experiences her mother cooking in the 

knowledge, thereby 

Also, you are having an interaction with this course material 

presently; it’s a sort of experience. When you are able to apply 

rience) the knowledge to situations around 

you, then, according to Kolb (1984), learning has occurred. 



 

 

 

 
 

Learning can take place when an individual interacts with others in 

groups, within organizations and in communities. These areas 

where learning takes 

they also include non

Figure 1.2 Learning Process

1.1.2 Education

Education 

The process of receiving or 

giving systematic 

instruction, especially at a 

school or university. 

Having known what learning is, we should examine the meaning of 

education. As an education student can you highlight the difference 

between these related concepts? Ok. 

Education

activity organized by

universities. Education can also take place outside the four walls of 

a classroom. Peters (1967) identified three criteria of education as:

Unlike learning, where the l

Study Session 1  Learning, Education and Training

Learning can take place when an individual interacts with others in 

groups, within organizations and in communities. These areas 

where learning takes place are beyond the formal school settings 

they also include non-formal settings.  

Figure 1.2 Learning Process 

1.1.2 Education 

Having known what learning is, we should examine the meaning of 

education. As an education student can you highlight the difference 

between these related concepts? Ok.  

Education, when distinguished from learning, can be said to be an 

activity organized by institutions such as schools, 

universities. Education can also take place outside the four walls of 

a classroom. Peters (1967) identified three criteria of education as:

i. the transmission of what is worthwhile to those who 

become committed  

ii. involving knowledge and understanding and some kind 

of cognitive perspective, which are not inert;

iii. rules out some procedures of transmission, on the 

grounds that they lack wittiness and voluntariness on the 

part of the learner. 

Unlike learning, where the learner determines what is worthwhile, 

Learning

Knowledge

Community 

Interaction

Experience
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Learning can take place when an individual interacts with others in 

groups, within organizations and in communities. These areas 

place are beyond the formal school settings 

 

Having known what learning is, we should examine the meaning of 

education. As an education student can you highlight the difference 

, when distinguished from learning, can be said to be an 

institutions such as schools, colleges, and 

universities. Education can also take place outside the four walls of 

a classroom. Peters (1967) identified three criteria of education as: 

the transmission of what is worthwhile to those who 

involving knowledge and understanding and some kind 

of cognitive perspective, which are not inert; 

rules out some procedures of transmission, on the 

grounds that they lack wittiness and voluntariness on the 

earner determines what is worthwhile, 
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in education, institutions or agencies decide what is worthwhile. 

Those who are committed to what has been decided as worthwhile 

are teachers and government/organization workers.

 

Tip 

You can decide to learn how to drive or cook. Nobody may force you to 

do so. You can even decide to move at your pace. But when it comes to 

education, the ball is never in your court. Or, can you tell the school 

authority to set exams when you will be read
 

That education must involve some kind of cognitive knowledge 

means people who have been tested and certified are the only ones 

that are employed to dispense knowledge. The third criteria of 

Peters 

attributes of learners. This means that school curriculum can be 

planned to achieve educational aims set by the state organisations

1.1.3 Training

Training 

The action of teaching a 

person or animal a 

particular skill or type of 

behaviour. 

We 

A related concept to education and learning is training. The idea of  

training

aspect of education or learning whereby skill is required for a type 

of job performance. Why does training apply first to what is done at 

home? I mean we have home training and not home learning or 

home education. This could be that specific type of behaviour and 

disposition are expected from someone that has good upbringing.

 
    Note 

Training involves actively engaging an individual to exhibit 

predetermined skill

Training, in the words of Dearden (1984), involves instruction and 

practice aimed at reaching a particular level of competence or 

operative efficiency. It is training through continuous practice that 

makes a teacher, surgeon, lawyer and administrators spec

their chosen areas. Though these are educated people in terms of 

general information and knowledge that they have, yet they become 

professionals because they hold claim to special training 

experiences. 

Despite the differences that we have tried

education,

terms,

use the term training school, it could mean educational institutions 

for those who need specific sk
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in education, institutions or agencies decide what is worthwhile. 

Those who are committed to what has been decided as worthwhile 

are teachers and government/organization workers.

You can decide to learn how to drive or cook. Nobody may force you to 

do so. You can even decide to move at your pace. But when it comes to 

education, the ball is never in your court. Or, can you tell the school 

authority to set exams when you will be ready?  

That education must involve some kind of cognitive knowledge 

means people who have been tested and certified are the only ones 

that are employed to dispense knowledge. The third criteria of 

Peters show that voluntariness and wittiness are not compulsory 

attributes of learners. This means that school curriculum can be 

planned to achieve educational aims set by the state organisations

1.1.3 Training 

We had discussed learning and education in the previous sections. 

A related concept to education and learning is training. The idea of  

training is mostly a type of learning associated with a specific 

aspect of education or learning whereby skill is required for a type 

of job performance. Why does training apply first to what is done at 

home? I mean we have home training and not home learning or 

ome education. This could be that specific type of behaviour and 

disposition are expected from someone that has good upbringing.

Training involves actively engaging an individual to exhibit 

predetermined skill or behaviour. 

Training, in the words of Dearden (1984), involves instruction and 

practice aimed at reaching a particular level of competence or 

operative efficiency. It is training through continuous practice that 

makes a teacher, surgeon, lawyer and administrators spec

their chosen areas. Though these are educated people in terms of 

general information and knowledge that they have, yet they become 

professionals because they hold claim to special training 

experiences.  

Despite the differences that we have tried to identify in learning, 

education, and training, there is some overlap among these three 

terms, especially in the conventional usage. For example,

use the term training school, it could mean educational institutions 

for those who need specific skills for the performance of their jobs. 

 

 

in education, institutions or agencies decide what is worthwhile. 

Those who are committed to what has been decided as worthwhile 

are teachers and government/organization workers. 

You can decide to learn how to drive or cook. Nobody may force you to 

do so. You can even decide to move at your pace. But when it comes to 

education, the ball is never in your court. Or, can you tell the school 

That education must involve some kind of cognitive knowledge 

means people who have been tested and certified are the only ones 

that are employed to dispense knowledge. The third criteria of 

that voluntariness and wittiness are not compulsory 

attributes of learners. This means that school curriculum can be 

planned to achieve educational aims set by the state organisations. 

discussed learning and education in the previous sections. 

A related concept to education and learning is training. The idea of  

is mostly a type of learning associated with a specific 

aspect of education or learning whereby skill is required for a type 

of job performance. Why does training apply first to what is done at 

home? I mean we have home training and not home learning or 

ome education. This could be that specific type of behaviour and 

disposition are expected from someone that has good upbringing.C 

Training involves actively engaging an individual to exhibit an already 

Training, in the words of Dearden (1984), involves instruction and 

practice aimed at reaching a particular level of competence or 

operative efficiency. It is training through continuous practice that 

makes a teacher, surgeon, lawyer and administrators specialists in 

their chosen areas. Though these are educated people in terms of 

general information and knowledge that they have, yet they become 

professionals because they hold claim to special training 

to identify in learning, 

some overlap among these three 

For example, when we 

use the term training school, it could mean educational institutions 

ills for the performance of their jobs. 



 

 

 

 
 

Also, lawyers call themselves learned friends which 

idea of learning as a broad spectrum of human experience which 

law does not cover. Hence we may be tempted to probe more into 

what we really mean by tra

However, for the sake of this course, education and training should 

be seen as an integral part of development. Geravan (1997) 

captured this when he said ‘training, 

are essentially concerned wi

the title indicates is industrial education, 

So what makes a system of education, training program and human 

resource development 

 ITQ

Question

Feedback

1.2 Industry 

Industry 

The process of making 

products by using 

machinery and factories. 

Industry

production

education simply explains the kind of education, training and 

human development programs that

get a good hang on this, let us consider a brief history of an 

industrial age

 

Tip 

Industrial age can also be referred to as Industrial revolution.
 

1.2.1 The Industrial Age

The industrial age refers to period in history when agrarian 

societies gave in to changes in the 

organization. It began around 1760 in Britain and later spread to 

other countries. It is characterized by the use of 

brought about the development of iron and textile production, 

improved system of transportation, 

emergence

Study Session 1  Learning, Education and Training

Also, lawyers call themselves learned friends which 

idea of learning as a broad spectrum of human experience which 

law does not cover. Hence we may be tempted to probe more into 

what we really mean by training school and the learned ones. 

However, for the sake of this course, education and training should 

be seen as an integral part of development. Geravan (1997) 

captured this when he said ‘training, development,

are essentially concerned with learning’. The focus of this course as 

the title indicates is industrial education, training,

So what makes a system of education, training program and human 

resource development an industrial program? 

ITQ 

Question 

o ____________ is the process whereby knowledge is created 

through the transformation of experience. 

Feedback 

• The process whereby knowledge is created through the 

transformation of knowledge is called Learning.

Industry refers to an organized economic activity that results in the 

production of a particular product or range of products. Industrial 

education simply explains the kind of education, training and 

human development programs that takes place in an industry. To 

get a good hang on this, let us consider a brief history of an 

industrial age. 

Industrial age can also be referred to as Industrial revolution.

1.2.1 The Industrial Age 

The industrial age refers to period in history when agrarian 

societies gave in to changes in the economy, factories,

organization. It began around 1760 in Britain and later spread to 

other countries. It is characterized by the use of 

brought about the development of iron and textile production, 

improved system of transportation, communication,

emergence of factories. This industrialization led to 

Learning, Education and Training 
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Also, lawyers call themselves learned friends which confuse the 

idea of learning as a broad spectrum of human experience which 

law does not cover. Hence we may be tempted to probe more into 

ining school and the learned ones.  

However, for the sake of this course, education and training should 

be seen as an integral part of development. Geravan (1997) 

development, and education 

th learning’. The focus of this course as 

training, and development. 

So what makes a system of education, training program and human 

the process whereby knowledge is created 

The process whereby knowledge is created through the 

transformation of knowledge is called Learning. 

refers to an organized economic activity that results in the 

of a particular product or range of products. Industrial 

education simply explains the kind of education, training and 

takes place in an industry. To 

get a good hang on this, let us consider a brief history of an 

Industrial age can also be referred to as Industrial revolution. 

The industrial age refers to period in history when agrarian 

factories, and social 

organization. It began around 1760 in Britain and later spread to 

other countries. It is characterized by the use of machinery which 

brought about the development of iron and textile production, 

communication, and the 

of factories. This industrialization led to increase in the 
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volume and variety of manufactured goods which in turn improved 

the standard of living for some people. As a result of this, there was 

an urgent need for factory workers and their supervisors to be 

upgraded. Hence, the need for human resource development. 

1.2.2 Human Resource Development 

Human resource development (HRD) refers to all conscious efforts 

that are engaged in improving the quality of personnel, with the 

aim of increasing productivity. It deals with the overall 

development of an individual worker. In the quest to improve the 

productive capacities of these workers, there arose the need for an 

industrial education. 

 

Discussion 

Activity 

You have seen that human resource development involves 

upgrading of human capacity through, either formal or informal, 

education. The purpose of your coming to school is to develop your 

human capacity. How do you think human capacity can be 

developed outside the four walls of a classroom? 

Discussion 

You must have mentioned apprenticeship. Yes, you are correct. 

Apprenticeship is also a way of developing human resource 

capacity.   

 

 ITQ 

Question (True/False) 

o Human resources development is the process of improving the 

capability of man in order to increase productivity.  

Feedback 

• The statement is very correct. When you engage in human 

resource development, you are engaging in activities which will 

improve human capital. The improvement of this capital will 

result in increased productivity. 

1.2.3 Industrial Education 

Industrial education is referred to as any learning activity that will 

prepare a learner for the workplace. It answers the question of 

“what is the value of education”. Industrial education provides the 

platform for a smooth transition from strict school life to work life. 

In the general sense, all types of education have one relationship 

with one industry or another. Strictly speaking, industrial education 

refers to knowledge for the operations and activities of industries. 



 

 

 

 
 

 
    Note 

Nowadays, most graduates need to undergo series of short 

before been able to actively engage in the workplace. This kind of 

training is referred to as Industrial education.

Study Session Summary

 

Summary 

In this Study Session, you discussed the meaning and relationship 

between learning, 

describe an industry, under which you explained the industrial age, 

human resource 

 

Assessment 

 

Assessment 

SAQ 1.1 (tests Learning Outcome 1.1)

Learning does not necessarily have to 

classroom. Do you agree?

SAQ 1.2 (tests Learning Outcome 1.2)

Ade was made to undergo a training program which will enhance 

his productivity at his workplace. From what you have learnt in 

study session 1.2.2, do you consider t

human resource development?
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Study Session 2

An Overview of Industrial Development in 

Introduction 
In this study session, you will discuss the

in Nigeria. The main purpose of this session will be to highlight 

and discuss those factors that 

country. As a result, you will be examining factors such as 

ethnicity, political background, so

location. All these factors are just a few of those hindrances to 

industrial development that you will come across in this session

Learning Outcomes

 

Outcomes 

When you have studied this session, you should be able to:

2.1 

Terminology 

Environment 

Geographical 

location

Urbanization 

Amalgamation 

Industrial Education, Training and Development 

Study Session 2 

An Overview of Industrial Development in 
Nigeria  

In this study session, you will discuss the development of industries 

in Nigeria. The main purpose of this session will be to highlight 

and discuss those factors that hinder industrial development in the 

country. As a result, you will be examining factors such as 

ethnicity, political background, social condition and geographical 

location. All these factors are just a few of those hindrances to 

industrial development that you will come across in this session

Learning Outcomes 

When you have studied this session, you should be able to:

2.1 discuss the development of industries in Nigeria

Environment  The sum total of all surroundings of a living organism, 

including natural forces and other living things, which 

provide conditions for development and growth as well as 

of danger and damage. 

Geographical 

location 

An area of land that can be considered as a unit for the 

purposes of some geographical classification.

Urbanization  A population shift from rural to urban areas, "the gradual 

increase in the proportion of people living 

and the ways in which each society adapts to the change.

Amalgamation  The combination of one or more companies into a new 

entity. 

 

 

An Overview of Industrial Development in 

development of industries 

in Nigeria. The main purpose of this session will be to highlight 

industrial development in the 

country. As a result, you will be examining factors such as 

cial condition and geographical 

location. All these factors are just a few of those hindrances to 

industrial development that you will come across in this session. 

When you have studied this session, you should be able to: 

discuss the development of industries in Nigeria 

The sum total of all surroundings of a living organism, 

including natural forces and other living things, which 

provide conditions for development and growth as well as 

An area of land that can be considered as a unit for the 

purposes of some geographical classification. 

A population shift from rural to urban areas, "the gradual 

increase in the proportion of people living in urban areas", 

and the ways in which each society adapts to the change. 

The combination of one or more companies into a new 



 

 

 

 
 

2.1 Development of Industries in Nigeria

 

Environment  

The surroundings or 

conditions in which a 

person, animal, or plant 

lives or operates. 

Geographical area 

D Geographical location 

refers to a specific physical 

point on Earth.  

To start with, let us discuss the economic, cultural and political 

background of Nigeria and see how these variables affect the 

country in its developmental programmes. The understanding of 

these variable will expose you to how they determine the 

happening

determining the events that happen within a society. These events 

could be the type of work they do, their 

systems and so on. Due to environmental differences all over the 

world,

In terms of population and 

country. Nigeria, as a country is sitting on a large expanse of land 

and 

state start

was amalgamated with the southern counterpart. However, Nigeria 

became an independent country in the year 1960. Since then, the 

country has been facing a series of problems which we will not 

dabble into

Figure 2.1 Stages of Nigeria’s development

We 

in Nigeria in isolation. The political, cultural and economic 

development will influence the development of industry, either 

positively or negatively. If all these other aspects are developed, it 

will trigger 

lacking, other human development would suffer, so also where 

technology and science are lacking, the only type of industrial 

British Rule
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2.1 Development of Industries in Nigeria 

To start with, let us discuss the economic, cultural and political 

background of Nigeria and see how these variables affect the 

country in its developmental programmes. The understanding of 

these variable will expose you to how they determine the 

happenings within the country. Environment plays a big role in 

determining the events that happen within a society. These events 

could be the type of work they do, their beliefs

systems and so on. Due to environmental differences all over the 

world, people act and react to issues differently. 

In terms of population and geographical area

country. Nigeria, as a country is sitting on a large expanse of land 

and has about 170million population. The creation of the Nigerian 

state started as far back as 1914 when the Northern protectorate 

was amalgamated with the southern counterpart. However, Nigeria 

became an independent country in the year 1960. Since then, the 

country has been facing a series of problems which we will not 

dabble into for the sake of time. 

Figure 2.1 Stages of Nigeria’s development 

We cannot, therefore, discuss the concept of industrial development 

in Nigeria in isolation. The political, cultural and economic 

development will influence the development of industry, either 

positively or negatively. If all these other aspects are developed, it 

will trigger a fast industrial development. Where education is 

lacking, other human development would suffer, so also where 

technology and science are lacking, the only type of industrial 

British Rule
Amalgamation 

(1914)

Independence 

(1960)
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To start with, let us discuss the economic, cultural and political 

background of Nigeria and see how these variables affect the 

country in its developmental programmes. The understanding of 

these variable will expose you to how they determine the 

plays a big role in 

determining the events that happen within a society. These events 
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systems and so on. Due to environmental differences all over the 

 

geographical area, Nigeria is a large 

country. Nigeria, as a country is sitting on a large expanse of land 

about 170million population. The creation of the Nigerian 

ed as far back as 1914 when the Northern protectorate 

was amalgamated with the southern counterpart. However, Nigeria 

became an independent country in the year 1960. Since then, the 

country has been facing a series of problems which we will not 

 

discuss the concept of industrial development 

in Nigeria in isolation. The political, cultural and economic 

development will influence the development of industry, either 

positively or negatively. If all these other aspects are developed, it 

a fast industrial development. Where education is 

lacking, other human development would suffer, so also where 

technology and science are lacking, the only type of industrial 
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development possible would be primitive and static. Likewise, 

where there is no p

industrial development. Let us now consider some of these factors

2.1.1 Ethnicity

As we have mentioned above, there are certain factors which 

influence industrial development in a country. Such factors inc

the environment, the population, political condition, the economic 

condition and so on. Just like other countries of the world, 

industrial development in Nigeria has also been greatly influenced 

by these factors. However, it should be noted that there

features of the Nigerian situation which are peculiar and such 

peculiarities are essential to our understanding of the types of 

problems facing policy makers in Nigeria in their attempts at 

industrialisation. These peculiarities become more pr

because of the different backgrounds of the Nigerian population, 

which has, up till now, made it difficult for the country to have a 

pattern of development

 

Discussion 

Activity 

When talking about diversity of Nigeria, we are talking about the 

different ethnic groups that make up the country. Can you highlight 

some of these major ethnic groups?

Discussion

You must have mentioned Ibo, 

also know that there are 

ways of doing things which in turn influence the kind of 

development their region experience

2.1.2 Political Background in Nigeria

Due to the difference in cultural, religious, social and ethnic 

backgrounds of the people of Nigeria, it is hard for them 

on issues. An 

to Abuja, rather than being a political issue, it was turned into an 

ethnic matter

 
    Note 

Another concern is the Federal Government character which posits that 

appointments 

than appointing the best hands.

The above differences have also led to unhealthy political 

differences which have also inhibited our efforts at industrial 

development. Politically, the area 

mentioned above, came into being in 1914. Before 1914, there was 

no uniform system of development as each unit (the Southern and 

the Northern Provinces, as they were then known) had little in 

al Education, Training and Development 

development possible would be primitive and static. Likewise, 

where there is no political stability, there is bound to be unstable 

industrial development. Let us now consider some of these factors

2.1.1 Ethnicity 

As we have mentioned above, there are certain factors which 

influence industrial development in a country. Such factors inc

the environment, the population, political condition, the economic 

condition and so on. Just like other countries of the world, 

industrial development in Nigeria has also been greatly influenced 

by these factors. However, it should be noted that there

features of the Nigerian situation which are peculiar and such 

peculiarities are essential to our understanding of the types of 

problems facing policy makers in Nigeria in their attempts at 

industrialisation. These peculiarities become more pr

because of the different backgrounds of the Nigerian population, 

which has, up till now, made it difficult for the country to have a 

pattern of development.  

When talking about diversity of Nigeria, we are talking about the 

different ethnic groups that make up the country. Can you highlight 

some of these major ethnic groups? 

Discussion 

You must have mentioned Ibo, Yoruba, and Hausa. But you should 

also know that there are much more. All these groups have

ways of doing things which in turn influence the kind of 

development their region experience. 

2.1.2 Political Background in Nigeria 

Due to the difference in cultural, religious, social and ethnic 

backgrounds of the people of Nigeria, it is hard for them 

on issues. An example is when the issue of moving the state capital 

to Abuja, rather than being a political issue, it was turned into an 

ethnic matter.  

Another concern is the Federal Government character which posits that 

appointments should be shared among the different ethnic groups rather 

than appointing the best hands. 

The above differences have also led to unhealthy political 

differences which have also inhibited our efforts at industrial 

development. Politically, the area now known

mentioned above, came into being in 1914. Before 1914, there was 

no uniform system of development as each unit (the Southern and 

the Northern Provinces, as they were then known) had little in 
 

 

development possible would be primitive and static. Likewise, 

olitical stability, there is bound to be unstable 

industrial development. Let us now consider some of these factors. 

As we have mentioned above, there are certain factors which 

influence industrial development in a country. Such factors include 

the environment, the population, political condition, the economic 

condition and so on. Just like other countries of the world, 

industrial development in Nigeria has also been greatly influenced 

by these factors. However, it should be noted that there are certain 

features of the Nigerian situation which are peculiar and such 

peculiarities are essential to our understanding of the types of 

problems facing policy makers in Nigeria in their attempts at 

industrialisation. These peculiarities become more pronounced 

because of the different backgrounds of the Nigerian population, 

which has, up till now, made it difficult for the country to have a 

When talking about diversity of Nigeria, we are talking about the 

different ethnic groups that make up the country. Can you highlight 

and Hausa. But you should 

more. All these groups have peculiar 

ways of doing things which in turn influence the kind of 

Due to the difference in cultural, religious, social and ethnic 

backgrounds of the people of Nigeria, it is hard for them to agree 

is when the issue of moving the state capital 

to Abuja, rather than being a political issue, it was turned into an 

Another concern is the Federal Government character which posits that 

should be shared among the different ethnic groups rather 

The above differences have also led to unhealthy political 

differences which have also inhibited our efforts at industrial 

wn as Nigeria, as 

mentioned above, came into being in 1914. Before 1914, there was 

no uniform system of development as each unit (the Southern and 

the Northern Provinces, as they were then known) had little in 



 

 

 

 
 

common. The bringing together of the units to 

1914 was necessitated by the inability of the colonial masters to 

provide for its administration and services in the then Northern 

Provinces

 

Tip 

The 1914 amalgamation is popularly referred to as the “marriage of 

inconvenience”.
 

Amalgamation 

The action, process, or 

result of combining or 

uniting. 

Prior the 

economically buoyant, material and human resources were scarce. 

But the amalgamation made it possible for the Colonial 

administrati

its essential services in the North which could not be provided 

locally. This was the situation which led to the birth of Nigeria in 

1914. During the colonial period, there were very few industries in

the country and the majority of the Nigerian populace in paid 

employment were either in the public services, like teaching 

profession, or churches and mercantile houses. Six years after the 

country attained independence, there was a coup which led to 

mili

 

Tip 

Nigeria got independence in 1960 and the coup took place in 1966.
 

The military remained in power for about fourteen years before it 

handed over to a civilian government in 

government collapsed again in 

1984, the military came back and promised to return the country to 

civilian rule in October 1992.  A dream which was finally achieved 

seven years later in 1999 after several botched 

democratic government. Sev

solved the country’s political crisis

 
    Note 

Nigeria is a country where nearly everything is politicized.

As we have discussed, the events from 1960 till date 

the country to be politically stable. Hence

industries
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common. The bringing together of the units to form one country in 

1914 was necessitated by the inability of the colonial masters to 

provide for its administration and services in the then Northern 

Provinces.  

The 1914 amalgamation is popularly referred to as the “marriage of 

inconvenience”. 

Prior the amalgamation, the Northern Provinces were not 

economically buoyant, material and human resources were scarce. 

But the amalgamation made it possible for the Colonial 

administration to get the required human and material resources for 

its essential services in the North which could not be provided 

locally. This was the situation which led to the birth of Nigeria in 

1914. During the colonial period, there were very few industries in

the country and the majority of the Nigerian populace in paid 

employment were either in the public services, like teaching 

profession, or churches and mercantile houses. Six years after the 

country attained independence, there was a coup which led to 

military rule. 

Nigeria got independence in 1960 and the coup took place in 1966.

The military remained in power for about fourteen years before it 

handed over to a civilian government in October

government collapsed again in December 1983 and by 1st 

1984, the military came back and promised to return the country to 

civilian rule in October 1992.  A dream which was finally achieved 

seven years later in 1999 after several botched 

democratic government. Seventeen years of democracy has not 

solved the country’s political crisis. 

Nigeria is a country where nearly everything is politicized.

As we have discussed, the events from 1960 till date 

the country to be politically stable. Hence, the stunted growth of 

industries.  
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form one country in 

1914 was necessitated by the inability of the colonial masters to 

provide for its administration and services in the then Northern 

The 1914 amalgamation is popularly referred to as the “marriage of 

, the Northern Provinces were not 

economically buoyant, material and human resources were scarce. 

But the amalgamation made it possible for the Colonial 

on to get the required human and material resources for 

its essential services in the North which could not be provided 

locally. This was the situation which led to the birth of Nigeria in 

1914. During the colonial period, there were very few industries in 

the country and the majority of the Nigerian populace in paid 

employment were either in the public services, like teaching 

profession, or churches and mercantile houses. Six years after the 

country attained independence, there was a coup which led to 

Nigeria got independence in 1960 and the coup took place in 1966. 

The military remained in power for about fourteen years before it 

October 1979. The civilian 

1983 and by 1st January 

1984, the military came back and promised to return the country to 

civilian rule in October 1992.  A dream which was finally achieved 

seven years later in 1999 after several botched transitions to 

enteen years of democracy has not 

Nigeria is a country where nearly everything is politicized. 

As we have discussed, the events from 1960 till date have not made 

, the stunted growth of 
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2.1.3 Nigerian Social Conditions 

Term   

Description  

The social conditions of the country have also affected industrial 

development generally. As you would have observed in recent 

years, 

progress in the country. However, urbanisation, while it has helped 

in industrial development, has also created its own problems. For 

instance, the drift from the rural to the urban centres has risen to an 

alarming rat

important sectors of our economy, particularly, agriculture, has 

suffered a setback. With this drift into the urban cities, there has 

emerged other problems like overcrowding, high unemployment 

rate, hi

 

Discussion 

Activity 

Lagos is one of the fastest growing urban centers in Nigeria which I 

believe some of you are familiar with. Can you highlight some of 

the problems the state is facing due to the 

Discussion:

Yes, you mentioned heavy traffic congestion, high crime rate, 

cost of living, high unemployment rate and so on. These are typical 

problems that are faced by urban centers all over the world.

You may be wondering if there are only negative sides of 

urbanization. The answer is no. Urbanization, as we know, gives 

rise

personnel to fill 

increase in educational investment

2.1.4 Geographical Conditions 

The physical condition of the country is another variable to be 

considered. Nigeria is a very large country and because of its size, 

many problems are bound to arise and these include inad

transportation and ineffective communication

 
    Note 

The cost of moving from one part of the country to the other is high. In some 

cases, the means of transportation are non

existent, they are inadequate. 

The advent of the Global System 

(GSM) in Nigeria has greatly improved the 

in the country. However, bad roads and poor transportation have 

continued to plague the nation. The geographical condition also 

affects

farming in the country
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2.1.3 Nigerian Social Conditions  

The social conditions of the country have also affected industrial 

development generally. As you would have observed in recent 

years, urbanisations and industrialisation have made some 

progress in the country. However, urbanisation, while it has helped 

in industrial development, has also created its own problems. For 

instance, the drift from the rural to the urban centres has risen to an 

alarming rate. Lives in the rural areas have been paralysed. Some 

important sectors of our economy, particularly, agriculture, has 

suffered a setback. With this drift into the urban cities, there has 

emerged other problems like overcrowding, high unemployment 

rate, high crime rate and so on. 

Lagos is one of the fastest growing urban centers in Nigeria which I 

believe some of you are familiar with. Can you highlight some of 

the problems the state is facing due to the high population?

Discussion: 

Yes, you mentioned heavy traffic congestion, high crime rate, 

cost of living, high unemployment rate and so on. These are typical 

problems that are faced by urban centers all over the world.

You may be wondering if there are only negative sides of 

urbanization. The answer is no. Urbanization, as we know, gives 

rise to the development of industries. These industries will need 

personnel to fill important positions, a situation which will lead to

increase in educational investment. 

2.1.4 Geographical Conditions  

The physical condition of the country is another variable to be 

considered. Nigeria is a very large country and because of its size, 

many problems are bound to arise and these include inad

transportation and ineffective communication. 

The cost of moving from one part of the country to the other is high. In some 

cases, the means of transportation are non-existent and where they are 

existent, they are inadequate.  

The advent of the Global System for Mobile Communication 

(GSM) in Nigeria has greatly improved the communication system 

in the country. However, bad roads and poor transportation have 

continued to plague the nation. The geographical condition also 

affects the deposit of natural resources and viability of land for 

farming in the country. 

 

 

The social conditions of the country have also affected industrial 

development generally. As you would have observed in recent 

and industrialisation have made some 

progress in the country. However, urbanisation, while it has helped 

in industrial development, has also created its own problems. For 

instance, the drift from the rural to the urban centres has risen to an 

e. Lives in the rural areas have been paralysed. Some 

important sectors of our economy, particularly, agriculture, has 

suffered a setback. With this drift into the urban cities, there has 

emerged other problems like overcrowding, high unemployment 

Lagos is one of the fastest growing urban centers in Nigeria which I 

believe some of you are familiar with. Can you highlight some of 

population? 

Yes, you mentioned heavy traffic congestion, high crime rate, high 

cost of living, high unemployment rate and so on. These are typical 

problems that are faced by urban centers all over the world. 

You may be wondering if there are only negative sides of 

urbanization. The answer is no. Urbanization, as we know, gives 

to the development of industries. These industries will need 

positions, a situation which will lead to 

The physical condition of the country is another variable to be 

considered. Nigeria is a very large country and because of its size, 

many problems are bound to arise and these include inadequate 

The cost of moving from one part of the country to the other is high. In some 

existent and where they are 

Mobile Communication 

communication system 

in the country. However, bad roads and poor transportation have 

continued to plague the nation. The geographical condition also 

the deposit of natural resources and viability of land for 



 

 

 

 
 

2.1.5 Economic Condition 

Another variable we will be discussing is the economic condition. 

Nigeria is basically an importing country. The country imports 

nearly everything 

a big 

been geared towards industrializing the country but almost all the 

machinery

Some of the

includes:

 
    Note 

The country has continued to experience fluctuations in the prices of its 

agricultural products and mineral resources. There is high inflation, high rate 

of unemployment and weakening currency which has plunged the country 

into

Study Session Su

 
Summary 

In this Study Session, you highlighted and discussed those factors 

that 

these factors include ethnicity, political background, social 

condition, and geographical location
 

Assessment 

 
Assessment 

SAQ 2.1 (tests Learning Outcome 2.1)

Nigeria has not been able to experience rapid development in the 

area of Industrialization, can you discuss why this is so

 
Bibliography 

Reading 
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2.1.5 Economic Condition  

Another variable we will be discussing is the economic condition. 

Nigeria is basically an importing country. The country imports 

nearly everything you can think of, with petroleum crudes forming 

a big chunk of her exportations. However, recently, efforts has 

been geared towards industrializing the country but almost all the 

machinery that will be needed is exported from foreign countries. 

Some of the factors that hinder the growth of industries in Nigeria 

includes: 

i. Low standard of products 

ii. High taste for foreign  

iii. High prices  

iv. Government policies 

v. Poor electricity 

vi. Inadequate manpower 

vii. Inadequate transport system 

viii. Bad roads 

ix. Weak currency 

The country has continued to experience fluctuations in the prices of its 

agricultural products and mineral resources. There is high inflation, high rate 

of unemployment and weakening currency which has plunged the country 

into recession. 

Study Session Summary 
In this Study Session, you highlighted and discussed those factors 

that militate against industrial development in Nigeria. Some of 

these factors include ethnicity, political background, social 

condition, and geographical location. 

SAQ 2.1 (tests Learning Outcome 2.1) 

Nigeria has not been able to experience rapid development in the 

area of Industrialization, can you discuss why this is so

Yesufu, T.M. The dynamics of industrial relations: The Nigerian 

experience. Ibadan, UPL, 1982.  

Mabogunje, A. On developing and development. University 

Lecture, University of Ibadan, Ibadan, 1978. 
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Another variable we will be discussing is the economic condition. 

Nigeria is basically an importing country. The country imports 

you can think of, with petroleum crudes forming 

of her exportations. However, recently, efforts has 

been geared towards industrializing the country but almost all the 

that will be needed is exported from foreign countries. 

the growth of industries in Nigeria 

The country has continued to experience fluctuations in the prices of its 

agricultural products and mineral resources. There is high inflation, high rate 

of unemployment and weakening currency which has plunged the country 

In this Study Session, you highlighted and discussed those factors 

against industrial development in Nigeria. Some of 

these factors include ethnicity, political background, social 

Nigeria has not been able to experience rapid development in the 

area of Industrialization, can you discuss why this is so?  

Yesufu, T.M. The dynamics of industrial relations: The Nigerian 

Mabogunje, A. On developing and development. University 
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Study Session 3

Nigerian Labour Force 

Introduction 
In this study session, you will explore the Nigerian Labour Force. 

To start with, you will trace its origin. You will also explain what is 

meant by 

will then proceed to evaluate growth in employment in

Moving on, you will discuss the impact of National development 

plans on industrial development in Nigeria. You will cap the 

session by exploring the technological advancement within the 

country

Learning Outcomes

 

Outcomes 

When you have studied 

3.1 trace the origin of the Nigerian labour force

3.2 discuss the impact of National development plans on 

industrialization in Nigeria

Terminology 

Labour force

Self

employment

Urban centre

Policy 

Vocational 

training
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Study Session 3 

Nigerian Labour Force  

In this study session, you will explore the Nigerian Labour Force. 

To start with, you will trace its origin. You will also explain what is 

meant by wage-earning employment and wage earning people. You 

will then proceed to evaluate growth in employment in

Moving on, you will discuss the impact of National development 

plans on industrial development in Nigeria. You will cap the 

session by exploring the technological advancement within the 

country. 

Learning Outcomes 

When you have studied this session, you should be able to:

3.1 trace the origin of the Nigerian labour force

3.2 discuss the impact of National development plans on 

industrialization in Nigeria 

Labour force All the members of a particular organization or country 

who are able to work viewed collectively.

Self-

employment 

The process of earning living through using own capital or 

borrowed fund and also using one's

intelligence, efficiency and taking the 

Urban centre A large and densely populated urban area; may include 

several independent administrative districts

Policy  A course or principle of action adopted or proposed by an 

organization or individual. 

Vocational 

training 

Training for a specific career or trade, excluding the 

professions. 

 

 

 

In this study session, you will explore the Nigerian Labour Force. 

To start with, you will trace its origin. You will also explain what is 

employment and wage earning people. You 

will then proceed to evaluate growth in employment in Nigeria. 

Moving on, you will discuss the impact of National development 

plans on industrial development in Nigeria. You will cap the 

session by exploring the technological advancement within the 

this session, you should be able to: 

3.1 trace the origin of the Nigerian labour force 

3.2 discuss the impact of National development plans on 

All the members of a particular organization or country 

viewed collectively. 

The process of earning living through using own capital or 

one's own knowledge, 

intelligence, efficiency and taking the minimum risk. 

populated urban area; may include 

several independent administrative districts 

A course or principle of action adopted or proposed by an 

Training for a specific career or trade, excluding the 



 

 

 

 
 

3.1 Origin of the Nigerian Labour Force 

Labour force 

People who are willing and 

able to work. 

All over the world, the 

important factors in industrial development. You will agree with 

me that the best 

their own. These items require human efforts to produce goods and 

services and where the quality of the available human resources is 

deficient, production will be poor. This is why you need to 

understand the po

on this, you will realize that without workers or wage earners, all 

other factors of production will be useless. What then is the origin 

of wage earning in Nigeria? Let us now attempt to answer this vital 

question

 
    Note 

A wage earner is someone that works for a 

Self employed 

Working for oneself as a 

freelance or the owner of a 

business rather than for an 

employer. 

Traditionally, most Nigerians were 

living through their family or their own employment which was 

mostly agrarian. There were others who earned their living through 

the local traditional crafts. The idea of paid labour was alien to 

Nigeria before the advent of the British. 

paid labour was equated with serfdom or slavery and therefore 

insulting to the 

extent that the British found it difficult to recruit workers for the 

various services and had to re

the required personnel for the various projects like construction of 

roads and railways. Recruited Nigerians through the forced labour 

policy were however paid something for their labour

 

Tip 

Agrarian 
 

It was the belief of an average Nigerian in the traditional setting 

that one should work 

alternative opened when in need of a product that could not be self

produced was to trade by barter. The Colonial masters brought in 

certain goods to the country which the average Nigerians needed, 
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3.1 Origin of the Nigerian Labour Force  

All over the world, the labour force constitutes one of the most 

important factors in industrial development. You will agree with 

me that the best machinery and heavy capital cannot produce on 

their own. These items require human efforts to produce goods and 

services and where the quality of the available human resources is 

deficient, production will be poor. This is why you need to 

understand the position of the human factor of production. Based 

on this, you will realize that without workers or wage earners, all 

other factors of production will be useless. What then is the origin 

of wage earning in Nigeria? Let us now attempt to answer this vital 

stion. 

A wage earner is someone that works for a wage. 

Traditionally, most Nigerians were self-employed

living through their family or their own employment which was 

mostly agrarian. There were others who earned their living through 

the local traditional crafts. The idea of paid labour was alien to 

Nigeria before the advent of the British. To the average Nigerian, 

paid labour was equated with serfdom or slavery and therefore 

insulting to the free-born, Nigerians so abhorred paid labour to the 

extent that the British found it difficult to recruit workers for the 

various services and had to resort to the use of forced labour

the required personnel for the various projects like construction of 

roads and railways. Recruited Nigerians through the forced labour 

policy were however paid something for their labour

Agrarian - relating to cultivated land or the cultivation of land.

It was the belief of an average Nigerian in the traditional setting 

that one should work in one’s industry or family industry. The only 

alternative opened when in need of a product that could not be self

oduced was to trade by barter. The Colonial masters brought in 

certain goods to the country which the average Nigerians needed, 

Nigerian Labour Force 
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constitutes one of the most 

important factors in industrial development. You will agree with 

machinery and heavy capital cannot produce on 

their own. These items require human efforts to produce goods and 

services and where the quality of the available human resources is 

deficient, production will be poor. This is why you need to 

sition of the human factor of production. Based 

on this, you will realize that without workers or wage earners, all 

other factors of production will be useless. What then is the origin 

of wage earning in Nigeria? Let us now attempt to answer this vital 

employed and earned their 

living through their family or their own employment which was 

mostly agrarian. There were others who earned their living through 

the local traditional crafts. The idea of paid labour was alien to 

To the average Nigerian, 

paid labour was equated with serfdom or slavery and therefore 

, Nigerians so abhorred paid labour to the 

extent that the British found it difficult to recruit workers for the 

forced labour to get 

the required personnel for the various projects like construction of 

roads and railways. Recruited Nigerians through the forced labour 

policy were however paid something for their labour. 

to cultivated land or the cultivation of land. 

It was the belief of an average Nigerian in the traditional setting 

one’s industry or family industry. The only 

alternative opened when in need of a product that could not be self-

oduced was to trade by barter. The Colonial masters brought in 

certain goods to the country which the average Nigerians needed, 
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and since the British 

would the Nigerians do to get such beautiful and needed goo

They had to look for the accepted medium of exchange which was 

the accepted currency. Hence people needed to work for money

 

Discussion 

Activity 

In the olden days, when people used to produce all they want by 

themselves, there was no paid salary work (even though they render 

service) and no currency that serves as means of exchange. 

However, when it comes to payment for the 

services, these people engage in an 

and services for services. What is this type of exchange called?

Discussion

This type of exchange is referred to as trade

act of trading goods or services between two 

without the use of money.

You have to remember also that the British on their part also 

needed people to help them in their administrative, commercial and 

religious

Nigerians who 

could use in purchasing some of the British goods. Such is the 

beginning of paid employment in the country.  Nigerians began to 

realize the need for having the acceptable medium of exchange. 

Though they were in

necessity and the dictates of the time forced some of them to do so. 

After a 

employment improved, and those who were left behind were thus 

motivated 

desire a paid job

 
    Note 

Till date, so many people still believe in paid work. In fact, our educational 

policy is geared towards making us 

as a society.

3.1.1 Wage Earning Employment 

Our discussion above is the origin of wage earning employment in 

the country. During this first phase, the number of wage earners 

was very low as the practice was new and alien. 

existent before colonial ad

to take up paid employment started seeing the benefits, the tide 

changed. Nigerians now realized that with paid employment, one 

can acquire some of the European goods like 

bicycles. One could even get the required money to pay the dowry 

of a wife or marry more wives
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and since the British were not interested in a trade

would the Nigerians do to get such beautiful and needed goo

They had to look for the accepted medium of exchange which was 

the accepted currency. Hence people needed to work for money

In the olden days, when people used to produce all they want by 

themselves, there was no paid salary work (even though they render 

service) and no currency that serves as means of exchange. 

However, when it comes to payment for the purchase

vices, these people engage in an exchange of goods for goods, 

and services for services. What is this type of exchange called?

Discussion 

This type of exchange is referred to as trade-by-barter.  Barter is the 

act of trading goods or services between two 

without the use of money. 

You have to remember also that the British on their part also 

needed people to help them in their administrative, commercial and 

religious activities, consequently, they were willing to give work to 

Nigerians who would be paid some money which they, in 

could use in purchasing some of the British goods. Such is the 

beginning of paid employment in the country.  Nigerians began to 

realize the need for having the acceptable medium of exchange. 

Though they were initially reluctant to go into paid employment, 

necessity and the dictates of the time forced some of them to do so. 

After a while, the living conditions of a few who ventured into paid 

employment improved, and those who were left behind were thus 

motivated into going into paid employment. Today, most Nigerians 

desire a paid job. 

Till date, so many people still believe in paid work. In fact, our educational 

policy is geared towards making us salary earners. We need to have a rethink 

as a society. 

3.1.1 Wage Earning Employment  

Our discussion above is the origin of wage earning employment in 

the country. During this first phase, the number of wage earners 

was very low as the practice was new and alien. 

existent before colonial administration, but when those who refused 

to take up paid employment started seeing the benefits, the tide 

changed. Nigerians now realized that with paid employment, one 

can acquire some of the European goods like singlet

bicycles. One could even get the required money to pay the dowry 

of a wife or marry more wives.  

 

 

trade by barter, what 

would the Nigerians do to get such beautiful and needed goods? 

They had to look for the accepted medium of exchange which was 

the accepted currency. Hence people needed to work for money.   

In the olden days, when people used to produce all they want by 

themselves, there was no paid salary work (even though they render 

service) and no currency that serves as means of exchange. 

purchase of goods or 

of goods for goods, 

and services for services. What is this type of exchange called? 

barter.  Barter is the 

act of trading goods or services between two or more parties 

You have to remember also that the British on their part also 

needed people to help them in their administrative, commercial and 

activities, consequently, they were willing to give work to 

would be paid some money which they, in turn, 

could use in purchasing some of the British goods. Such is the 

beginning of paid employment in the country.  Nigerians began to 

realize the need for having the acceptable medium of exchange. 

itially reluctant to go into paid employment, 

necessity and the dictates of the time forced some of them to do so. 

the living conditions of a few who ventured into paid 

employment improved, and those who were left behind were thus 

into going into paid employment. Today, most Nigerians 

Till date, so many people still believe in paid work. In fact, our educational 

. We need to have a rethink 

Our discussion above is the origin of wage earning employment in 

the country. During this first phase, the number of wage earners 

was very low as the practice was new and alien. In fact, it was non-

ministration, but when those who refused 

to take up paid employment started seeing the benefits, the tide 

changed. Nigerians now realized that with paid employment, one 

singlet, towels, and 

bicycles. One could even get the required money to pay the dowry 



 

 

 

 
 

 

Tip 

Any job that attracts salary is a 
 

3.1.2 Wage Earning Population 

The growth of wage earning population was preceded with the 

political,

Nigerian was free to decide on taking up paid employment or 

setting up his own trade which could be subsistence agriculture, 

craft

pottery and so on. With the emergence of urbanization, the average 

Nigerian engaged in one of the modern occupations like 

photography, carpentry, masonry, hairdressing, driving and so on. 

As time 

petty trading or setting up a small scale industry. This is the 

beginning of industrial development in the country. The above 

situation is not peculiar to Nigeria, it appears to be characteristics 

of most developing African Countries which, according to Yesufu 

(1982), ‘have not yet crystallized into highly capitalized sectors and 

rigid patterns, and were relative to the total population there exists 

an abundance of good agricultural land’

 

Discussion 

Activity 

Who is a salary earner among all 

Ade 

Seun 

Ebun 

Lara 

Discussion

Whom did you choose? Did I hear you say Seun? No! The correct 

option is Lara. She is the only one in the group that has to wait 

the end of the month before being paid her salary

Urban centres 

A large and densely 

populated urban area; may 

include several independent 

administrative districts. 

The above situation was responsible for the unwillingness of most 

Nigerians to seek for paid employment in the past. This 

turn,

who went into paid employment had to move from their traditional 

rural environments to the 

Such Nigerians were, however, in the habit of returning to their 

villages after working and earning for some period of time. What 

other reasons could have motivated the traditionally unwilling 

Nigerians to go out to get jobs? Ther

Study Session 3  Nigerian Labour Force

Any job that attracts salary is a wage-earning employment.

3.1.2 Wage Earning Population  

The growth of wage earning population was preceded with the 

political, social and economic growth of the country. The average 

Nigerian was free to decide on taking up paid employment or 

setting up his own trade which could be subsistence agriculture, 

craft, or some cottage industry like weaving, hunting, drumming, 

pottery and so on. With the emergence of urbanization, the average 

Nigerian engaged in one of the modern occupations like 

photography, carpentry, masonry, hairdressing, driving and so on. 

As time went on, Nigerians with little capital decided 

petty trading or setting up a small scale industry. This is the 

beginning of industrial development in the country. The above 

situation is not peculiar to Nigeria, it appears to be characteristics 

f most developing African Countries which, according to Yesufu 

(1982), ‘have not yet crystallized into highly capitalized sectors and 

rigid patterns, and were relative to the total population there exists 

an abundance of good agricultural land’. 

Who is a salary earner among all these people? 

Ade – a mechanic who has a big workshop at Ringroad

Seun – a doctor who runs a private hospital Bodija

Ebun – a trader who owns a big shop at Ogunpa 

Lara – a receptionist who works with MTN 

Discussion 

Whom did you choose? Did I hear you say Seun? No! The correct 

option is Lara. She is the only one in the group that has to wait 

the end of the month before being paid her salary

The above situation was responsible for the unwillingness of most 

Nigerians to seek for paid employment in the past. This 

turn, inhibited the industrial growth of Nigeria. Most Nigerians

who went into paid employment had to move from their traditional 

rural environments to the urban centres with different cultures. 

Such Nigerians were, however, in the habit of returning to their 

villages after working and earning for some period of time. What 

other reasons could have motivated the traditionally unwilling 

Nigerians to go out to get jobs? There is a possible answer: such 
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employment. 

The growth of wage earning population was preceded with the 

social and economic growth of the country. The average 

Nigerian was free to decide on taking up paid employment or 

setting up his own trade which could be subsistence agriculture, 

, or some cottage industry like weaving, hunting, drumming, 

pottery and so on. With the emergence of urbanization, the average 

Nigerian engaged in one of the modern occupations like 

photography, carpentry, masonry, hairdressing, driving and so on. 

went on, Nigerians with little capital decided to go into 

petty trading or setting up a small scale industry. This is the 

beginning of industrial development in the country. The above 

situation is not peculiar to Nigeria, it appears to be characteristics 

f most developing African Countries which, according to Yesufu 

(1982), ‘have not yet crystallized into highly capitalized sectors and 

rigid patterns, and were relative to the total population there exists 

a mechanic who has a big workshop at Ringroad 

a doctor who runs a private hospital Bodija 

 

Whom did you choose? Did I hear you say Seun? No! The correct 

option is Lara. She is the only one in the group that has to wait until 

the end of the month before being paid her salary.  

The above situation was responsible for the unwillingness of most 

Nigerians to seek for paid employment in the past. This situation, in 

inhibited the industrial growth of Nigeria. Most Nigerians 

who went into paid employment had to move from their traditional 

with different cultures. 

Such Nigerians were, however, in the habit of returning to their 

villages after working and earning for some period of time. What 

other reasons could have motivated the traditionally unwilling 

e is a possible answer: such 
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Nigerians might have gone to the urban centers in the first instance 

because of certain reasons; some of which could be getting 

sufficient money to buy desired European goods or acquiring 

beautiful dresses. Once this objective 

normally returned to the village.

 
    Note 

To buttress this point, if you happen to be in Lagos 

be surprised to see the number of people that will be travelling. This shows 

you that most people just go

opportunity they see there.

The situation was escalated during the outbreak of the Second 

World War. At the end of the war, a change of attitude was noticed 

in the country as a result of the orientation of some Nig

participated in fighting during the war. While most of such 

Nigerians were conscripted to fight, a few enlisted voluntarily. As a 

result of the wars and the increased demand for labour in 

government forces and establishments, and realizing the p

money in everyday life, Nigerians started to take a 

wage employment; hence more and more Nigerians took up various 

available jobs

3.1.3 Growth in Employment

The growth in the number of employed Nigerians was gradual until 

the discovery of petroleum in the country. The Table below shows 

the population of the employed and the available labour force in the 

country between 1965 and 1980. 

Table 1 Growth of Employm

Source: UN Report on Monitoring of Population Commission, 1977 and Third 

National Development Plan, 1975

of Labour.

Up to the early 1940s, approximately four

population earned their livelihood as farmers, fishermen, hunters 

etc. Only about seven 

industrial workers; while only about six percent of those in 

urban areas were engaged in commerce either as traders or 

employees of commercial firms. In some parts of the country, retail 

trading was largely carried on by women only, except for Port 

Year

1965 

1970 

1975 

1980 

Industrial Education, Training and Development 

Nigerians might have gone to the urban centers in the first instance 

because of certain reasons; some of which could be getting 

sufficient money to buy desired European goods or acquiring 

beautiful dresses. Once this objective was achieved, the worker 

normally returned to the village. 

To buttress this point, if you happen to be in Lagos on December 23

be surprised to see the number of people that will be travelling. This shows 

you that most people just go to Lagos because of the good employment 

opportunity they see there. 

The situation was escalated during the outbreak of the Second 

World War. At the end of the war, a change of attitude was noticed 

in the country as a result of the orientation of some Nig

participated in fighting during the war. While most of such 

Nigerians were conscripted to fight, a few enlisted voluntarily. As a 

result of the wars and the increased demand for labour in 

government forces and establishments, and realizing the p

money in everyday life, Nigerians started to take a 

wage employment; hence more and more Nigerians took up various 

available jobs. 

3.1.3 Growth in Employment 

The growth in the number of employed Nigerians was gradual until 

the discovery of petroleum in the country. The Table below shows 

the population of the employed and the available labour force in the 

country between 1965 and 1980.  

Table 1 Growth of Employment (1965 — 1980) 

Source: UN Report on Monitoring of Population Commission, 1977 and Third 

National Development Plan, 1975-8-, Lagos, and Report from Federal Ministry 

of Labour. 

Up to the early 1940s, approximately four-

population earned their livelihood as farmers, fishermen, hunters 

etc. Only about seven percents of the men were skilled craftsmen or 

industrial workers; while only about six percent of those in 

urban areas were engaged in commerce either as traders or 

employees of commercial firms. In some parts of the country, retail 

trading was largely carried on by women only, except for Port 

Year Population 

Labour 

Force  

(LF) 

Labour Force 

as % of 

Population 

Organised 

Labour 

1965  

1970  

1975  

1980  

48,676,000  

55,073,000  

62,925,000  

72,596,000 

23,810,000  

26,080,000  

29,220,000  

32,740,000 

49  

47  

46  

45 

544,016 

700,416 

864,249 

 

 

Nigerians might have gone to the urban centers in the first instance 

because of certain reasons; some of which could be getting 

sufficient money to buy desired European goods or acquiring 

was achieved, the worker 

December 23
rd

, you will 

be surprised to see the number of people that will be travelling. This shows 

to Lagos because of the good employment 

The situation was escalated during the outbreak of the Second 

World War. At the end of the war, a change of attitude was noticed 

in the country as a result of the orientation of some Nigerians who 

participated in fighting during the war. While most of such 

Nigerians were conscripted to fight, a few enlisted voluntarily. As a 

result of the wars and the increased demand for labour in 

government forces and establishments, and realizing the power of 

money in everyday life, Nigerians started to take a keen interest in 

wage employment; hence more and more Nigerians took up various 

The growth in the number of employed Nigerians was gradual until 

the discovery of petroleum in the country. The Table below shows 

the population of the employed and the available labour force in the 

 

Source: UN Report on Monitoring of Population Commission, 1977 and Third 

, Lagos, and Report from Federal Ministry 

-fifths of Nigerian 

population earned their livelihood as farmers, fishermen, hunters 

of the men were skilled craftsmen or 

industrial workers; while only about six percent of those in the 

urban areas were engaged in commerce either as traders or 

employees of commercial firms. In some parts of the country, retail 

trading was largely carried on by women only, except for Port 

Organised 

Labour  

(OL) 

Organised  

as % of  

Labour 

Force 

544,016  

700,416  

864,249  

n.a 

2.3  

2.7  

3.0 
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centers like Lagos, Port Harcourt and Calabar where non-

agricultural employment had become a significant source of 

income. There were few cases of such employment in inland 

commercial towns like Enugu and Jos which are in the mining 

districts.  

During this same period, less than ten percent of school-age 

children and above were literate. Literacy percentage was generally 

high and agriculture accounted for about 65% of the national 

income while transport and distributive trade were about 15%. 

Manufacturing was almost non-existent.  However, after the 

Second World War, the economy of the country improved as a 

result of the expanded postwar demand for Nigerian exports. This 

led to increase in revenue which in turn led to the expansion of 

health and educational services. These expansions further led to 

industrialization. Foreign firms began to expand their commercial 

operations, while attempts at manufacturing started. 

 ITQ 

Question 

o __________________ is a system of trading which involves the 

exchange of goods or services between two or more parties 

without the use of money. 

Feedback 

• The system of trading that involves the exchange of goods or 

services between two or more parties without the use of money 

is referred to as Trade-by-Barter. 

3.2 The National Development Plans and Industrial 
Development  

As mentioned earlier, another important factor to be considered is 

the policy of the government. For this session, we would examine 

the government policy through the various national development 

plans and see whether the government has a deliberate policy 

towards industrialization. The first two plans of 1945 and 1951 

emphasized “building up the transport and communication 

systems” No deliberate provision was made for industrialization. 

The first attempted policy on industrialization could be found in the 

1953 report of the International Bank for Reconstruction and 

Development under the title “The Economic Development of 

Nigeria”. According to the Report:  

IN THE LONG RUN, IF NIGERIA IS TO TAKE ITS PLACE IN A 

COMPETITIVE WORLD, THERE MUST BE CREATED A SUBSTANTIAL 
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BODY IN THE LOCAL INDUSTRY. MANAGERS, EVEN MORE THAN 

WORKERS REQUIRE ON THE JOB TRAINING. 

…..INDUSTRIAL TECHNOLOGY MUST ALSO BE IMPORTED AT 

PRESENT. IT IS ERRONEOUS TO THINK THAT A SHORTAGE OF LOCAL 

TECHNOLOGY BECAUSE IT CAN BE TAUGHT IN SCHOOLS, MAY BE 

MORE QUICKLY REMEDIED THAN A SHORTAGE OF LOCAL 

MANAGEMENT.  

The report went on to emphasize that:  

TECHNOLOGY AND MANAGEMENT ARE INTERRELATED AND OFTEN 

MUST BE EMBODIED IN THE SAME PERSON . . . TO DEVELOP THESE 

SKILLS, PROMISING STUDENTS SHOULD BE ENCOURAGED TO SELECT 

ADVANCED TECHNICAL STUDIES, AND, WHEN ACADEMICALLY 

PREPARED, SHOULD BE BROUGHT INTO TECHNICAL POSTS OF 

PROGRESSIVELY INCREASING RESPONSIBILITY.  

Unfortunately, this beautifully suggested policy and other 

recommendations of the Mission suffered a setback as a result of 

regional jealousy. Other Development Plans (three in number) 

launched after the above report, tried to identify the need for 

industrial development. For instance, the 1962-68 plan recognized 

the need for rapid development and stressed the need for trained 

personnel earlier identified by the 1953 report of the International 

Bank for Reconstruction and Development.  

The Third National Development Plan (1975-1980) also agreed 

with the above position. The plan added that:  

IN CONTRAST TO THE UNEMPLOYMENT OF UNSKILLED LABOUR, A 

SHORTAGE OF INTERMEDIATE AND HIGH-LEVEL MANPOWER IS 

HAMPERING THE DEVELOPMENT OF THE NIGERIAN ECONOMY.  

The plan, therefore, made provisions for the inclusion of ‘programs 

and projects aimed at ensuring an adequate supply of all categories 

of manpower required for sustained economic growth’. The Plan 

also has as one of its objectives the strengthening of existing 

educational and training facilities and establishment of additional 

ones in identified areas of need. This was why the government 

decided on the expansion of technical institutions as from the 

1979/80 sessions.  

Vocational training 

Training for a specific 

vocation in industry or 

agriculture or trade.  

On vocational training, the Plan identified rigidity in the process 

of skill training and its remoteness and insensitivity to 

developments in the labour market. From an examination of these 

Plans, one notices that the need for industrial education and training 

has been recognized as a policy issue to be pursued by the 

government. 



 

 

 

 
 

  
    Note 

Generally, it has been admitted that our educational systems in the past 

(before the introduction of the 6

industrial development. Our previous system had failed to respond to 

technic

government came out with a deliberate policy of industrial education and 

training. 

3.2.1 Technological Advancement 

Under this sub

technological advancement. Technological advancement, as used 

here, presupposes the ability to cope with and keep abreast of 

technological changes in the world. In Nigeria, we are still far 

behind in this regard. The manpower to train our personnel locally 

is inadequate and where we have the personnel, the needed 

machinery is either not available or those that are available have 

become obsolete. And when we decide to train Nigerians abroad, 

such, Nigerians are exposed to the types of machines and 

technology which are non

return, they are faced with more problems of adapting to the local 

situation. 

This might probably be behind the thinking of Mabogunje 

when he opined that: 

TECHNOLOGICAL

OR 

WHICH

IN A

CLIMBING

ARE

UPWARD

Mabogunje suggested that instead of asking for the transfer of 

technolo

developed country will willingly transfer its technology to a 

developing one. 

In support of the above position, 

newly industrialized countries like Japan, Israel, China, 

Czechoslov

could do the same through purposeful policy. The problem is not 

that it cannot be done, but the initiative and the necessary 

governmental firm commitment seem to be lacking. The place to 

start is the 

to develop
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Generally, it has been admitted that our educational systems in the past 

(before the introduction of the 6-3-3-4 system) had failed to promote 

industrial development. Our previous system had failed to respond to 

technical and technological needs. It was not until the late 1980s that the 

government came out with a deliberate policy of industrial education and 

training.  

3.2.1 Technological Advancement  

Under this sub-heading, we intend to discuss with you the idea of 

technological advancement. Technological advancement, as used 

here, presupposes the ability to cope with and keep abreast of 

technological changes in the world. In Nigeria, we are still far 

behind in this regard. The manpower to train our personnel locally 

is inadequate and where we have the personnel, the needed 

machinery is either not available or those that are available have 

become obsolete. And when we decide to train Nigerians abroad, 

uch, Nigerians are exposed to the types of machines and 

technology which are non-existent in the country, hence on their 

return, they are faced with more problems of adapting to the local 

situation.  

This might probably be behind the thinking of Mabogunje 

when he opined that:  

ECHNOLOGICAL KNOW-HOW IS NOT SIMPLY A MATTER

 INCANTATIONS. IT IS A PRACTICE, A WAY 

WHICH CAN ONLY BE LEARNT IN A SYSTEMATIC WAY

A PRESENT MANNER . . . IS COMPARABLE 

CLIMBING A LADDER, WHEN ON SUCH A LADDER, TOO

ARE MISSING, WHEN THE TECHNOLOGICAL GAP IS

UPWARD PROGRESS WILL CEASE.  

Mabogunje suggested that instead of asking for the transfer of 

technology, we need to develop our own technology as no 

developed country will willingly transfer its technology to a 

developing one.  

In support of the above position, evidence abounds

newly industrialized countries like Japan, Israel, China, 

Czechoslovakia and so on developed their own technology. Nigeria 

could do the same through purposeful policy. The problem is not 

that it cannot be done, but the initiative and the necessary 

governmental firm commitment seem to be lacking. The place to 

start is the systematic training of the needed personnel and the will 

to develop.  

Nigerian Labour Force 
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Generally, it has been admitted that our educational systems in the past 

4 system) had failed to promote 

industrial development. Our previous system had failed to respond to 

al and technological needs. It was not until the late 1980s that the 

government came out with a deliberate policy of industrial education and 

heading, we intend to discuss with you the idea of 

technological advancement. Technological advancement, as used 

here, presupposes the ability to cope with and keep abreast of 

technological changes in the world. In Nigeria, we are still far 

behind in this regard. The manpower to train our personnel locally 

is inadequate and where we have the personnel, the needed 

machinery is either not available or those that are available have 

become obsolete. And when we decide to train Nigerians abroad, 

uch, Nigerians are exposed to the types of machines and 

existent in the country, hence on their 

return, they are faced with more problems of adapting to the local 

This might probably be behind the thinking of Mabogunje (1978) 

MATTER OF THEORY 

 OF DOING THINGS 

WAY. ITS TRANSFER 

 TO AN INDIVIDUAL 

TOO MANY WRONGS 

IS TOO GREAT, THEN, 

Mabogunje suggested that instead of asking for the transfer of 

gy, we need to develop our own technology as no 

developed country will willingly transfer its technology to a 

abounds that some 

newly industrialized countries like Japan, Israel, China, 

developed their own technology. Nigeria 

could do the same through purposeful policy. The problem is not 

that it cannot be done, but the initiative and the necessary 

governmental firm commitment seem to be lacking. The place to 

training of the needed personnel and the will 
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 ITQ

Question

A development plan is __________________.

Feedback

A document which details the overall strategy of the council for the 

proper planning and sustainable development of an

consists of a written statement and accompanying maps is referred to as 

development plan.

Study Session Summary

 

Summary 

In this Study Session, you describe the Nigerian labour force as all 

Nigerians who are able to work, viewed collectively. You started 

by discussing how Nigerians began to engage in salary work. You 

went further by explaining the 

wage

of the Nigerian national developmental plan on industrialization. 

The session was ended with a discussion on technological 

advancement of Nigeria
 

Assessment 

 

Assessment 

SAQ 3.1 (tests 

Lara is a secretary at the MTN Nigeria, unlike her friend Bukola, 

who is a professional fashion designer. Which of these two is 

engage in a 

answer

SAQ 3.2 (tests Learning Outcome 3.2)

Development plan 

efforts which will help in the developmental process of a country. 

Discuss the development plan of the 

Reconstruction and Development.
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ITQ 

Question 

A development plan is __________________. 

Feedback 

A document which details the overall strategy of the council for the 

proper planning and sustainable development of an

consists of a written statement and accompanying maps is referred to as 

development plan. 

Study Session Summary 
In this Study Session, you describe the Nigerian labour force as all 

Nigerians who are able to work, viewed collectively. You started 

by discussing how Nigerians began to engage in salary work. You 

went further by explaining the wage-earning 

wage-earning employment. In addition, you discussed the impact 

of the Nigerian national developmental plan on industrialization. 

The session was ended with a discussion on technological 

advancement of Nigeria. 

SAQ 3.1 (tests Learning Outcome 3.1) 

Lara is a secretary at the MTN Nigeria, unlike her friend Bukola, 

who is a professional fashion designer. Which of these two is 

engage in a wage-earning employment? Give reason(s) for your 

answer. 

SAQ 3.2 (tests Learning Outcome 3.2) 

Development plan involves making conscious and documented 

efforts which will help in the developmental process of a country. 

Discuss the development plan of the International Bank for 

Reconstruction and Development. 

Yesufu, T.M.  1982 The dynamics of industrial relation: The Nigerian 

experience, Ibadan, U.P.L. 

 

 

A document which details the overall strategy of the council for the 

proper planning and sustainable development of an area and generally 

consists of a written statement and accompanying maps is referred to as 

In this Study Session, you describe the Nigerian labour force as all 

Nigerians who are able to work, viewed collectively. You started 

by discussing how Nigerians began to engage in salary work. You 

 population and the 

employment. In addition, you discussed the impact 

of the Nigerian national developmental plan on industrialization. 

The session was ended with a discussion on technological 

Lara is a secretary at the MTN Nigeria, unlike her friend Bukola, 

who is a professional fashion designer. Which of these two is 

employment? Give reason(s) for your 

making conscious and documented 

efforts which will help in the developmental process of a country. 

International Bank for 

1982 The dynamics of industrial relation: The Nigerian 



 

 

 

 
 

Study Session 4

Industrial Education, 

Introduction 
In this study session, you will be discussing the peripheral of 

industrial education, 

describe what an apprenticeship program means. Under this, you 

will explain the type of education that existed in Nigeria before and 

after the colonial regime. Moving on, you will trace how modern 

system of training sprout

highlighting the purpose of industrial training.

Learning Outcomes

 

Outcomes 

When you have studied this session, you should be able to:

4.1 discuss industrial education, 

Terminology  

Illiteracy 

Craftsman 

An 

apprenticeship

Scarcity 

Effectiveness 

Efficiency 
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Study Session 4 

Industrial Education, Learning
Training  

In this study session, you will be discussing the peripheral of 

industrial education, training and learning. To start with, you will 

describe what an apprenticeship program means. Under this, you 

will explain the type of education that existed in Nigeria before and 

after the colonial regime. Moving on, you will trace how modern 

system of training sprout up in Nigeria. You will end the session by 

highlighting the purpose of industrial training. 

Learning Outcomes 

When you have studied this session, you should be able to:

4.1 discuss industrial education, learning, and training

Illiteracy  Competence or knowledge in a specified area

Craftsman  A worker who practices a trade or handicraft

apprenticeship 

A system of training a new generation of practitioners of a 

trade or profession with on-the-job training and often 

some accompanying study. 

Scarcity  Refers to limitations; insufficient resources, goods, or 

abilities to achieve the desired ends.

Effectiveness  The level of results from the actions of employees and 

managers. 

Efficiency  The comparison of what is actually produced or performed 

with what can be achieved with the same consumption of 

resources (money, time, labour, etc.).

Industrial Education, Learning and Training 
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Learning and 

In this study session, you will be discussing the peripheral of 

learning. To start with, you will 

describe what an apprenticeship program means. Under this, you 

will explain the type of education that existed in Nigeria before and 

after the colonial regime. Moving on, you will trace how modern 

up in Nigeria. You will end the session by 

When you have studied this session, you should be able to: 

and training 

Competence or knowledge in a specified area 

A worker who practices a trade or handicraft 

A system of training a new generation of practitioners of a 

job training and often 

Refers to limitations; insufficient resources, goods, or 

abilities to achieve the desired ends. 

The level of results from the actions of employees and 

produced or performed 

with what can be achieved with the same consumption of 

resources (money, time, labour, etc.). 
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4.1 Industrial Education, 

Illiteracy    

The ability to read and 

write. 

We shall be using this session to introduce you to the main topic of 

this course, industrial education. Before going much further in the 

course, it is pertinent that we familiarize ourselves with what 

industrial education, 

has been part of man from his beginning. 

learning was introduced late to the developing countries

 

Tip 

Literacy, as used here,
 

As a result of the illiteracy of the inhabitants of the developing 

countries for a very long time, there were no written records to 

indicate how knowledge and skills were transferred from hand to 

hand and from generation to generation. There 

evidence,

passed from generation to generation. 

 
    Note 

For instance,

particularly amongst the Binis, the Nupes, the Efiks, the Yorubas and so

on are examples of the knowledge and skills of the people acquired 

many years before western literacy.

Craftsmen  

A worker skilled in a 

particular craft. 

Before the Colonial period, there were good and competent 

craftsmen

knowledge and skills were transferred from generation to 

generation. This ability to transfer knowledge and skill is training 

and because our traditional crafts were the only industry we had 

then, we ca

been with us right from our inception. However, our method of 

training then was primitive and crude (through the apprenticeship 

system), nobody can safely say that we were not involved in 

training for

 

Discussion 

Activity 

This above statement states with a 

era, people were educated. Do you believe this to be true?

Discussion

As you now know, education is the process of 

or the acquisition of knowledge, skills, values, beliefs, and habits. 

Invariably, these people have a way of acquiring knowledge, skills, 

Industrial Education, Training and Development 

4.1 Industrial Education, Training, and Learning

We shall be using this session to introduce you to the main topic of 

this course, industrial education. Before going much further in the 

course, it is pertinent that we familiarize ourselves with what 

industrial education, training, and learning really 

has been part of man from his beginning. Literacy

learning was introduced late to the developing countries

Literacy, as used here, is the western type of literacy.

As a result of the illiteracy of the inhabitants of the developing 

countries for a very long time, there were no written records to 

indicate how knowledge and skills were transferred from hand to 

hand and from generation to generation. There 

evidence, however, to indicate that skills and knowledge were 

passed from generation to generation.  

For instance, the various artworks found in many parts of the country, 

particularly amongst the Binis, the Nupes, the Efiks, the Yorubas and so

on are examples of the knowledge and skills of the people acquired 

many years before western literacy. 

Before the Colonial period, there were good and competent 

craftsmen involved in one form of craft or the other and their 

knowledge and skills were transferred from generation to 

generation. This ability to transfer knowledge and skill is training 

and because our traditional crafts were the only industry we had 

then, we can safely say that industrial education and training had 

been with us right from our inception. However, our method of 

training then was primitive and crude (through the apprenticeship 

system), nobody can safely say that we were not involved in 

training for industry before the British era. C  

This above statement states with a precision that before the colonial 

era, people were educated. Do you believe this to be true?

Discussion 

As you now know, education is the process of facilitating learning, 

or the acquisition of knowledge, skills, values, beliefs, and habits. 

Invariably, these people have a way of acquiring knowledge, skills, 

 

 

and Learning 

We shall be using this session to introduce you to the main topic of 

this course, industrial education. Before going much further in the 

course, it is pertinent that we familiarize ourselves with what 

and learning really mean. Learning 

Literacy, an aspect of 

learning was introduced late to the developing countries. 

type of literacy. 

As a result of the illiteracy of the inhabitants of the developing 

countries for a very long time, there were no written records to 

indicate how knowledge and skills were transferred from hand to 

hand and from generation to generation. There was sufficient 

however, to indicate that skills and knowledge were 

found in many parts of the country, 

particularly amongst the Binis, the Nupes, the Efiks, the Yorubas and so 

on are examples of the knowledge and skills of the people acquired 

Before the Colonial period, there were good and competent 

involved in one form of craft or the other and their 

knowledge and skills were transferred from generation to 

generation. This ability to transfer knowledge and skill is training 

and because our traditional crafts were the only industry we had 

n safely say that industrial education and training had 

been with us right from our inception. However, our method of 

training then was primitive and crude (through the apprenticeship 

system), nobody can safely say that we were not involved in 

that before the colonial 

era, people were educated. Do you believe this to be true? 

facilitating learning, 

or the acquisition of knowledge, skills, values, beliefs, and habits. 

Invariably, these people have a way of acquiring knowledge, skills, 



 

 

 

 
 

values, beliefs and habits. Some of these can be seen in their works 

of arts, value judgment, h

4.1.1 Apprenticeship

Apprenticeship system  

One bound by legal 

agreement to work for 

another for a specific 

amount of time in return 

for instruction in a trade, 

art, or business.  

This is a traditional method of training craftsmen. In Nigeria before 

the Colonial era, the principal form of going into any occupation or 

profession was through the 

youth was apprenticed to a master who was expected to tea

the necessary skills. The training usually lasted as long as the 

master wishes until the apprentice was allowed to start on his own. 

While this system had long been with us, it has not died down in 

some trades in the country while it has been modifi

others to meet present day demands.

 

Discussion 

Activity 

Apprentice is a person who is learning a trade from a skilled 

employer, having agreed to work for a fixed period. Now, from 

experience, can you list some of the apprenticeship programs 

are familiar with?

Discussion

You must have mentioned mechanic, hairdressing, carpentry, and 

so on. You are very right. All these are just a few of the 

apprenticeship programs. They are all forms of education which 

were

In the European 

America, the apprentice generally lived in the home of the master 

craftsman and received no wages (until recently) but was provided 

shelter and food and clothing. In Nigeria, almost the same situation 

was prevalent,

any pay, the apprentice was also expected to help his master on his 

farm and do other duties for his family outside the crafts he was 

learning. He was also expected to pay his master a fixed sum of 

mone

 
    Note 

It should be noted that an apprentice is not entitled to a 

The duration of training varied from trade to trade. While some 

trades could be learnt within three years, other may last up to ten or 

more years. In some trades, even after graduation, the apprentice is 

still subject to his master. An example is the art o

the apprentice is expected to see his master as a superior who must 

always be accorded respect. The apprentice learns on the job by 
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values, beliefs and habits. Some of these can be seen in their works 

of arts, value judgment, habits and ways of lives.

4.1.1 Apprenticeship 

This is a traditional method of training craftsmen. In Nigeria before 

the Colonial era, the principal form of going into any occupation or 

profession was through the apprenticeship system

youth was apprenticed to a master who was expected to tea

the necessary skills. The training usually lasted as long as the 

master wishes until the apprentice was allowed to start on his own. 

While this system had long been with us, it has not died down in 

some trades in the country while it has been modifi

others to meet present day demands. 

Apprentice is a person who is learning a trade from a skilled 

employer, having agreed to work for a fixed period. Now, from 

experience, can you list some of the apprenticeship programs 

are familiar with? 

Discussion 

You must have mentioned mechanic, hairdressing, carpentry, and 

so on. You are very right. All these are just a few of the 

apprenticeship programs. They are all forms of education which 

were passed from one person to another. 

In the European countries, it was also practiced. For instance, in 

America, the apprentice generally lived in the home of the master 

craftsman and received no wages (until recently) but was provided 

shelter and food and clothing. In Nigeria, almost the same situation 

was prevalent, except that in Nigeria, in addition to not receiving 

any pay, the apprentice was also expected to help his master on his 

farm and do other duties for his family outside the crafts he was 

learning. He was also expected to pay his master a fixed sum of 

money on the day of his graduation.  

It should be noted that an apprentice is not entitled to a 

The duration of training varied from trade to trade. While some 

trades could be learnt within three years, other may last up to ten or 

more years. In some trades, even after graduation, the apprentice is 

still subject to his master. An example is the art o

the apprentice is expected to see his master as a superior who must 

always be accorded respect. The apprentice learns on the job by 
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values, beliefs and habits. Some of these can be seen in their works 

abits and ways of lives. 

This is a traditional method of training craftsmen. In Nigeria before 

the Colonial era, the principal form of going into any occupation or 

apprenticeship system; whereby a 

youth was apprenticed to a master who was expected to teach him 

the necessary skills. The training usually lasted as long as the 

master wishes until the apprentice was allowed to start on his own. 

While this system had long been with us, it has not died down in 

some trades in the country while it has been modified in some 

Apprentice is a person who is learning a trade from a skilled 

employer, having agreed to work for a fixed period. Now, from 

experience, can you list some of the apprenticeship programs you 

You must have mentioned mechanic, hairdressing, carpentry, and 

so on. You are very right. All these are just a few of the 

apprenticeship programs. They are all forms of education which 

it was also practiced. For instance, in 

America, the apprentice generally lived in the home of the master 

craftsman and received no wages (until recently) but was provided 

shelter and food and clothing. In Nigeria, almost the same situation 

except that in Nigeria, in addition to not receiving 

any pay, the apprentice was also expected to help his master on his 

farm and do other duties for his family outside the crafts he was 

learning. He was also expected to pay his master a fixed sum of 

It should be noted that an apprentice is not entitled to a salary. 

The duration of training varied from trade to trade. While some 

trades could be learnt within three years, other may last up to ten or 

more years. In some trades, even after graduation, the apprentice is 

still subject to his master. An example is the art of divination where 

the apprentice is expected to see his master as a superior who must 

always be accorded respect. The apprentice learns on the job by 
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direct instruction and could be punished for mistakes made. The 

apprenticeship system, in its traditional

alone to artisanship. It was the vehicle for instruction in law, 

healing, education, ritual and so on. It is a loosely organized system 

where the master craftsman is free to run his program as he pleased 

without considering the i

Another characteristic of the system is that there is no standard 

except what the master craftsman sets. At the completion of 

training, to the satisfaction of the master, the apprentice is set free 

after meeting all th

 ITQ

Question (fill in the Gap) apprenticeship / wage earner

Feedback

As indicated earlier, the apprenticeship system was universally 

practiced, but it has been changing its crude f

countries even before the industrial revolution. For instance, as 

early as 2100 BC. Certain provisions were instituted in the 

Babylonian code of Hammurabi to guide the practice. Even the 

later codes of Greek and the Roman statues made 

for the improvement of the system. After the industrial revolution, 

the United States, after accepting the system as a useful means of 

manpower development, recommended the need for formalizing 

the practice. For instance, United States D

identified some advantages of the system as follows: 

Industrial Education, Training and Development 

direct instruction and could be punished for mistakes made. The 

apprenticeship system, in its traditional setup, was not restricted 

alone to artisanship. It was the vehicle for instruction in law, 

healing, education, ritual and so on. It is a loosely organized system 

where the master craftsman is free to run his program as he pleased 

without considering the interest or comfort of the apprentice. 

Another characteristic of the system is that there is no standard 

except what the master craftsman sets. At the completion of 

training, to the satisfaction of the master, the apprentice is set free 

after meeting all the conditions attached to the training

ITQ 

Question (fill in the Gap) apprenticeship / wage earner

Feedback 

• Sule that works in a bank is a wage earner. A wage earner is 

someone who earns payment for his work. 

Akin that learns work at a mechanic workshop is an apprentice. 

An apprentice is a person who is learning a trade from a skilled 

employer, having agreed to work for a fixed period.

As indicated earlier, the apprenticeship system was universally 

practiced, but it has been changing its crude form in the developed 

countries even before the industrial revolution. For instance, as 

early as 2100 BC. Certain provisions were instituted in the 

Babylonian code of Hammurabi to guide the practice. Even the 

later codes of Greek and the Roman statues made 

for the improvement of the system. After the industrial revolution, 

the United States, after accepting the system as a useful means of 

manpower development, recommended the need for formalizing 

the practice. For instance, United States Department of Labour 

identified some advantages of the system as follows: 

i. Maintenance of skilled worker force  

ii. Immediate returns from training  

iii. Quality workmanship  

iv. Satisfied customers  

______________

Sule works as an 

account in a bank

______________

Akin learns work 

at a mechanic 

 

 

direct instruction and could be punished for mistakes made. The 

, was not restricted 

alone to artisanship. It was the vehicle for instruction in law, 

healing, education, ritual and so on. It is a loosely organized system 

where the master craftsman is free to run his program as he pleased 

nterest or comfort of the apprentice. 

Another characteristic of the system is that there is no standard 

except what the master craftsman sets. At the completion of 

training, to the satisfaction of the master, the apprentice is set free 

e conditions attached to the training.  

Question (fill in the Gap) apprenticeship / wage earner 

 

Sule that works in a bank is a wage earner. A wage earner is 

 

workshop is an apprentice. 

An apprentice is a person who is learning a trade from a skilled 

employer, having agreed to work for a fixed period. 

As indicated earlier, the apprenticeship system was universally 

orm in the developed 

countries even before the industrial revolution. For instance, as 

early as 2100 BC. Certain provisions were instituted in the 

Babylonian code of Hammurabi to guide the practice. Even the 

later codes of Greek and the Roman statues made certain provisions 

for the improvement of the system. After the industrial revolution, 

the United States, after accepting the system as a useful means of 

manpower development, recommended the need for formalizing 

epartment of Labour 

identified some advantages of the system as follows:  

______________

Akin learns work 

at a mechanic 

workshop



 

Study Session 4  Industrial Education, Learning and Training 

 

 

31 
 
 

v. Higher production  

vi. Lower production cost  

vii. Lower hiring cost because of reduced turnover  

viii. Increased loyalty of employees  

ix. Opportunity for youth and  

x. National Security.  

With the acceptance that the system can contribute much to 

industrial growth and stability, efforts continued to be geared 

towards its improvement all over the world. Towards this end, a lot 

of reforms have been introduced. For instance, Patterson and 

Hedges (1946) suggested the following steps among others, in 

setting up apprenticeship program:  

1. Making personnel inventory and skills inventory showing 

needs for training, positions unfilled, and skills needed.  

2. Making provision for turnover, retirement aid other loses.  

3. Drawing up and approving a policy statement on the 

practice that will apply to all types of apprentice programs.  

4. Defining the apprenticeship.  

5. Drawing up apprenticeship agreements  

6. Registering the agreement with appropriate bodies.  

7. Determining the duration of training.  

8. Setting up a standard for each trade  

9. Involving other agencies and firms  

10. Providing for related instructions  

Patterson and Hedges also suggested a lot of modification. For 

instance, in step five above they suggested a clear departure from 

the traditional system where it had been the prerogative of the 

master craftsman to lay down the conditions of training. There is 

also the length of training which they suggested should be 

determined. With this suggestion, the apprentice would be able to 

know how long he would undergo the training. Unlike under the 

traditional practice where apprentices were not remunerated, they 

recommended some sort of stipend to be paid to the apprentice-in-

training and finally they suggested the laying down of a standard to 

be achieved by the parties involved.  
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    Note 

In Nigeria, while not all

now some 

However, with all the modifications carried out, it has been discovered that 

with the ever changing technology and the introd

the world of work, the traditional apprenticeship system is ill

meeting the requirements of the 

training must be explored.

4.1.2 Beginning of Modern Training 

As pointed out above, the apprenticeship system could not cope 

with the requirements of the 

discovery that as early as the 19th Century, the 

shifted to quality training of workers to the extent that ad

countries started social legislations on the training of personnel. 

According to Steinmetz (1976). The United States mooted the ideas 

of vocational education as far back as 1745. 

With the expansion of industry, the idea of training started to be 

viewed with more seriousness. In Nigeria, there was no social 

legislation until the early 1970s when the Industrial Training Fund 

and the Centre for Management Development were established by 

law. Before then, individual firms and organisations made attempts

at training their required personnel. Industries like Lever Brothers, 

A.G. Leventis, the Nigerian Tobacco Company, the U.A.C., 

Nigerian Breweries, the Financial Institutions and so on have their 

own training schools. 

It was in support of these individual

established the ITF and the CMD. The government also came out 

with a policy on training. For instance, the Nigerian Third National 

Development Plan already mentioned this in section 52 

4 as follows: 

FOR

TRAINING

OCCUPATION

ALL

Scarcity    

The state of being scarce or 

in short supply; shortage. 

Apart from the government and industry, some private individuals 

also recognized the importance of modern training. For instance, 

Yesufu (1982) opined that the 

a result of lack of training, this

responsible for a situation where: 

A LARGE

SKILLED

PEOPLE

RESULT

LOWER
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In Nigeria, while not all the reforms suggested have been introduced, there 

now some evidence of some sort of improvement over the traditional practice. 

However, with all the modifications carried out, it has been discovered that 

with the ever changing technology and the introduction of new innovation in 

the world of work, the traditional apprenticeship system is ill

meeting the requirements of the industry. This is why other methods of 

training must be explored. 

4.1.2 Beginning of Modern Training  

As pointed out above, the apprenticeship system could not cope 

with the requirements of the industry. It was as a result of this 

discovery that as early as the 19th Century, the 

shifted to quality training of workers to the extent that ad

countries started social legislations on the training of personnel. 

According to Steinmetz (1976). The United States mooted the ideas 

of vocational education as far back as 1745.  

With the expansion of industry, the idea of training started to be 

ewed with more seriousness. In Nigeria, there was no social 

legislation until the early 1970s when the Industrial Training Fund 

and the Centre for Management Development were established by 

law. Before then, individual firms and organisations made attempts

at training their required personnel. Industries like Lever Brothers, 

A.G. Leventis, the Nigerian Tobacco Company, the U.A.C., 

Nigerian Breweries, the Financial Institutions and so on have their 

own training schools.  

It was in support of these individual moves that the government 

established the ITF and the CMD. The government also came out 

with a policy on training. For instance, the Nigerian Third National 

Development Plan already mentioned this in section 52 

4 as follows:  

FOR ALL CLASSES OF WORKERS, DIFFERENT KINDS

TRAINING COURSES AND SEMINARS RELATED TO 

OCCUPATION WILL BE ARRANGED ON A CONTINUING

ALL WORKERS MAY ATTAIN GREATER PROFICIENCY

Apart from the government and industry, some private individuals 

also recognized the importance of modern training. For instance, 

Yesufu (1982) opined that the scarcity of skilled manpower was as 

a result of lack of training, this lack, according to him, was 

responsible for a situation where:  

LARGE AMOUNT OF THE WORK WHICH SHOULD

SKILLED MANPOWER IS AT PRESENT UNDERTAKEN

PEOPLE WHO LEARNS ON THE JOB THROUGH TRIAL

RESULT IS EXTENSIVE SPOILAGE, POORER QUALITY

LOWER PRODUCTIVITY.  

 

 

the reforms suggested have been introduced, there is 

of some sort of improvement over the traditional practice. 

However, with all the modifications carried out, it has been discovered that 

uction of new innovation in 

the world of work, the traditional apprenticeship system is ill-adapted in 

. This is why other methods of 

As pointed out above, the apprenticeship system could not cope 

. It was as a result of this 

discovery that as early as the 19th Century, the emphasis had been 

shifted to quality training of workers to the extent that advanced 

countries started social legislations on the training of personnel. 

According to Steinmetz (1976). The United States mooted the ideas 

With the expansion of industry, the idea of training started to be 

ewed with more seriousness. In Nigeria, there was no social 

legislation until the early 1970s when the Industrial Training Fund 

and the Centre for Management Development were established by 

law. Before then, individual firms and organisations made attempts 

at training their required personnel. Industries like Lever Brothers, 

A.G. Leventis, the Nigerian Tobacco Company, the U.A.C., 

Nigerian Breweries, the Financial Institutions and so on have their 

moves that the government 

established the ITF and the CMD. The government also came out 

with a policy on training. For instance, the Nigerian Third National 

Development Plan already mentioned this in section 52 subsection 

KINDS OF IN-SERVICE 

 THEIR PARTICULAR 

CONTINUING BASIS SO THAT 

PROFICIENCY IN THEIR WORK  

Apart from the government and industry, some private individuals 

also recognized the importance of modern training. For instance, 

of skilled manpower was as 

lack, according to him, was 

SHOULD BE PERFORMED BY 

UNDERTAKEN BY UNSKILLED 

TRIAL AND ERRORS. THE 

QUALITY OUTPUT, AND 



 

 

 

 
 

4.1.3 Pu

Effectiveness    

The capability of producing 

the desired result.  

 

 

Efficiency  

Signifies a level of 

performance that describes 

a process that uses the 

lowest amount of inputs to 

create the greatest amount 

of outputs. 

A relevant question you should ask at this stage is: What is the 

purpose of the so much talked about training? I will now try to 

explain some of these purposes. From our discussions so far, we 

can conclude that industrial education and training is principa

concerned with the acquisition and the development of those 

knowledge, skills, attitudes, experiences and techniques which 

enable

to group or team effort. The two key words are 

efficiency

modern training. 

Based on the above premise, the purpose of industrial training 

would then include the improvement of the present or future 

competence of the individual with a view to improvin

competence of the team in the 

organisational performance. 

organisation is, it is subject to failure if those that make up the 

organisation lack the required skills and techniques to meet the set 

objectives of the organisation

  
    Note 

Training has some effects on both the organisation and the trained staff. On 

the part of the employee, his earning power is better enhanced and he has 

better career prospects when compared with the ill

trained and semi

there is a satisfied 

goods.

Industrial education and training 

organisation. For instance, any organisation that fails 

with time is doomed. There are presently constant changes in 

technology and with the rapidity of such changes, any organisation 

that fails to be prepared through training may find things difficult. 

The techniques of two decades ago may be obsolet

able to cope, there is a 

The above points were considered by Smith when he opined that: 

THE

IT IS

16 

INDEED

OR THREE

HAVE

This view was also held by Seymour, according to him: 

IN FUTURE

WILL
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4.1.3 Purpose of Industrial Training  

A relevant question you should ask at this stage is: What is the 

purpose of the so much talked about training? I will now try to 

explain some of these purposes. From our discussions so far, we 

can conclude that industrial education and training is principa

concerned with the acquisition and the development of those 

knowledge, skills, attitudes, experiences and techniques which 

enable an individual to contribute most effectively and efficiently 

to group or team effort. The two key words are 

efficiency which can only be achieved through well planned 

modern training.  

Based on the above premise, the purpose of industrial training 

would then include the improvement of the present or future 

competence of the individual with a view to improvin

competence of the team in the industry, thereby improving 

organisational performance. However, well

organisation is, it is subject to failure if those that make up the 

organisation lack the required skills and techniques to meet the set 

jectives of the organisation. 

Training has some effects on both the organisation and the trained staff. On 

the part of the employee, his earning power is better enhanced and he has 

better career prospects when compared with the ill

trained and semi-skilled or unskilled workers. On the part of the organisation, 

there is a satisfied workforce and there are better productivity and standard 

goods. 

Industrial education and training are the core of the 

organisation. For instance, any organisation that fails 

with time is doomed. There are presently constant changes in 

technology and with the rapidity of such changes, any organisation 

that fails to be prepared through training may find things difficult. 

The techniques of two decades ago may be obsolet

able to cope, there is a need for training and retraining

The above points were considered by Smith when he opined that: 

THE RATE OF TECHNOLOGICAL CHANGE HAS ACCELERATED

IS NO LONGER LIKELY THAT A WORKER CAN START

 AND REMAIN IN THE SAME TYPE OF JOB UNTIL

NDEED, IT COULD BE ARGUED THAT WE HAVE MOVED

THREE SKILLED SOCIETY WHERE IT IS THE ACCEPTED

HAVE TO CHANGE THEIR TYPES OF EMPLOYMENT. 

This view was also held by Seymour, according to him: 

FUTURE, THE TRAINING GIVEN TO A WORKER UNDER

WILL BE LARGELY OUTDATED BY THE TIME HE IS THIRTY
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A relevant question you should ask at this stage is: What is the 

purpose of the so much talked about training? I will now try to 

explain some of these purposes. From our discussions so far, we 

can conclude that industrial education and training is principally 

concerned with the acquisition and the development of those 

knowledge, skills, attitudes, experiences and techniques which 

an individual to contribute most effectively and efficiently 

to group or team effort. The two key words are effectiveness and 

which can only be achieved through well planned 

Based on the above premise, the purpose of industrial training 

would then include the improvement of the present or future 

competence of the individual with a view to improving the 

, thereby improving 

well-meaning an 

organisation is, it is subject to failure if those that make up the 

organisation lack the required skills and techniques to meet the set 

Training has some effects on both the organisation and the trained staff. On 

the part of the employee, his earning power is better enhanced and he has 

better career prospects when compared with the ill-educated and badly 

workers. On the part of the organisation, 

better productivity and standard 

the core of the success of any 

organisation. For instance, any organisation that fails to change 

with time is doomed. There are presently constant changes in 

technology and with the rapidity of such changes, any organisation 

that fails to be prepared through training may find things difficult. 

The techniques of two decades ago may be obsolete today and to be 

for training and retraining.  

The above points were considered by Smith when he opined that:  

ACCELERATED SO THAT 

START AT THE AGE OF 

UNTIL HE RETIRES. 

MOVED INTO THE TWO 

ACCEPTED PATTERN TO 

  

This view was also held by Seymour, according to him:  

UNDER TWENTY-ONE 

THIRTY-ONE.  
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The a

for any operation and the individual. Apart from the advantages to 

industry, individuals need the 

skills to advance in their jobs and enhance their mobilit

 
    Note 

Apart from the above, organisations are becoming more and more complex. 

This complex nature has been traced to the emergence of complicated 

technologies and the constant changes in management techniques. Some of 

the emerging changes are also 

survive, special preparations have to be made. 

discovered that a technique used in solving one problem may be inappropriate 

for others, and since conflicts would remain with the 

approa

retraining. 

Study Session Summary

 
Summary 

In this Study Session, you discussed the relationship between 

industrial education, 

explaining apprenticeship and how it has been a medium of 

transferring knowledge from one person to the other. Also, you 

traced the beginning of modern training system. Lastly, you 

concluded the session by examining the purpos

training.
 

Assessment 

 
Assessment 

SAQ 4.1 (tests Learning Outcome 4.1)

Apprenticeship is believed to have the capacity to contribute to 

industrial growth and stability. According to Petterson and Hedges 

(1946), what are the steps to be 

apprenticeship program?
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The above views support our conclusion that training is necessary 

for any operation and the individual. Apart from the advantages to 

industry, individuals need the training to acquire better and relevant 

skills to advance in their jobs and enhance their mobilit

Apart from the above, organisations are becoming more and more complex. 

This complex nature has been traced to the emergence of complicated 

technologies and the constant changes in management techniques. Some of 

the emerging changes are also posing new learning tasks for industry. To 

survive, special preparations have to be made. Furthermore,

discovered that a technique used in solving one problem may be inappropriate 

for others, and since conflicts would remain with the 

approaches must be learnt and this can only be done through training and 

retraining.  

Study Session Summary 
In this Study Session, you discussed the relationship between 

industrial education, training, and learning. You started by 

explaining apprenticeship and how it has been a medium of 

transferring knowledge from one person to the other. Also, you 

traced the beginning of modern training system. Lastly, you 

concluded the session by examining the purpos

training. 

SAQ 4.1 (tests Learning Outcome 4.1) 

Apprenticeship is believed to have the capacity to contribute to 

industrial growth and stability. According to Petterson and Hedges 

(1946), what are the steps to be taken when setting up an 

apprenticeship program? 
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Steinmetz, C.S. 1976 “History of training” in Craig, R.L. 
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Yoder, Dale et al. Handbook of Personnel Management and Labour 

Relations. New York McGraw Hill. 
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to acquire better and relevant 

skills to advance in their jobs and enhance their mobility.  

Apart from the above, organisations are becoming more and more complex. 

This complex nature has been traced to the emergence of complicated 

technologies and the constant changes in management techniques. Some of 
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Furthermore, it has been 

discovered that a technique used in solving one problem may be inappropriate 

for others, and since conflicts would remain with the organisation, new 
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In this Study Session, you discussed the relationship between 

and learning. You started by 

explaining apprenticeship and how it has been a medium of 

transferring knowledge from one person to the other. Also, you 
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Study Session 5

Training Needs and Objective 

Introduction 
In this study session, you will be training needs and objectives. 

You will begin by explaining what the needs and objectives of 

planning are. You will continue by describing the approaches in the 

determination

highlighting the different stages in needs determination. 

Learning Outcomes 

 

Outcomes 

When you have studied this session, you should be able to:

5.1 highlight needs and objectives of training

5.2 discuss the 

Terminology 

Training 

Establishment

Organizational 

Evaluation 
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Study Session 5 

Training Needs and Objective 

In this study session, you will be training needs and objectives. 

You will begin by explaining what the needs and objectives of 

planning are. You will continue by describing the approaches in the 

determination of training needs. From here, you move on to 

highlighting the different stages in needs determination. 

 

When you have studied this session, you should be able to:

5.1 highlight needs and objectives of training 

5.2 discuss the stages in needs determination 

Training  A process by which someone is taught the skills that are 

needed for an art, profession, or job.

Establishment A factory or an assembly plant or retail store or warehouse 

etc. where business is conducted, goods are made or 

stored or processed or where services are rendered.

Organizational  A systematic assessment of methods and policies of an 

organization's management in the administration and the 

use of resources, tactical and strategic plannin

employee and organizational improvement.

Evaluation  The collection of, analysis and interpretation of 

information about any aspect of a programme of 

education or training as part of a recognised process of 

judging its effectiveness, its efficiency

outcomes it may have. 
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Training Needs and Objective  

In this study session, you will be training needs and objectives. 

You will begin by explaining what the needs and objectives of 

planning are. You will continue by describing the approaches in the 

of training needs. From here, you move on to 

highlighting the different stages in needs determination.  

When you have studied this session, you should be able to: 

A process by which someone is taught the skills that are 

needed for an art, profession, or job. 

A factory or an assembly plant or retail store or warehouse 

conducted, goods are made or 

stored or processed or where services are rendered. 

A systematic assessment of methods and policies of an 

organization's management in the administration and the 

use of resources, tactical and strategic planning, and 

employee and organizational improvement. 

The collection of, analysis and interpretation of 

information about any aspect of a programme of 

education or training as part of a recognised process of 

judging its effectiveness, its efficiency and any other 
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5.1 What are the Needs and Objectives of Training?

Training   

The action of teaching a 

person or animal a 

particular skill or type of 

behaviour. 

Let us now examine the background to training needs and 

objectives. 

discussions is an important manpower function. It is regarded as an 

action of teaching a person a particular skill or type of behaviour. 

Due to the key function of training, it must be carefully planned to 

achie

 

Tip 

Where there are no objectives to be met, training is useless.
 

Sometimes, a training officer may decide to embark on a training 

program because he sees others doing so. A training program 

started on this premise may fail. The need for a particular program 

must be present as it is wrong to undertake a training program 

mere fad. Training, which should be a continuous process, is 

necessary to accommodate changing technologies and techniques.  

As organisations are dynamic, so also do we have changes in skills, 

jobs business volume, methods of operation, methods of pro

and administration. To accommodate these .changes, we need to be 

trained. Apart from these changes, there could be changes in the 

individual employees which may require understanding and or 

modification. 

 

Discussion 

Activity 

Let us consider Seun,

a bank since 1999. Of a truth, if you check her profile, she has a 

good

environment which 

Communication Technology, she might not be relevant again. 

Albeit, for her to keep up with her job, she will need to undergo 

some training in ICT and Customer service training. Why do you 

think this training is necessary for 

Discussion

You would have talked about the different social media that we 

have 

customer services to the social media platforms. For anyone who is 

not grounded in ICT may not be able to make much i

the need for Seun to undergo training courses.

With the above in 

accommodate any of the above changes, a need must be identified. 

The need may be to tackle a present problem or prepare to meet a 

future one
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5.1 What are the Needs and Objectives of Training?

Let us now examine the background to training needs and 

objectives. Training, as could be seen from our previous 

discussions is an important manpower function. It is regarded as an 

action of teaching a person a particular skill or type of behaviour. 

Due to the key function of training, it must be carefully planned to 

achieve set objectives.  

Where there are no objectives to be met, training is useless.

Sometimes, a training officer may decide to embark on a training 

program because he sees others doing so. A training program 

started on this premise may fail. The need for a particular program 

must be present as it is wrong to undertake a training program 

mere fad. Training, which should be a continuous process, is 

necessary to accommodate changing technologies and techniques.  

As organisations are dynamic, so also do we have changes in skills, 

jobs business volume, methods of operation, methods of pro

and administration. To accommodate these .changes, we need to be 

trained. Apart from these changes, there could be changes in the 

individual employees which may require understanding and or 

modification.  

Let us consider Seun, who has been a customer service personnel in 

a bank since 1999. Of a truth, if you check her profile, she has a 

good experience. However, due to the dynamic changes in the 

environment which have brought about Information and 

Communication Technology, she might not be relevant again. 

Albeit, for her to keep up with her job, she will need to undergo 

some training in ICT and Customer service training. Why do you 

think this training is necessary for Seun? 

Discussion 

You would have talked about the different social media that we 

have around. Of course, so many companies have taken their 

customer services to the social media platforms. For anyone who is 

not grounded in ICT may not be able to make much i

the need for Seun to undergo training courses. 

With the above in mind, therefore, before a program is designed to 

accommodate any of the above changes, a need must be identified. 

The need may be to tackle a present problem or prepare to meet a 

future one.  
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mere fad. Training, which should be a continuous process, is 

necessary to accommodate changing technologies and techniques.  
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individual employees which may require understanding and or 
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Albeit, for her to keep up with her job, she will need to undergo 

some training in ICT and Customer service training. Why do you 

You would have talked about the different social media that we 

. Of course, so many companies have taken their 

customer services to the social media platforms. For anyone who is 

not grounded in ICT may not be able to make much impact. Hence, 

therefore, before a program is designed to 

accommodate any of the above changes, a need must be identified. 

The need may be to tackle a present problem or prepare to meet a 



 

 

 

 
 

 
    Note 

Any training program should be a response to an identified

generally seen as the best device for solving identified organisational 

problems, therefore a training program is not just a reaction to a problem but 

a preventive measure to possible ones. 

5.1.1 Training Need 

Let us now take a look 

James Morrison sees a training need

‘EXISTING

DESIRED

ORGANISATION

CHANGE

CAN

Dale Yoder and others see training needs as representing:

‘SPECIFIC

TRAINING

Establishment 

A location where business 

is conducted, goods are 

made or stored or 

processed or where 

services are rendered. 

The above two definitions show that there will be no need for an

type of training in situations where the machines are too old to 

meet production capacity or where the organisation or 

establishment could not provide sufficient fund for effective 

running of the 

when the e

machinery that would require special skills as against the already 

acquired skills. Dale Yoder and others are of the opinion that 

‘training techniques should be used only when they are the 

appropriate tool

may be seen as follow:

JOB

TRAINING

It is not easy to determine training needs as task which can be 

achieved after answering certain 

These questions become very vital when we remember that a need 

is a gap between requirement and present ability which we need to 

improve to meet the requirement. A need could be as a result of 

some deficiency or weakness on the part of an employee or 

Study Session 5  Training

Any training program should be a response to an identified

generally seen as the best device for solving identified organisational 

problems, therefore a training program is not just a reaction to a problem but 

a preventive measure to possible ones.  

5.1.1 Training Need  

Let us now take a look at what we mean by ‘training needs’:

James Morrison sees a training need as: 

EXISTING ANY TIME AN ACTUAL CONDITION DIFFERS

DESIRED CONDITION IN THE HUMAN, OR ‘PEOPLE

ORGANISATION PERFORMANCE OR, MORE SPECIFICALLY

CHANGE IN PRESENT HUMAN KNOWLEDGE, SKILLS

CAN BRING ABOUT THE DESIRED PERFORMANCE’, 

Dale Yoder and others see training needs as representing:

SPECIFIC EMPLOYMENT PROBLEMS WHICH CAN

TRAINING’.  

The above two definitions show that there will be no need for an

type of training in situations where the machines are too old to 

meet production capacity or where the organisation or 

establishment could not provide sufficient fund for effective 

running of the establishment. Training may, however,

when the employees are being introduced to a newly installed 

machinery that would require special skills as against the already 

acquired skills. Dale Yoder and others are of the opinion that 

‘training techniques should be used only when they are the 

appropriate tools to fit the need’. According to them training need 

may be seen as follow: 

OB REQUIREMENTS MINUS EMPLOYEE’S PRESENT

TRAINING NEED.  

It is not easy to determine training needs as task which can be 

achieved after answering certain fundamental questions like:

i. whose need is relevant or whose need should be 

determined: the learner, or the organisation or the 

industry?  

ii. who is to identify or determine the need 

organisation, or the learner himself or somebody else? 

These questions become very vital when we remember that a need 

is a gap between requirement and present ability which we need to 

improve to meet the requirement. A need could be as a result of 

some deficiency or weakness on the part of an employee or 
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Any training program should be a response to an identified need. Training is 

generally seen as the best device for solving identified organisational 

problems, therefore a training program is not just a reaction to a problem but 

at what we mean by ‘training needs’: 

DIFFERS FROM THE 

PEOPLE’ ASPECT OF 

SPECIFICALLY, WHEN A 

SKILLS OR ATTITUDES 

 

Dale Yoder and others see training needs as representing: 

CAN BE OVERCOME BY 

The above two definitions show that there will be no need for any 

type of training in situations where the machines are too old to 

meet production capacity or where the organisation or 

establishment could not provide sufficient fund for effective 

may, however, be needed 

mployees are being introduced to a newly installed 

machinery that would require special skills as against the already 

acquired skills. Dale Yoder and others are of the opinion that 

‘training techniques should be used only when they are the 

s to fit the need’. According to them training need 

PRESENT JOB SKILLS EQUAL 

It is not easy to determine training needs as task which can be 

fundamental questions like: 

whose need is relevant or whose need should be 

determined: the learner, or the organisation or the 

who is to identify or determine the need - the 

organisation, or the learner himself or somebody else?  

These questions become very vital when we remember that a need 

is a gap between requirement and present ability which we need to 

improve to meet the requirement. A need could be as a result of 

some deficiency or weakness on the part of an employee or 
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poten

himself or by others in or outside the establishment. 

Figure 5.1 Training needs

5.1.2 Determination of Training need 

Training is not something to be embarked upon as a fad. The need 

for a t

specific problems requiring a 

be present or anticipated. We need to determine the need for any 

training program in order to shift our thinking ‘about educational

need from the realm of assumption and wishful thinking to a more 

accurate understanding of the gap and of educational experiences’ 

as well as their relationship to each other. 

Before one can successfully determine training needs, certain basic 

questions 

identifying those who need training. Is it an individual or a group 

of workers? Why do they need the training? What type of training 

is required? Answers to these questions will ease the problem of 

determin

promoting training, preventive training is better that curative 

training

Figure 5.2 Questions to ask before embarking on a training 

program
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potential trainee. A need may be perceived by the potential trainee 

himself or by others in or outside the establishment. 

Figure 5.1 Training needs 

5.1.2 Determination of Training need  

Training is not something to be embarked upon as a fad. The need 

for a training program should be carefully determined in terms of 

specific problems requiring a specific solution. The problems may 

be present or anticipated. We need to determine the need for any 

training program in order to shift our thinking ‘about educational

need from the realm of assumption and wishful thinking to a more 

accurate understanding of the gap and of educational experiences’ 

as well as their relationship to each other.  

Before one can successfully determine training needs, certain basic 

questions require answers. One of such questions deals with 

identifying those who need training. Is it an individual or a group 

of workers? Why do they need the training? What type of training 

is required? Answers to these questions will ease the problem of 

determining the training need envisaged. Whatever one does in 

promoting training, preventive training is better that curative 

training.  

Figure 5.2 Questions to ask before embarking on a training 

program 
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of 
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Various approaches have been suggested in the determinatio

training need. The approach 

trainer, the circumstance and the facility available. According to 

James Morrison, there are three approaches when trying to get at 

training needs. These, according to him are the survey tech

organisational audits and Individual needs determination. 

 
    Note 

According to Morrison, the three approaches to training determination 

are;

Morrison explains the three ways as follow: 

1) Survey Technique 

  Assuming a performance problem has been identified with a 

particular group,

needed, their supervisors, the receivers

provided by the group, and their subordinates,

focus is on the group responses which, when analyzed properly, 

can lead to the preparation of training of individuals, usually in 

groups.” 

For instance,

‘No’

approach may be conducted either through: 

i. 

ii. 

iii. 

iv. 

Study Session 5  Training 

Various approaches have been suggested in the determinatio

training need. The approach chosen however depends on the 

trainer, the circumstance and the facility available. According to 

James Morrison, there are three approaches when trying to get at 

training needs. These, according to him are the survey tech

organisational audits and Individual needs determination. 

According to Morrison, the three approaches to training determination 

are; 

1. survey technique 

2. organizational audit  

3. individual needs  

Morrison explains the three ways as follow:  

1) Survey Technique  

Assuming a performance problem has been identified with a 

particular group, survey that group for whom training may be 

needed, their supervisors, the receivers of the product or services 

provided by the group, and their subordinates,

focus is on the group responses which, when analyzed properly, 

can lead to the preparation of training of individuals, usually in 

groups.”  

For instance, the Survey Techniques which range from ‘yes’ or 

‘No’ response to other sophisticated methods requiring multidisciplinary 

approach may be conducted either through:  

 Educational — Needs Survey which is intended to measure the 

educational needs of potential trainees. This method is useful 

for reviewing, determining the scope and utilization of the 

survey, conducting personal interviews, constructing and 

administering the questionnaire, analyzing and developing the 

training objectives.  

 Employee Attitude Survey which could be used to uncover 

training needs: Here, the intention of the exercises is to obtain 

employees reactions to supervisory and managerial staff. 

 Consumer Survey which is intended for finding out the 

of consumers and customers to the goods and services of the 

establishment. Responses of customers are expected to indicate 

areas of training needs or the need for closer supervision and 

management where there is a defect.  

 The Delphi Techniques which is a method of systematic 

‘soliciting, collecting, evaluating and tabulating expert 

opinions’ to help in long- range forecasting. The Delphi 

technique is a useful method of forecasting future training 

needs because it involves a combination of experience, 

judgement, and spontaneous perception.  
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Various approaches have been suggested in the determination of a 

however depends on the 

trainer, the circumstance and the facility available. According to 

James Morrison, there are three approaches when trying to get at 

training needs. These, according to him are the survey techniques, 

organisational audits and Individual needs determination.  

According to Morrison, the three approaches to training determination 

Assuming a performance problem has been identified with a 

that group for whom training may be 

of the product or services 

provided by the group, and their subordinates, if any. Here the 

focus is on the group responses which, when analyzed properly, 

can lead to the preparation of training of individuals, usually in 

the Survey Techniques which range from ‘yes’ or 

response to other sophisticated methods requiring multidisciplinary 

Needs Survey which is intended to measure the 

educational needs of potential trainees. This method is useful 

ining the scope and utilization of the 

survey, conducting personal interviews, constructing and 

administering the questionnaire, analyzing and developing the 

Employee Attitude Survey which could be used to uncover 

, the intention of the exercises is to obtain 

employees reactions to supervisory and managerial staff.  

Consumer Survey which is intended for finding out the reaction 

of consumers and customers to the goods and services of the 

ustomers are expected to indicate 

areas of training needs or the need for closer supervision and 

The Delphi Techniques which is a method of systematic 

‘soliciting, collecting, evaluating and tabulating expert 

range forecasting. The Delphi 

technique is a useful method of forecasting future training 

needs because it involves a combination of experience, 
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v. 

 
    Note 

The major focus of survey technique is on the group responses which, when 

analyzed properly, can lead to the preparation of training of individuals, 

usually in groups.” 

2) Organizational Audits 

  Conduct 

personnel, and other operational data from records and reports to 

uncover problem areas susceptible to correction through training 

and/or development. A full functional audit of an area may need to 

be conducted to get a thoro

focus is on ‘results’ of activities and you work backward to the 

causes to identify training needs’. 
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 Problem Survey which is directed toward the potential 

The method is problem-centered and leads to practical and 

specifically targeted program planning. 

The major focus of survey technique is on the group responses which, when 

analyzed properly, can lead to the preparation of training of individuals, 

usually in groups.”  

2) Organizational Audits  

Conduct organisational audits that review production, financial, 

personnel, and other operational data from records and reports to 

uncover problem areas susceptible to correction through training 

and/or development. A full functional audit of an area may need to 

be conducted to get a thorough analysis of the situation. Here the 

focus is on ‘results’ of activities and you work backward to the 

causes to identify training needs’.  

i. This approach deals with activities, inputs, outputs, costs or 

efficiency and effectiveness of an organisation. In

method of needs determination, records and reports are 

examined and verified while systems and procedures are 

evaluated with a view to exposing deficiencies and 

discovering potentials for improvement. Audits may take on 

or all of the following forms:  

1. Efficiency and Production Records where many 

operating figures are audited to determine ‘trends and 

variations’ from time to time, section to section or 

department to department. Morrison lists some of the 

common ratios or indexes that could be effectively used in 

this exercise and this include.  

a. Return on investment (or return on invested assets) 

b. Actual hours (...) compared with standard 

c. Piecework earnings or points  

d. Overhead cost ratios (burden)  

e. Labour costs and variances  

f. Quality records  

g. Reject and scrap rates or costs  

h. Output per worker-hour  

i. Ratio of salary costs to sales (or units produced) 

j. Units of sales per salesperson.  

ii. Personnel Records, here personnel statistics are examined to 

determine whether there is a need for one form of training 

or the other. Items to be examined would include personnel 

turnover, absence rate, accident statistics and occurrence of 

grievances.  

iii. Functional Audits which is aimed at reviewing the 

effectiveness of the functional units of the esta
 

 

Problem Survey which is directed toward the potential trainees. 

centered and leads to practical and 

The major focus of survey technique is on the group responses which, when 

analyzed properly, can lead to the preparation of training of individuals, 

review production, financial, 

personnel, and other operational data from records and reports to 

uncover problem areas susceptible to correction through training 

and/or development. A full functional audit of an area may need to 

ugh analysis of the situation. Here the 
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with activities, inputs, outputs, costs or 

efficiency and effectiveness of an organisation. In this 

method of needs determination, records and reports are 

examined and verified while systems and procedures are 

evaluated with a view to exposing deficiencies and 

discovering potentials for improvement. Audits may take on 

Efficiency and Production Records where many varieties of 

operating figures are audited to determine ‘trends and 

variations’ from time to time, section to section or 

department to department. Morrison lists some of the 

be effectively used in 

Return on investment (or return on invested assets)  

Actual hours (...) compared with standard  

Ratio of salary costs to sales (or units produced)  

Personnel Records, here personnel statistics are examined to 

r one form of training 

or the other. Items to be examined would include personnel 

turnover, absence rate, accident statistics and occurrence of 

Functional Audits which is aimed at reviewing the 

effectiveness of the functional units of the establishment. 



 

 

 

 
 

Manpower Planning Data: This deals with the collection and 

analysis of data of instant usefulness to train

managers. Morrison identifies two types of data which are 

important in this regard. The first is the Management Replacement 

Organisation Charts which are prepared yearly to ‘give a quick, 

overall indication of the managerial team’. The 

Annual Personnel Inventory which records present performance, 

future potential; promotions or transfers in the near future and the 

kind of developmental activities needed by the individuals.

 
    Note 

In organization audit, you conduct 

financial, personnel, and other operational data from records and reports 

to uncover problem areas.

3) Individual Needs Determination 

‘Assess an individual’s achievement levels, 

behaviours, skills and

development and training specifically for that individual. Similar 

techniques may be used with groups of individuals, but the focus is on the 

individual, and the outcome should include individual development 

plans’. 
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This may also include an examination of how the 

management development function is being administered. 

Questions that may be asked when carrying out functional 

audit will include what has been achieved in organisational 

objectives and what has been accomplished in the past 

towards organisational objective.  

iv. Skills Inventory which makes it possible for an organisation 

to utilize the skills and abilities of the workforce

the training department in identifying deficiencies which 

can be corrected through training. Skills inventory involves 

the compilation of technical skills and knowledge

managerial experience and abilities.  

Manpower Planning Data: This deals with the collection and 

analysis of data of instant usefulness to training and development 

managers. Morrison identifies two types of data which are 

important in this regard. The first is the Management Replacement 

Organisation Charts which are prepared yearly to ‘give a quick, 

overall indication of the managerial team’. The 

Annual Personnel Inventory which records present performance, 

future potential; promotions or transfers in the near future and the 

kind of developmental activities needed by the individuals.

In organization audit, you conduct audits that review production, 

financial, personnel, and other operational data from records and reports 

to uncover problem areas. 

3) Individual Needs Determination  

‘Assess an individual’s achievement levels, knowledge

behaviours, skills and performance: prepare needs analysis; 

development and training specifically for that individual. Similar 

techniques may be used with groups of individuals, but the focus is on the 

individual, and the outcome should include individual development 

lans’.  
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This may also include an examination of how the 

management development function is being administered. 

Questions that may be asked when carrying out functional 

audit will include what has been achieved in organisational 

een accomplished in the past 

Skills Inventory which makes it possible for an organisation 

workforce and guide 

the training department in identifying deficiencies which 

rected through training. Skills inventory involves 

knowledge as well as 

Manpower Planning Data: This deals with the collection and 

ing and development 

managers. Morrison identifies two types of data which are 

important in this regard. The first is the Management Replacement 

Organisation Charts which are prepared yearly to ‘give a quick, 

overall indication of the managerial team’. The second is the 

Annual Personnel Inventory which records present performance, 

future potential; promotions or transfers in the near future and the 

kind of developmental activities needed by the individuals. 

audits that review production, 

financial, personnel, and other operational data from records and reports 

knowledge, potentials, 

performance: prepare needs analysis; and plan 

development and training specifically for that individual. Similar 

techniques may be used with groups of individuals, but the focus is on the 

individual, and the outcome should include individual development 
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Figure 5.3 Approaches to Training Needs Determination  

 

This aims at the design of a developmental plan or activity for a 

specific individual and may take the form of:  

i. Interview, where questions will be asked as regards 

problems encountered on the job, desired 

improvements, the most interesting and most boring 

aspects of the job, accomplishments on the job, relations 

with co-workers, supervisors, and subordinates, outside 

interests, personal and career goals and felt needs for 

acquiring additional knowledge and skills. The 

interview is best carried out at three levels to obtain an 

objective answer. The individual for whom the training 

program is being designed has to be interviewed so also 

is his or her supervisor and his or her subordinates or 

possibly the consumer of the products where sales are 

involved. 

ii. Training-Needs Questionnaire, which aims at 

developing a list of skills required for effective 

functioning. Here the individual is required to check 

those skills in which he or she needs training.  

iii. Needs-Analysis Rating method: This is usually based on 

a concept of functions and responsibilities of a 

particular position and can best be accomplished jointly 

by the individual and another person, preferably his 

immediate supervisor. A personal counsellor could also 

be used instead of the supervisor or better still, the 

individual with the supervisor and a counsellor.  

 

Approaches to 
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Needs 

Determination

Organizational 

Audit
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Individual 

Needs 
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    Note 

Other methods that 

Other means

include personal observation where the observer talks to the 

workers, supervisors, field personnel, and customers. We can also 

make use of the Training Advisory Committee which when set up 

by the organisation 

members of various interest groups in the organisation. Another 

means is what is usually referred to as “requests from “brass” 

this is when top management request for a program of training for 

a particular reas

positive or negative effect if there is no clear

 

Study Session 5  Training Needs and Objective

Other methods that can be used in determining training needs are:

- Job analysis involves the use of detailed job psychograph 

with a view to establishing written standard of performance 

for each job. A comparison of individual performance with 

the written standard is then made to discover if there is a 

need for training.  

- Psychological tests are employed when determining 

whether prospective trainees have sufficient interests, 

aptitudes and the expected personality traits that would 

make them benefit from a projected training pr

Psychological tests are means of determining whether the 

trainees have the abilities to benefit from a training 

program, thus preventing the organisation from wasting 

training on a trainee who would not be able to cope. The 

tests can also help the organisation in selecting those who 

are actually deficient instead of training those who already 

possess the requisite skills.  

- Morale surveys come in useful when an organisation 

embarks on diagnosing training needs. They could be used 

to measure effects of training programs when given ‘before 

and after.’  

- Activity analysis may be used when studying the motions 

of machine operators with a view to correcting improper 

motions of individual operators. Activity analyses are 

advantageous in that they reduce learn

operators, improve the performance of regular operators 

and reduce waste for operators already on the job. 

analytical method is synonymous with activity analysis. 

- Group therapy ‘holds that group members are 

psychologically and socially incomplete’ and become 

adjusted through interaction with others. The group leader 

is said to help members realize and face up to their 

problems and needs. Group therapy uses subjective 

techniques to determine the training needs of the group. 

Other means of determining training needs to be mentioned 

include personal observation where the observer talks to the 

workers, supervisors, field personnel, and customers. We can also 

make use of the Training Advisory Committee which when set up 

by the organisation should comprise representatives and typical 

members of various interest groups in the organisation. Another 

means is what is usually referred to as “requests from “brass” 

this is when top management request for a program of training for 

a particular reason. This type of request may, however,

positive or negative effect if there is no clear-cut need. 
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can be used in determining training needs are: 

Job analysis involves the use of detailed job psychograph 

with a view to establishing written standard of performance 

for each job. A comparison of individual performance with 

to discover if there is a 

Psychological tests are employed when determining 

whether prospective trainees have sufficient interests, 

aptitudes and the expected personality traits that would 

make them benefit from a projected training program. 

Psychological tests are means of determining whether the 

trainees have the abilities to benefit from a training 

program, thus preventing the organisation from wasting 

who would not be able to cope. The 

rganisation in selecting those who 

are actually deficient instead of training those who already 

Morale surveys come in useful when an organisation 

embarks on diagnosing training needs. They could be used 

training programs when given ‘before 

Activity analysis may be used when studying the motions 

of machine operators with a view to correcting improper 

motions of individual operators. Activity analyses are 

advantageous in that they reduce learning time for new 

operators, improve the performance of regular operators 

and reduce waste for operators already on the job. The 

method is synonymous with activity analysis.  

Group therapy ‘holds that group members are 

y incomplete’ and become 

adjusted through interaction with others. The group leader 

is said to help members realize and face up to their 

problems and needs. Group therapy uses subjective 

techniques to determine the training needs of the group.  

of determining training needs to be mentioned 

include personal observation where the observer talks to the 

workers, supervisors, field personnel, and customers. We can also 

make use of the Training Advisory Committee which when set up 

should comprise representatives and typical 

members of various interest groups in the organisation. Another 

means is what is usually referred to as “requests from “brass” — 

this is when top management request for a program of training for 

may, however, have either 

cut need.  
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 ITQ 

Question 

o What are the three approaches to determination of training 

needs? 

Feedback 

• According to Morrison, the three approaches to determination of 

training needs include: 

- Survey Technique 

- Organizational Audits 

- Individual Needs Determination 

5.2 Stages in Needs Determination  
In the determination of training needs, there are certain steps to be taken 

by the facilitator. Such steps depend on the situation, the organisation 

concerned and the people for whom the training program is organized.  

Figure 5.3 Stages in Needs Determination  



 

 

 

 
 

However, there are certain basic and common steps in any form of 

needs determination and these include: 

5.2.1 Problem Definition 

 Here 

specification of the problem

supervisors and the workers to indicate their current problems. The 

trainer can also supplement this by looking into records as regards 

performance, costs, turnover, 

done, the facilitator is able to identify the

as the target group which will simplify the task of determining the 

scope of training, a process which eases data collection. 
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However, there are certain basic and common steps in any form of 

needs determination and these include:  

5.2.1 Problem Definition  

Here the facilitator or training manager undertakes a preliminary 

specification of the problem which can be done by motivati

supervisors and the workers to indicate their current problems. The 

trainer can also supplement this by looking into records as regards 

performance, costs, turnover, projects, and accidents. Once this is 

done, the facilitator is able to identify the current problem as well 

as the target group which will simplify the task of determining the 

scope of training, a process which eases data collection. 
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However, there are certain basic and common steps in any form of 
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supervisors and the workers to indicate their current problems. The 

trainer can also supplement this by looking into records as regards 

and accidents. Once this is 

current problem as well 

as the target group which will simplify the task of determining the 

scope of training, a process which eases data collection.  
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5.2.2 Development Plan  

After the necessary facts of the problems have been identified, the 

next step is to develop a specific plan which will involve 

determining who will be trained, the content of the training 

program and how best to get the contents determined. Another 

important aspect of this stage is to determine who should do the 

training whether it should be done by an insider or an outsider, 

whether it should be jointly done. There is the question of when the 

training should be done — is it during work periods or after 

working hours and what will be the duration of the training? 

Followed by this is to determine where the training should be done 

— is it to be on-the-job or off the job? 

5.2.3 Executing the Plan  

Here the facilitator emphasizes the evidence of the need for such a 

training program using the facts and figures from the data collected 

in the first two steps. The plan and method, including the contents 

of the program and the timetable, are carefully discussed with both 

the management and the trainees. This will immediately be 

followed by the training itself. It is important to get the 

involvement of the management throughout the period of the 

training program.  

5.2.4 Evaluating the Results  

This is another step that must be taken at all levels of planning and 

execution. The trainer must have decided on how to check the 

results and what evidence should be used in doing so. Actions to 

consider at this stage would include: 

What results are expected? At what stage should the 

management be involved and how is management to know the 

results? As the training progresses, one may need to find out 

whether the training plan is followed and whether there is a 

need for changes or modification and finally whether the plan is 

meeting the set objectives of the program. From the above, one 

can conclude that the stages in needs determination are means 

of helping to determine the needs in addition to the selection of 

trainees. According to William McGehee such steps help the 

trainer to:  

i. spot production problems,”  

ii. enhance a “systematic audit of individual employees” and  

iii. “projection of potential labour force needs”.  



 

 

 

 
 

5.2.5 Appraisal of Training Needs 

The systematic determination of training needs is usually based on 

the analysis of the organisation, the job or task to be performed and 

what change of attitude is required including the performance and 

production capability expected and the weaknesses or 

spotted. There are many approaches to the required analysis of 

training needs and these include the analysis of the activity where 

each step is examined and questioned as we go on analyzing the 

various activities, analysis of equipment and too

adequacy or otherwise; analysis of the problem to identify whether 

such problems are created by circumstance or personnel; analysis 

of behaviour to detect what factors are responsible for present 

situation, such factors could either be human o

analysis of the organisation itself as to what kind of planning 

operates, whether discipline is maintained, whether there is good 

leadership and whether organisational goals and objectives are 

clear and unambiguous. 

All these will aid

particular organisation, and to get 

may have to look at some sources as not all the required 

information can be got from a single source. And what are these 

sources from where 

 
    Note 

Information sources could be through information that comes from 

complaints by customers or consumers of our goods and services, requests 

and suggestions from them. We may also collect the required information 

throu

training department. Among notable sources of information are articles 

dealing with various aspects of the 

management and training journals. Record

We have other sources, the most important of which include crisis situation. 

For instance, an organisation losing its consumers due to keen competition 

will want to find out why its products are not moving in the market. 

5.2.6 Setting Training Objectives 

Another important function of the planner is to set the training 

objectives. This will involve the planner in 

standard which will be the main goal of an envisaged training. In 

setting the goal 

.expected to learn or gain 

able to do this properly, the planner is expected to operate on needs 

analysis, to state the objectives in the behavioural task and take a 

decision on how the learner or trainee will be able to function after 

the learning experience taking into consideration under what 

conditions and at what levels the learners would function. 

The objective should, at this stage, be precise enough so that it is 

understood not only by the planner but the management and the 
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The systematic determination of training needs is usually based on 

the analysis of the organisation, the job or task to be performed and 

what change of attitude is required including the performance and 

production capability expected and the weaknesses or 

spotted. There are many approaches to the required analysis of 

training needs and these include the analysis of the activity where 

each step is examined and questioned as we go on analyzing the 

various activities, analysis of equipment and too

adequacy or otherwise; analysis of the problem to identify whether 

such problems are created by circumstance or personnel; analysis 

of behaviour to detect what factors are responsible for present 

situation, such factors could either be human or organisational; an 

analysis of the organisation itself as to what kind of planning 

operates, whether discipline is maintained, whether there is good 

leadership and whether organisational goals and objectives are 

clear and unambiguous.  

All these will aid in the determination of training needs for a 

particular organisation, and to get this information

may have to look at some sources as not all the required 

information can be got from a single source. And what are these 

sources from where we can get from information? 

Information sources could be through information that comes from 

complaints by customers or consumers of our goods and services, requests 

and suggestions from them. We may also collect the required information 

through studies and surveys undertaken by the research division of the 

training department. Among notable sources of information are articles 

dealing with various aspects of the business organisation that can be found in 

management and training journals. Records are also sources of information. 

We have other sources, the most important of which include crisis situation. 

For instance, an organisation losing its consumers due to keen competition 

will want to find out why its products are not moving in the market. 

5.2.6 Setting Training Objectives  

Another important function of the planner is to set the training 

objectives. This will involve the planner in forecasting

standard which will be the main goal of an envisaged training. In 

setting the goal the planner is concerned with what the learner is 

.expected to learn or gain from the learning experience. And to be 

able to do this properly, the planner is expected to operate on needs 

analysis, to state the objectives in the behavioural task and take a 

decision on how the learner or trainee will be able to function after 

the learning experience taking into consideration under what 

conditions and at what levels the learners would function. 

The objective should, at this stage, be precise enough so that it is 

understood not only by the planner but the management and the 
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The systematic determination of training needs is usually based on 

the analysis of the organisation, the job or task to be performed and 

what change of attitude is required including the performance and 

production capability expected and the weaknesses or capabilities 

spotted. There are many approaches to the required analysis of 

training needs and these include the analysis of the activity where 

each step is examined and questioned as we go on analyzing the 

various activities, analysis of equipment and tools for their 

adequacy or otherwise; analysis of the problem to identify whether 

such problems are created by circumstance or personnel; analysis 

of behaviour to detect what factors are responsible for present 

r organisational; an 

analysis of the organisation itself as to what kind of planning 

operates, whether discipline is maintained, whether there is good 

leadership and whether organisational goals and objectives are 

in the determination of training needs for a 

this information, the facilitator 

may have to look at some sources as not all the required 

information can be got from a single source. And what are these 

we can get from information?  
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We have other sources, the most important of which include crisis situation. 

For instance, an organisation losing its consumers due to keen competition 

will want to find out why its products are not moving in the market.  

Another important function of the planner is to set the training 

forecasting and setting a 

standard which will be the main goal of an envisaged training. In 

the planner is concerned with what the learner is 

the learning experience. And to be 

able to do this properly, the planner is expected to operate on needs 

analysis, to state the objectives in the behavioural task and take a 

decision on how the learner or trainee will be able to function after 

the learning experience taking into consideration under what 

conditions and at what levels the learners would function.  

The objective should, at this stage, be precise enough so that it is 

understood not only by the planner but the management and the 
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trainee. Such objective must be capable of being observed and 

measured continuously during the process of implementation. The 

objective thus set becomes the focus of program planning efforts in 

terms of training contents.  

5.2.7 Designing the Program  

The next duty of the planner is to design an appropriate program 

that would meet the needs identified. This also is a process of 

extending the objective and bringing it closer to the envisaged 

learning action. Program design is concerned with the contents of 

the learning experience and involves the selection of specific 

materials to be used, their structuring into appropriate learning 

sequences and the determination of the most effective and 

appropriate strategies and mode of presentation. Program design is 

a difficult task and the success or failure of any learning situation 

depends on the ability of the designer, hence the design must 

consider variables like the learners involved, their experiences, 

their educational backgrounds, their present skills and the expected 

objectives of the learning experience. In short, the learners must be 

the main focus of any design.  

 ITQ 

Question 

o At which stage of needs determination is the facilitator expected 

to undertake a preliminary specification of the problem? 

Feedback 

• At the problem definition stage, the facilitator or training 

manager undertakes a preliminary specification of the problem 

which can be done by motivating the supervisors and the 

workers to indicate their current problems. 

5.2.8 Evaluation Plan 

In any learning or teaching situations, a good plan of evaluation 

should be aimed at providing the necessary information about the 

intended activities of any endeavor aimed at finding out the success 

or failure of a particular exercise. Such a plan, when properly 

handled, allows the evaluator to intimate his client of his 

conception of the task in advance thereby giving the client an 

opportunity to assess if the intended action of the evaluation or 

trainer meets the objectives of the client or not.  

Evaluation   

The systematic assessment 

of the worth or merit of 

Evaluation at this stage of program planning is conducted in 

response to an expressed need by either an individual client or 



 

 

 

 
 

some object. management interested in the planned program. 

plan is expected to focus on what has been done, what is being 

done, and what might be done 

should focus on the past, the present and the future. The exercise 

can help in ascertaining whether training is effective in achiev

prescribed objectives: in providing a sort of feedback to both the 

trainer and the trainee; in showing the contribution of training to 

the effectiveness of the organization in highlighting the weakness 

or otherwise of a program.

 
    Note 

Evaluation 

program.

In designing the evaluation plan of a program, it is necessary to 

focus our attention on how the maximum benefits would be 

achieved. As a continuous process, an evaluation plan should

the purposes of a program, the resources available, the best and 

alternative methods to be used, the expected results and the overall 

benefits that would be useful in assessing results and the overall 

benefits to the organization. It is also importa

basis of information that would  be useful in assessing results rather 

than what is readily available; and to achieve this, a distinction 

must be drawn between the assessment of goal attainment and the 

assessment of the techniques use

of an ‘end’ assessment, the latter is a ‘means’ assessment which 

focuses on the behavioural objectives of the program while the 

‘means’ assessment focuses on the attributes of good instructional 

techniques.

In summary, th

program design in that it can be used to validate the identified 

needs. According to Taylor and Russell ‘training without validation 

is like a production department without quality control’. Evaluation 

can al

program and not just the achievement of the envisage objective, in 

other words, evaluation is a means of assessing the total value of 

the learning situation.

5.2.9 Implementation 

After the determin

designing the program and preparing a 

comes the implementation which will involve financing, provision 

of the necessary facilities and equipment, selection of the training 

personnel 

implementation relates to getting the program 
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management interested in the planned program. 

plan is expected to focus on what has been done, what is being 

done, and what might be done — that is, the  evaluation plan 

should focus on the past, the present and the future. The exercise 

can help in ascertaining whether training is effective in achiev

prescribed objectives: in providing a sort of feedback to both the 

trainer and the trainee; in showing the contribution of training to 

the effectiveness of the organization in highlighting the weakness 

or otherwise of a program. 

Evaluation is of immense value during the planning period of any training 

program. 

In designing the evaluation plan of a program, it is necessary to 

focus our attention on how the maximum benefits would be 

achieved. As a continuous process, an evaluation plan should

the purposes of a program, the resources available, the best and 

alternative methods to be used, the expected results and the overall 

benefits that would be useful in assessing results and the overall 

benefits to the organization. It is also important to evaluate on the 

basis of information that would  be useful in assessing results rather 

than what is readily available; and to achieve this, a distinction 

must be drawn between the assessment of goal attainment and the 

assessment of the techniques used because while the former is more 

of an ‘end’ assessment, the latter is a ‘means’ assessment which 

focuses on the behavioural objectives of the program while the 

‘means’ assessment focuses on the attributes of good instructional 

techniques. 

In summary, the evaluation plan is necessary at this stage of 

program design in that it can be used to validate the identified 

needs. According to Taylor and Russell ‘training without validation 

is like a production department without quality control’. Evaluation 

can also be used in measuring the overall cost and benefit of a 

program and not just the achievement of the envisage objective, in 

other words, evaluation is a means of assessing the total value of 

the learning situation. 

5.2.9 Implementation  

After the determination of training needs, setting the objectives, 

designing the program and preparing a plan of evaluation, then 

comes the implementation which will involve financing, provision 

of the necessary facilities and equipment, selection of the training 

personnel and the venue for the program. In other words, 

implementation relates to getting the program 
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management interested in the planned program. The evaluation 
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operation which will involve coordination and staff reporting 

activities coupled with some elements of public relations 

(depending on the agency org

becomes an easy task when the needs have been carefully identified 

and the program well designed with an adequate appraisal plan. 

 
    Note 

It is pertinent to restate that the most important challenge to the 

training 

appeal. This is why the focus has been on the steps discussed above 

the identification of training needs which is the first step, followed by 

setting, the training objective where the goal foll

and where the learning experiences are discussed. Here also, the 

emphasis is or what the learners are expected to achieve after the 

experience, under what conditions and to what standard. This will be 

followed by the designing of the pro

appropriate materials, methods and techniques and the organisation of 

sequential learning experience. The fourth step is to provide a plan for 

evaluation which involves finding out the extent to which the 

objectives have b

involves putting into operation the necessary machinery of executing 

the program

Study Session Summary

 

Summary 

In this Study Session, you explained what need and objectives of 

training are. You 

approaches in determining training needs. The session was 

concluded with the discussion on the different stages in needs 

determination.

 

Assessment 

 

Assessment 

SAQ 5.1 (tests Learning Outcome 5.1)

Training is not something to be embarked upon as a fad. The need 

for a training program should be carefully determined in terms of 

specific problems requiring a 

discuss the three approaches to training determination.

SAQ 5.

As a facilitator, in order for you to determine training needs, 

discuss the first four stages in needs determination?
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operation which will involve coordination and staff reporting 

activities coupled with some elements of public relations 

(depending on the agency organizing the program). Implementation 

becomes an easy task when the needs have been carefully identified 

and the program well designed with an adequate appraisal plan. 

It is pertinent to restate that the most important challenge to the 

training officer is how to develop a program which has both force and 

appeal. This is why the focus has been on the steps discussed above 

the identification of training needs which is the first step, followed by 

setting, the training objective where the goal foll

and where the learning experiences are discussed. Here also, the 

emphasis is or what the learners are expected to achieve after the 

experience, under what conditions and to what standard. This will be 

followed by the designing of the program which involves selecting the 

appropriate materials, methods and techniques and the organisation of 

sequential learning experience. The fourth step is to provide a plan for 

evaluation which involves finding out the extent to which the 

objectives have been achieved and finally the implementation which 

involves putting into operation the necessary machinery of executing 

the program. 

Study Session Summary 

In this Study Session, you explained what need and objectives of 

training are. You continued by highlighting the different 

approaches in determining training needs. The session was 

concluded with the discussion on the different stages in needs 

determination. 

SAQ 5.1 (tests Learning Outcome 5.1) 

Training is not something to be embarked upon as a fad. The need 

for a training program should be carefully determined in terms of 

specific problems requiring a specific solution. Highlight and 

discuss the three approaches to training determination.

SAQ 5.2 (tests Learning Outcome 5.2) 

As a facilitator, in order for you to determine training needs, 

discuss the first four stages in needs determination?
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Study Session 6

Scope and Types of Training in Industrial 

Introduction 
In this study session, you discussed the scope and types of training 

programs in industrial education. You highlighted the different 

grouping of types of training. This includ

programs and grouping under training programs. 

Learning Outcomes

 

Outcomes 

When you have studied this session, you should be able to:

6.1 describe training programs for industrial education

Terminology 

Orientation 

Industrial 

training 

Consumer 

society

Manpower

Business 

organization

Industrial Education, Training and Development 

Study Session 6 

Scope and Types of Training in Industrial 
Education 

In this study session, you discussed the scope and types of training 

programs in industrial education. You highlighted the different 

grouping of types of training. This includes grouping under sponsor 

programs and grouping under training programs. 

Learning Outcomes 

When you have studied this session, you should be able to:

6.1 describe training programs for industrial education

Orientation  An introductory stage in the process of new employee 

assimilation, and a part of his or her continuous 

socialization process in an organization.

Industrial 

training  

A program which aims to provide supervised practical 

training within a specified timeframe.

Consumer 

society 

A society in which the buying and selling of goods and 

services are the most important social and economic 

activity. 

Manpower Total supply of personnel available or engaged for a 

specific job or task. 

Business 

organization 

An individual or group of people that collaborate to 

achieve certain commercial goals. 

 

 

Scope and Types of Training in Industrial 

In this study session, you discussed the scope and types of training 

programs in industrial education. You highlighted the different 

es grouping under sponsor 

programs and grouping under training programs.  

When you have studied this session, you should be able to: 

6.1 describe training programs for industrial education 

introductory stage in the process of new employee 

assimilation, and a part of his or her continuous 

socialization process in an organization. 

A program which aims to provide supervised practical 

training within a specified timeframe. 

A society in which the buying and selling of goods and 

the most important social and economic 

Total supply of personnel available or engaged for a 

or group of people that collaborate to 



 

 

 

 
 

6.1 Training Programs for Industries
You must have learnt that industrial training involves many 

decisions and actions by many people before it can successfully be 

carried out. This

objectives and the varying backgrounds of the clients. Training 

cannot take place without the active involvement of management 

and employees. So also can it not take place without considering all 

areas call lea

training program includes anything 

attitudes, the values, the ideals and behaviour of employees as well 

as a change for the better. 

 
    Note 

Recall that Industrial Training

supervised practical training within a specified timeframe.

Industrial training   

Work experience that is 

relevant to professional 

development prior to 

graduation. 

Industrial training

community, the exercise is centered on the development of human 

resources. That is, all the personnel of any organisation, regardless of 

their roles and functions need some form of training to enhance th

efficiency in their various tasks. This is why industrial education 

encourages a wide range of activities by many organisations from 

relatively simple induction courses for new employees to the more 

complex and sophisticated type of executive developme

the nature and coverage of industrial education and training, it has been 

difficult to define the scope as it covers any type of training from the 

traditional system to the more modern ones. The only way out of this 

difficulty is for the sc

programs and the needs for each specific kind of program. 

 

Tip 

Industrial education encourages a wide range of activities by many 

organisations from relatively simple induction courses for new 

employees

development programs.
 

6.1.1 Types of Training

Now, let us discuss types of training. There are actually many 

differences in training programs, depending on the organisation or 

facilitator or the trainees to be involved. Types of training 

therefore,

i. 

ii. 
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6.1 Training Programs for Industries 
You must have learnt that industrial training involves many 

decisions and actions by many people before it can successfully be 

carried out. This is because of the nature of the program, its 

objectives and the varying backgrounds of the clients. Training 

cannot take place without the active involvement of management 

and employees. So also can it not take place without considering all 

areas call learning? This is why it has been opined that a good 

training program includes anything anyone may do to influence the 

attitudes, the values, the ideals and behaviour of employees as well 

as a change for the better.  

Recall that Industrial Training refers to a program which aims to provide 

supervised practical training within a specified timeframe.

Industrial training cannot be examined in isolation, in relation to the 

community, the exercise is centered on the development of human 

resources. That is, all the personnel of any organisation, regardless of 

their roles and functions need some form of training to enhance th

efficiency in their various tasks. This is why industrial education 

encourages a wide range of activities by many organisations from 

relatively simple induction courses for new employees to the more 

complex and sophisticated type of executive developme

the nature and coverage of industrial education and training, it has been 

difficult to define the scope as it covers any type of training from the 

traditional system to the more modern ones. The only way out of this 

difficulty is for the scholar to make an attempt at examining the kinds of 

programs and the needs for each specific kind of program. 

Industrial education encourages a wide range of activities by many 

organisations from relatively simple induction courses for new 

employees to the more complex and sophisticated type of executive 

development programs. 

6.1.1 Types of Training 

Now, let us discuss types of training. There are actually many 

differences in training programs, depending on the organisation or 

facilitator or the trainees to be involved. Types of training 

therefore, be defined in terms of: 

 those to be trained;  

 how they are to be trained;  
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You must have learnt that industrial training involves many 

decisions and actions by many people before it can successfully be 

is because of the nature of the program, its 

objectives and the varying backgrounds of the clients. Training 

cannot take place without the active involvement of management 

and employees. So also can it not take place without considering all 

rning? This is why it has been opined that a good 

may do to influence the 

attitudes, the values, the ideals and behaviour of employees as well 

refers to a program which aims to provide 

supervised practical training within a specified timeframe. 

cannot be examined in isolation, in relation to the 

community, the exercise is centered on the development of human 

resources. That is, all the personnel of any organisation, regardless of 

their roles and functions need some form of training to enhance their 

efficiency in their various tasks. This is why industrial education 

encourages a wide range of activities by many organisations from 

relatively simple induction courses for new employees to the more 

complex and sophisticated type of executive development programs. By 

the nature and coverage of industrial education and training, it has been 

difficult to define the scope as it covers any type of training from the 

traditional system to the more modern ones. The only way out of this 

holar to make an attempt at examining the kinds of 

programs and the needs for each specific kind of program.  

Industrial education encourages a wide range of activities by many 

organisations from relatively simple induction courses for new 

to the more complex and sophisticated type of executive 

Now, let us discuss types of training. There are actually many 

differences in training programs, depending on the organisation or 

facilitator or the trainees to be involved. Types of training may, 
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iii. 

iv. 

v. 

vi. 

Before we can embark on any training program, the points listed 

above must be well examined. We have to de

trained 

have the same backgrounds as regards education, 

skills; are they mixed or homogeneous? These and other relevant 

questions will help us in identifying who are those to be trained. 

 

-Discussion 

Activity 

Ada has been on a job for two years, but Bukola just joined the 

organization. The two of them needs to undergo training. Do you 

think it will be fair to put the two under the same tutelage?  

Discussion

Did I hear you say no? Obviously, Ada and Bukola cann

same level of experience. As such, a good planner should put this at 

the back of his mind when planning industrial training. Their 

training needs will be different.

We have to determine how they are to be trained as well as where 

they are to b

or a long training session? Is the training program taking place 

within or outside the premises of the organisation? Are they to be 

trained on

when to get them trained. Will this be during official working 

hours? Or after working hours? Will they be trained before or after 

recruitment? Will they be retained after some time and so on? Who 

is to train them? Will the trainer be a staff of the establis

somebody brought in? Finally, one has to determine the contents of 

what they are expected to learn during the training session. In our 

attempt to find answers to the above questions, we are trying to be 

specific on what type of training program is

 
    Note 

Training programs may either be specific or general and may be provided for 

new employees, present employees, employees who need to upgrade their 

skills, supervisors, and heads of departments, staff specialists, trade union 

leaders, and any other category 

Differences could also occur in the objectives of courses so also are 

the methods and principles underlying training programs. Training 

may be vocational, technical, liberal, economic or practical in 

orientation. Some of such differences occur because the 

have varying objectives and because the participant trainees are 

heterogeneous. 
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Before we can embark on any training program, the points listed 

cide the people to be 

are they new employees, are they old hands, do they 
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Ada has been on a job for two years, but Bukola just joined the 

organization. The two of them needs to undergo training. Do you 
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job? Then there is the question of 
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is to train them? Will the trainer be a staff of the establishment or 
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what they are expected to learn during the training session. In our 

attempt to find answers to the above questions, we are trying to be 

required.  
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new employees, present employees, employees who need to upgrade their 

skills, supervisors, and heads of departments, staff specialists, trade union 

of staff in the organisation.  

Differences could also occur in the objectives of courses so also are 

the methods and principles underlying training programs. Training 

may be vocational, technical, liberal, economic or practical in 

orientation. Some of such differences occur because the sponsors 

have varying objectives and because the participant trainees are 



 

 

 

 
 

Training Classified by sponsors

Colleges and University programs

Business organization   

An entity aimed at carrying 

on the commercial 

enterprise by providing 

goods or services, to meet 

needs of the customers. 

There 

programs running for just one day to those running for three or 

more years. Control over such courses is usually exercised by the 

sponsor, a practice whic

of a 

specialized with the ultimate objective of making participants 

aware of the social, economic and political trends in their 

individual areas. The programs are us

of our Universities and Polytechnics offer such programs and these 

programs have the advantage of drawing on the expertise of various 

specialists in the institutions.

 
    Note 

It may be pertinent to 

for the sponsoring organisation and deal more with principles than with 

techniques except in few cases and programs where the practical aspects 

may be emphasized.

Factory or Company Based Programs

There are als

programs, it is easier for the organisation which is the sponsoring 

agency to identify and correct the deficiencies of the products

the formal school system. Apart from such deficiencies, the number 

of those

University or Polytechnic may not be adequate to meet the ever

rising demands of organisations, and to combat such shortage, 

some companies embark on training programs for their employees 

right 

Programs of the company or factory may be at the enterprise or at 

the industry level. For instance, the Nigerian Tobacco Company, 

Cadbury (Nigeria) Limited, the Posts and Telecommunications and 

so on have their own individual training schools. In addition to 

serving these companies, other smaller companies without training 

schools of their own have been encouraged to send workers for 

training. By running such schools in the company or industry, t

is the advantage of the 

compared with programs undertaken in the formal education 

system.

 
    Note 

While undergoing training, the trainees are still working and 

productivity does not suffer unlike when trainees 

training. Thus, company or factory based training programs reduce costs 

and maintain output.
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Training Classified by sponsors 

Colleges and University programs 

There are colleges and University program among which are 

programs running for just one day to those running for three or 

more years. Control over such courses is usually exercised by the 

sponsor, a practice which may not necessarily be to the advantage 

of a business organisation. However, the programs are 

specialized with the ultimate objective of making participants 

aware of the social, economic and political trends in their 

individual areas. The programs are usually subject

of our Universities and Polytechnics offer such programs and these 

programs have the advantage of drawing on the expertise of various 

specialists in the institutions. 

It may be pertinent to add, however, that such programs are tailor

for the sponsoring organisation and deal more with principles than with 

techniques except in few cases and programs where the practical aspects 

may be emphasized. 

Factory or Company Based Programs 

There are also factory or company based programs. In these 

programs, it is easier for the organisation which is the sponsoring 

agency to identify and correct the deficiencies of the products

the formal school system. Apart from such deficiencies, the number 

of those trained through the higher institutions of learning like the 

University or Polytechnic may not be adequate to meet the ever

rising demands of organisations, and to combat such shortage, 

some companies embark on training programs for their employees 

right there in the factory or company to meet their specific needs. 

Programs of the company or factory may be at the enterprise or at 

the industry level. For instance, the Nigerian Tobacco Company, 

Cadbury (Nigeria) Limited, the Posts and Telecommunications and 

so on have their own individual training schools. In addition to 

serving these companies, other smaller companies without training 

schools of their own have been encouraged to send workers for 

training. By running such schools in the company or industry, t

is the advantage of the closeness to the real situation when 

compared with programs undertaken in the formal education 

system. 

While undergoing training, the trainees are still working and 

productivity does not suffer unlike when trainees 

training. Thus, company or factory based training programs reduce costs 

and maintain output. 
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programs, it is easier for the organisation which is the sponsoring 

agency to identify and correct the deficiencies of the products of 

the formal school system. Apart from such deficiencies, the number 
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there in the factory or company to meet their specific needs. 

Programs of the company or factory may be at the enterprise or at 

the industry level. For instance, the Nigerian Tobacco Company, 

Cadbury (Nigeria) Limited, the Posts and Telecommunications and 

so on have their own individual training schools. In addition to 

serving these companies, other smaller companies without training 

schools of their own have been encouraged to send workers for 

training. By running such schools in the company or industry, there 

to the real situation when 

compared with programs undertaken in the formal education 

While undergoing training, the trainees are still working and 

productivity does not suffer unlike when trainees are sent out for 

training. Thus, company or factory based training programs reduce costs 
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Voluntary Organization Programs 

Consumer societies   

A society in which people 

often buy new goods, 

especially goods that they 

do not need. 

There are voluntary organisations with one form of training program or 

another; among these are the Trade Unions, the Employers’ Associations, 

the Consumer Associations and Religious Organisations. For instance, the 

trade unions organize a trade union and labour education programs for 

their members so also do the Employers’ Associations. The Consumer 

societies may decide on educating their members on tastes or economic 

matters while the religious organisations run vocational schools for both 

male and female members of their bodies. In the case of the trade unions, 

there are some ideological reasons that prompted the designing and 

development of their training programs. 

Government Programs 

There are governmental or centralized agency programs some of 

which were developed as an aspect of government manpower 

policy with the purpose of providing the needed manpower in 

specific areas. In Nigeria, for instance, such centralized agencies 

include the Nigerian Police Training School, the Command 

Training School, the Industrial Training Fund, the Centre for 

Management Development, the Petroleum Training Institute, the 

National Board of Technical Education, the Administrative staff 

College of Nigeria and so on. Each of these institutions is expected 

to provide one type of specialized training or the other to meet 

specific requirements of not only the government but all other 

employers of labour in Nigeria. For instance, the Board for 

Technical Education was established to coordinate and develop 

technical education in the country outside the universities and 

polytechnics. Although the Board has no separate program, it can 

influence the programs of Nigerian polytechnics and trade centers. 

It is also expected to provide political support for vocational and 

technical education.  

Professional Bodies’ Program 

We also have programs mounted by the various professional 

‘bodies, These programs are designed and developed for the 

professional interest of various professional bodies like the 

Nigerian Institute of Management which runs various management 

programs that contribute to the advancement of its members in 

particular and the public in general. We also have the Nigerian 

Institute of Personnel Management, the Institute of Chartered 

Accountant of Nigeria, and so on. All these run one form of 

specialized training program or the other.  

Training Programs Classified by Goals and Objectives 

In addition to specifying types of education by sponsors as above, we 

may also specify types of training programs according to their goals and 

objectives as required by the sponsors.  



 

 

 

 
 

Induction or Orientation Courses 

Orientation  

The action of orienting 

someone or something 

relative to the points of a 

compass or other specified 

positions.  

Orientation

same thing. To some people, orientation or induction is also synonymous 

with indoctrination. These three terms mean the same thing. Orientation 

or induction or indoctrination, 

guided adjustment of the employee to the organisation and his work 

environment.’ To Yoder and others, it is ‘the process of guiding and 

counselling individuals’. To Allen and Silverzweig, the term ‘is nothing 

more tha

and a half

the positive norms existing in the organization as well as the 

organization’s norms and goals.’

 

Discussion 

Activity 

What is your conclusion about Orientation, 

from the three definitions above?

Discussion

From the above illustrative definitions, one may conclude that induction 

or orientation deals with the first exposure of new empl

environments, which is designed to give the new employees the needed 

information to fit them into the new system. In addition, new entrants are 

introduced to the policy of the organisation as regards training, 

promotion, discipline, safe

so on. It is a form of socialization by new entrants through which they 

meet old employees. Induction courses are usually organized and run by 

the employers

The induction must be basic and contain all the 

that would make the employee perform his task satisfactorily in the 

organisation.

 
    Note 

Cardlyn

induction course and these include ‘working hours, coffee break and meal 

times, emergency passes, schedule of pay day, medical privileges, parking 

regulations, time off with pay, insurance ben

administration program, tour of office facility, historical background and 

current description of the organisation and Counselling procedure’. 

From the standpoint of the organization, a good induction course 

should be able to reduce turnover and save time and trouble for 

supervisors or heads of departments and fellow employees. It 

should be able to reduce instances of grievance to the barest 

mini

able to create a favourable impression and attitude, establish a 

sense of belonging and facilitate learning and collective 

responsibility. In addition to the above expectation from employees 

and

that the exercise can create a favourable atmosphere 

management and employees, it can instill a feeling of commitment 

and acceptance as well as generate enthusiasm and boost morale.
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Induction or Orientation Courses  

Orientation and induction are two terms which could be used to mean the 

same thing. To some people, orientation or induction is also synonymous 

with indoctrination. These three terms mean the same thing. Orientation 

or induction or indoctrination, according to Dale Beach (1980) ‘is the 

guided adjustment of the employee to the organisation and his work 

environment.’ To Yoder and others, it is ‘the process of guiding and 

counselling individuals’. To Allen and Silverzweig, the term ‘is nothing 

more than a review of company benefits, a routine rundown of the rules, 

and a half-hearted pep talk . . . utilized to introduce to the new employee 

the positive norms existing in the organization as well as the 

organization’s norms and goals.’ 

What is your conclusion about Orientation, induction,

from the three definitions above? 

Discussion 

From the above illustrative definitions, one may conclude that induction 

or orientation deals with the first exposure of new empl

environments, which is designed to give the new employees the needed 

information to fit them into the new system. In addition, new entrants are 

introduced to the policy of the organisation as regards training, 

promotion, discipline, safety and health regulations, medical services and 

so on. It is a form of socialization by new entrants through which they 

meet old employees. Induction courses are usually organized and run by 

employers.  

The induction must be basic and contain all the necessary information 

that would make the employee perform his task satisfactorily in the 

organisation. 

Cardlyn E. Ives gave a list of items which must be contained in a good 

induction course and these include ‘working hours, coffee break and meal 

times, emergency passes, schedule of pay day, medical privileges, parking 

regulations, time off with pay, insurance benefits, attendance policy, salary 

administration program, tour of office facility, historical background and 

current description of the organisation and Counselling procedure’. 

From the standpoint of the organization, a good induction course 

should be able to reduce turnover and save time and trouble for 

supervisors or heads of departments and fellow employees. It 

should be able to reduce instances of grievance to the barest 

minimum, and on the part of the employee, the induction should be 

able to create a favourable impression and attitude, establish a 

sense of belonging and facilitate learning and collective 

responsibility. In addition to the above expectation from employees 

and the organisations, the objectives of induction include the fact 

that the exercise can create a favourable atmosphere 

management and employees, it can instill a feeling of commitment 

and acceptance as well as generate enthusiasm and boost morale.
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the positive norms existing in the organization as well as the 

induction, and indoctrination 

From the above illustrative definitions, one may conclude that induction 

or orientation deals with the first exposure of new employees to their new 

environments, which is designed to give the new employees the needed 

information to fit them into the new system. In addition, new entrants are 

introduced to the policy of the organisation as regards training, 

ty and health regulations, medical services and 

so on. It is a form of socialization by new entrants through which they 

meet old employees. Induction courses are usually organized and run by 

necessary information 

that would make the employee perform his task satisfactorily in the 

E. Ives gave a list of items which must be contained in a good 

induction course and these include ‘working hours, coffee break and meal 

times, emergency passes, schedule of pay day, medical privileges, parking 

efits, attendance policy, salary 

administration program, tour of office facility, historical background and 

current description of the organisation and Counselling procedure’.  

From the standpoint of the organization, a good induction course 

should be able to reduce turnover and save time and trouble for 

supervisors or heads of departments and fellow employees. It 

should be able to reduce instances of grievance to the barest 

mum, and on the part of the employee, the induction should be 

able to create a favourable impression and attitude, establish a 

sense of belonging and facilitate learning and collective 

responsibility. In addition to the above expectation from employees 

the organisations, the objectives of induction include the fact 

that the exercise can create a favourable atmosphere to both 

management and employees, it can instill a feeling of commitment 

and acceptance as well as generate enthusiasm and boost morale. 
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 ITQ 

Question (True/False) 

o Orientation in training program is grouped under the 

classification of sponsor. 

Feedback 

• This statement is not correct. Orientation is one of the 

classifications of training program under goals and objectives. It 

aims at the action of imbibing in new employees the values and 

norms of the organization. 

Vocational and Technical Education  

This type of training program deals with special-purpose work-

related courses which could be offered by either public or private 

educational institutions. The main focus of such programs is 

however in public institutions. Vocational and technical education 

programs are mainly designed for employees for entry-level 

positions in specific vocations and to meet the special skill training 

needs of the trainees. Vocational and technical education can be 

preparatory when designed for those just entering a vocation or 

could be continuing when aimed at those already in a particular 

occupation but need to upgrade their skills or correct some 

deficiencies.  

Labour Education  

This is also referred to as trade union education and as workers’ 

education. It is a sort of program designed to inculcate in trade 

union members the expected social relations in the place of work. 

Through labour education, the interaction of employees as regards 

one another is positively shaped so that there might be a reduction 

in conflicts. In addition, the employees are able to identify their 

rights and obligations as well as their limits in the organisation. To 

some people, there is no difference between labour education and 

workers’ education which they see as a form of liberal education 

with the objective of providing for the many roles of the workers 

and their organisations. It is a form of education that motivates the 

workers in participating in active trade unionism at the local, 

industrial, national and international levels. It is a program 

designed to assist the workers in identifying their common 

problems and finding solutions to them. Workers’ or labour 

education is primarily for the development of awareness on the part 

of recipients. It is also aimed at gaining the solidarity of the 

working class in their struggle for recognition and survival.  



 

 

 

 
 

 

Tip 

Every 

productive capacity of their staffs.
 

Supervisory Training 

Supervision can be said to be the most vital aspect of any 

organisation 

cope with the prov

therefore,

the other employees. He is criticized from top to bottom of the 

organisation and he is looked upon as the link between the 

employer and the employ

supervisor in any organisation, he needs the basic qualifications 

that would make him perform without unnecessarily treading on 

the toes of management and subordinates. Supervisory training 

varies depending on the organis

as responsibilities. It should begin with needs determination which 

could be done in one of the following five principal ways identified 

by Dale Yoder and others 

top management, the 

 
    Note 

Supervisory education aims at helping the supervisors in solving 

organisational problems that could have arisen as a result of negligence from 

the rank and file. It also helps in the identification of problem areas so that the 

attention of management could

finding remedies for the problems. 

Management Education 

Every organisation, be it public or private, needs good executives 

and to have the required executives, an organisation needs what is 

usually referred to as

strategy; an aspect of training that is now receiving a degree of 

emphasis. Dale Yoder and others gave some reasons for the current 

emphasis and interest on management development. According to 

them: 
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Every organization now engage in training in order to increase the 

productive capacity of their staffs. 

Supervisory Training  

Supervision can be said to be the most vital aspect of any 

organisation because, without supervision, the organisations cannot 

cope with the provision of goods and services. The 

therefore, becomes the focus of not only the management but also 

the other employees. He is criticized from top to bottom of the 

organisation and he is looked upon as the link between the 

employer and the employed. Because of the position of the 

supervisor in any organisation, he needs the basic qualifications 

that would make him perform without unnecessarily treading on 

the toes of management and subordinates. Supervisory training 

varies depending on the organisation and nature of the 

as responsibilities. It should begin with needs determination which 

could be done in one of the following five principal ways identified 

by Dale Yoder and others — the employees, the supervisors, the 

top management, the training department, or an outside consultant. 

Supervisory education aims at helping the supervisors in solving 

organisational problems that could have arisen as a result of negligence from 

the rank and file. It also helps in the identification of problem areas so that the 

attention of management could be focused on such areas with a view to 

finding remedies for the problems.  

Management Education  

Every organisation, be it public or private, needs good executives 

and to have the required executives, an organisation needs what is 

usually referred to as management or executive development 

strategy; an aspect of training that is now receiving a degree of 

emphasis. Dale Yoder and others gave some reasons for the current 

emphasis and interest on management development. According to 

them:  

1. In many organisations, the job of top-level executives has 

become more difficult and complicated. This change 

reflects the growth and expansion of business and the 

imposition of heavier responsibilities on business leadership 

by current society. The job is tougher in a soci

establishes many of the “ground rules”. It was easier when 

top managers could, if they wished, be quite arbitrary in 

their relationships with subordinate and rank

employees . . . The job is made more difficult, too, by the 

complexity of the business organization. 
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the toes of management and subordinates. Supervisory training 
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could be done in one of the following five principal ways identified 

the employees, the supervisors, the 

training department, or an outside consultant.  

Supervisory education aims at helping the supervisors in solving 

organisational problems that could have arisen as a result of negligence from 

the rank and file. It also helps in the identification of problem areas so that the 

be focused on such areas with a view to 

Every organisation, be it public or private, needs good executives 

and to have the required executives, an organisation needs what is 

management or executive development 

strategy; an aspect of training that is now receiving a degree of 

emphasis. Dale Yoder and others gave some reasons for the current 

emphasis and interest on management development. According to 

level executives has 

become more difficult and complicated. This change 

reflects the growth and expansion of business and the 

imposition of heavier responsibilities on business leadership 

by current society. The job is tougher in a society that now 

establishes many of the “ground rules”. It was easier when 

top managers could, if they wished, be quite arbitrary in 

their relationships with subordinate and rank-and-file 

employees . . . The job is made more difficult, too, by the 

organization.  
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2. The development of public policy favoring collective 

bargaining and labour organizations has put executives on 

the spot and focused a spotlight on their shortcomings. Both 

public regulation and collective bargaining have directed 

attention on and pointed to the limitations of executive 

leadership. The earlier idea that the top executive could do 

no wrong has lost acceptance. 

3. Widespread adoption of the idea of compulsory retirement 

has called attention to the fact that a heavy proportion of 

executives is made up of those close to retirement limits. 

The replacement must be found within a short time.  

4. Attention to the health of executives has noted the strains 

that are presently inherent in these positions and has 

suggested the need for special preparation to meet them.  

5. World wars and depression tended to interfere with what 

might have been a sort of ‘normal’ preparation for 

understudies. They created an executive gap in many 

organisations. As a result, replacements are not ready to 

take over when present executives retire.  

6. Studies of executive positions have discovered a need for 

breadth, of understanding in these jobs that cannot be 

assured in the absence of a carefully planned training and 

developmental program.  

7. Increasing appreciation of the fundamental role of 

supervision at all levels in modern voluntary work teams 

has indicated the need for special preparation of all those 

who hold supervisory positions.  

The above-identified reasons for the current interest and emphasis 

on management education are self-explanatory. One thing that we 

may add is that supervisory and management education cannot be 

compartmentalized except at the extreme ends of the continuum; 

this is why there exists a lot of overlap between management and 

supervisory education. Educational programs are designed for 

managers and supervisors as a positive step towards management 

development but the contents of the course and the method of 

imparting knowledge will, as usual, depend on who are involved 

and what objectives are aimed at.  

Trainers’ Education  

This is also referred to as training the trainers. It is synonymous 

with ‘one who trains’. Training others is not an easy task as 

learners or trainees are not homogeneous. A method which will be 

effective with a particular trainee may not be able to solve the 

problem of another, and a poor teacher can use the best method 

available for a particular lesson without any good results. It is also 

not always wise to think that a man who can do a job well, or who 

can supervise or manage well will be a good trainer. Some people 

who are gifted with more ability and aptitude should be identified, 



 

 

 

 
 

trained in the techniques of training others and employed as 

training officers. Selection of trainers is as difficul

training needs and efforts 

selecting the best materials. 

 
    Note 

A good trainer must be a mentor and facilitator and to be successful in these 

roles, there some qualities required and these 

From our discussion so far, you can see that a trainer can only be 

made through the provision of education, even where he has the 

necessary attributes of a trainer, he still needs some form of 

education through specially designed programs that are concerne

with specialized knowledge, skills, techniques and motivation 

required for effective functioning in the teaching/learning 

situations. This is necessary because to be able to train others 

effectively, the trainer requires some training so that he would 

understand the individual differences in those to be trained by him. 

Scientific and Professional Education 

These are programs designed as continuing education programs for 

scientists and other professionals. These become necessary because 

the environment i

constant changes and advancement and to be able to adapt, there is 

a need

the 

predecessor, bu

education, the requirement is ‘a vast array of independent, self

sustaining modules of learning. The presentation of this knowledge, 

in the classroom or via modern instructional technology, places 

extreme demands

engineering theory of the past to today’s present concepts. 

Generally speaking, scientific and professional education programs 

are concerned with specialized knowledge, skills, techniques and 

personality traits 
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trained in the techniques of training others and employed as 

training officers. Selection of trainers is as difficul

training needs and efforts should, therefore, be directed towards 

selecting the best materials.  

A good trainer must be a mentor and facilitator and to be successful in these 

roles, there some qualities required and these include: 

1. The ability to perform well - in the main component of a teacher’s 

role of being able to motivate the learners. Thereby making them 

eager to learn. 

2. The ability to provide the necessary setting conducive to learning

3. The ability to set the objectives to be achieved and at what stage of 

the learning experience each objective will be achieved,

4. The ability to arrange the learning activities to meet the set 

objectives and  

5. The ability to carry out an evaluation of the learning experience with 

a view to confirming or modifying the strategy. 

From our discussion so far, you can see that a trainer can only be 

made through the provision of education, even where he has the 

necessary attributes of a trainer, he still needs some form of 

education through specially designed programs that are concerne

with specialized knowledge, skills, techniques and motivation 

required for effective functioning in the teaching/learning 

situations. This is necessary because to be able to train others 

effectively, the trainer requires some training so that he would 

derstand the individual differences in those to be trained by him. 

Scientific and Professional Education  

These are programs designed as continuing education programs for 

scientists and other professionals. These become necessary because 

the environment in which these professionals work is one of 

constant changes and advancement and to be able to adapt, there is 

need to update the knowledge and skills of the professionals. In 

the traditional educational system, each course builds upon its 

predecessor, but in scientific and professional continuing 

education, the requirement is ‘a vast array of independent, self

sustaining modules of learning. The presentation of this knowledge, 

in the classroom or via modern instructional technology, places 

extreme demands upon trainers’ who must link scientific and 

engineering theory of the past to today’s present concepts. 

Generally speaking, scientific and professional education programs 

are concerned with specialized knowledge, skills, techniques and 

personality traits in the scientific and professional fields to enable 
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trained in the techniques of training others and employed as 

training officers. Selection of trainers is as difficult as determining 

be directed towards 

A good trainer must be a mentor and facilitator and to be successful in these 

 

in the main component of a teacher’s 

role of being able to motivate the learners. Thereby making them 

The ability to provide the necessary setting conducive to learning 

s to be achieved and at what stage of 

the learning experience each objective will be achieved, 

The ability to arrange the learning activities to meet the set 

The ability to carry out an evaluation of the learning experience with 

onfirming or modifying the strategy.  

From our discussion so far, you can see that a trainer can only be 

made through the provision of education, even where he has the 

necessary attributes of a trainer, he still needs some form of 

education through specially designed programs that are concerned 

with specialized knowledge, skills, techniques and motivation 

required for effective functioning in the teaching/learning 

situations. This is necessary because to be able to train others 

effectively, the trainer requires some training so that he would 

derstand the individual differences in those to be trained by him.  

These are programs designed as continuing education programs for 

scientists and other professionals. These become necessary because 

n which these professionals work is one of 

constant changes and advancement and to be able to adapt, there is 

the knowledge and skills of the professionals. In 

educational system, each course builds upon its 

t in scientific and professional continuing 

education, the requirement is ‘a vast array of independent, self-

sustaining modules of learning. The presentation of this knowledge, 

in the classroom or via modern instructional technology, places 

upon trainers’ who must link scientific and 

engineering theory of the past to today’s present concepts. 

Generally speaking, scientific and professional education programs 

are concerned with specialized knowledge, skills, techniques and 

in the scientific and professional fields to enable 
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the recipients get along in their professions and make them familiar 

with recent developments in their various areas of specialization. 

Study Session Summary

 

Summary 

In this Study Session, you discussed the scope and types of 

training programs for industries. You began by highlighting the 

different types of training programs’ approaches in industrial 

education. You moved on by describing types of training based on 

two 

classified by goals and objectives

 

Assessment 

 

Assessment 

SAQ 6.1 (tests Learning Outcome 6.1)

In industrial training, types of training can be grouped by 

sponsors, and the training goal and 

these two classifications?

 

 

 

 

 

Industrial Education, Training and Development 

the recipients get along in their professions and make them familiar 

with recent developments in their various areas of specialization. 

Study Session Summary 

In this Study Session, you discussed the scope and types of 

training programs for industries. You began by highlighting the 

different types of training programs’ approaches in industrial 

education. You moved on by describing types of training based on 

two broad outlines; training classified by sponsors and training 

classified by goals and objectives. 

SAQ 6.1 (tests Learning Outcome 6.1) 

In industrial training, types of training can be grouped by 

sponsors, and the training goal and objective. Can you discuss 

these two classifications?  

 

 

 

the recipients get along in their professions and make them familiar 

with recent developments in their various areas of specialization.  

In this Study Session, you discussed the scope and types of 

training programs for industries. You began by highlighting the 

different types of training programs’ approaches in industrial 

education. You moved on by describing types of training based on 

; training classified by sponsors and training 

In industrial training, types of training can be grouped by 

objective. Can you discuss 



 

 

 

 
 

Study Session 7

The Learning Process and the Simple 
Rules of Learning

Introduction 
In this study session, you will be evaluating the process of learning. 

You will begin by making an attempt at defining learning. You will 

continue by discussing the principles of learning. Under this, you 

will examine some of the conditions that 

effective learning could take place. Finally, you will analyze the ten 

simple rules of learning as given by the International Labour 

Organization.

Learning Outcomes

 

Outcomes 

When you have studied this session, you should be able to:

7.1 e

7.2 apply simple rules of learning

Terminology 

Learning 

Motivation 

Feedback 

Perception

Study Session 7  The Learning Process and the Simple Rules of Learning

Study Session 7 

The Learning Process and the Simple 
Rules of Learning 

In this study session, you will be evaluating the process of learning. 

You will begin by making an attempt at defining learning. You will 

continue by discussing the principles of learning. Under this, you 

will examine some of the conditions that need to be

effective learning could take place. Finally, you will analyze the ten 

simple rules of learning as given by the International Labour 

Organization. 

Learning Outcomes 

When you have studied this session, you should be able to:

7.1 explain the principle of learning 

7.2 apply simple rules of learning 

Learning  The act of acquiring new, or modifying and reinforcing 

existing, knowledge, behaviours, skills, values, or 

preferences. 

Motivation  An internal process that makes a person move toward a 

goal. 

Feedback  Information about reactions to a product, a person's 

performance of a task, etc. which is used as a basis for 

improvement. 

Perception The organization, identification, and interpretation of 

sensory information in order to represent and understand 

the environment. 

The Learning Process and the Simple Rules of Learning 
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The Learning Process and the Simple 

In this study session, you will be evaluating the process of learning. 

You will begin by making an attempt at defining learning. You will 

continue by discussing the principles of learning. Under this, you 

to be present before 

effective learning could take place. Finally, you will analyze the ten 

simple rules of learning as given by the International Labour 

When you have studied this session, you should be able to: 

The act of acquiring new, or modifying and reinforcing 

existing, knowledge, behaviours, skills, values, or 

person move toward a 

Information about reactions to a product, a person's 

performance of a task, etc. which is used as a basis for 

The organization, identification, and interpretation of 

order to represent and understand 
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7.1 Principles of Learning 

Learning  

The acquisition of 

knowledge or skills 

through study, 

experience, or 

being taught. 

In the last session, we discussed scope and types of learning 

programs; which are c

program. This leads us to this session where we need to know what 

the 

Many research studies on the learning process have been carried 

out by psycholo

of important principles of learning. Various definitions of learning 

have also been given. According to McConnel and Anderson, 

quoting Melton (1941). 

 ‘LEARNING

ARE

OCCURS

HIS 

IT IS

MEANS

NEED

McConnel and Anderson then went on to describe learning as 

involving ‘much more than the 

its more complex form, it is a goal

necessitates the organisation of responses in a sequence and a 

pattern appropriate to the end in view. It is essential for a learner to 

perceive the significant relati

is necessary for him to organize his responses in accordance with 

this structure. 

 

Tip 

Learning is the acquisition of knowledge or skills through study, 

experience, or being taught.
 

Learning is a complicated process and no one can claim to know 

when it actually occurs. It is a relatively permanent change in 

behaviour which can only take place as a result of insight, 

experience or practice. Learning has both negative and positive 

attri

consciously or unconsciously acquired. Learning may also be 

described as a process of interaction with situations, things, people 

or environment and successful learning can only take place where 

three variables are present and these include: 
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7.1 Principles of Learning  

In the last session, we discussed scope and types of learning 

programs; which are classified under sponsorship and goals of the 

program. This leads us to this session where we need to know what 

the learning process is. To start with, what is learning process?

Many research studies on the learning process have been carried 

out by psychologists who have led to the development of a number 

of important principles of learning. Various definitions of learning 

have also been given. According to McConnel and Anderson, 

quoting Melton (1941).  

EARNING HAS BEEN DEFINED AS CHANGES IN 

ARE CORRELATED WITH EXPERIENCE OR TRAINING

OCCURS WHEN A PERSON MUST REACT TO A SITUATION

 PREVIOUSLY ACQUIRED MODES OF RESPONSE

IS THEREFORE ESSENTIALLY A PROCESS OF 

MEANS OF OVERCOMING OBSTACLES TO THE SATISFACTION

NEED OR MOTIVE’.  

McConnel and Anderson then went on to describe learning as 

involving ‘much more than the accretion of specific associations. In 

its more complex form, it is a goal-directed process which 

necessitates the organisation of responses in a sequence and a 

pattern appropriate to the end in view. It is essential for a learner to 

perceive the significant relationships in a situation or task. Then it 

is necessary for him to organize his responses in accordance with 

this structure.  

Learning is the acquisition of knowledge or skills through study, 

experience, or being taught. 

Learning is a complicated process and no one can claim to know 

when it actually occurs. It is a relatively permanent change in 

behaviour which can only take place as a result of insight, 

experience or practice. Learning has both negative and positive 

attributes as it may be for the better and the worse. It may be 

consciously or unconsciously acquired. Learning may also be 

described as a process of interaction with situations, things, people 

or environment and successful learning can only take place where 

ree variables are present and these include:  

i. The Input which can be by way of information 

disseminated to the learner or what he 

or experiences 

 

 

In the last session, we discussed scope and types of learning 

lassified under sponsorship and goals of the 

program. This leads us to this session where we need to know what 

is. To start with, what is learning process? 

Many research studies on the learning process have been carried 

gists who have led to the development of a number 

of important principles of learning. Various definitions of learning 

have also been given. According to McConnel and Anderson, 

 BEHAVIOUR WHICH 

TRAINING. LEARNING 

SITUATION FOR WHICH 

RESPONSE ARE INADEQUATE. 

 ADJUSTMENT OR A 

SATISFACTION OF A 

McConnel and Anderson then went on to describe learning as 

of specific associations. In 

directed process which 

necessitates the organisation of responses in a sequence and a 

pattern appropriate to the end in view. It is essential for a learner to 

onships in a situation or task. Then it 

is necessary for him to organize his responses in accordance with 

Learning is the acquisition of knowledge or skills through study, 

Learning is a complicated process and no one can claim to know 

when it actually occurs. It is a relatively permanent change in 

behaviour which can only take place as a result of insight, 

experience or practice. Learning has both negative and positive 

butes as it may be for the better and the worse. It may be 

consciously or unconsciously acquired. Learning may also be 

described as a process of interaction with situations, things, people 

or environment and successful learning can only take place where 

The Input which can be by way of information 

disseminated to the learner or what he sees, touches, do, 



 

 

 

 
 

Figure 7.1 Variables in Learning 

In addition to these variables, 

conditions which are 

these, according to them include motivation, stimulus, response and 

reinforcement, feedback, participation and practice, transfer of 

knowledge and perception. 

7.1.1 Motivation 

 

Motivation   

A reason or reasons for 

acting or behaving in a 

particular way. 

This is identified as the most important factor in learning, as little 

learning takes place without 

motivate others. For some, motivation can be as a result of a challenge or 

interest, for others it could be the anticipated reward or punishment while 

others are motivated because of their need for recognition or self

actualiza

the urge to learn is greater. 

Study Session 7  The Learning Process and the Simple Rules of Learning

ii. The Process which involves what goes on in the learner 

himself whether he is assimilating the input or not; and 

iii. The Out-Put or result which may be in the form of an 

exhibition of behaviour such as body movement, spoken 

words, activities and skills, performance and 

productivity. 

Figure 7.1 Variables in Learning  

In addition to these variables, Hounsell and others identified certain 

conditions which are necessary for a teaching/learning situation and 

these, according to them include motivation, stimulus, response and 

reinforcement, feedback, participation and practice, transfer of 

knowledge and perception.  

7.1.1 Motivation  

This is identified as the most important factor in learning, as little 

learning takes place without motivation. What motivates one may not 

motivate others. For some, motivation can be as a result of a challenge or 

interest, for others it could be the anticipated reward or punishment while 

others are motivated because of their need for recognition or self

actualization. One important aspect of motivation is that when it is strong, 

the urge to learn is greater.  
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The Process which involves what goes on in the learner 

e input or not; and  

Put or result which may be in the form of an 

of behaviour such as body movement, spoken 

words, activities and skills, performance and 

 

Hounsell and others identified certain 

a teaching/learning situation and 

these, according to them include motivation, stimulus, response and 

reinforcement, feedback, participation and practice, transfer of 

This is identified as the most important factor in learning, as little 

. What motivates one may not 

motivate others. For some, motivation can be as a result of a challenge or 

interest, for others it could be the anticipated reward or punishment while 

others are motivated because of their need for recognition or self-

tion. One important aspect of motivation is that when it is strong, 
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 ITQ 

Question 

o For learning to be effective, what are the three variables that 

must be present? 

Feedback 

• Before effective learning can take place, three variables must be 

present. These variables are: 

i. Input 

ii. Process 

iii. Output  

7.1.2 Stimulus, Response and Reinforcement  

Where there is motivation, the learner still needs some stimulating, 

hence there is a need to pay attention ‘to the particular stimulus, to 

the checking of the accuracy of the response, in a rewarding 

situation . . . Once we observe or discover the things that are 

reinforcing (rewarding) to trainees, it becomes possible to shape 

their behaviour by reinforcing the desired responses.’ Reward and 

reinforcement are vital to successful learning situations. Even an 

ordinary kind remark can reinforce just like a personal compliment 

or personal attention to the trainee.  

 

Discussion 

Activity 

Fola works with a boss who is always complaining about everything she 

does. As far as her boss is concerned, she can never be right. How do you 

think Fola will react to her office work? 

Discussion: 

You must have said something like “lackadaisically”. Yes, you are right. 

Fola’s morale will be very low. This will lead her to lack motivation for 

the work. Perhaps the only thing that can motivate her to continue 

working with that kind of boss will be the pay.  

 

7.1.3 Feedback  

Feedback    

Information was given to 

the learner and/or the 

teacher about the learner's 

performance relative to 

learning goals. 

An average learner needs to know whether he is making progress or not. 

He could gain the knowledge through the instructor, or through the 

reactions from his colleagues or through the learning situation itself. 

When the learner realizes that he is gaining and learning, he becomes 

more willing to learn more and put his learning experience to the practice. 

Feedback should be a continuous exercise and should not be delayed until 

the end of the exercise because when it is delayed, the learner may not 

know whether he is gaining or not and this may kill his motivation to 

learn. 



 

 

 

 
 

 

Tip 

The course features a lot of SAQ and Activities. These are a form of 

feedbacks to learne
 

7.1.4 Practice 

It has been proved by experiments that the more a trainee 

participates and practices in the learning situation the more he 

learns. This particularly is the case with learning situations 

involving, the acquisition of skills. By practicing, the learner is 

exposed to the real situation thereby performing the actual task for 

which he is being trained. Participation according to 

others, ‘means the 

learned, which is necessary for remembering and for transf

classroom learning to real life situation. Repetition is an aid to 

memory and some trainees who would naturally have been slow in 

learning will remember what is repeated frequently. 

7.1.5 Transfer of Knowledge 

One cannot claim to have learnt wh

applied to real life situation. For instance, when skills are taught, 

the recipients are expected to perform those skills well and where 

the knowledge gained in the learning situation cannot be 

transferred to the world of work, 

should always be a close relationship between any training program 

and the work actually performed or to be performed by the trainee. 

 
    Note 

At the beginning of every study session, you always see learning outcomes. 

These outcomes are what the instructor believes to be the tasks which you 

should be able to perform after interacting with this course material. When 

you perform these expected outcomes, then you have transfered knowledge.

7.1.6 Perception 

Perception   

The ability to see, hear, or 

become aware of something 

through the senses. 

Perception

helps us to recognize, discriminate, relate and select in a rational way, it 

also helps us to ‘use the knowle

situation from that in which we learned it . . . perception operates from 

most concrete to the most abstract levels and very often perceiving a 

relationship at one level will help us to perceive new materials at another

level’. In designing and running of any program, the trainer is expected to 

rely on the perception of the would

course materials so that what he intends to teach makes sense to the 

learners ‘and allows them to build u

to aid perception, the course content should be related to learners’ 
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The course features a lot of SAQ and Activities. These are a form of 

feedbacks to learners. 

7.1.4 Practice  

It has been proved by experiments that the more a trainee 

participates and practices in the learning situation the more he 

learns. This particularly is the case with learning situations 

involving, the acquisition of skills. By practicing, the learner is 

posed to the real situation thereby performing the actual task for 

which he is being trained. Participation according to 

others, ‘means the practice or repetition of the behaviour to be 

learned, which is necessary for remembering and for transf

classroom learning to real life situation. Repetition is an aid to 

memory and some trainees who would naturally have been slow in 

learning will remember what is repeated frequently. 

7.1.5 Transfer of Knowledge  

One cannot claim to have learnt when what is learnt cannot be 

applied to real life situation. For instance, when skills are taught, 

the recipients are expected to perform those skills well and where 

the knowledge gained in the learning situation cannot be 

transferred to the world of work, nothing has been learnt. There 

should always be a close relationship between any training program 

and the work actually performed or to be performed by the trainee. 

At the beginning of every study session, you always see learning outcomes. 

These outcomes are what the instructor believes to be the tasks which you 

should be able to perform after interacting with this course material. When 

you perform these expected outcomes, then you have transfered knowledge.

7.1.6 Perception  

Perception is one’s ability to observe and judge objectively. Perception 

helps us to recognize, discriminate, relate and select in a rational way, it 

also helps us to ‘use the knowledge we have in an entirely different 

situation from that in which we learned it . . . perception operates from 

most concrete to the most abstract levels and very often perceiving a 

relationship at one level will help us to perceive new materials at another

level’. In designing and running of any program, the trainer is expected to 

rely on the perception of the would-be trainees in the arrangement of his 

course materials so that what he intends to teach makes sense to the 

learners ‘and allows them to build up a coherent structure easily’, hence 

to aid perception, the course content should be related to learners’ 
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The course features a lot of SAQ and Activities. These are a form of 

It has been proved by experiments that the more a trainee 

participates and practices in the learning situation the more he 

learns. This particularly is the case with learning situations 

involving, the acquisition of skills. By practicing, the learner is 

posed to the real situation thereby performing the actual task for 

which he is being trained. Participation according to Housell and 

or repetition of the behaviour to be 

learned, which is necessary for remembering and for transfer of the 

classroom learning to real life situation. Repetition is an aid to 

memory and some trainees who would naturally have been slow in 

learning will remember what is repeated frequently.  

en what is learnt cannot be 

applied to real life situation. For instance, when skills are taught, 

the recipients are expected to perform those skills well and where 

the knowledge gained in the learning situation cannot be 

nothing has been learnt. There 

should always be a close relationship between any training program 

and the work actually performed or to be performed by the trainee.  

At the beginning of every study session, you always see learning outcomes. 

These outcomes are what the instructor believes to be the tasks which you 

should be able to perform after interacting with this course material. When 

you perform these expected outcomes, then you have transfered knowledge. 

is one’s ability to observe and judge objectively. Perception 

helps us to recognize, discriminate, relate and select in a rational way, it 

dge we have in an entirely different 

situation from that in which we learned it . . . perception operates from 

most concrete to the most abstract levels and very often perceiving a 

relationship at one level will help us to perceive new materials at another 

level’. In designing and running of any program, the trainer is expected to 

be trainees in the arrangement of his 

course materials so that what he intends to teach makes sense to the 

p a coherent structure easily’, hence 

to aid perception, the course content should be related to learners’ 
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background, levels of education and their abilities and capacities to learn. 

 

Tip 

Perception is the ability to see, hear, or become aware of 

through the senses.
 

Dale Beach agrees with some of the above conditions. In 

adequate motivation is essential to learning because once trainees 

are not receptive to instruction and can see no reason in learning, 

no training effort can succeed. Motivating a learner is not an easy 

task since every learner is endowed with some 

makes him different from other learners. What can motivate Y may 

not motivate X. And again, the inability to motivate a learner may 

at times not be the fault of the trainer because we cannot rule out 

the possibility of some trainees whose

may be external to the learning situation, so also is the possibility 

of trainees with other psychological problems.

 
Reflection 

Your interaction with this course material can be motivated either by:

As there are individual differences, motivation also varies from 

individuals to individuals. 
 

Nevertheless, it is the duty of the trainer to try as much as possible 

to create a motivating environment for the learners. 

Other conditions necessary for effective learning include meaning, 

experience ability, physical and mental condition, memory and so 

on. 

7.1.7 Meaning 

Learning becomes more effective when it involves an active search 

for meaning and the discovery of the r

competence and the new learning experience. To make learning 

meaningful to the learner, he needs the necessary stimuli and he 

also needs to interact, through active participation with realistic 

materials or situations. What the 

things that are related to his present or perceived competence. In 

such a case, the learner already understands what he wants, hence 

the learning situation has a meaning to him, but where what he has 

to learn or what he i

expectations, there is no meaning to the learning situation. The 

moment a learner establishes the meaning of what is to be learnt, 

the ability to interact with the provided materials will be easy. Such 
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background, levels of education and their abilities and capacities to learn. 

Perception is the ability to see, hear, or become aware of 

through the senses. 

Dale Beach agrees with some of the above conditions. In 

adequate motivation is essential to learning because once trainees 

are not receptive to instruction and can see no reason in learning, 

no training effort can succeed. Motivating a learner is not an easy 

task since every learner is endowed with some 

makes him different from other learners. What can motivate Y may 

not motivate X. And again, the inability to motivate a learner may 

at times not be the fault of the trainer because we cannot rule out 

the possibility of some trainees whose source or lack of motivation 

may be external to the learning situation, so also is the possibility 

of trainees with other psychological problems. 

Your interaction with this course material can be motivated either by:

- The ability to pass and get a good job 

- The pride of having a certificate. 

As there are individual differences, motivation also varies from 

individuals to individuals.  

Nevertheless, it is the duty of the trainer to try as much as possible 

to create a motivating environment for the learners. 

Other conditions necessary for effective learning include meaning, 

experience ability, physical and mental condition, memory and so 

on.  

7.1.7 Meaning  

Learning becomes more effective when it involves an active search 

for meaning and the discovery of the relationship between current 

competence and the new learning experience. To make learning 

meaningful to the learner, he needs the necessary stimuli and he 

also needs to interact, through active participation with realistic 

materials or situations. What the learner is interested in are those 

things that are related to his present or perceived competence. In 

such a case, the learner already understands what he wants, hence 

the learning situation has a meaning to him, but where what he has 

to learn or what he is being taught is at variance with his 

expectations, there is no meaning to the learning situation. The 

moment a learner establishes the meaning of what is to be learnt, 

the ability to interact with the provided materials will be easy. Such 

 

 

background, levels of education and their abilities and capacities to learn.  

Perception is the ability to see, hear, or become aware of something 

Dale Beach agrees with some of the above conditions. In his view, 

adequate motivation is essential to learning because once trainees 

are not receptive to instruction and can see no reason in learning, 

no training effort can succeed. Motivating a learner is not an easy 

task since every learner is endowed with some peculiarity which 

makes him different from other learners. What can motivate Y may 

not motivate X. And again, the inability to motivate a learner may 

at times not be the fault of the trainer because we cannot rule out 

source or lack of motivation 

may be external to the learning situation, so also is the possibility 

Your interaction with this course material can be motivated either by: 

As there are individual differences, motivation also varies from 

Nevertheless, it is the duty of the trainer to try as much as possible 

to create a motivating environment for the learners.  

Other conditions necessary for effective learning include meaning, 

experience ability, physical and mental condition, memory and so 

Learning becomes more effective when it involves an active search 

elationship between current 

competence and the new learning experience. To make learning 

meaningful to the learner, he needs the necessary stimuli and he 

also needs to interact, through active participation with realistic 

learner is interested in are those 

things that are related to his present or perceived competence. In 

such a case, the learner already understands what he wants, hence 

the learning situation has a meaning to him, but where what he has 

s being taught is at variance with his 

expectations, there is no meaning to the learning situation. The 

moment a learner establishes the meaning of what is to be learnt, 

the ability to interact with the provided materials will be easy. Such 



 

 

 

 
 

interactions wi

well as application and recall of what is learned. 

7.1.8 Experience 

Learners differ in their past experiences, particularly where the 

adults, are the learners. Some of these differences could eith

positive or negative to the learning situation. Where they are 

positive the role of the trainer is eased, but when negative, it 

becomes a herculean task for the trainer to motivate the learners 

and achieve the desired objective. This is why the exper

learners should be considered an important factor in the planning of 

any training program. A program should also show what learning 

experiences trainees have as regard their social, cultural, religious 

and political background. 

 

Tip 

Experience is an event or occurrence which leaves an impression on 

someone.
 

In addition to the above, there is the need to look at the educational 

experiences of learners before designing the program. For instance, 

some programs may require a University

participants can cope, while others might need some years of 

practical experience in an occupation. There are some programs 

where the experiences of participants vary widely; in such a 

program, the trainer must provide for the varying

such a way that a group might not feel neglected or cheated as a 

result of facts dished out to them. Some might find such programs 

too elementary while others might find them too advanced and 

technical. 

7.1.9 Ability 

Ability and experienc

any training program should be considered because not all of them 

will have the same rate of learning. While some can follow the 

trainer and grasp difficult concepts, other will only be able to cope 

with simp

programs may be technical and require some mathematical ability, 

where participants lack the required ability, learning becomes 

difficult. 

 

Tip 

Ideally, when trying to consider the ability of learners, 

the least ability should be considered most.
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interactions with realistic materials, in fact, facilitate motivation as 

well as application and recall of what is learned. 

7.1.8 Experience  

Learners differ in their past experiences, particularly where the 

adults, are the learners. Some of these differences could eith

positive or negative to the learning situation. Where they are 

positive the role of the trainer is eased, but when negative, it 

becomes a herculean task for the trainer to motivate the learners 

and achieve the desired objective. This is why the exper

learners should be considered an important factor in the planning of 

any training program. A program should also show what learning 

experiences trainees have as regard their social, cultural, religious 

and political background.  

Experience is an event or occurrence which leaves an impression on 

someone. 

In addition to the above, there is the need to look at the educational 

experiences of learners before designing the program. For instance, 

some programs may require a University qualification before 

participants can cope, while others might need some years of 

practical experience in an occupation. There are some programs 

where the experiences of participants vary widely; in such a 

program, the trainer must provide for the varying

such a way that a group might not feel neglected or cheated as a 

result of facts dished out to them. Some might find such programs 

too elementary while others might find them too advanced and 

technical.  

7.1.9 Ability  

Ability and experience go together. The abilities of participants in 

any training program should be considered because not all of them 

will have the same rate of learning. While some can follow the 

trainer and grasp difficult concepts, other will only be able to cope 

with simple and straight forward learning situations. Some 

programs may be technical and require some mathematical ability, 

where participants lack the required ability, learning becomes 

difficult.  

Ideally, when trying to consider the ability of learners, 

the least ability should be considered most. 
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7.1.10 Physical and Mental Conditions  

Just like the situation in the formal school system, physical and 

mental conditions are factors that could enhance or inhibit learning 

capacities of adult students. When a trainee is physically and 

mentally stable, he is normally expected to be able to cope with 

learning situations; but where there is a mental or physical 

problem, the rate of learning might be affected. It has been proved 

through researches and investigations that the rate of learning of the 

handicapped most often differs from that of a normal trainee, hence 

in planning any training program, these factors must be taken into 

consideration. 

7.1.11 Memory  

The ability of individuals to remember and recall differs. This 

should be taken into consideration in the running of any training 

program. While good memory and ability to recall when necessary 

are assets to the learning process, the trainer should realize that 

these assets are not the same with all learners and must design his 

program to accommodate the differences.  

For instance, age might have some adverse effect on a learner’s 

memory, and sometimes, some learners might be coping with many 

problems at a time which could confuse them in their attempt to 

recall. The learning task should ideally be from the known to the 

unknown or from the simple to the complex, hence, a learner 

should not be forced to go at a rate that is too fast for him in order 

to catch up with the fast learners. On the other hand, there would be 

learners who would be able to learn at a fast rate, such learners 

should not be unnecessarily slowed down to accommodate the slow 

learners.  

7.1.12 Subject Matter  

This is another aspect of learning that needs proper attention in that 

while some learning task may be simple, others tend to be difficult. 

On the part of the learners, if a learning task is considered too 

simple, some of them would lose interest and when the learning 

task is too difficult, some would not be able to cope and would also 

lose interest, hence, the subject matter should be one that would 

task the learning ability of the learner averagely and in addition, 

should be related to the areas of interest of the learner.  

7.1.13 Contents  

Learning tasks must be well planned and arranged so that their 

contents would lead to the acquisition of knowledge and or skills 

that could be transferred to the real work situation of the learner. 

This implies that any knowledge acquired must be purposeful, and 
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therefore, the training program should avoid teaching things that 

could not be practiced or applied by the learner in a real work 

situation.  

7.1.14 Adjustment  

Another important factor in a learning situation relates to the 

adjustment of the trainee to the new situation, experience or 

environment. The trainer should realize that there are individual 

differences, hence some people learn better when they experience 

less social or personal adjustments. A sudden change from a former 

and usual way of doing things might affect the learning of some 

and there are those whose learning may be disturbed as a result of a 

disruption in their old ways of life- finding themselves in a 

different setting and different way of the life might affect their 

learning capacity — for these people, some of them might be able 

to cope averagely if the learning situation does not demand too 

much.  

7.1.15 Performance  

It has been empirically proved that people learn better when they 

feel that there is a reward or benefit in learning. People also look 

for relevance, applicability, and opportunity before deciding 

whether or not to learn. This is why the trainer should always 

consider the interest of his potential trainees and make them the 

pivot of his planning.  

The above are some of the conditions necessary for a conducive 

and rewarding teaching/learning situation which the trainer should 

always consider and one may look at them as the ‘golden rules’ 

which should guide in the running of any training program.  

7.2 Ten Simple Rules of Learning  
After we have discussed the principle of learning, what is next is 

the rule that guides learning. This rules, according to International 

Labour Organization (An Introductory Course in Teaching and 

Training Methods for Management Development. Management 

Development Manual 36 p. (2 – 5)) are: 

7.2.1 Learners’ Capacity 

The capacities of learners are important in determining what can be 

learned and how long it will take. The implication of this principle 

is that trainers should know their audiences. Bright people can 

grasp a complex message that is over the heads of the less bright 

ones. And they grasp the significance of a simple message in lesser 

time.  
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7.2.2 Order of Presentation 

The Order of presentation of materials to be learned is very 

important Points presented at the beginning and end of the message 

are remembered better than those in the middle. Thus, if four 

reasons ‘why’ are given in a series of copy, the two most important 

should be given first and last.  

7.2.3 Showing Errors 

Showing errors in how to do something can lead to an increase in 

learning.  The effectiveness of demonstration might be increased by 

showing not only ‘what to know’ but “what not to do” Thus, to 

show how not to use a product and also how to use a product may 

be very useful.  

7.2.4 Rate of Forgetting 

The rate of forgetting tends to be very rapid immediately after the 

learning. Accordingly, the continuing repetition of the training 

message is desirable. It usually takes a lot of repetition in the early 

weeks of a program to overcome rapid forgetting.  

7.2.5 Repetition of Identical Material 

Repetition of identical materials is often as effective in getting 

things remembered as repeating the same story but with variations. 

Psychologists term this as identical vs. varied repetition. Using 

training films, they have failed to find a significant difference in 

learning, after employing a lot of different examples versus 

repeating the same view over again.  

7.2.6 Knowledge of Result 

Knowledge of results leads to increase in learning. If you are 

interested in teaching a given amount of material to people, 

knowledge of how well they are doing as they are learning leads to 

greater learning.  

7.2.7 Active Practice 

Learning is aided by active practice rather than passive reception. 

This point is of great importance. If you can get your audience 

members to “participate” in your presentation, they are much more 

likely to remember your points.  

7.2.8 Earlier Habits 

A message is more easily learned and accepted if it does not 

interfere with earlier habits. Thus, a training theme which draws on 
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prior experiences of the audience will help the learning of the 

message.  

7.2.9 Belongingness and Satisfaction 

The mere repetition of a situation does not necessarily lead to 

learning. Two things are necessary - “belongingness” and 

“satisfaction” Belongingness means that the elements to be learned 

must seem to belong together, must show some form of 

relationship or sequence. Satisfiers are real or symbolic rewards, as 

distinguished from annoying consequences that may be present in 

the learning process.  

7.2.10 New and Old Learning 

Learning something new can interfere with the remembering of 

something learned earlier. This is most important when the learner 

is being asked to change his habits or methods of work.  

 

Discussion 

Activity 

If you study French for an hour and thereafter study Italian for another 

hour, how effective will you recall these two? 

Discussion 

Obviously, your ability to recall the French will probably be less than it 

would have been had you substituted an hour’s interval of rest in place of 

the hour’s study of Italian. 

So far, we have examined the principles of learning. However, 

learning does not take place in isolation. Before one can effectively 

learn, he needs teaching, hence the need to examine a few 

principles of teaching. And to do this, I intend to borrow some of 

the principles of teaching identified by Morris Viteles. The first of 

such principles is that the worker or trainee must be taught and he 

must practice only correct methods of carrying out the work. It is 

when the correct method is practiced that the trainee can effectively 

utilize his training. This is basic to all other types of 

learning/teaching situations.  

 ITQ 

Question (True/False) 

o Satisfier means that the elements to be learned must seem to 

belong together, must show some form of relationship or 

sequence. 

Feedback 

• This statement is absolutely wrong. Satisfiers are real or 

symbolic rewards, as distinguished from annoying consequences 

that may be present in the learning process; while Belongingness 

means that the elements to be learned must seem to belong 

together, must show some form of relationship or sequence. 
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Another important principle of teaching is for the trainer to make 

attempts at establishing the best way of doing a job, or performing 

a task, or effecting a change which he intends the learners to 

acquire; and to get this done adequately, the trainer might need to 

make use of either job analysis, or the well-known time and motion 

study technique, or both. By this analysis, it will not be difficult for 

the trainer to determine the best and most effective way of 

achieving the desired goal. Once this is identified, the next 

principle is that the trainer endeavors to follow the principle of best 

movements in work most especially when the trainees are line staff. 

This reduces waste and undue delay. 

One important aspect of the teaching situation that has been 

accepted by well experienced trainers is that the best and most 

superior training environment is the actual working environment 

because job training under actual working conditions has been 

found to be more advantageous, not only to the trainer or the 

trainees alone but to the organisations who own the trainees. It is 

better to train on the job than to train in classrooms and the formal 

institutional set-up. This is advantageous in that as training 

progress, productivity is not restricted. At the same time, the 

trainees are exposed to the same environment, the same machinery, 

the same organisational setup and probably the same personnel 

they would still meet and interact with after their training 

programs. 

In addition to the above principle, there is the principle of accuracy 

which must be emphasized from the inception of the course - this is 

particularly important where the acquisition of skill is concerned or 

where the line staff is concerned.  It is important to note that when 

training is unduly prolonged, the trainees feel bored and motivation 

is stifled; hence training programs are best carried out when short 

programs are organized. Training is said to be more efficient when 

distributed over short periods of time. After a short training session, 

the trainees are allowed to go back and put into practice what they 

have acquired. This has dual advantages — the trainees themselves 

are able to discover whether they have gained anything and where 

there are deficiencies in what they thought they have learned and 

the trainer if he is within the organisation, can watch the trainees 

perform to discover whether he has successfully reached the 

trainees. When the trainees are eventually brought together for 

another short stint of training, the problems discovered by both 

parties are tabled for discussion thereby helping the trainer to make 

necessary modifications to his training program where necessary.  

 



 

 

 

 
 

 
    Note 

Vital to any training effort is the 

are registered in the learners. In the matter of skill acquisition or change of 

behaviour, the need to constantly repeating the skill or behaviour is 

important. Efficiency increases with repetition, but a stage may b

when even repetition or practice fails to improve efficiency 

usually referred to as ‘learning plateau’ when no apparent or marked progress 

is made. However, this situation should not deter the trainer from carrying out 

distributed

down at production speeds lower than their real abilities. That is, they would 

assume they have reached a stage where they can no more progress. When 

the learner reaches his ‘learning plat

use of incentives and other motivating devices to arouse the willingness of the 

learner to improve upon present performance or productivity. 

 The 

Bearing this principle in mind the trainer organizes his course in 

such a way that no participant is left out in the teaching situation. 

To be particularly taken care of is the experience of older trainees 

who might have acquired more negative skills

call 

In his own contribution, Maier agrees with the above principles of 

teaching 
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In the teaching of basic physical movements, there are certain 

principles to guide the 

muscular coordination of the trainee could be improved. In 

examining this, I will crave the indulgence of the reader to use 

those principles outlined by Viteles because of his efforts to 

summarize the principles 

summary of his principles are as follows:

 

Study Session 7  The Learning Process and the Simple Rules of Learning

Vital to any training effort is the constant repetition of facts so that such facts 

are registered in the learners. In the matter of skill acquisition or change of 

behaviour, the need to constantly repeating the skill or behaviour is 

important. Efficiency increases with repetition, but a stage may b

when even repetition or practice fails to improve efficiency 

usually referred to as ‘learning plateau’ when no apparent or marked progress 

is made. However, this situation should not deter the trainer from carrying out 

distributed practice over longer periods, otherwise, the employees will settle 

down at production speeds lower than their real abilities. That is, they would 

assume they have reached a stage where they can no more progress. When 

the learner reaches his ‘learning plateau’, it is necessary for the trainer to make 

use of incentives and other motivating devices to arouse the willingness of the 

learner to improve upon present performance or productivity. 

The age differences of the learners must be taken into account. 

aring this principle in mind the trainer organizes his course in 

such a way that no participant is left out in the teaching situation. 

To be particularly taken care of is the experience of older trainees 

who might have acquired more negative skills or beha

 for retraining. 

In his own contribution, Maier agrees with the above principles of 

teaching — his views could be summarized as follow: 

EACHERS ARE EXPECTED TO ANALYZE ACTIONS

VIEWPOINTS OF OTHERS WITH A VIEW TO ASSESSING

THEIR OWN POSITION ON THESE VARIABLES; THAT THE

METHOD’ IS NOT ALWAYS GOOD IN EMPLOYEE TRAINING

TRAINEES ARE ASSUMED TO BE FACING THE DEMONSTRATOR

MAKING THEM SEE ALL MOTIONS AND OR ACTIONS IN

TRUE OF SKILL TRAINING, BUT THERE ARE CERTAIN

WHERE THE DEMONSTRATION METHOD WILL BE THE

FAIL TO TOTALLY AGREE WITH THE ASSUMPTION OF

WHEN THE TRAINEE REACHES THE POINT WHERE HE NEEDS

AVAILABLE PROMPTLY - OTHERWISE THE TRAINEE

AND ACQUIRE FALSE EMOTIONS AND BAD HABITS

EVENTUALLY BE DIFFICULT TO CORRECT; AND THAT

TRAINING TO TAKE PLACE, THE TRAINER HIMSELF

TRAINED AND BE A MASTER OF HIS SUBJECT. A TRAINER

KNOW MORE THAN THOSE HE IS SUPPOSED TO TRAIN

HIM AS A MODEL. 

In the teaching of basic physical movements, there are certain 

principles to guide the trainer so that the manipulative skills and 

muscular coordination of the trainee could be improved. In 

examining this, I will crave the indulgence of the reader to use 

those principles outlined by Viteles because of his efforts to 

summarize the principles which cover most of the aspects. A 

summary of his principles are as follows: 
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are registered in the learners. In the matter of skill acquisition or change of 

behaviour, the need to constantly repeating the skill or behaviour is 

important. Efficiency increases with repetition, but a stage may be reached 

when even repetition or practice fails to improve efficiency — this stage is 

usually referred to as ‘learning plateau’ when no apparent or marked progress 

is made. However, this situation should not deter the trainer from carrying out 

the employees will settle 

down at production speeds lower than their real abilities. That is, they would 
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    Note 

Learning is the core of the training or teaching process. Before a decision is 

taken on whether to train or teach, there must have been certain objectives 

which the program is expected to achieve. In an organisation, the 

management decides on a training ac

after its employees might have completed the training activity, they will 

exhibit new or changed behaviour which will help the organisation to satisfy 

its consumers by way of better productivity, better services and

products. Learning, according to Dale Beach can be defined as ‘that human 

process by which skills, knowledge, habits, and attitudes are acquired and 

‘utilized in such a way that behaviour is modified’. Finally, the success or 

failure of any trainin

hence, these two actors in the teaching/ learning situation must adhere as 

strictly as possible ‘to the principles underlying the activity. 

 

cation, Training and Development 

i. Successive movements should be so related that one 

movement passes easily into that which follows, each 

ending in a position favourable for the beginning of the next 

movement. 

ii. The order of movements should be so arranged that little 

direct attention is needed for passage from one to another. 

In other words, they should be so arranged that the mind 

can attend to the final aim or end of the operation instead of 

being distracted by the work of initiating successively the 

several movements which are involved in a task. 

iii. The sequence of movements is to be so framed that an easy 

rhythm can be established in the automatic performance of 

the various elements of the operation.  

iv. From the principles which have been stated follows the 

corollary that a continuous movement is preferable to 

angular movements involving sudden changes in the 

direction of movement.  

v. The number of movements should be reduced as far as 

possible within the scope of limitations suggested above. In 

general, reducing the number of movements will facilitate a 

rhythmic method of working and automatization as a means 

of reducing the volitional direction of work. 

vi. Simultaneous, use of both hands should be encouraged. 

vii. When a forcible stroke is required, the direction of 

movement and placement of materials should be so 

arranged that as far as practicable, the stroke is delivered 

when it has reached its greatest momentum. 

Learning is the core of the training or teaching process. Before a decision is 

taken on whether to train or teach, there must have been certain objectives 

which the program is expected to achieve. In an organisation, the 

management decides on a training activity because it reasonably thinks that 

after its employees might have completed the training activity, they will 

exhibit new or changed behaviour which will help the organisation to satisfy 

its consumers by way of better productivity, better services and

products. Learning, according to Dale Beach can be defined as ‘that human 

process by which skills, knowledge, habits, and attitudes are acquired and 

‘utilized in such a way that behaviour is modified’. Finally, the success or 

failure of any training depends not only on the trainer but also on the trainees, 

hence, these two actors in the teaching/ learning situation must adhere as 

strictly as possible ‘to the principles underlying the activity. 
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Study Session Summary

 

Summary 

In this Study 

started by defining learning as the acquisition of knowledge or 

skills through study, experience, or being taught. You moved on to 

highlight and discuss the many principles of learning.  Finally, you 

describ

the ten rules of learning as given by the International Labour 

Organization.

 

Assessment 

 

Assessment 

SAQ 7.1 (tests Learning Outcome 7.1)

Hounsell identified certain conditions which are 

teaching/learning situation and these, according to him includes 

motivation, stimulus, response and reinforcement, feedback, 

participation and practice, transfer of knowledge and perception. 

Discuss any three of these conditions.

SAQ 7.2 (t

What are the International Labour Organizations’ Ten simple rules 

of Learning?
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Study Session Summary 

In this Study Session, you discussed the learning process. You 

started by defining learning as the acquisition of knowledge or 

skills through study, experience, or being taught. You moved on to 

highlight and discuss the many principles of learning.  Finally, you 

described the simple rules of learning. In doing so, you highlighted 

the ten rules of learning as given by the International Labour 

Organization. 

SAQ 7.1 (tests Learning Outcome 7.1) 

Hounsell identified certain conditions which are 

teaching/learning situation and these, according to him includes 

motivation, stimulus, response and reinforcement, feedback, 

participation and practice, transfer of knowledge and perception. 

Discuss any three of these conditions. 

SAQ 7.2 (test Learning Outcome 7.1) 

What are the International Labour Organizations’ Ten simple rules 

of Learning? 

I. L. 0. Teaching and training methods for management development. 

Man Dev. 36 Geneva.  
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Session, you discussed the learning process. You 

started by defining learning as the acquisition of knowledge or 

skills through study, experience, or being taught. You moved on to 

highlight and discuss the many principles of learning.  Finally, you 

ed the simple rules of learning. In doing so, you highlighted 

the ten rules of learning as given by the International Labour 

Hounsell identified certain conditions which are necessary for a 

teaching/learning situation and these, according to him includes 

motivation, stimulus, response and reinforcement, feedback, 

participation and practice, transfer of knowledge and perception. 

What are the International Labour Organizations’ Ten simple rules 

I. L. 0. Teaching and training methods for management development. 
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Study Session 8

Training Methods

Introduction 
In this study session, you will be discussing training methods. You 

will start with an explanation on why it is necessary for us to study 

training methods. You will then continue by highlighting the 

principles of teaching methods. You will 

by evaluating the different types of instructional methods.

Learning Outcomes

 

Outcomes 

When you have studied this session, you should be able to:

8.1 give reasons why the study of training methods are 

needed

8.2 analyse the 

8.3 use methods of instruction

Terminology 

Experimental 

research 

Motivation 

Case 

Feedbacks 

 

Industrial Education, Training and Development 

Study Session 8 

Training Methods 

In this study session, you will be discussing training methods. You 

will start with an explanation on why it is necessary for us to study 

training methods. You will then continue by highlighting the 

principles of teaching methods. You will then conclude the session 

by evaluating the different types of instructional methods.

Learning Outcomes 

When you have studied this session, you should be able to:

8.1 give reasons why the study of training methods are 

needed 

8.2 analyse the principles of teaching methods 

8.3 use methods of instruction 

Experimental 

research  

The process that a researcher undergoes of controlling 

certain variables and manipulating others to observe if the 

results of the experiment reflect that the 

directly caused the particular outcome.

Motivation  Internal and external factors that stimulate desire and 

energy in people to be continually interested and 

committed to a job, role or subject, or to make an effort to 

attain a goal. 

Case study An account of an activity, event or problem that contains a 

real or hypothetical situation and includes the complexities 

you would encounter in the workplace.

Feedbacks  Information given to the learner and/or the teacher about 

the learner's performance relative to learning goals.
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8.1 Why do We Need Training Methods? 
After knowing the rules of learning, what is the next thing for us to 

know? 

in imparting knowledge and or skill to a student 

pivot of the learning experience. In recent times, many new 

methods of teaching or training, apart from the lecture methods, 

have been developed, tested, combined and adapted to different 

learning situations. Some of the methods are as ol

while some are entirely new. Some of the methods are simple and 

straight

special preparation. Others are fairly sophisticated and complicated 

and could only be used after extensive preparati

trainer and the trainee. 

 

Tip 

The most popular training method is called “the lecture method”
 

Training methods vary and there are many of them to choose from. 

The choice depends on the goals and the group involved. Some 

methods are useful in meeting the objectives of certain groups 

while there are those which are useful in dealing with specific 

subject matters. In deciding on what method to use, the trainer must 

be clear on what objectives and groups he is supposed to reach. In 

selecting the method, the trainer must not only assess the relative 

utility of each method but must try to match the chosen

with the objective and the group. 

8.1.1 Factors Consider When Choosing Training Method

In deciding what training method to use, there are certain factors 

that must be considered. 

the human, subject area, ob

According to him, the success or failure of the chosen method 

depends on whether these factors have been considered by the 

trainer. We shall now attempt to discuss these factors one by one. 

Human Factors 

In any effort made to get things done, people are involved and for 

any successful venture, we depend on the ability and capacity of 

those who would be involved in the venture. In training and 

education, there are two important human factors and these are (

the teacher and (b) the participant. 

Study Session 8

8.1 Why do We Need Training Methods?  
After knowing the rules of learning, what is the next thing for us to 

know? The training method! The choice of the method to be used 

in imparting knowledge and or skill to a student 

pivot of the learning experience. In recent times, many new 

methods of teaching or training, apart from the lecture methods, 

have been developed, tested, combined and adapted to different 

learning situations. Some of the methods are as ol

while some are entirely new. Some of the methods are simple and 

straight-forward and, can be used by any teacher without any 

special preparation. Others are fairly sophisticated and complicated 

and could only be used after extensive preparati

trainer and the trainee.  

The most popular training method is called “the lecture method”

Training methods vary and there are many of them to choose from. 

The choice depends on the goals and the group involved. Some 
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be clear on what objectives and groups he is supposed to reach. In 

selecting the method, the trainer must not only assess the relative 

utility of each method but must try to match the chosen

with the objective and the group.  

8.1.1 Factors Consider When Choosing Training Method

In deciding what training method to use, there are certain factors 

that must be considered. Kubr identified some of these factors as 

the human, subject area, objective, time and material factors. 

According to him, the success or failure of the chosen method 

depends on whether these factors have been considered by the 

trainer. We shall now attempt to discuss these factors one by one. 

Human Factors  

In any effort made to get things done, people are involved and for 

any successful venture, we depend on the ability and capacity of 

those who would be involved in the venture. In training and 

education, there are two important human factors and these are (

the teacher and (b) the participant.  

i. The Teacher: No teaching can take place without a teacher 

and for effective teaching/learning situation, the leadership 
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those who would be involved in the venture. In training and 
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No teaching can take place without a teacher 

and for effective teaching/learning situation, the leadership 
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qualities of the teacher must be seen and accepted. His 

knowledge, managerial skill and teaching experience are 

very vital for effective functioning as a teacher. According 

to Kubr, ‘the teacher has to have a clear and significant 

message to pass, and his, personality has to be acceptable to 

the students or trainees so that effective communication 

links can be established quickly and easily.’ These are 

necessary conditions to be fulfilled in our attempt at 

teaching others. Where the message to be passed is vague 

and where it fails to make any significant impact on the 

trainees, the teacher then frustrates them out of class. Where 

the teacher lacks the necessary personality traits, he is 

treated with contempt and loses his respect because he is 

unable to reach his students. This is why it is important for 

each teacher ‘to assume personal responsibility for choosing 

the best methods for his particular teaching assignment’. To 

make any significant impact on the trainees, the teacher 

needs to make the choice of the best methods that would 

enhance his objective; hence he must possess those qualities 

like deep knowledge of his subject matter, psychology of 

learning, understanding of human problems, ability to react 

quickly during crisis and commitment to the course 

objectives. These qualities make him a teacher and will help 

him in his onerous task of teaching his students.  

ii. The Participants and their Environmental 

Backgrounds: Trainees are not homogeneous; they come 

from varying economic, social, religious, political, 

educational and cultural backgrounds. The trainer must 

remember these varying backgrounds when deciding on 

what method or methods to choose. Whatever method is 

chosen, such method, according to Kubr, must respect the 

intellectual level and educational background of 

participants, the participants’ age and practical experience, 

and their social and cultural environment. The intellectual 

level and educational background of participants must be 

considered because these will affect the rate of assimilation 

of the participants. There will be some participants who 

rose to their present positions, not because of these factors 

but because of their long experiences, hence we cannot 

equate their educational level with that of a young graduate, 

nevertheless, we have to accommodate them in the same 

class. The method of instruction must be able to 

accommodate the different backgrounds so that the 

intellectually able ones will not feel bored or cheated at the 

expense of those with lower educational background or vice 

versa.  

 



 

 

 

 
 

 
    Note 

Age of Participants

The age and practical experience of participants 

teacher has to make a distinction between young participants with little or no 

practical experience who have learnt a lot of theory in their institutions of 

higher learning and older workers with a wealth of practical experience.

to be remembered that much of the learning experience may be new to the 

younger students as they lack practical experience to which the new learning 

experience could be linked, however, the students, as a result of their 

exposure in the institution

idea’s than the older workers. In the case of the ‘older’ and experienced 

trainees, what we need to impart is only additional knowledge. There is a 

danger,

with practical experience who may take the attitude of knowing better in 

advance ‘or what is new in what you are saying?’ It is the responsibility of the 

trainer to change this attitude by making the trainees aware of what they 

need to lea

and practical assignments. The trainers must also impress it upon trainees that 

they are there to learn from one another.

Environment of Participant

The social and cultural environment of par

considered in the selection of the 

of the participative methods used in training today are developed from 

the United States or Britain. These are countries with peculiar social and 

cultu

or too sophisticated for developing countries like Nigeria, Ghana and so 

on. This is why a method should not be totally transferred to a new 

social and cultural environment without consider

Objectives of Teaching and Training 

As a universal rule, training or any educational pursuit is expected 

to meet certain objectives which ‘are defined in terms of changes to 

be effected in knowledge, 

afterwards lead to improved action’. The focus is on ‘change’ and 

what we intend to change may be knowledge, attitudes or skills. 

This calls for a careful handling of the appropriate method that 

could effect the desired change. O

training program is identified, the choice of the appropriate method 

becomes easy. 

 
    Note 

The lecture method could be used in developing knowledge. Field work will be 

of immense value in programs involving observation

appropriate for analysis and diagnosis. In formulating solutions and making 

very important decisions, the trainer may use simulation games while role 

playing will be appropriate in communication training. To increase motivation 

and co

intended to improve multiple skills, a combination of any of the teaching 

methods may be the answer. Knowledge, 

variables in the teaching/learning situa

paid to them in setting training objectives and selecting training methods. 
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Age of Participants 

The age and practical experience of participants are another 

teacher has to make a distinction between young participants with little or no 

practical experience who have learnt a lot of theory in their institutions of 

higher learning and older workers with a wealth of practical experience.

to be remembered that much of the learning experience may be new to the 

younger students as they lack practical experience to which the new learning 

experience could be linked, however, the students, as a result of their 

exposure in the institution ‘are open-minded and often more receptive to new 

idea’s than the older workers. In the case of the ‘older’ and experienced 

trainees, what we need to impart is only additional knowledge. There is a 

danger, however. The trainer should watch out for some of 

with practical experience who may take the attitude of knowing better in 

advance ‘or what is new in what you are saying?’ It is the responsibility of the 

trainer to change this attitude by making the trainees aware of what they 

need to learn to function by employing more use of case studies, simulation 

and practical assignments. The trainers must also impress it upon trainees that 

they are there to learn from one another. 

Environment of Participant 

The social and cultural environment of participants is also a factor to be 

considered in the selection of the appropriate method of teaching. Most 

of the participative methods used in training today are developed from 

the United States or Britain. These are countries with peculiar social and 

cultural characteristics, hence, some of such methods may be inadequate 

or too sophisticated for developing countries like Nigeria, Ghana and so 

on. This is why a method should not be totally transferred to a new 

social and cultural environment without considering the difference.

Objectives of Teaching and Training  

As a universal rule, training or any educational pursuit is expected 

to meet certain objectives which ‘are defined in terms of changes to 

be effected in knowledge, attitudes, and skills 

afterwards lead to improved action’. The focus is on ‘change’ and 

what we intend to change may be knowledge, attitudes or skills. 

This calls for a careful handling of the appropriate method that 

could effect the desired change. Once the objective of a particular 

training program is identified, the choice of the appropriate method 

becomes easy.  

The lecture method could be used in developing knowledge. Field work will be 

of immense value in programs involving observation. Case method will be 

appropriate for analysis and diagnosis. In formulating solutions and making 

very important decisions, the trainer may use simulation games while role 

playing will be appropriate in communication training. To increase motivation 

and competition, group projects are ideal and where the training program is 

intended to improve multiple skills, a combination of any of the teaching 

methods may be the answer. Knowledge, skills, and attitudes are related 

variables in the teaching/learning situation, hence special attention must be 

paid to them in setting training objectives and selecting training methods. 
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Subject Area 

Training could take any of many subject areas like sales, personnel, 

industrial relations, general management, secretarial and so on. 

Each of these subject areas has their special features. There are 

subject areas where group discussions may be adequate, t

others where we can achieve our objectives through the lecture 

method while other subject areas may require a combination of two 

or three methods. For example, ‘Operations research techniques are 

based on the extensive use of mathematics and stati

programs concentrating on behavioural aspects, communication, 

leadership, and motivation, training methods to be used may be a 

combination which will expose the trainees to numerous 

opportunities of ‘analysis of human behaviour with a view to

influencing the behaviour of the trainees. The most important point 

to note is that the ability to select an appropriate method in the 

appropriate situation is vital to the success of the trainer. It is not 

enough to know the methods, we must know when an

particular method should be used and this could be determined by 

the subject area concerned. 

 
    Note 

Special subject areas call for special methods. For instance, in management 

courses, one may be content with case studies, or business games 

playing or ‘a combination of these. These could be supplemented by 

assignments and exercises.

In industrial education and training, the emphasis, according to 

Kubr

to him, it is important

Kubr

with a complex ca

specific subject areas followed by a detailed study of the specific 

subject areas and concluding with the integration of specialist 

knowledge and skills through working on a practical project. 

Time and Mate

Apart from the human factors, the objectives of the course and the 

subject area as determinants of the choice of teaching methods, a 

Industrial Education, Training and Development 

Subject Area  

Training could take any of many subject areas like sales, personnel, 

industrial relations, general management, secretarial and so on. 

Each of these subject areas has their special features. There are 

subject areas where group discussions may be adequate, t

others where we can achieve our objectives through the lecture 

method while other subject areas may require a combination of two 

or three methods. For example, ‘Operations research techniques are 

based on the extensive use of mathematics and stati

programs concentrating on behavioural aspects, communication, 

leadership, and motivation, training methods to be used may be a 

combination which will expose the trainees to numerous 

opportunities of ‘analysis of human behaviour with a view to

influencing the behaviour of the trainees. The most important point 

to note is that the ability to select an appropriate method in the 

appropriate situation is vital to the success of the trainer. It is not 

enough to know the methods, we must know when an

particular method should be used and this could be determined by 

the subject area concerned.  

Special subject areas call for special methods. For instance, in management 

courses, one may be content with case studies, or business games 

playing or ‘a combination of these. These could be supplemented by 

assignments and exercises. 

In industrial education and training, the emphasis, according to 

Kubr, should be on explanation, helping and promoting. According 

to him, it is important to: 

i. explain the relationship between various sides and functions 

of the enterprise and show the highly complex character of 

the management process;  

ii. help the participants to avoid a two sided and 

oversimplified approach to multi-dimensional situations; 

iii. promote general management skills, which essentially lie in 

an interdisciplinary approach to management, and to 

combine and coordinate the various functions of 

management.”  

Kubr advocates a sound use of participative methods like starting 

with a complex case study, thereby arousing trainees’ interest in 

specific subject areas followed by a detailed study of the specific 

subject areas and concluding with the integration of specialist 

knowledge and skills through working on a practical project. 

Time and Material Factors  

Apart from the human factors, the objectives of the course and the 

subject area as determinants of the choice of teaching methods, a 
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method may still fail to meet the requirements if attention is not 

paid to the time available for the course, the financial resources 

available and the equipment that would be used. Hence before a 

method is chosen, these other factors must be considered. Kubr 

holds that for the successful choice of method to be made, the 

trainer must consider preparation time, the length of the course, the 

time of day and the teaching facilities. He summarizes these factors 

as follows:  

i. Preparation time (which affects the cost of the teaching 

material as well) varies for the different teaching methods. 

As a rule, complex case studies and business games require 

long and costly preparation, which includes testing with 

teachers or experimental groups, and making necessary 

revisions.  

ii. The length of the course predetermines the kinds of 

methods which can be used. The longer the course, the 

better are the chances that the teacher will be able to use 

business games, complex cases, and practical project. This 

is not to imply that participative methods should be 

eliminated from short appreciation or survey courses, 

however, only methods which are not time-consuming and 

are able to quickly pass the message can be used in these 

courses.  

iii. The time of day is more important than what designers 

would imagine. For instance, in the post-lunch period (2.00 

p.m. - 4.00 p.m.). It is more desirable to have enjoyable and 

attractive sessions which require active involvement.  

iv. The teaching facilities may be a limiting factor in certain 

cases like courses given outside institutions of learning or 

those conducted in villages. Factors such as the number of 

rooms available for group discussions or the accessibility of 

audio-visual aids should be anticipated and alternatives 

explored.  

 ITQ 

Question 

o The choice of training methods depends on _________ and 

________ involved. 

Feedback 

• Training methods vary and there are many of them to 

choose from. The choice depends on the goals and the 

group involved. Some methods are useful in meeting the 

objectives of certain groups while there are those which are 

useful in dealing with specific subject matters. In deciding 
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8.2 Principles Teaching Methods 

Experimental research  

An experiment where the 

researcher manipulates one 

variable and 

control/randomizes the rest 

of the variables. 

Through series of 

been able to develop most of 

learning which have in no small measure been of help to the 

teacher or trainer in the planning and implementation of training 

programs. To function well, the trainer will need favourable 

situations in which teaching and learning ca

chosen method is not the only aspect of learning to consider, it is 

one of the ways through which the principles of learning can be 

effectively utilized, hence the relationship between the principles of 

learning and the teaching metho

8.2.1 Motivation 

Motivation  

A reason or reasons for 

acting or behaving in a 

particular way. 

Adequate and well

learning situation. If learners cannot see the need to learn, and if 

they are not receptive to learning, any training effort made is 

wasted. People learn because they want to get one result or the 

other, and where they feel 

lose interest in learning. Motivation to learn depends on a number 

of variables some of which are the ‘challenge of the participant’s 

on present or future job, his own achievement motivation quotient 

or the stimulat

motivation, learning becomes a difficult task. Motivation can be 

enhanced through the 

when the materials presented could be applied to requirements. 

Motivation is not restr

is a situation that can be aroused not only by participants but by the 

trainer as well. 

 

 
    Note 

Apart from self

method, including the alway

chosen is carefully planned and well

and identifies the applicability of the learning experience, learning becomes 

easy.

There are two kinds of motivation 

intrinsic motivation, the individual feels some degree of 

satisfaction in the learning experience. On the other hand, the 

individual, in extrinsic motivation, looks up for a reward at the 

, Training and Development 

on what method to use, the trainer must be clear on what 

objectives and groups he is supposed to reach.

8.2 Principles Teaching Methods  

Through series of experimental research, psychologists have 

been able to develop most of today’s important principles of 

learning which have in no small measure been of help to the 

teacher or trainer in the planning and implementation of training 

programs. To function well, the trainer will need favourable 

situations in which teaching and learning can function. While the 

chosen method is not the only aspect of learning to consider, it is 

one of the ways through which the principles of learning can be 

effectively utilized, hence the relationship between the principles of 

learning and the teaching methods will be examined.

8.2.1 Motivation  

Adequate and well-timed motivation is vital to the success of any 

learning situation. If learners cannot see the need to learn, and if 

they are not receptive to learning, any training effort made is 

wasted. People learn because they want to get one result or the 

other, and where they feel that the result is not forthcoming, they 

lose interest in learning. Motivation to learn depends on a number 

of variables some of which are the ‘challenge of the participant’s 

on present or future job, his own achievement motivation quotient 

or the stimulation provided by the environment’. Without 

motivation, learning becomes a difficult task. Motivation can be 

enhanced through the interesting presentation of materials and 

when the materials presented could be applied to requirements. 

Motivation is not restricted to one particular method of teaching. It 

is a situation that can be aroused not only by participants but by the 

trainer as well. C  

Apart from self-motivation, the trainer can motivate the trainees through any 

method, including the always criticized lecture method, provided the method 

chosen is carefully planned and well-illustrated. Once the trainee is motivated 

and identifies the applicability of the learning experience, learning becomes 

easy. 

There are two kinds of motivation - intrinsic and extrinsic. In 

intrinsic motivation, the individual feels some degree of 

satisfaction in the learning experience. On the other hand, the 

individual, in extrinsic motivation, looks up for a reward at the 
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and extrinsic types of motivation are necessary for successful 

learning, but each depends on the other. Where intrinsic motivation 

is lacking, the 

8.2.2 Participation 

Participation implies active involvement in the learning situations, 

the more and deeper the participation, the higher the motivation of 

the student, and the more the student retains what is learnt. When 

students take an 

be better equipped for the application

or skill learned. Involvement or participation depends on the ability 

of the teacher to organize his teaching. It also depends on the 

persona

teacher lacks confidence or he is unable to give the necessary 

leadership, it will be difficult to get the students involved. In fact, 

the trainees must accept the trainer as a leader before any 

involvement or participation takes place. And where group method 

is to be used, the group leaders must be carefully selected and they 

must be acceptable to the groups they lead. The exercise in which 

students are to participate must be interesting and chall

arouse their interest. 

 
    Note 

The exercise must neither be too simple nor too complex. For instance, 

participation may be low when learners consider the exercise to be of 

poor quality or below standard or cannot be applied to real life.

8.2

Individuals have different abilities and capabilities. They learn at 

different rates. What appeals to one may not appeal to the other. 

They are endowed with individual personal styles of study and 

application and which are subject t

performance. In order to be able to run an effective training 

program, arrangements should be made for individual learning 

through reading, thinking exercising and application of knowledge. 

This is in addition to the organisation of

Group training programs may even involve group work outside the 

enterprise, but the teacher has to remember that the individuals in 

the group need an 

work. Such individual approach may take

individual assignment, or voluntary additional work by individuals, 

or the breaking down of group projects into assignments for each 

individual and so on.
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successful completion of the learning experience. Both intrinsic 

and extrinsic types of motivation are necessary for successful 

learning, but each depends on the other. Where intrinsic motivation 

is lacking, the reward may not be sufficient to motivate the lea

8.2.2 Participation  

Participation implies active involvement in the learning situations, 

the more and deeper the participation, the higher the motivation of 

the student, and the more the student retains what is learnt. When 

students take an active part in the learning situations, they tend to 

be better equipped for the application and transfer of the knowledge 

or skill learned. Involvement or participation depends on the ability 

of the teacher to organize his teaching. It also depends on the 

personality of the teacher in the way he handles his class. If the 

teacher lacks confidence or he is unable to give the necessary 

leadership, it will be difficult to get the students involved. In fact, 

the trainees must accept the trainer as a leader before any 

nvolvement or participation takes place. And where group method 

is to be used, the group leaders must be carefully selected and they 

must be acceptable to the groups they lead. The exercise in which 

students are to participate must be interesting and chall

arouse their interest.  

The exercise must neither be too simple nor too complex. For instance, 

participation may be low when learners consider the exercise to be of 

poor quality or below standard or cannot be applied to real life.

8.2.3 Individual Approach  

Individuals have different abilities and capabilities. They learn at 

different rates. What appeals to one may not appeal to the other. 

They are endowed with individual personal styles of study and 

application and which are subject to individual control or 

performance. In order to be able to run an effective training 

program, arrangements should be made for individual learning 

through reading, thinking exercising and application of knowledge. 

This is in addition to the organisation of work or study groups. 

Group training programs may even involve group work outside the 

enterprise, but the teacher has to remember that the individuals in 

the group need an individual approach to supplement the group 

work. Such individual approach may take the form of compulsory 

individual assignment, or voluntary additional work by individuals, 

or the breaking down of group projects into assignments for each 

individual and so on. 
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and extrinsic types of motivation are necessary for successful 

learning, but each depends on the other. Where intrinsic motivation 

may not be sufficient to motivate the learner.  

Participation implies active involvement in the learning situations, 

the more and deeper the participation, the higher the motivation of 

the student, and the more the student retains what is learnt. When 

part in the learning situations, they tend to 

and transfer of the knowledge 

or skill learned. Involvement or participation depends on the ability 

of the teacher to organize his teaching. It also depends on the 

lity of the teacher in the way he handles his class. If the 

teacher lacks confidence or he is unable to give the necessary 

leadership, it will be difficult to get the students involved. In fact, 

the trainees must accept the trainer as a leader before any 

nvolvement or participation takes place. And where group method 

is to be used, the group leaders must be carefully selected and they 

must be acceptable to the groups they lead. The exercise in which 

students are to participate must be interesting and challenging to 

The exercise must neither be too simple nor too complex. For instance, 

participation may be low when learners consider the exercise to be of 

poor quality or below standard or cannot be applied to real life. 

Individuals have different abilities and capabilities. They learn at 

different rates. What appeals to one may not appeal to the other. 

They are endowed with individual personal styles of study and 

o individual control or 

performance. In order to be able to run an effective training 

program, arrangements should be made for individual learning 

through reading, thinking exercising and application of knowledge. 

work or study groups. 

Group training programs may even involve group work outside the 

enterprise, but the teacher has to remember that the individuals in 

approach to supplement the group 

the form of compulsory 

individual assignment, or voluntary additional work by individuals, 

or the breaking down of group projects into assignments for each 



86 

 

ADE 304 Industrial Education, Training and Developmen

 
    Note 

With the individual approach, no trainee is passive as everyone 

function or the other.

8.2.4 Sequencing and Structuring 

In the formal school system, particularly the primary and the 

secondary, when a poem is taught, children tend to learn one or two 

stanzas at a time, that is, they take one step at a tim

referred to as part learning. The opposite of this is whole learning 

which involves the learning of the whole of a piece together. As 

done with the learning of a poem by students, there are some tasks 

that could be learned in parts and t

learned as a whole. In industrial education and training, one would 

want to know whether whole or part learning is preferable in 

certain situations and this 

of the learner and what he 

material to be learned is simple or if the skill requires just a few 

operations, there may 

the material is complex and intrinsic, i.e., where there are many 

operations that would take a long time, part learning may be the 

answer whereby the task is broken into meaningful part for the 

learner to master before

 
    Note 

In industrial education and training, some methods are better than others 

particularly when what is to be taught needs some logical presentation. 

According to 

introducing new topics and ideas for correctly sequencing them or for 

explaining the structure of a vast and complex area.”

8.2.5 Knowledge of Result 

This may also be referred to as

faster when they are informed o

Psychologists like Wolfe concluded that it is essential that trainees 

be given knowledge of their efforts and such knowledge should be 

immediate, automatic and meaningfully related to the task at hand. 

In industrial education and t

trainee of his successes and failures so that he can adjust his efforts 

where and when necessary.
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With the individual approach, no trainee is passive as everyone 

function or the other. 

8.2.4 Sequencing and Structuring  

In the formal school system, particularly the primary and the 

secondary, when a poem is taught, children tend to learn one or two 

stanzas at a time, that is, they take one step at a tim

referred to as part learning. The opposite of this is whole learning 

which involves the learning of the whole of a piece together. As 

done with the learning of a poem by students, there are some tasks 

that could be learned in parts and there are some that could be 

learned as a whole. In industrial education and training, one would 

want to know whether whole or part learning is preferable in 

certain situations and this depends, to a certain extent, on the nature 

of the learner and what he is expected to learn. For instance, if the 

material to be learned is simple or if the skill requires just a few 

operations, there may be need to go into whole learning, but where 

the material is complex and intrinsic, i.e., where there are many 

operations that would take a long time, part learning may be the 

answer whereby the task is broken into meaningful part for the 

learner to master before integrating the parts into a whole.

In industrial education and training, some methods are better than others 

particularly when what is to be taught needs some logical presentation. 

According to Kubr, “some methods are better suited than others

introducing new topics and ideas for correctly sequencing them or for 

explaining the structure of a vast and complex area.” 

8.2.5 Knowledge of Result  

This may also be referred to as feedback. People are known to learn 

faster when they are informed of their accomplishments. 

Psychologists like Wolfe concluded that it is essential that trainees 

be given knowledge of their efforts and such knowledge should be 

immediate, automatic and meaningfully related to the task at hand. 

In industrial education and training, the trainer should inform the 

trainee of his successes and failures so that he can adjust his efforts 

where and when necessary. 

 

 

With the individual approach, no trainee is passive as everyone performs one 

In the formal school system, particularly the primary and the 

secondary, when a poem is taught, children tend to learn one or two 

stanzas at a time, that is, they take one step at a time, this is what is 

referred to as part learning. The opposite of this is whole learning 

which involves the learning of the whole of a piece together. As 

done with the learning of a poem by students, there are some tasks 

here are some that could be 

learned as a whole. In industrial education and training, one would 

want to know whether whole or part learning is preferable in 

to a certain extent, on the nature 

is expected to learn. For instance, if the 

material to be learned is simple or if the skill requires just a few 

to go into whole learning, but where 

the material is complex and intrinsic, i.e., where there are many 

operations that would take a long time, part learning may be the 

answer whereby the task is broken into meaningful part for the 

integrating the parts into a whole. 

In industrial education and training, some methods are better than others 

particularly when what is to be taught needs some logical presentation. 

, “some methods are better suited than others for 

introducing new topics and ideas for correctly sequencing them or for 

feedback. People are known to learn 

f their accomplishments. 

Psychologists like Wolfe concluded that it is essential that trainees 

be given knowledge of their efforts and such knowledge should be 

immediate, automatic and meaningfully related to the task at hand. 

raining, the trainer should inform the 

trainee of his successes and failures so that he can adjust his efforts 
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 ITQ 

Question 

o Intrinsic motivation is when the individual looks up to reward at 

the successful completion of the learning experience. 

Feedback 

• The statement can’t be right. In intrinsic motivation, the 

individual feels some degree of satisfaction in the learning 

experience. On the other hand, the individual, in extrinsic 

motivation, looks up for a reward at the successful completion of 

the learning experience. 

There are different ways of providing feedback to students, the 

feedback could be on one’s competence and behaviour as seen by 

the other course participants, by the trainer or by the trainee 

himself, the feedback could also be on what was actually learned 

and one’s ability to apply what is learned. Trainees want to know 

where they stand and this gives them the necessary criteria by 

which they can judge their progress. We can get feedback through 

role playing, business games, sensitivity training, practical 

exercises, consultancy assignments and so on. As much as possible, 

the trainees should be given the knowledge of their performance as 

this helps in increasing motivation.  

8.2.6 Application 

Application refers to the ability of the trainee to transfer what has 

been learned into real or practical situations. To be able to transfer 

a learning experience, some teaching methods like lectures, 

discussion or reading may not be adequate. To achieve the ability 

to transfer acquired knowledge or skills, the trainer may need to 

make use of the participative methods where learners actually 

perform. For instance, in teaching a physical task, such as operating 

a machine or assembling one, it is easy to see how practice may aid 

transfer. When learning a task which will be applied in live 

situation, a time must be devoted to actual practice and application 

of acquired knowledge or skill.  

8.3 Methods of Instruction 

As we have indicated above, the choice of what method to use to 

get the desired result is dependent on certain variables, the 

situation, the trainees, the subject matter, the objectives of the 

course and the trainer himself. One point that has to be remembered 

is that most training methods have a variety of uses, hence the most 

important duty of the trainer is to select the most appropriate 
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method or methods for a particular training program. A few of the 

methods from which selection can be made will be discussed in the 

following paragraphs. 

8.3.1 Lecture Method

This is the oldest and most basic method of instructi

the method has been widely criticized as a relatively inefficient 

way of transferring knowledge, the method has continued to be 

used by many instructors. Haas and Ewing describe the method as a 

quick way of giving facts to a large group of peo

explain the how’s and why’s but which probably will not impart 

skills. According to them, the method can be used to change 

attitudes, and results can be checked by tests. Dale Beach describes 

the lecture method as ‘a formal, organized ta

a group of students’ where ‘the lecturer is presumed to possess a 

considerable depth of knowledge of the subject at hand’ and ‘seeks 

to communicate his thoughts in such a manner as to interest the 

class and cause them to retain what

 
    Note 

As old as the lecture method is, there are occasions when one cannot but use 

the method because it is a method that comes in useful when we have very 

large groups of participants, thus lowering the cost per trainee. There are 

however some limitations. Lear

The method also violates the principle of learning by doing and constitutes 

mainly one

attitudinal or behavioural changes which is vital to any t

teacher has little or no opportunity to clarify meanings, to check on whether 

or not the trainees are getting the message, and to pay attention to individual 

differences and abilities. In most cases, the lecture method disregards the 

cultural, social, and educational backgrounds of the trainees. 

However, the lecture method can still effect some positive response 

if carefully planned. The trainer needs a detailed study of his 

audience so that he could adapt his lecture to their interests and 

levels of understanding. He must also be ready to vary hi

presentation through the use of pause question. In the planning of 

the lecture method, the I.L.O. Management Development Manual 

36 listed four basic questions that must be answered by the trainer 

and these are: 
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method or methods for a particular training program. A few of the 

methods from which selection can be made will be discussed in the 

following paragraphs.  

8.3.1 Lecture Method 

This is the oldest and most basic method of instructi

the method has been widely criticized as a relatively inefficient 

way of transferring knowledge, the method has continued to be 

used by many instructors. Haas and Ewing describe the method as a 

quick way of giving facts to a large group of peo

explain the how’s and why’s but which probably will not impart 

skills. According to them, the method can be used to change 

attitudes, and results can be checked by tests. Dale Beach describes 

the lecture method as ‘a formal, organized talk by the instructor to 

a group of students’ where ‘the lecturer is presumed to possess a 

considerable depth of knowledge of the subject at hand’ and ‘seeks 

to communicate his thoughts in such a manner as to interest the 

class and cause them to retain what he said’.  

As old as the lecture method is, there are occasions when one cannot but use 

the method because it is a method that comes in useful when we have very 

large groups of participants, thus lowering the cost per trainee. There are 

however some limitations. Learners are passive and only listen to the teacher. 

The method also violates the principle of learning by doing and constitutes 

mainly one-way communication. It is of limited value in the promotion of 

attitudinal or behavioural changes which is vital to any t

teacher has little or no opportunity to clarify meanings, to check on whether 

or not the trainees are getting the message, and to pay attention to individual 

differences and abilities. In most cases, the lecture method disregards the 

ultural, social, and educational backgrounds of the trainees. 

However, the lecture method can still effect some positive response 

if carefully planned. The trainer needs a detailed study of his 

audience so that he could adapt his lecture to their interests and 

levels of understanding. He must also be ready to vary hi

presentation through the use of pause question. In the planning of 

the lecture method, the I.L.O. Management Development Manual 

36 listed four basic questions that must be answered by the trainer 

and these are:  

i. “Who is your audience? WHO  

ii. What is the purpose of your talk? WHY  

iii. What is the time available? HOW LONG 

iv. What is the subject matter? WHAT”  

 

 

 

method or methods for a particular training program. A few of the 

methods from which selection can be made will be discussed in the 

This is the oldest and most basic method of instruction, although 

the method has been widely criticized as a relatively inefficient 

way of transferring knowledge, the method has continued to be 

used by many instructors. Haas and Ewing describe the method as a 

quick way of giving facts to a large group of people which can help 

explain the how’s and why’s but which probably will not impart 

skills. According to them, the method can be used to change 

attitudes, and results can be checked by tests. Dale Beach describes 
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As old as the lecture method is, there are occasions when one cannot but use 

the method because it is a method that comes in useful when we have very 

large groups of participants, thus lowering the cost per trainee. There are 

ners are passive and only listen to the teacher. 

The method also violates the principle of learning by doing and constitutes 

way communication. It is of limited value in the promotion of 

attitudinal or behavioural changes which is vital to any training program. The 

teacher has little or no opportunity to clarify meanings, to check on whether 

or not the trainees are getting the message, and to pay attention to individual 

differences and abilities. In most cases, the lecture method disregards the 

ultural, social, and educational backgrounds of the trainees.  

However, the lecture method can still effect some positive response 

if carefully planned. The trainer needs a detailed study of his 

audience so that he could adapt his lecture to their interests and 

levels of understanding. He must also be ready to vary his 

presentation through the use of pause question. In the planning of 

the lecture method, the I.L.O. Management Development Manual 

36 listed four basic questions that must be answered by the trainer 

 

What is the time available? HOW LONG  



 

 

 

 
 

 
    Note 

The trainer must understand his audience and find out whether their attitude 

is likely to be friendly, whether they are curious, indifferent or ho

important to know the background of the audience as regards education, 

culture, economic and religion. The trainer may be interested in the trainees’ 

previous experience of the subject. All these will aid in setting out what is to be 

delivered

It is important to bear in mind what the end result the training program is 

expected to achieve, as this will guide the trainer in identifying what he 

expects the audience to do or understand. The approach will vary 

depending on whether the trainer wishes 

 

Tip 

It is when the purpose of a training program is clearly 

task of the trainer in selecting appropriate material is eased.
 

The time available is another factor to be considered. It may be 

necessary to portion out the time so that questions can be asked by 

the audience. Talking all the time bores the audience and to 

maintain their interest, the lecture should not be unnecessari

The need to make use of interesting examples, rhetorical questions 

and humor may be explored as these may reawaken the interest and 

attention of the audience. 

To be able to give a good lecture, the trainer must be a master of 

the subject. It is i

The topic must also be relevant to the needs of the audience. It is 

advisable not to cover too much ground. 

When a trainer has considered the above four factors, he is able to 

reorganize his lecture notes

The I.L.O. Management Development Manual 36 has outlined the 

following basic structure to be followed in a lecture. 
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The trainer must understand his audience and find out whether their attitude 

is likely to be friendly, whether they are curious, indifferent or ho

important to know the background of the audience as regards education, 

culture, economic and religion. The trainer may be interested in the trainees’ 

previous experience of the subject. All these will aid in setting out what is to be 

delivered to the trainees. 

It is important to bear in mind what the end result the training program is 

expected to achieve, as this will guide the trainer in identifying what he 

expects the audience to do or understand. The approach will vary 

depending on whether the trainer wishes to:  

� give general information on, or an appreciation of, a subject; 

� gain acceptance for a new point of view;  

� change basic attitudes;  

� give detailed information;  

� teach a particular skill.  

It is when the purpose of a training program is clearly 

task of the trainer in selecting appropriate material is eased.

The time available is another factor to be considered. It may be 

necessary to portion out the time so that questions can be asked by 

the audience. Talking all the time bores the audience and to 

maintain their interest, the lecture should not be unnecessari

The need to make use of interesting examples, rhetorical questions 

and humor may be explored as these may reawaken the interest and 

attention of the audience.  

To be able to give a good lecture, the trainer must be a master of 

the subject. It is important that he be able to speak from experience. 

The topic must also be relevant to the needs of the audience. It is 

advisable not to cover too much ground.  

When a trainer has considered the above four factors, he is able to 

reorganize his lecture notes into a logical order.  

The I.L.O. Management Development Manual 36 has outlined the 

following basic structure to be followed in a lecture. 

i. The introduction which should be brief and to the 

presents the theme and objective of the talk in a manner 

designed to arouse the interests and curiosity of the 

audience right from the start. Opening remarks need to be 

planned and rehearsed with some care, as it is very largely 

the first impression that will motivate the audience to go on 

listening or to switch off. Above all, try to avoid beginning 
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The trainer must understand his audience and find out whether their attitude 

is likely to be friendly, whether they are curious, indifferent or hostile. It is 

important to know the background of the audience as regards education, 

culture, economic and religion. The trainer may be interested in the trainees’ 

previous experience of the subject. All these will aid in setting out what is to be 

It is important to bear in mind what the end result the training program is 

expected to achieve, as this will guide the trainer in identifying what he 

expects the audience to do or understand. The approach will vary 

give general information on, or an appreciation of, a subject;  

It is when the purpose of a training program is clearly defined that the 

task of the trainer in selecting appropriate material is eased. 

The time available is another factor to be considered. It may be 

necessary to portion out the time so that questions can be asked by 

the audience. Talking all the time bores the audience and to 

maintain their interest, the lecture should not be unnecessarily long. 

The need to make use of interesting examples, rhetorical questions 

and humor may be explored as these may reawaken the interest and 

To be able to give a good lecture, the trainer must be a master of 

mportant that he be able to speak from experience. 

The topic must also be relevant to the needs of the audience. It is 

When a trainer has considered the above four factors, he is able to 

 

The I.L.O. Management Development Manual 36 has outlined the 

following basic structure to be followed in a lecture.  

The introduction which should be brief and to the point 

presents the theme and objective of the talk in a manner 

signed to arouse the interests and curiosity of the 

audience right from the start. Opening remarks need to be 

planned and rehearsed with some care, as it is very largely 

the first impression that will motivate the audience to go on 

ff. Above all, try to avoid beginning 
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with an apology. It is seldom necessary or relevant and it 

will not really help you to achieve your objective.  

ii. In the body of the talk, the main theme is developed in 

logical steps so that the most important points will be 

remembered. One step should quite naturally stem from the 

previous one so that the listeners are carried forward. Add 

illustrative examples, related to the audience’s experience 

where possible, anecdotes, and instructive demonstrations 

to substantiate the points being made. Use visual aids to 

help the audience understand and remember what is 

important. Put these up sequentially, as each new point is 

raised. You may also want to allow time for questions and 

discussions to clarify meanings. Keep an eye on the time so 

that audience participation does not prevent you from 

returning to your main point.  

iii. The type of conclusion you use will depend largely on your 

objective, but at least give a brief recapitulation, in different 

words, of your main points (this is made easier when a 

visual display has been developed throughout the talk), plus 

some indication of “where do we go from here?” The 

quality of your conclusion may determine whether you 

achieve your overall objective or not. For this reason, many 

speakers learn their conclusions off by heart”.  

Lecture method  

A teaching method where 

the instructor acts as the 

primary information giver. 

The above basic structure has been reproduced in full because, in 

spite of its limitations, the lecture method has come to stay 

particularly where a large number of students is concerned. It is the 

duty of the trainer to make the best use of the lecture method of 

disseminating information to the group, something that could not 

have been handled otherwise without prolonging the training 

unnecessarily. A lecture can be good in passing information when 

carefully handled. Louis Allen lists five steps which can help in 

making a lecture good and effective, these, according to him are:  

i. plan your talk;  

ii. get the audience ready to listen;  

iii. tell what you are going to talk about;  

iv. present your material;  

v. sum it up.  

Preparing the Lecture  

A good lecture cannot be delivered without necessary preparation. 

There are about three important steps to take in the preparation and 

these are the drafting of the talk, the preparation of visual aids 

(where necessary) and the rehearsal. The trainer has to prepare his 

notes in a language that will be understandable to the audience. The 

notes should avoid flowery language and long sentences. The first 



 

 

 

 
 

draft should be checked against the time intended for the talk. 

There may be the need for some teaching aid

interesting, if handouts are to be given, they should be prepared in 

advance for handing over to the 

during the talk. Some may be distributed before, during or after the 

talk depending on your preferen

Films to be shown may need a 

to gain the attention of the audience and to supplement information, 

hence they should be carefully chosen. It is better to use no aid than 

to use the wr

lecture to familiarize you with your speech and check your timing 

so that time for conclusion and questions may be available. 

8.3.2 Case Study 

Case study 

A process or record of 

research into the 

development of a particular 

person, group, or situation 

over a period of time. 

A case study

situation, it seeks to summarize experience and raises problems 

with the purpose of teaching trainees how to handl

situations when they occur in real life. The purpose of the case 

study also is to help the trainees develop their skills in ‘discovering 

aid defining the vital questions that need to be answered and then to 

learn how to set about finding the answ

different meanings in different contexts. Some see the concept from 

its legal point of view where a case is seen as one being tried by a 

court of law where it becomes a precedent that can be cited in 

subsequent cases. To researchers, 

for a 

medical mind, it may be the study of a disease or patient with a 

view to diagnosing a cure or preventing future occurrences. For our 

purpose in industrial 

referring to the history of some events or set of circumstances with 

the relevant details to be examined by the trainees with a view to 

arriving at a solution of the case for peaceful industrial relations. 

 
    Note 

A case study is a process or record of research into the development of a 

particular person, group, or situation over a period of time.

The case study has many advantages. For instance, it exposes the 

trainees to a situation where they can 

experience in tackling issues. They learn to get the most out of 

scanty data by asking questions which enable them to take a 

number of factors into account to allow for an objective assessment 

of the situation in hand. The method help

Study Session 

draft should be checked against the time intended for the talk. 

There may be the need for some teaching aids to make the lecture 

interesting, if handouts are to be given, they should be prepared in 

advance for handing over to the audience at the 

during the talk. Some may be distributed before, during or after the 

talk depending on your preferences and their relevance to the talk. 

Films to be shown may need a preview. The training aids are meant 

to gain the attention of the audience and to supplement information, 

hence they should be carefully chosen. It is better to use no aid than 

to use the wrong ones. The next important step is to rehearse your 

lecture to familiarize you with your speech and check your timing 

so that time for conclusion and questions may be available. 

8.3.2 Case Study  

case study is used in describing and providing facts about a 

situation, it seeks to summarize experience and raises problems 

with the purpose of teaching trainees how to handl

situations when they occur in real life. The purpose of the case 

study also is to help the trainees develop their skills in ‘discovering 

aid defining the vital questions that need to be answered and then to 

learn how to set about finding the answers. A case study has 

different meanings in different contexts. Some see the concept from 

its legal point of view where a case is seen as one being tried by a 

court of law where it becomes a precedent that can be cited in 

subsequent cases. To researchers, a case may be seen as a 

for a testing hypothesis or answering research questions, but to the 

medical mind, it may be the study of a disease or patient with a 

view to diagnosing a cure or preventing future occurrences. For our 

purpose in industrial education and training, a case may be seen as 

referring to the history of some events or set of circumstances with 

the relevant details to be examined by the trainees with a view to 

arriving at a solution of the case for peaceful industrial relations. 

A case study is a process or record of research into the development of a 

particular person, group, or situation over a period of time.

The case study has many advantages. For instance, it exposes the 

trainees to a situation where they can task their intelligence and 

experience in tackling issues. They learn to get the most out of 

scanty data by asking questions which enable them to take a 

number of factors into account to allow for an objective assessment 

of the situation in hand. The method helps participants to realize 
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draft should be checked against the time intended for the talk. 

s to make the lecture 

interesting, if handouts are to be given, they should be prepared in 

at the appropriate time 

during the talk. Some may be distributed before, during or after the 

ces and their relevance to the talk. 

. The training aids are meant 

to gain the attention of the audience and to supplement information, 

hence they should be carefully chosen. It is better to use no aid than 

ong ones. The next important step is to rehearse your 

lecture to familiarize you with your speech and check your timing 

so that time for conclusion and questions may be available.  

is used in describing and providing facts about a 

situation, it seeks to summarize experience and raises problems 

with the purpose of teaching trainees how to handle similar 

situations when they occur in real life. The purpose of the case 

study also is to help the trainees develop their skills in ‘discovering 

aid defining the vital questions that need to be answered and then to 

ers. A case study has 

different meanings in different contexts. Some see the concept from 

its legal point of view where a case is seen as one being tried by a 

court of law where it becomes a precedent that can be cited in 

a case may be seen as a vehicle 

hypothesis or answering research questions, but to the 

medical mind, it may be the study of a disease or patient with a 

view to diagnosing a cure or preventing future occurrences. For our 

education and training, a case may be seen as 

referring to the history of some events or set of circumstances with 

the relevant details to be examined by the trainees with a view to 

arriving at a solution of the case for peaceful industrial relations.  

A case study is a process or record of research into the development of a 

particular person, group, or situation over a period of time. 

The case study has many advantages. For instance, it exposes the 

heir intelligence and 

experience in tackling issues. They learn to get the most out of 

scanty data by asking questions which enable them to take a 

number of factors into account to allow for an objective assessment 

s participants to realize 
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that there are several ways of looking at, thinking about and acting 

in particular industrial relations situations. Each alternative is 

examined objectively before deciding on a line of action. This 

helps the trainees in the devel

devoid of rigidity and conservatism in approaching problems; 

because for some problems, there is nothing like THE answer but 

AN answer. Trainees are also taught to imbibe a systematic way of 

reasoning about company problem

There are various industrial relations problems, some of them 

peculiar to an industrial set up, through the case study methods, 

trainees receive exposure to a diversity of such problems. The case 

study method helps in the distr

improves participant’s skills in the analysis of problems and helps 

in behavioural change by instilling in the trainees that ‘nothing is 

absolutely right or wrong in the field of human behaviour’. 

 
    Note 

In a case 

advantageous to both trainees and trainer. His questions are reproduced 

below:

8.3.3 Role Playing Method 

Role playing methods, according to the I.L.O., ‘is a training 

technique in which participants assume an identity other than their 

own, to cope with real or hypothetical problems in human relations 

and other areas.’ To 

which some problem involving human interactions, real or 

imaginary, is presented and then spontaneously acted out. The 
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that there are several ways of looking at, thinking about and acting 

in particular industrial relations situations. Each alternative is 

examined objectively before deciding on a line of action. This 

helps the trainees in the development of their total personality 

devoid of rigidity and conservatism in approaching problems; 

because for some problems, there is nothing like THE answer but 

AN answer. Trainees are also taught to imbibe a systematic way of 

reasoning about company problems and how to take decisions. 

There are various industrial relations problems, some of them 

peculiar to an industrial set up, through the case study methods, 

trainees receive exposure to a diversity of such problems. The case 

study method helps in the distribution of knowledge and facts, it 

improves participant’s skills in the analysis of problems and helps 

in behavioural change by instilling in the trainees that ‘nothing is 

absolutely right or wrong in the field of human behaviour’. 

In a case study analysis, Hounsell listed some useful questions that could be 

advantageous to both trainees and trainer. His questions are reproduced 

below: 

� Is there a problem at all?  

� What has caused it?  

� What is going on here?  

� Are we looking at causes or symptoms?  

� What are the main issues?  

� Why are these issues important?  

� Whose problem is it?  

� What precisely are his objectives?  

� What should he try to do now?  

� What possible courses of action are open?  

� How realistic are such actions/solutions proposed? 

� What are their possible effects?’  

8.3.3 Role Playing Method  

Role playing methods, according to the I.L.O., ‘is a training 

technique in which participants assume an identity other than their 

own, to cope with real or hypothetical problems in human relations 

and other areas.’ To Wohlking, it is ‘an educational techni

which some problem involving human interactions, real or 

imaginary, is presented and then spontaneously acted out. The 
 

 

that there are several ways of looking at, thinking about and acting 

in particular industrial relations situations. Each alternative is 

examined objectively before deciding on a line of action. This 

opment of their total personality 

devoid of rigidity and conservatism in approaching problems; 

because for some problems, there is nothing like THE answer but 

AN answer. Trainees are also taught to imbibe a systematic way of 

s and how to take decisions. 

There are various industrial relations problems, some of them 

peculiar to an industrial set up, through the case study methods, 

trainees receive exposure to a diversity of such problems. The case 

ibution of knowledge and facts, it 

improves participant’s skills in the analysis of problems and helps 

in behavioural change by instilling in the trainees that ‘nothing is 

absolutely right or wrong in the field of human behaviour’.  

study analysis, Hounsell listed some useful questions that could be 

advantageous to both trainees and trainer. His questions are reproduced 

tions/solutions proposed?  

Role playing methods, according to the I.L.O., ‘is a training 

technique in which participants assume an identity other than their 

own, to cope with real or hypothetical problems in human relations 

, it is ‘an educational technique in 

which some problem involving human interactions, real or 

imaginary, is presented and then spontaneously acted out. The 



 

 

 

 
 

enactment is usually followed by a discussion and/or analysis to 

determine what happened and why and, if necessary, how the 

proble

see 

 
    Note 

Role playing, as a teaching method, should be used in conjunction with some 

other methods like the lecture or the c

trainees the 

to develop insight into their own behaviour and its effect upon others’, in 

addition, the method helps the trainees to modify their own behaviour 

patterns by receiving feedback from others who watch th

Role playing also has as its aims the ability of the trainees to 

practice how to react in conflict and other stressful situations. Care 

must be taken in the use of the method as there might emerge some 

problem if not well handled. It is v

experience that can be discussed and analyzed because it has been 

seen by all class members. It is quite an appropriate choice where 

the trainer is attempting to develop analytical skill as well as a 

better understanding o

case study in action but there are slight differences between the 

two. Solemn identifies some of their similarities through a 

comparison of their objectives as follows: Both methods:

i. 

ii. 

iii. 

iv. 

v. 

vi. 

vii.

viii.

ix. 

x. 

xi. 
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enactment is usually followed by a discussion and/or analysis to 

determine what happened and why and, if necessary, how the 

problem could better be handled in the future.’ Yoder and others

see role-playing as ‘a variant of the ancient game of let’s pretend’. 

Role playing, as a teaching method, should be used in conjunction with some 

other methods like the lecture or the conference. It is mainly used to give 

trainees the opportunity to learn human relations skills through practice ‘and 

to develop insight into their own behaviour and its effect upon others’, in 

addition, the method helps the trainees to modify their own behaviour 

patterns by receiving feedback from others who watch th

Role playing also has as its aims the ability of the trainees to 

practice how to react in conflict and other stressful situations. Care 

must be taken in the use of the method as there might emerge some 

problem if not well handled. It is valuable for the class as a shared 

experience that can be discussed and analyzed because it has been 

seen by all class members. It is quite an appropriate choice where 

the trainer is attempting to develop analytical skill as well as a 

better understanding of process issues. Role playing, in a sense, is a 

case study in action but there are slight differences between the 

two. Solemn identifies some of their similarities through a 

comparison of their objectives as follows: Both methods:

 ‘provide a means for presenting one situation to all students; 

 make provision for a free exchange of views through 

discussion;  

 reflect a high-interest factor through personal involvement; 

 offer stimulating ways ‘for presenting problems; 

 are taken from real life situations;  

 are geared to skill development as an important objective of 

training;  

vii. share the attribute of enabling the course director to avoid 

giving specific  

viii. answers to the problem, this encourages the development of a 

variety of possible  

 solutions; and  

 make it possible for participants to practice skills without 

anyone getting hurt in  

 the process.’  
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enactment is usually followed by a discussion and/or analysis to 

determine what happened and why and, if necessary, how the 

m could better be handled in the future.’ Yoder and others 

as ‘a variant of the ancient game of let’s pretend’.  

Role playing, as a teaching method, should be used in conjunction with some 

onference. It is mainly used to give 

to learn human relations skills through practice ‘and 

to develop insight into their own behaviour and its effect upon others’, in 

addition, the method helps the trainees to modify their own behaviour 

patterns by receiving feedback from others who watch their enactments.  

Role playing also has as its aims the ability of the trainees to 

practice how to react in conflict and other stressful situations. Care 

must be taken in the use of the method as there might emerge some 

aluable for the class as a shared 

experience that can be discussed and analyzed because it has been 

seen by all class members. It is quite an appropriate choice where 

the trainer is attempting to develop analytical skill as well as a 

f process issues. Role playing, in a sense, is a 

case study in action but there are slight differences between the 

two. Solemn identifies some of their similarities through a 

comparison of their objectives as follows: Both methods: 

senting one situation to all students;  

make provision for a free exchange of views through 

factor through personal involvement;  

offer stimulating ways ‘for presenting problems;  

re geared to skill development as an important objective of 

share the attribute of enabling the course director to avoid 

answers to the problem, this encourages the development of a 

make it possible for participants to practice skills without 
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However, some differences have been identified in the two 

methods. For instance, while case study presents a problem for 

discussion, the role playing method

setting; while the problem in a case study is derived from previous 

events, they involve on

study, the problem typically involves others, but in role 

involves the partici

Emotional and attitudinal aspects in 

intellectual frame of reference, but in role playing, they are dealt 

with in a similar frame of reference. Case study emphasizes the 

importance of facts, role playing e

case

problem situation, in role playing, participants are psychologically 

inside the problem situation. Case study facilitates intellectual 

involvement while r

Case

role playing provides for testing them. Case study trains in the 

exercise of judgement, role playing trains in emotional control. 

Case study furni

or solution and the consequences of actions are usually 

undetermined but role playing provides practice in 

skills, provides for execution of action or solution and allows for 

continuous fee

8.3.4 Business Games Method 

The I.L.O. defines a Business Game as a “Dynamic sequential 

Management Decision Simulation Exercise”. Hence to some, a 

business game is synonymous with gaming simulation. It is a 

technique in which participants, grouped

sequence of problems and organize themselves to make decisions. 

It is a form of simulation which can be seen as a sequential 

decision

of an organization’s operation in which parti

managing the simulated operations. 

 
    Note 

The origin of the business game can be traced to the war efforts of the 

Prussian Army through which players determined troop movement, 

formations,

discussed, analyzed and criticized. The war game soon spread to other 

countries like England and the United States and became a management tool 

as a result of the efforts of the American Management As

Association published their “Top Management Decision Simulation” which 

was the first business game in the mid

business games were developed to cover all aspects of business practice and 

gaming simu

The most crucial aspect of 

reproduce the socio
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However, some differences have been identified in the two 

methods. For instance, while case study presents a problem for 

discussion, the role playing method places a problem in a life

setting; while the problem in a case study is derived from previous 

events, they involve on-going processes in role playing. In 

study, the problem typically involves others, but in role 

involves the participants themselves.  

Emotional and attitudinal aspects in case study are dealt with in an 

intellectual frame of reference, but in role playing, they are dealt 

with in a similar frame of reference. Case study emphasizes the 

importance of facts, role playing emphasizes feeling. Discussion in 

case study is typically from a psychological position outside of the 

problem situation, in role playing, participants are psychologically 

inside the problem situation. Case study facilitates intellectual 

involvement while role playing makes for emotional involvement. 

Case study provides for the development of ideas and hypotheses, 

role playing provides for testing them. Case study trains in the 

exercise of judgement, role playing trains in emotional control. 

Case study furnishes practice in analysis of problems

or solution and the consequences of actions are usually 

undetermined but role playing provides practice in 

skills, provides for execution of action or solution and allows for 

continuous feedback.  

8.3.4 Business Games Method  

The I.L.O. defines a Business Game as a “Dynamic sequential 

Management Decision Simulation Exercise”. Hence to some, a 

business game is synonymous with gaming simulation. It is a 

technique in which participants, grouped in teams, consider a 

sequence of problems and organize themselves to make decisions. 

It is a form of simulation which can be seen as a sequential 

decision-making exercise structured around a hypothetical model 

of an organization’s operation in which participants assume roles in 

managing the simulated operations.  

The origin of the business game can be traced to the war efforts of the 

Prussian Army through which players determined troop movement, 

formations, and appropriate armaments. The players’ decisions were 

discussed, analyzed and criticized. The war game soon spread to other 

countries like England and the United States and became a management tool 

as a result of the efforts of the American Management As

Association published their “Top Management Decision Simulation” which 

was the first business game in the mid-1950s. In due course, hundreds of other 

business games were developed to cover all aspects of business practice and 

gaming simulation can now be found in every field of human endeavor.

The most crucial aspect of business game is in its attempt to 

reproduce the socio-psychological and economic dynamics of 

 

 

However, some differences have been identified in the two 

methods. For instance, while case study presents a problem for 

places a problem in a life-like 

setting; while the problem in a case study is derived from previous 

going processes in role playing. In case 

study, the problem typically involves others, but in role playing, it 

study are dealt with in an 

intellectual frame of reference, but in role playing, they are dealt 

with in a similar frame of reference. Case study emphasizes the 

mphasizes feeling. Discussion in 

study is typically from a psychological position outside of the 

problem situation, in role playing, participants are psychologically 

inside the problem situation. Case study facilitates intellectual 

ole playing makes for emotional involvement. 

study provides for the development of ideas and hypotheses, 

role playing provides for testing them. Case study trains in the 

exercise of judgement, role playing trains in emotional control. 

problems defines action 

or solution and the consequences of actions are usually 

undetermined but role playing provides practice in interpersonal 

skills, provides for execution of action or solution and allows for 

The I.L.O. defines a Business Game as a “Dynamic sequential 

Management Decision Simulation Exercise”. Hence to some, a 

business game is synonymous with gaming simulation. It is a 

in teams, consider a 

sequence of problems and organize themselves to make decisions. 

It is a form of simulation which can be seen as a sequential 

making exercise structured around a hypothetical model 

cipants assume roles in 

The origin of the business game can be traced to the war efforts of the 

Prussian Army through which players determined troop movement, 

and appropriate armaments. The players’ decisions were 

discussed, analyzed and criticized. The war game soon spread to other 

countries like England and the United States and became a management tool 

as a result of the efforts of the American Management Association when the 

Association published their “Top Management Decision Simulation” which 

1950s. In due course, hundreds of other 

business games were developed to cover all aspects of business practice and 

lation can now be found in every field of human endeavor. 

game is in its attempt to 

psychological and economic dynamics of 



 

 

 

 
 

organisational behaviour in an artificial setting. It is a dynamic 

exercise utilizing a model of business situation and the major aims 

of the method include its usefulnes

relationship between elements in a system and increasing a 

person’s understanding of specific organisational problems, the 

interrelatedness of the functions and parts of an organisation and its 

relation to its environment, the p

and decision

 
    Note 

Business games provide the 

paying the price that would have resulted from taking wrong decisions in a 

real situation. Some of the games concentrate on general management 

principles like long range planning, decision making, effective utilization of 

time, men and materials thereby preparing the trainees in advance to handle 

these variables in life situations.

teaching of specific skills and techniques aimed at better productivity, 

marketing,

Business games also have some disadvantages if not well planned 

and executed. Among such disadvantages might be 

the games might become too artificial that participants miss the 

focus; then there is the danger that “participants feel that they have 

learned a general lesson universally applicable, when perhaps it 

might be applicable to the simulated e

particular game”, Another disadvantage is that participants may 

learn bad as well as good habits. 

8.3.5 In

This is originally developed as a possible measure of aptitude for 

the administrative components of th

simulation of a manager’s workload on a typical day. The name is 

derived from the wire baskets or trays seen on office tables marked 

“IN” “PENDING” and “OUT” for correspondence. As a training 

device, the method can be used to hel

planning, organizing and administrative behaviour in which their 

skills need to be improved as well as an opportunity to practice 

those skills in situations in which they can obtain feedback on their 

performances. 

In-Baske

understanding of the real

simulation of the real situation aids the transfer of learning from the 

training to the work situation and as said above, it is a valuabl

of obtaining feedback on the trainee’s progress and performance. It 

is a useful method of developing attitudes towards the work by 

identifying areas of priorities and attending to customers’ 

complaints. A note of warning has to be 

because it is important that the contents of the in

and the marking or comparison of results must be done in a way 

Study Session 8

organisational behaviour in an artificial setting. It is a dynamic 

exercise utilizing a model of business situation and the major aims 

of the method include its usefulness in exploring a process or 

relationship between elements in a system and increasing a 

person’s understanding of specific organisational problems, the 

interrelatedness of the functions and parts of an organisation and its 

relation to its environment, the problem of an organisation policy 

and decision-making, and the problem of working in a team. 

Business games provide the opportunity of learning from experience without 

paying the price that would have resulted from taking wrong decisions in a 

al situation. Some of the games concentrate on general management 

principles like long range planning, decision making, effective utilization of 

time, men and materials thereby preparing the trainees in advance to handle 

these variables in life situations. Other aspects of business games help in the 

teaching of specific skills and techniques aimed at better productivity, 

marketing, and finance.  

Business games also have some disadvantages if not well planned 

and executed. Among such disadvantages might be 

the games might become too artificial that participants miss the 

focus; then there is the danger that “participants feel that they have 

learned a general lesson universally applicable, when perhaps it 

might be applicable to the simulated economic environment of the 

particular game”, Another disadvantage is that participants may 

learn bad as well as good habits.  

8.3.5 In-Basket or In-Tray  

This is originally developed as a possible measure of aptitude for 

the administrative components of the managerial role. It is a 

simulation of a manager’s workload on a typical day. The name is 

derived from the wire baskets or trays seen on office tables marked 

“IN” “PENDING” and “OUT” for correspondence. As a training 

device, the method can be used to help the trainees identify areas in 

planning, organizing and administrative behaviour in which their 

skills need to be improved as well as an opportunity to practice 

those skills in situations in which they can obtain feedback on their 

performances.  

Basket is suitable for giving trainee desk workers a clear 

understanding of the real-life problems and their solutions. The 

simulation of the real situation aids the transfer of learning from the 

training to the work situation and as said above, it is a valuabl

of obtaining feedback on the trainee’s progress and performance. It 

is a useful method of developing attitudes towards the work by 

identifying areas of priorities and attending to customers’ 

complaints. A note of warning has to be sounded,

ecause it is important that the contents of the in

and the marking or comparison of results must be done in a way 
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organisational behaviour in an artificial setting. It is a dynamic 

exercise utilizing a model of business situation and the major aims 

s in exploring a process or 

relationship between elements in a system and increasing a 

person’s understanding of specific organisational problems, the 

interrelatedness of the functions and parts of an organisation and its 

roblem of an organisation policy 

making, and the problem of working in a team.  

of learning from experience without 

paying the price that would have resulted from taking wrong decisions in a 

al situation. Some of the games concentrate on general management 

principles like long range planning, decision making, effective utilization of 

time, men and materials thereby preparing the trainees in advance to handle 

Other aspects of business games help in the 

teaching of specific skills and techniques aimed at better productivity, 

Business games also have some disadvantages if not well planned 

and executed. Among such disadvantages might be the following: - 

the games might become too artificial that participants miss the 

focus; then there is the danger that “participants feel that they have 

learned a general lesson universally applicable, when perhaps it 

conomic environment of the 

particular game”, Another disadvantage is that participants may 

This is originally developed as a possible measure of aptitude for 

e managerial role. It is a 

simulation of a manager’s workload on a typical day. The name is 

derived from the wire baskets or trays seen on office tables marked 

“IN” “PENDING” and “OUT” for correspondence. As a training 

p the trainees identify areas in 

planning, organizing and administrative behaviour in which their 

skills need to be improved as well as an opportunity to practice 

those skills in situations in which they can obtain feedback on their 

t is suitable for giving trainee desk workers a clear 

life problems and their solutions. The 

simulation of the real situation aids the transfer of learning from the 

training to the work situation and as said above, it is a valuable way 

of obtaining feedback on the trainee’s progress and performance. It 

is a useful method of developing attitudes towards the work by 

identifying areas of priorities and attending to customers’ 

sounded, however, 

ecause it is important that the contents of the in-basket be realistic 

and the marking or comparison of results must be done in a way 
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which will not sap the confidence of the weaker trainees or bore the 

brilliant ones. 

In-basket exercise consists

i. 

ii. 

iii. 

There are many other training methods that could be selected 

depending on the circumstances, the objectives and the group 

involved. Examples of such methods 

Sensitivity training and so on. 

8.3.6 Exercise 

In an exercise, the t

task leading to a required result, following lines laid down by the 

trainer. It is usually a practice or a test of knowledge or skills 

taught prior to the exercise. The method may be used to discover 

trainee

information or new ideas are introduced. The exercise may be 

designed for an individual or for a group. 

 
    Note 

Exercise is suitable for any situation where the trainees need to practice 

following a

In an exercise, the trainees are on their own and are not interfered with by the 

trainer. It is a highly active form of learning where the trainees are wholly 

dependent on their abiliti

expected result reasonable within the scope that can be attained by the 

trainees or hence, frustration and loss of confidence result.

8.3.7 Application Project 

This is almost synonymous with the exercise discussed above 

except that application project gives the trainees greater 

opportunities for the display of creativity and initiative. In this 

method, a particular project is given out by the trainer without 

givi

assignment. The trainees are left on their own to decide on what 

steps to take to achieve the set objective. Projects may be given to 
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which will not sap the confidence of the weaker trainees or bore the 

brilliant ones.  

basket exercise consists of three parts:  

 A set of instructions to the player which sets the background, 

tells the player what the circumstances are, the structure of the 

organisation and all other items necessary to set the stage and 

put the player in the position, as nearly as possible of a man 

arriving at work and sitting down for the day’s work. 

 The contents of the in-basket each will be on a separate sheet. 

Some of these are handwritten, some are inter

memorandum while others are letters or cables from outside the 

organisation. This is the typical content of 

basket.  

 Notes for the guidance of the instructor or whoever is 

conducting the exercise for a possible group discussion of the 

exercise where the main teaching points are brought out. 

There are many other training methods that could be selected 

depending on the circumstances, the objectives and the group 

involved. Examples of such methods include: 

Sensitivity training and so on.  

8.3.6 Exercise  

In an exercise, the trainees might be asked to undertake a particular 

task leading to a required result, following lines laid down by the 

trainer. It is usually a practice or a test of knowledge or skills 

taught prior to the exercise. The method may be used to discover 

trainees’ existing knowledge, skills or ideas before further 

information or new ideas are introduced. The exercise may be 

designed for an individual or for a group.  

Exercise is suitable for any situation where the trainees need to practice 

following a particular pattern or formula to achieve a required or set objective. 

In an exercise, the trainees are on their own and are not interfered with by the 

trainer. It is a highly active form of learning where the trainees are wholly 

dependent on their abilities. The exercise must, however, be realistic and the 

expected result reasonable within the scope that can be attained by the 

trainees or hence, frustration and loss of confidence result.

8.3.7 Application Project  

This is almost synonymous with the exercise discussed above 

except that application project gives the trainees greater 

opportunities for the display of creativity and initiative. In this 

method, a particular project is given out by the trainer without 

giving any guidelines to the trainees on how to complete the 

assignment. The trainees are left on their own to decide on what 

steps to take to achieve the set objective. Projects may be given to 

 

 

which will not sap the confidence of the weaker trainees or bore the 

A set of instructions to the player which sets the background, 

tells the player what the circumstances are, the structure of the 

organisation and all other items necessary to set the stage and 

put the player in the position, as nearly as possible of a man 

arriving at work and sitting down for the day’s work.  

basket each will be on a separate sheet. 

Some of these are handwritten, some are inter-office 

memorandum while others are letters or cables from outside the 

the typical content of desk worker's in-

instructor or whoever is 

conducting the exercise for a possible group discussion of the 

exercise where the main teaching points are brought out.  

There are many other training methods that could be selected 

depending on the circumstances, the objectives and the group 

 Exercises, Project, 

rainees might be asked to undertake a particular 

task leading to a required result, following lines laid down by the 

trainer. It is usually a practice or a test of knowledge or skills 

taught prior to the exercise. The method may be used to discover 

s’ existing knowledge, skills or ideas before further 

information or new ideas are introduced. The exercise may be 

Exercise is suitable for any situation where the trainees need to practice 

particular pattern or formula to achieve a required or set objective. 

In an exercise, the trainees are on their own and are not interfered with by the 

trainer. It is a highly active form of learning where the trainees are wholly 

es. The exercise must, however, be realistic and the 

expected result reasonable within the scope that can be attained by the 

trainees or hence, frustration and loss of confidence result. 

This is almost synonymous with the exercise discussed above 

except that application project gives the trainees greater 

opportunities for the display of creativity and initiative. In this 

method, a particular project is given out by the trainer without 

ng any guidelines to the trainees on how to complete the 

assignment. The trainees are left on their own to decide on what 

steps to take to achieve the set objective. Projects may be given to 



 

 

 

 
 

either individuals or in groups, depending on the nature of the 

project. 

Application project

developing and stimulating initiative and creativity in the trainees 

and they provide feedback on a variety of personal qualities of the 

trainees as well as their range of knowledge, skills 

work. It is important to gain the interest and cooperation of the 

trainees 

succeed. Projects will be tackled with interest when trainees see 

that they are relevant to their needs. As 

be one that would task the initiative and creativity of the trainees 

but not necessarily one that is too difficult which can kill their 

interest.

Study Session Summary

 

Summary 

In this Study Session, you discussed the methods of training. In 

doing so, you highlighted the factors considered when choosing 

training method. Also, you examine the different principles of 

teaching methods. Under 

participa

concluded the session by highlighting and discussing the different 

types of instructional methods.

 

Assessment 

 

Assessment 

SAQ 8.1 (tests Learning Outcome 8.1)

When deciding what training method to use, there are certain 

factors that must be considered. 

the human, subject area, objective, time and material factors. Can 

you discuss any two (2) of these factors?

SAQ 8.2 (tests Learn

Discus, at least three principles of teaching methods.

SAQ 8.3 (test Learning Outcome 8.3)

There are different types of instructional methods. Can you discuss 

any two of them?
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either individuals or in groups, depending on the nature of the 

roject.  

Application project, as a training method,

developing and stimulating initiative and creativity in the trainees 

and they provide feedback on a variety of personal qualities of the 

trainees as well as their range of knowledge, skills 

work. It is important to gain the interest and cooperation of the 

trainees because, without these conditions, the project might not 

succeed. Projects will be tackled with interest when trainees see 

that they are relevant to their needs. As in exercise, the project must 

be one that would task the initiative and creativity of the trainees 

but not necessarily one that is too difficult which can kill their 

interest.  

Study Session Summary 

In this Study Session, you discussed the methods of training. In 

doing so, you highlighted the factors considered when choosing 

training method. Also, you examine the different principles of 

teaching methods. Under this, you discussed motivation, 

participation, individual approach and so on. You finally 

concluded the session by highlighting and discussing the different 

types of instructional methods. 

SAQ 8.1 (tests Learning Outcome 8.1) 

When deciding what training method to use, there are certain 

factors that must be considered. Kubr identified these factors as 

the human, subject area, objective, time and material factors. Can 

you discuss any two (2) of these factors? 

SAQ 8.2 (tests Learning Outcome 8.2) 

Discus, at least three principles of teaching methods.

SAQ 8.3 (test Learning Outcome 8.3) 

There are different types of instructional methods. Can you discuss 

any two of them? 
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either individuals or in groups, depending on the nature of the 

method, is a means of 

developing and stimulating initiative and creativity in the trainees 

and they provide feedback on a variety of personal qualities of the 

trainees as well as their range of knowledge, skills and attitude to 

work. It is important to gain the interest and cooperation of the 

without these conditions, the project might not 

succeed. Projects will be tackled with interest when trainees see 

in exercise, the project must 

be one that would task the initiative and creativity of the trainees 

but not necessarily one that is too difficult which can kill their 

In this Study Session, you discussed the methods of training. In 

doing so, you highlighted the factors considered when choosing 

training method. Also, you examine the different principles of 

you discussed motivation, 

tion, individual approach and so on. You finally 

concluded the session by highlighting and discussing the different 

When deciding what training method to use, there are certain 

identified these factors as 

the human, subject area, objective, time and material factors. Can 

Discus, at least three principles of teaching methods. 

There are different types of instructional methods. Can you discuss 
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Study Session 9

Organization of Courses and Conference 

Introduction 
In this study session, you will be discussing how to organize 

courses and conferences in industries. In order to do this, you will 

describe how to organize these conferences and courses in terms of 

the audience, the speaker, the hall and the 

organizer.

Learning Outcomes

 

Outcomes 

When you have studied this session, you should be able to:

9.1 organize courses and conferences

Terminology 

Seminar 

Symposium

Checklist 

Worksop 

9.1 Courses and Conferences 
In industrial education and tr

either arranging a meeting, organizing a seminar, a workshop, a 

symposium or a conference. These are group methods, a term 

which is used in describing ‘any one of a number of popular 

Industrial Education, Training and Development 

Study Session 9 

Organization of Courses and Conference 

In this study session, you will be discussing how to organize 

courses and conferences in industries. In order to do this, you will 

describe how to organize these conferences and courses in terms of 

the audience, the speaker, the hall and the 

organizer. 

Learning Outcomes 

When you have studied this session, you should be able to:

9.1 organize courses and conferences 

Seminar  A form of academic instruction, either at an academic 

institution or offered by a commercial or professional 

organization. 

Symposium A meeting or conference for the discussion of some 

subject, especially a meeting at which several speakers talk 

on or discuss a topic . 

Checklist  A type of informational job aid used to reduce failure 

compensating for potential limits of human memory and 

attention. 

Worksop  A meeting at which a group of people 

discussion and activity on a particular subject or project.

9.1 Courses and Conferences  
In industrial education and training, the trainer has other options of 

either arranging a meeting, organizing a seminar, a workshop, a 

symposium or a conference. These are group methods, a term 

which is used in describing ‘any one of a number of popular 

 

 

Organization of Courses and Conference  

In this study session, you will be discussing how to organize 

courses and conferences in industries. In order to do this, you will 

describe how to organize these conferences and courses in terms of 

the audience, the speaker, the hall and the objective of the 

When you have studied this session, you should be able to: 

A form of academic instruction, either at an academic 

commercial or professional 

A meeting or conference for the discussion of some 

subject, especially a meeting at which several speakers talk 

A type of informational job aid used to reduce failure by 

compensating for potential limits of human memory and 

A meeting at which a group of people engages in intensive 

discussion and activity on a particular subject or project. 

aining, the trainer has other options of 

either arranging a meeting, organizing a seminar, a workshop, a 

symposium or a conference. These are group methods, a term 

which is used in describing ‘any one of a number of popular 



 

 

 

 
 

techniques’ for educating people

concepts. 

A meeting takes place ‘any time two (or more) people are called 

together by one of them (leader). There are various kinds of 

meetings and these, according to the Bureau of Studies in Adult 

Education include: 

seminar  

A conference or other 

meeting for discussion or 

training. 

i. 

ii. 

iii. 

 
    Note 

 ‘A Seminar is a course, which is instructive in nature and gives room for 

exchange of views. 

Symposium   

A conference or meeting to 

discuss a particular 

subject.  

iv. 
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techniques’ for educating people. We shall now try to define these 

concepts.  

A meeting takes place ‘any time two (or more) people are called 

together by one of them (leader). There are various kinds of 

meetings and these, according to the Bureau of Studies in Adult 

Education include:  

 Speech-Lecture which is “a carefully prepared oral presentation of a 

subject by a qualified individual . . . characterized by formality . . . It 

provides no opportunity for audience participation ...”

 Speech-Forum which “is a learning method which consists of an 

organized speech given by a qualified person and a period of open 

discussion immediately following the speech . . . there is usually a 

chairperson on the stage or podium to act as moderator during the 

discussion period”.  

 A seminar, which according to the Encyclopedia Britannica, is “the 

meeting for exchanging views and information”, the popular Oxford 

Dictionary defines it as a ‘small class for discussion, the 

intensive course of study’. The Longmans Dictionary of 

Contemporary English sees a seminar as a ‘small class of advanced 

students meeting to study some subjects with a teacher’. 

according to Reith ‘is a group of persons gathered together for the 

purpose of studying a subject under the leadership of an expert or 

learned person. Often, the procedure followed is to identify and 

explore the problem, discuss or lay out necessary research involved 

in the solution of the problem, conduct the research, share the

findings with others in the group, and reach a conclusion on the basis 

of the research’.C  

‘A Seminar is a course, which is instructive in nature and gives room for 

exchange of views.  

 A symposium can be viewed from two perspectives, the ancient and 

the modern concepts. In the ancient concept, a symposium is 

described as “group of 5 to 20 persons who meet in a private dining 

room to enjoy good food and fellowship and who desire to discuss, 

informally, a topic of mutual interest”. In the traditional concept, the 

symposium is used for ‘leisurely exploration of a topic, rather than 
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. We shall now try to define these 

A meeting takes place ‘any time two (or more) people are called 

together by one of them (leader). There are various kinds of 

meetings and these, according to the Bureau of Studies in Adult 

Lecture which is “a carefully prepared oral presentation of a 

subject by a qualified individual . . . characterized by formality . . . It 

participation ...” 

Forum which “is a learning method which consists of an 

organized speech given by a qualified person and a period of open 

discussion immediately following the speech . . . there is usually a 

t as moderator during the 

, which according to the Encyclopedia Britannica, is “the 

meeting for exchanging views and information”, the popular Oxford 

Dictionary defines it as a ‘small class for discussion, the short 

course of study’. The Longmans Dictionary of 

Contemporary English sees a seminar as a ‘small class of advanced 

students meeting to study some subjects with a teacher’. The seminar, 

according to Reith ‘is a group of persons gathered together for the 

of studying a subject under the leadership of an expert or 

learned person. Often, the procedure followed is to identify and 

explore the problem, discuss or lay out necessary research involved 

in the solution of the problem, conduct the research, share the 

findings with others in the group, and reach a conclusion on the basis 

‘A Seminar is a course, which is instructive in nature and gives room for 

can be viewed from two perspectives, the ancient and 

the modern concepts. In the ancient concept, a symposium is 

described as “group of 5 to 20 persons who meet in a private dining 

to enjoy good food and fellowship and who desire to discuss, 

informally, a topic of mutual interest”. In the traditional concept, the 

symposium is used for ‘leisurely exploration of a topic, rather than 
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    Note 

The speakers do not 

the audience’. A chairperson is also usually in charge to guide the 

speeches.

 

These definitions have been given just to show that there are some 

differences in these methods. Our purpose is not to go into details 

of each method but to take a look at how a trainer can organize any 

of the methods because all these methods and others l

forum, colloquy, convention and clinic, which are not discussed in 

this session, have certain things in common, i.e., an audience, a 

speaker, a venue, an objective and an organizer. These five 

variables are common in all the various activities i

organisation

Industrial Education, Training and Development 

for problem-solving or discussion of highly controver

modern concept of Symposium sees the method as a ‘series of related 

speeches by two to five persons qualified to speak with authority on 

different aspects of the same topic or on closely related topics.

The speakers do not converse with one another but make presentations to 

the audience’. A chairperson is also usually in charge to guide the 

speeches. 

v. A workshop is a group of people with a common interest or 

problem, often professional or vocational who meet together for 

an extended period of time to improve their individual 

proficiency, ability, or understanding by means of study, 

research, and discussion. Theory and practice are often treated 

concurrently. The learning situations tend to be based on interests 

and needs identified by the participants themselves, rather than 

by experts.  

vi. A conference can be seen as ‘a group of people …. Who 

represent different organisations, departments, or points of view 

but who have some common interest or background’, who gather 

information and discuss mutual problems, with a reasonable 

solution as they desired and . . . (it) is also used to interchange 

information and to improve co-operation’.  

These definitions have been given just to show that there are some 

differences in these methods. Our purpose is not to go into details 

of each method but to take a look at how a trainer can organize any 

of the methods because all these methods and others l

forum, colloquy, convention and clinic, which are not discussed in 

this session, have certain things in common, i.e., an audience, a 

speaker, a venue, an objective and an organizer. These five 

variables are common in all the various activities i

organisation.  

 

 

or discussion of highly controversial issues. The 

modern concept of Symposium sees the method as a ‘series of related 

speeches by two to five persons qualified to speak with authority on 

different aspects of the same topic or on closely related topics. 

converse with one another but make presentations to 

the audience’. A chairperson is also usually in charge to guide the 

A workshop is a group of people with a common interest or 

problem, often professional or vocational who meet together for 

period of time to improve their individual 

proficiency, ability, or understanding by means of study, 

research, and discussion. Theory and practice are often treated 

concurrently. The learning situations tend to be based on interests 

ntified by the participants themselves, rather than 

A conference can be seen as ‘a group of people …. Who 

represent different organisations, departments, or points of view 

but who have some common interest or background’, who gather 

n and discuss mutual problems, with a reasonable 

solution as they desired and . . . (it) is also used to interchange 

These definitions have been given just to show that there are some 

differences in these methods. Our purpose is not to go into details 

of each method but to take a look at how a trainer can organize any 

of the methods because all these methods and others like panel, 

forum, colloquy, convention and clinic, which are not discussed in 

this session, have certain things in common, i.e., an audience, a 

speaker, a venue, an objective and an organizer. These five 

variables are common in all the various activities involved in 



 

 

 

 
 

 

 ITQ

Question (fill in the gap: Speech forum, seminar)

Feedback

9.1.1 The Audience 

Courses, seminars, 

the benefits of not only the sponsors but specifically the 

participants. They are not organized to give the resource persons 

the opportunity to display their wealth of knowledge or show off 

their talents. The participants

behalf of whom the fees are paid. They are the ones who leave the 

comfort of their homes and offices to attend, who give their time, 

who come to learn and who want to be persuaded to change their 

behaviour. They form th

be considered, their social, economic, cultural and educational 

backgrounds have to be taken into consideration by the organizer 

who should remember that his reputation and credibility as an 

organizer rests with t

from what the trainer or organizer can suffer by not considering the 

audience, his organisation may also be discredited. 

The audience expects certain things from the trainer at different 

times before the end of

need for good publicity which will give the potential audience the 

necessary information about the course as regards course contents, 

venue of the course, the resource persons, fees, accommodation 

arrangement a
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ITQ 

Question (fill in the gap: Speech forum, seminar)

Feedback 

• Speech-Forum is a learning method which consists of an 

organized speech given by a qualified person and a period of 

open discussion immediately following the sp

A seminar is the meeting for exchanging views and information.

9.1.1 The Audience  

Courses, seminars, workshops, and conferences are organized for 

the benefits of not only the sponsors but specifically the 

participants. They are not organized to give the resource persons 

the opportunity to display their wealth of knowledge or show off 

their talents. The participants are the ones who pay the fees or on 

behalf of whom the fees are paid. They are the ones who leave the 

comfort of their homes and offices to attend, who give their time, 

who come to learn and who want to be persuaded to change their 

behaviour. They form the focus of any course. Their interest must 

be considered, their social, economic, cultural and educational 

backgrounds have to be taken into consideration by the organizer 

who should remember that his reputation and credibility as an 

organizer rests with the views the participants hold of him. Apart 

from what the trainer or organizer can suffer by not considering the 

audience, his organisation may also be discredited. 

The audience expects certain things from the trainer at different 

times before the end of the course. Before the meeting,

need for good publicity which will give the potential audience the 

necessary information about the course as regards course contents, 

venue of the course, the resource persons, fees, accommodation 

arrangement and other useful hints that will make the course 

•The meeting for exchanging views 

and information.

________

•A learning method which consists 

of an organized speech given by a 

qualified person and a period of 

open discussion immediately 

following the speech.

_________
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Question (fill in the gap: Speech forum, seminar) 

Forum is a learning method which consists of an 

organized speech given by a qualified person and a period of 

open discussion immediately following the speech. 

A seminar is the meeting for exchanging views and information. 

and conferences are organized for 

the benefits of not only the sponsors but specifically the 

participants. They are not organized to give the resource persons 

the opportunity to display their wealth of knowledge or show off 

are the ones who pay the fees or on 

behalf of whom the fees are paid. They are the ones who leave the 

comfort of their homes and offices to attend, who give their time, 

who come to learn and who want to be persuaded to change their 

e focus of any course. Their interest must 

be considered, their social, economic, cultural and educational 

backgrounds have to be taken into consideration by the organizer 

who should remember that his reputation and credibility as an 

he views the participants hold of him. Apart 

from what the trainer or organizer can suffer by not considering the 

audience, his organisation may also be discredited.  

The audience expects certain things from the trainer at different 

meeting, there is the 

need for good publicity which will give the potential audience the 

necessary information about the course as regards course contents, 

venue of the course, the resource persons, fees, accommodation 

nd other useful hints that will make the course 

The meeting for exchanging views 

A learning method which consists 

of an organized speech given by a 

qualified person and a period of 

open discussion immediately 

following the speech.
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attractive. The information must be brief but detailed, sufficient 

time must be allowed between advertisement and the beginning of 

the course. For international courses, the announcement may be 

made many mont

audience expects certain things, they would expect to be received 

and directed to where they should stay. The seating arrangement 

should be taken care of by providing the most comfortable chairs 

available. The seat

both hear and see what is going on in front. If it is a large audience, 

there may 

rows rather than straight ones. If smoking is allowed, sufficient 

ashtrays

effect must be provided where participants can take note. The 

timetable

course opens punctually and ends punctually. 

 
    Note 

Sufficient time must be given to the participants to react to lectures and 

ask questions.

9.1.2 The Speaker 

The success or failure of a course, to a large extent, depends on the 

resource persons used. Where the speaker is good and knows what 

he speaks about, the participants are pleased. Where a mediocre is 

used, the image of the organizer is dented. In selectin

the organizer should look for the best available 

speaker is selected, he expects certain things from the trainer or 

organizer. He would expect to be well briefed and would need to 

know what sort of audience he is expected to

educational, economic and professional 

theme of the course is and the objectives to be achieved. What the 

experiences of the audience are as regards the topic? He would also 

want to know the date, time and plac

travelling instructions. He will further be interested in the duration 

of his speech and would naturally expect to be received and 

introduced by the organizer when he 

thanked after his talk. If he h

expect a settlement or reimbursement. 

Certain things are expected of the speaker in return for the above, 

he is expected to know his subject and have the necessary ability to 

deliver his talk in a motivating and stimulati

possible, he should be dissuaded from reading his prepared text and 

he should use appropriate audio

should not attempt too much in his talk, remembering that 

‘saturation point in lecture tends to be reached 

however,
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attractive. The information must be brief but detailed, sufficient 

time must be allowed between advertisement and the beginning of 

the course. For international courses, the announcement may be 

made many months in advance. When the course opens, the 

audience expects certain things, they would expect to be received 

and directed to where they should stay. The seating arrangement 

should be taken care of by providing the most comfortable chairs 

available. The seats should be well arranged so that participants can 

both hear and see what is going on in front. If it is a large audience, 

there may be need to scatter the chairs or arrange them in curved 

rows rather than straight ones. If smoking is allowed, sufficient 

shtrays must be provided, if it is not, a well-displayed

effect must be provided where participants can take note. The 

timetable should, as much as possible, be strictly followed that the 

course opens punctually and ends punctually.  

Sufficient time must be given to the participants to react to lectures and 

ask questions. 

9.1.2 The Speaker  

The success or failure of a course, to a large extent, depends on the 

resource persons used. Where the speaker is good and knows what 

he speaks about, the participants are pleased. Where a mediocre is 

used, the image of the organizer is dented. In selectin

the organizer should look for the best available 

speaker is selected, he expects certain things from the trainer or 

organizer. He would expect to be well briefed and would need to 

know what sort of audience he is expected to address as regards the 

educational, economic and professional backgrounds

theme of the course is and the objectives to be achieved. What the 

experiences of the audience are as regards the topic? He would also 

want to know the date, time and place of the course as well as 

travelling instructions. He will further be interested in the duration 

of his speech and would naturally expect to be received and 

introduced by the organizer when he arrives and 

thanked after his talk. If he has incurred any expense, he would 

expect a settlement or reimbursement.  

Certain things are expected of the speaker in return for the above, 

he is expected to know his subject and have the necessary ability to 

deliver his talk in a motivating and stimulating manner. Where 

possible, he should be dissuaded from reading his prepared text and 

he should use appropriate audio-visual aids where necessary. He 

should not attempt too much in his talk, remembering that 

‘saturation point in lecture tends to be reached 

however, good the speaker’ is. We may need the use of some aids 
 

 

attractive. The information must be brief but detailed, sufficient 

time must be allowed between advertisement and the beginning of 

the course. For international courses, the announcement may be 

hs in advance. When the course opens, the 

audience expects certain things, they would expect to be received 

and directed to where they should stay. The seating arrangement 

should be taken care of by providing the most comfortable chairs 

s should be well arranged so that participants can 

both hear and see what is going on in front. If it is a large audience, 

to scatter the chairs or arrange them in curved 

rows rather than straight ones. If smoking is allowed, sufficient 

displayed notice to the 

effect must be provided where participants can take note. The 

should, as much as possible, be strictly followed that the 

Sufficient time must be given to the participants to react to lectures and 

The success or failure of a course, to a large extent, depends on the 

resource persons used. Where the speaker is good and knows what 

he speaks about, the participants are pleased. Where a mediocre is 

used, the image of the organizer is dented. In selecting a speaker, 

the organizer should look for the best available personnels. Once a 

speaker is selected, he expects certain things from the trainer or 

organizer. He would expect to be well briefed and would need to 

address as regards the 

backgrounds; what the 

theme of the course is and the objectives to be achieved. What the 

experiences of the audience are as regards the topic? He would also 

e of the course as well as 

travelling instructions. He will further be interested in the duration 

of his speech and would naturally expect to be received and 

 would expect to be 

as incurred any expense, he would 

Certain things are expected of the speaker in return for the above, 

he is expected to know his subject and have the necessary ability to 

ng manner. Where 

possible, he should be dissuaded from reading his prepared text and 

visual aids where necessary. He 

should not attempt too much in his talk, remembering that 

‘saturation point in lecture tends to be reached after 20 minutes, 

good the speaker’ is. We may need the use of some aids 
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which could be introduced to the audience before the saturation 

point as this may re-awaken interest. The speaker is expected to 

allow time for reactions and questions by timing his talk to make 

provision for these. As much as possible, the speaker is expected to 

consider the background of his audience and prepare his talk to suit 

them.  

9.1.3 The Hall 

The space for conferences is another aspect that has to be looked 

into in the proper organisation of courses. Where the numbers of 

participants are few, the problem is not difficult to tackle, but 

where the audience is large, we have to take what is available and 

make the best use of it. The organizer would need to visit the room 

in advance to know what arrangements should be made to 

accommodate the audience. Where there is a large audience, the 

seating arrangement should be made in a way that some 

participants are not put in positions where they would be 

disadvantaged. The seats could either be scattered or arranged in 

curved rows to allow participants to both see and hear. In addition 

to the seating arrangements, make sure that all of the basic 

necessities like lecterns, pointers, ashtrays and so on are available. 

Few people should be allowed on the platform when lectures go on, 

though, this may be slightly increased during the opening 

ceremony. At the other times, it is advisable that only the speaker 

and the chairperson be on the platform which should normally be in 

a raised conspicuous position in the lecture room; and when a film 

is to be used, it may even be advisable to vacate the platform so 

that the viewing is not disturbed. The room must not be 

overcrowded and space must be available for free movement of 

participants as well as those who would help in the distribution of 

handouts where these are provided.  

9.1.4 The Objective of the course and the Organizer  

Before a course is designed, the training needs must have been 

identified. Ideally, a course should have the main theme and certain 

objectives which should be achieved at the end of it. There is a 

need to be specific on what the goal is, whether it is to inform, 

persuade, amuse, explain, advise, provoke, investigate, to teach a 

skill or to effect a change. The resource persons must be aware of 

your set objectives and make sure that their talks or papers do not 

go beyond these. Your credibility will be put to test by the outcome 

of the course.  
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9.2 Check List 

Checklist    

A list of items 

required, things to 

be done, or points 

to be considered, 

used as a reminder.  

The Check Lists in this session are drawn to cover the organisation 

of a fairly large and important conference. For this reason, not all 

the items listed will be needed for small conferences, but it is better 

to work from comprehensive lists and ignore any unwanted features 

than to use shorter lists with the risk of missing some essential 

items.  

The Check Lists are presented in the order in which they will be 

required, starting with the preliminary stage and working through 

to after the conference. Many of the items occur more than once in 

the lists for the different stages; these are items which need 

checking more than once.  

9.2.1 Check List No. 1 

Preliminary Planning: 12 Weeks Ahead  

1. Main subject of conference chosen  

2. Purpose of conference defined  

3. Topics for each session decided  

4. Type of participants required decided  

5. Method of selecting participants decided  

6. Date tentatively selected and reserved  

7. Speakers tentatively chosen, and reserved 

8. Chairman and inaugurator chosen and reserved  

9. Estimate of cost prepared  

10. Venue selected  

11. Duration and timing decided  

12. Number of participants decided  

13. Sponsors chosen  

14. Invitation letter and/or brochure drafted.  

9.2.2 Check List No. 2 

General Arrangements: 8 Week Ahead  

1. Agreement of sponsor to all 14 items of list No. 1  

2. Agreements reached on who will work out details  
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3. Agreement reached on who will make arrangements  

4. Agreement reached on who will send out invitations  

5. Agreement reached on who will invite speakers, 

inaugurator, etc.  

6. Amount of fees decided  

7. Arrangement for collecting fees decided  

8. Outline of general arrangements decided.  

9.2.3 Check List No. 3 

General arrangements: 10 Weeks Ahead:  

1. Invitations to speakers, inaugurator, chairman etc.  

2. Tentative arrangements for conference venue made 

General Arrangements: 8 Weeks Ahead  

3. Replies from speakers received, list finalized  

4. Invitations to participants circulated  

5. Speakers asked for details or any illustrations  

6. Speakers asked to submit advance copies (if appropriate)  

General Arrangements: 6 Weeks Ahead  

7. Gauge response  

8. Firm arrangements for conference venue made (see 

Check List No. 4).  

9. Invitations to special invitees sent  

10. Background displays, exhibitions decided  

11. Multimedia equipment requisitioned  

General Arrangements: 4 Weeks Ahead  

12. Initiate ‘other arrangements’ (See Check List No. 5)  

13. If response poor, initiate program of personal contacts.  

General Arrangements: 2 Weeks Ahead  

14. Bibliography prepared  

15. Final timings decided, final brochure, program drafted  

16. Speakers’ charts and illustration in preparation.  
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9.2.4 Check List No. 4 

Conference Hall Arrangements  

1. Seating arrangements, comfortable chairs, leg room  

2. Platform, platform seats 

3. Ash-trays  

4. Press bench  

5. Lighting  

6. Ventilation, fans  

7. Projector stand, socket, voltage, AC/DC, blackout, 

screen  

8. Ice water arrangements  

9. Toilet facilities  

10. Clock in meeting ‘hall  

11. Arrangements for meals and refreshments  

9.2.5 Check List No. 5  

Other Arrangements:  

1. Press representation  

2. Microphones/loudspeakers and stand-by battery  

3. Conference badges  

4. Advance summaries of speakers’ talks  

5. Any other handouts  

6. Direction signs, motorists’ signal  

7. Blackboard and accessories  

8. Any other platform display apparatus  

9. Charts and illustrations needed by speakers  

10. Arrangements for recording the speeches  

11. Background displays, exhibitions, posters, photographs  

12. Arrange secretarial desk  

13. Notepaper, pencils,  

14. Transport arrangements  

15. Accommodation arrangements  
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16. Arrangements for taking photographs  

17. Any factory visits or associated activities  

18. Arrange messages and greetings from notables.  

9.2.6 Check List No. 6 

During Week Preceding the Conference  

1. Send reminders/Invitations/final program to 

participants  

2. Send reminders to press  

3. Arrange advertisements in the press  

4. Send reminders to inaugurator/chairman/speakers and 

special guests stating transport and accommodation 

arrangements  

5. Check with the manager of the hall, all arrangements 

for .conference room and refreshments.  

6. Check arrival of all literature  

7. Check arrival of Multimedia equipment  

8. Prepare any handouts/summaries/leaflets  

9. Check arrival of conference badges  

10. Make arrangements for secretarial desk  

11. Prepare cards with speaker’s names  

12. Check availability of blackboard and display apparatus  

13. Check any background displays/exhibitions leaflet 

racks  

14. Get a stock of inquiry forms  

15. If response still poor, make personal contacts  

16. Make transport arrangements  

17. Check that microphone/loudspeaker arrangements are 

O.K.  

18. Check and confirm accommodation arrangements  

19. Check any factory visits or associated activities  

20. Make arrangements for vote of thanks  

21. Prepare standby address in case a speaker fails to arrive  
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22. Prepare chairman’s brief  

23. Prepare Who’s who  

24. Prepare list of addresses, telephone numbers, get 

timetables  

25. Make arrangements for photographs  

26. Get the First-Aid Box  

27. Make arrangements for checking and approving press 

releases  

9.2.7 Check List No. 7 

The Day before the Conference  

1. Check that direction signs, motorists’ signals have been 

arranged  

2. Check seating for arrangement, comfort, and leg room  

3. Check platform arrangement  

4. Check blackboard, duster and ruler  

5. Check any other platform display apparatus  

6. Check all charts/illustrations and methods of fixing.  

7. Check that microphone equipment have been installed 

on time with standby battery for power failure  

8. Check press bench arrangements  

9. Check toilet facilities  

10. Lighting, ventilation, fans, general noise level  

11. Check film arrangements, films, films previewed, 

projector, projectionist, projector spares, screen, 

loudspeaker, blackout, voltage, socket, and plug 

converter if DC, all tested. 

12. Check arrangements for meals/refreshments  

13. Check sufficient ashtrays provided  

14. Check arrangements for water  

15. Make arrangement for cleaning, emptying ashtrays, 

during break.  
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16. Check arrangements for secretarial desk  

17. Checklist of addresses, telephone numbers, and 

timetables  

18. Check arrangements for collecting fees  

19. Check that First-Aid Box will be present  

20. Check that stand-by arrangement have been made in 

case a speaker fails to turn up  

21. Check conference badges are ready  

22. Check that chairman’s brief is ready  

23. Check speaker’s name cards are ready  

24. Make arrangements for recording speeches, discussions  

25. Check all posters, exhibition material, leaflet racks, 

literature displays  

26. Check that notepaper and pencils are ready for 

participants  

27. Check that pencil sharpening arrangement has been 

made  

28. Check if daily money allowance is available  

29. Check that press invitation are issued  

30. Check if vote of thanks arranged  

31. Make arrangements for mutual introduction of speakers  

32. Make arrangements for farewell tea, etc. for speakers  

33. Make arrangements of welcoming inaugurator, special 

guests  

34. Check that arrangement for taking photos have been 

made  

9.2.8 Check List No. 8 

On the Day: Before Conference Starts 

1. Check direction signs, motorists’ signals  

2. Check seating for arrangement, comfort, and leg room  

3. Check platform arrangements  

4. Check Blackboard, chalk, duster, and ruler  
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5. Check any other platform display apparatus  

6. Check all charts/illustrations to be used by speakers, 

and method of fixing  

7. Arrange attendant to expose charts  

8. Test microphone/loudspeaker equipment  

9. Arrange signaling system for volume control  

10. Check stand-by battery if provided  

11. Check press bench, enough chairs, pencils, cigarettes, 

ashtrays, who’s who advance speech copies  

12. Check that chairman’s brief is at hand  

13. Check lighting  

14. Check Ventilation, fans  

15. Check for sufficient ashtrays  

16. Check transport arrangements are working  

17. Check water arrangements  

18. Check films, films previewed, projector, projectionist, 

projector spares, screen, loudspeakers, blackout lights 

controls, spare reel, voltage, socket, and plug, all tested  

19. Check speakers’ name cards on hand  

20. Check posters, exhibition materials  

21. Check display of leaflets, booklets  

22. Check conference badges are at hand  

23. Check that literature for distribution to participants is at 

hand, advance copies, Who’s Who. brochures pencils 

and notepaper  

24. Check secretarial desk, list of addresses, telephone 

numbers, inquiry forms, pencil sharpeners, 

stenotypists, and timetables  

25. Check daily allowance money ready and make 

arrangements for paying out  

26. Check arrangements for clearing up during breaks  
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27. Initiate arrangement for introducing speakers to each 

other  

28. Initiate arrangements for recording names of 

participants  

29. Initiate arrangements for issue of conference badges  

30. Initiate welcoming arrangements  

9.2.9 Check List No. 9 

On the Day: At the Beginning of Conference  

1. Check that the reception arrangements are working 

well  

2. Check that the recording of names is working well  

3. Check that the issue of badges is proceeding properly  

4. Check that the issue of literature is O.K.  

5. Hand brief to chairman  

6. If small conference, prepare name and place schedule  

9.2.10 Check List No. 10 

On the Day: During the Conference  

1. Check refreshment arrangements  

2. Check clearing of ashtrays, etc: during breaks  

3. Check that all can hear and that volume of sound is 

controlled  

4. At small conference, hand name and place schedule to 

chairman  

5. Check arrangements for typing and checking press 

reports  

6. Exhibit telegrams, messages  

7. Check functioning of ventilation  

8. Check proposer of vote of thanks has been briefed  
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9.2.11 Check List No. 11

At the End of the Conference 

9.2.12 Check List No. 12

After the Conference 

Study Session Summary

 

Summary 

In this Study Session, you discussed how to organize courses and 

conferences. As such, the session focused attention on the 

audience, the speaker, the hall and the objective of the organizer in 

organizing courses and conferences in

by discussing the checklist.
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9.2.11 Check List No. 11 

At the End of the Conference  

1. Check that transport arrangement for participants are 

O.K.  

2. Farewell tea for speakers and main guests 

3. Release of checked and approved reports same day to 

press  

4. Return to safe-keeping  Centre’s literature and all 

equipment  

9.2.12 Check List No. 12 

After the Conference  

1. Hold post-mortem. Make notes  

2. Write letters of thanks to speakers, chairman, etc. 

3. Send short report to Headquarters  

4. Edit speeches and points from discussions, prepare 

summaries  

5. Publish selection for edited versions 

6. Prepare list of participants  

7. Send conference summaries to participants if 

appropriate  

8. Clear all bills, determine final cost 

9. Prepare record file  

10. Initiate follow-up action.  

ession Summary 

In this Study Session, you discussed how to organize courses and 

conferences. As such, the session focused attention on the 

audience, the speaker, the hall and the objective of the organizer in 

organizing courses and conferences in industries. You concluded 

by discussing the checklist. 

 

 

for participants are 

Farewell tea for speakers and main guests  

Release of checked and approved reports same day to 

keeping  Centre’s literature and all 

Write letters of thanks to speakers, chairman, etc.  

 

m discussions, prepare 

Publish selection for edited versions  

Send conference summaries to participants if 

Clear all bills, determine final cost  

In this Study Session, you discussed how to organize courses and 

conferences. As such, the session focused attention on the 

audience, the speaker, the hall and the objective of the organizer in 

industries. You concluded 



 

 

 

 
 

Assessment 

 

Assessment 

SAQ 9.1 (tests Learning Outcome 9.1)

In organizing conferences and courses in the industry, you need to 

consider some variables. These variables include the audience, the 

spe

two of these variables.

SAQ 9.2 (tests Learning Outcome 9.2)

When organizing a conference, what are the things you should 

check for between 10 weeks, 8 weeks and 6 weeks before the 

program? 
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SAQ 9.1 (tests Learning Outcome 9.1) 

In organizing conferences and courses in the industry, you need to 

consider some variables. These variables include the audience, the 

speaker, the hall and the objective of the organizer. Discuss any 

two of these variables. 

SAQ 9.2 (tests Learning Outcome 9.2) 

When organizing a conference, what are the things you should 

check for between 10 weeks, 8 weeks and 6 weeks before the 

program?  

Craig, R.L.  1976 (ed) Training and development handbook New York 

McGraw Hill.  
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In organizing conferences and courses in the industry, you need to 

consider some variables. These variables include the audience, the 

aker, the hall and the objective of the organizer. Discuss any 

When organizing a conference, what are the things you should 

check for between 10 weeks, 8 weeks and 6 weeks before the 

Craig, R.L.  1976 (ed) Training and development handbook New York 
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Study Session 10

Organization of Industrial Education and 
Training in Nigeria 

Introduction 
In this study session, you will be discussing

industrial education and training with reference to Nigeria. In order 

to do this, you will describe different types of organizations, either 

owned by the government or private bodies, which provides 

industrial education and training.

Learning Outcomes

 

Outcomes 

When you have studied this session, you should be able to:

10.1 highlight some of the organizations that 

education and training for Nigerians.

Terminology 

Policymaker

Vocational 

education

Apprentice

Handicraft

Industrial Education, Training and Development 

Study Session 10 

Organization of Industrial Education and 
Training in Nigeria  

In this study session, you will be discussing the organization of 

industrial education and training with reference to Nigeria. In order 

to do this, you will describe different types of organizations, either 

owned by the government or private bodies, which provides 

industrial education and training. 

earning Outcomes 

When you have studied this session, you should be able to:

10.1 highlight some of the organizations that provide

education and training for Nigerians. 

Policymaker Someone who creates ideas and plans, 

carried out by a business or government.

Vocational 

education 

Training for a specific occupation in 

industry through a combination of theoretical teaching 

and practical experience provided by many high schools in 

their commercial and technical divisions, and by special 

institutions of collegiate standing (as a college of 

agriculture, a school of engineering, or a technical 

institute). 

Apprentice A person who is learning a trade from a skilled employer, 

having agreed to work for a fixed period at low wages.

Handicraft A handicraft is any of a wide variety of types of work where 

useful and decorative objects are made completely by 

hand or by using only simple tools. 

 

 

Organization of Industrial Education and 

the organization of 

industrial education and training with reference to Nigeria. In order 

to do this, you will describe different types of organizations, either 

owned by the government or private bodies, which provides 

When you have studied this session, you should be able to: 

provide industrial 

Someone who creates ideas and plans, especially those 

carried out by a business or government. 

Training for a specific occupation in agriculture, trade, or 

industry through a combination of theoretical teaching 

and practical experience provided by many high schools in 

eir commercial and technical divisions, and by special 

institutions of collegiate standing (as a college of 

agriculture, a school of engineering, or a technical 

A person who is learning a trade from a skilled employer, 

to work for a fixed period at low wages. 

A handicraft is any of a wide variety of types of work where 

useful and decorative objects are made completely by 
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10.1 Organisation of Industrial Education and 
Training (The Nigerian Situation) 

Policymaker   

A person responsible for or 

involved in formulating 

policies, especially in 

politics. 

 

Vocational education   

Education that prepares 

people to work in a trade, a 

craft, as a technician, or in 

support roles in 

professions such as 

engineering, accountancy, 

nursing, medicine, 

architecture, or law. 

We have been discussing industrial education from the beginning 

of this course, let us now consider its aims and objectives. The 

principal aim of industrial education and training is the preparation 

of youths and adults for working life. Industrial education and 

training are also a means of stimulating industrial and economic 

growth. These aims have been realized in Nigeria with the 

industrial expansion and technological awareness. Industrial 

education and training are becoming a matter of concern to policy-

makers both in the private and public sectors of the economy. This 

felt concern is responsible for the attention being paid to the 

phenomenon and in recent years, we are witnessing some important 

development in the area of education and training in the industry. A 

proof of this can be seen in the Nigerian education policy which 

lays increasing emphasis on technical, professional and vocational 

education. 

Furthermore, new institutions are being established and old ones 

being expanded to cope with the technical and vocational needs of 

the country. The National policy is now directed to the education of 

the people to make them contribute to national development, hence, 

the government has ‘adopted education as an instrument per 

excellence for effecting national development’. Among the existing 

structures of industrial education and training in Nigeria today are 

the following: 

 ITQ 

Question 

o ______________________ is the principal aim of industrial 

education and training. 

Feedback 

• The principal aim of industrial education and training is the 

preparation of youths and adults for working life. 

10.1.1 Traditional Apprenticeship System  

Apprentice   

A person who works for 

another in order to learn a 

trade.  

This system has been in use in the country for as long as one could 

remember, particularly, in the areas of the traditional crafts. Under 

this system, the apprentice is attached to a master craftsman who is 

expected to teach him the craft for a specified period. During this 
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period, the apprentice is at the mercy of his master who could use 

him as he (the master) pleases. The apprentice is not rewarded for 

his services, in fact, in some instances, he pays the master for 

teaching him the craft and when about to secure the freedom. Later 

on, the above situation started fading out with the government 

getting involved in apprenticeship training. With the government 

establishing trade centers all over the country, craftsmen were 

trained in these centers. In addition, some public sector 

organisations or parastatals also opened their own centers where 

high-quality artisans are trained. Examples of such organisations 

are the Nigerian Railways, National Electric Power Authority 

(NEPA), the Nigerian Ports Authority (NPA) and the Federal 

Ministry of Works. 

Though the above organisations and similar others are now not 

fully involved in training, their function as trainers has been taken 

over by another child of the Federal Government, this time, the 

Industrial Training Fund (ITF), an organisation which has now 

introduced modern and systematic apprenticeship training in almost 

all available aspects of skills development and according to 

information, ‘a new apprenticeship legislation has been drafted and 

hopefully will soon be promulgated into law’.  

 

Discussion 

Activity 

As we have noted earlier, apprenticeship is a program whereby an 

individual learns a particular skill. What do you consider to be the major 

reason why the government is engaging in this program? 

Discussion: 

Did you say “certification” or “Control”? Maybe you even said “job 

creation”. All these and more are the reasons why the government is 

engaging in the apprenticeship programs. 

 

10.1.2 Primary School  

Handicraft  

Activity involving the 

making of decorative 

domestic or other objects 

by hand.  

Not much industrial training is done at the primary school level, but 

through some training in handicrafts, the foundation for job training 

is laid. While the primary school pupils do very little by way of job 

training, their exposure to handicraft serves as an introduction to 

pre-vocational education. We are looking forward to the time when 

a deliberate attempt would be made to identify the potentialities of 

pupils at this tender age with a view to grooming them for specific 

vocations. 
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    Note 

When you were at the primary school, you must have been taught 

handicrafts like 

10.1.3 Secondary School 

At the secondary level, more concentration is placed on broader 

aspects of education. While most of the secondary schools do not 

normally prepare students for specific vocations, a better 

foundation for job training is laid here. With the introduction of 

comprehensive schools, more students receive job training hence, 

enabling some of them to decide on a vocation by the time of 

graduation. Some job training subjects are taught and examined 

these include typing, shorthand, book

on. Some pre

level. However, recently, as a result of the changes from the above 

traditional system of education to the new 6

foundation for skill training has been laid. Right fro

to the secondary level, students are now taught various trades 

which have been built into the curricular. With this development, a 

sound foundation for technical and vocational education has been 

laid and this will go a long way in our move t

development. 

 

Tip 

Job training subjects taught in secondary schools includes typing, 

shorthand, book
 

10.1.4 Technical College and Trade Centers 

These as well as some craft centers provide technical education. 

The Technical Colleges offer courses of three

on the standards of the British City and Guilds Ordinary Craft 

Certificate. Before a candidate can be considered for admissio

he/she is expected to have spent at least three years in the 

secondary school. In some of the Technical Colleges, advanced 

crafts courses are offered for another one

Secondary Technical/Commercial Schools offer courses of five 

years dur

three

Technical Schools. There were as at now about 30 

technical schools in the country. Teachers for these types of 

schools are trained 

Colleges of Education. Under the national new education policy, 

many of the students who would not be able to cope with academic 

udy Session 10  Organization of Industrial Education and Training in Nigeria

When you were at the primary school, you must have been taught 

handicrafts like bid making, cloth dying, drawing and so on.

10.1.3 Secondary School  

At the secondary level, more concentration is placed on broader 

aspects of education. While most of the secondary schools do not 

normally prepare students for specific vocations, a better 

foundation for job training is laid here. With the introduction of 

omprehensive schools, more students receive job training hence, 

enabling some of them to decide on a vocation by the time of 

graduation. Some job training subjects are taught and examined 

these include typing, shorthand, book-keeping, accounting and so 

n. Some pre-vocational training courses are also introduced at this 

level. However, recently, as a result of the changes from the above 

traditional system of education to the new 6-3-

foundation for skill training has been laid. Right fro

to the secondary level, students are now taught various trades 

which have been built into the curricular. With this development, a 

sound foundation for technical and vocational education has been 

laid and this will go a long way in our move t

development.  

Job training subjects taught in secondary schools includes typing, 

shorthand, book-keeping, accounting etc. 

10.1.4 Technical College and Trade Centers 

These as well as some craft centers provide technical education. 

The Technical Colleges offer courses of three-year duration based 

on the standards of the British City and Guilds Ordinary Craft 

Certificate. Before a candidate can be considered for admissio

he/she is expected to have spent at least three years in the 

secondary school. In some of the Technical Colleges, advanced 

crafts courses are offered for another one-

Secondary Technical/Commercial Schools offer courses of five 

years duration and there are some of them providing the same 

three-year ordinary craft certificate courses as done in the 

Technical Schools. There were as at now about 30 

technical schools in the country. Teachers for these types of 

schools are trained mostly in polytechnics and Advanced Technical 

Colleges of Education. Under the national new education policy, 

many of the students who would not be able to cope with academic 
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When you were at the primary school, you must have been taught 

making, cloth dying, drawing and so on. 

At the secondary level, more concentration is placed on broader 

aspects of education. While most of the secondary schools do not 

normally prepare students for specific vocations, a better 

foundation for job training is laid here. With the introduction of 

omprehensive schools, more students receive job training hence, 

enabling some of them to decide on a vocation by the time of 

graduation. Some job training subjects are taught and examined — 

keeping, accounting and so 

vocational training courses are also introduced at this 

level. However, recently, as a result of the changes from the above 

-3-4 system, a good 

foundation for skill training has been laid. Right from the primary 

to the secondary level, students are now taught various trades 

which have been built into the curricular. With this development, a 

sound foundation for technical and vocational education has been 

laid and this will go a long way in our move towards industrial 

Job training subjects taught in secondary schools includes typing, 

10.1.4 Technical College and Trade Centers  

These as well as some craft centers provide technical education. 

year duration based 

on the standards of the British City and Guilds Ordinary Craft 

Certificate. Before a candidate can be considered for admission, 

he/she is expected to have spent at least three years in the 

secondary school. In some of the Technical Colleges, advanced 

-year period. The 

Secondary Technical/Commercial Schools offer courses of five 

ation and there are some of them providing the same 

year ordinary craft certificate courses as done in the 

Technical Schools. There were as at now about 30 state-owned 

technical schools in the country. Teachers for these types of 

mostly in polytechnics and Advanced Technical 

Colleges of Education. Under the national new education policy, 

many of the students who would not be able to cope with academic 
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studies after the Junior High School will go into the Technical 

Colleges. A number of these institutions prepare students for 

building trades, vehicle repairs, catering, carpentry, furniture 

making, and so on.  

10.1.5 Polytechnics and Colleges of Technology  

These are institutions of higher learning where technicians are 

trained. They are owned and operated by the Federal Governments 

and where they are owned by states, the Federal Government 

provides financial support. These institutions provide courses 

lasting between two and four years leading to the Ordinary 

National Diploma or Higher National Diploma. The HND requires 

one year of practical experience through industrial attachment after 

the OND plus two years of further studies. Some polytechnics are 

providing courses for technical and vocational teachers.  

Polytechnics and colleges of Technology are many in the country. 

The Federal Government is expected to give a matching grant of 50 

per cent of the recurrent expenditure to state-owned institutions. 

Tuition fees are paid by students. There is an increase in the 

number of students into these institutions over the recent years. 

 

Discussion 

Activity 

I want to believe some of you must have gone to Polytechnics before 

enrolling for this University program. Can you make a list of some of 

these Polytechnics? 

Discussion: 

The closest is the Polytechnic of Ibadan situated along Ijokodo-Eleye 

Road at Ibadan. It is also a close neighbor to the University of Ibadan.  

 

10.1.6 Universities  

There are also many universities in the country government owned, 

that is Federal and state and privately controlled tertiary 

institutions. Some of these institutions offer courses related to skill 

development. There are some offering professional courses in 

engineering, business, law, medicine and so on. With the 

introduction and utilization of industrial attachment in related 

university courses, the programs of the universities have been fully 

accepted by industry.  

10.1.7 Training-Within-Industry (PWI)  

In addition to the above, attempts are made by industrial 

organisations to develop the needed manpower, and all such efforts 

which are carried out within the organisation are referred to as 

Training-Within-Industry and at times include overseas courses, 

Sandwich courses, day release courses and block release programs.  
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Apart from the above, various ministries and public agencies have 

been responding to the needs of industry by spearheading one form 

of training or the other. This, they do by way of provision

facilities, equipment and personnel. 

10.1.8 The Industrial Training Fund (ITF) 

The Federal Government of Nigeria, in 

skilled and efficient manpower in some sectors of the economy, 

decided to set up three parastatal o

National Development period (1970 

responsibilities for manpower development and training. The first 

of such organisation to be set up is the Industrial Training Fund 

which was established by Decree No. 

organisation was set up with the aim of ‘promoting and 

encouraging the acquisition of skills in industry and commerce 

with a view to generating a pool of 

sufficient to meet the needs of the economy

every employer of labour with 25 or more employees to contribute 

2 percent of the annual payroll to the Fund every year. In 1972, the 

Federal Government voted N1 million for the Fund. 

The Fund has a governing council representing va

also has the 

arrangement of sources and other facilities for the training of 

persons employed or intending to be employed in industry or 

commerce. The fund is charged with the responsibil

approving courses and facilities provided by other agencies. It has 

the 

nature and length of training for employment. Finally, the I.T.F. 

Council may make a refund of up to 60 percent of the 

by an employer for training his staff if the council is satisfied that 

the training program of the employer meets the 

 
    Note 

During the first decade of its existence, the Fund has concentrated its 

efforts in providing skills, on

updating,

and industry. Courses provided cover a variety of fields like supervision, 

sales, marketing, technical, vocational, accounting and so on. In the early 

1980s, the Fund shifted its emphasis from the traditional way of 

‘encouragement o

industry, to ‘active direct involvement in vocational training’. The ITF 

has since started direct training of craftsmen to meet the requirements of 

the 

of students in higher institutions by paying allowances for their training. 

It also bears a proportion of the cost of workers’ training and further 

education from the contributions of employers of labour. It also provides 

financial incen

their education through related correspondence courses. The Fund, in an 

attempt to assist the Centre for Management Development (C.M.D.) in 

its task of coordinating, monitoring and streamlining manage
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Apart from the above, various ministries and public agencies have 

been responding to the needs of industry by spearheading one form 

of training or the other. This, they do by way of provision

facilities, equipment and personnel.  

10.1.8 The Industrial Training Fund (ITF) 

The Federal Government of Nigeria, in realization

skilled and efficient manpower in some sectors of the economy, 

decided to set up three parastatal organisations during the Second 

National Development period (1970 — 74) charged with the 

responsibilities for manpower development and training. The first 

of such organisation to be set up is the Industrial Training Fund 

which was established by Decree No. 47 of 8th October, 1971. The 

organisation was set up with the aim of ‘promoting and 

encouraging the acquisition of skills in industry and commerce 

with a view to generating a pool of indigenously

sufficient to meet the needs of the economy”. The Decree requires 

every employer of labour with 25 or more employees to contribute 

2 percent of the annual payroll to the Fund every year. In 1972, the 

Federal Government voted N1 million for the Fund. 

The Fund has a governing council representing va

also has the power to provide and secure approval for all and 

arrangement of sources and other facilities for the training of 

persons employed or intending to be employed in industry or 

commerce. The fund is charged with the responsibil

approving courses and facilities provided by other agencies. It has 

the power to consider and make recommendations as regards the 

nature and length of training for employment. Finally, the I.T.F. 

Council may make a refund of up to 60 percent of the 

by an employer for training his staff if the council is satisfied that 

the training program of the employer meets the standard

During the first decade of its existence, the Fund has concentrated its 

efforts in providing skills, on-the-job training, off

updating, and improvement training for workers, especially in commerce 

and industry. Courses provided cover a variety of fields like supervision, 

sales, marketing, technical, vocational, accounting and so on. In the early 

1980s, the Fund shifted its emphasis from the traditional way of 

‘encouragement of training through financial and other incentives’ to 

industry, to ‘active direct involvement in vocational training’. The ITF 

has since started direct training of craftsmen to meet the requirements of 

the industry. The Fund also encourages and facilitates

of students in higher institutions by paying allowances for their training. 

It also bears a proportion of the cost of workers’ training and further 

education from the contributions of employers of labour. It also provides 

financial incentives for managers and other workers wishing to further 

their education through related correspondence courses. The Fund, in an 

attempt to assist the Centre for Management Development (C.M.D.) in 

its task of coordinating, monitoring and streamlining manage
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Apart from the above, various ministries and public agencies have 

been responding to the needs of industry by spearheading one form 

of training or the other. This, they do by way of provision of fund, 

10.1.8 The Industrial Training Fund (ITF)  

realization of the need for 

skilled and efficient manpower in some sectors of the economy, 

rganisations during the Second 

74) charged with the 

responsibilities for manpower development and training. The first 

of such organisation to be set up is the Industrial Training Fund 

47 of 8th October, 1971. The 

organisation was set up with the aim of ‘promoting and 

encouraging the acquisition of skills in industry and commerce 

indigenously trained manpower 

”. The Decree requires 

every employer of labour with 25 or more employees to contribute 

2 percent of the annual payroll to the Fund every year. In 1972, the 

Federal Government voted N1 million for the Fund.  

The Fund has a governing council representing various interests. It 

to provide and secure approval for all and 

arrangement of sources and other facilities for the training of 

persons employed or intending to be employed in industry or 

commerce. The fund is charged with the responsibility of 

approving courses and facilities provided by other agencies. It has 

to consider and make recommendations as regards the 

nature and length of training for employment. Finally, the I.T.F. 

Council may make a refund of up to 60 percent of the amount paid 

by an employer for training his staff if the council is satisfied that 

standard.  

During the first decade of its existence, the Fund has concentrated its 

job training, off-the-job training, 

especially in commerce 

and industry. Courses provided cover a variety of fields like supervision, 

sales, marketing, technical, vocational, accounting and so on. In the early 

1980s, the Fund shifted its emphasis from the traditional way of 

f training through financial and other incentives’ to 

industry, to ‘active direct involvement in vocational training’. The ITF 

has since started direct training of craftsmen to meet the requirements of 

. The Fund also encourages and facilitates in-plant training 

of students in higher institutions by paying allowances for their training. 

It also bears a proportion of the cost of workers’ training and further 

education from the contributions of employers of labour. It also provides 

tives for managers and other workers wishing to further 

their education through related correspondence courses. The Fund, in an 

attempt to assist the Centre for Management Development (C.M.D.) in 

its task of coordinating, monitoring and streamlining management 
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education in the country makes annual grants to the center. For instance, 

between 1973 and 1983, the Fund had made a grant of over N6.5 million 

available to the C.M.D.  

In summary, the Fund has been providing guidance, information, 

harmonization, standard setting and supportive activities for 

existing institutions involved in workers education. 

10.1.9 The Nigerian Council for Management 
Development  

This council first came into existence in 1965 when it was mainly a 

consultative body. It was reconstituted in 1972, but the law 

establishing the council was not enacted until 1976. The council 

was established by law with the responsibility of coordinating the 

training and development of management staff in the economy. The 

operational arm of the council is the Centre for Management 

Development (CMD) a center which is responsible for providing 

and coordinating management education and training in the 

country. The center promotes high national standards of 

management education and training by developing training 

curricula as well as the organisation of various workshops, 

seminars, courses and consultancy services. The center is also 

charged with the responsibility of coordinating the activities of 

other management training institutions or organisations like the 

Nigerian Association of Schools of Management Education and 

Training (NASMET) and the Nigerian Institute of Management 

Consultants (NIMCON). The center also plays a major role in the 

implementation of the Nigerian Enterprises promotion Act by 

training people needed by the Board of the Enterprise. The Centre 

is funded through grants from the government and the I.T.F.  

10.1.10 The Administrative Staff College of Nigeria 
(ASCON)  

This College was established by the Federal Government in 1973 to 

handle all emerging management problems of the private and 

public sectors of the economy. The ASCON organizes general 

management courses, advanced management courses and 

specialized courses on specific areas of management. The college 

runs various programs leading to the award of certificates and 

diplomas in public administration. The college which is wholly 

funded by the Federal Government is sited in Lagos (Badagry) and 

has trained many Nigerians both in the private and public sectors. 

Of late, however, the college has restricted its training programs to 

public servants.  
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10.1.11 National Board for Technical Education 

The Board was established by a Decree in 1977 and charged with 

the responsibility of advising the government on all aspects of 

technical educat

with the responsibility of the general development of polytechnics, 

colleges of technology, trade centers and other technical 

institutions in the country. The Board’s responsibilities include 

planning 

education and location of new ones; channeling funds into 

technical and national education; and the development of 

system of certification collaboration with government ministries 

and organ

10.1.12 Voluntary Efforts 

Even with the increasing involvement of the government in 

industrial education and training, voluntary agencies and individual 

enterprises are pursuing one form of education or the ot

workers. Many firms or companies have their own training schools 

or centers 

‘NTC), the Banking industry, the United Trading Company ‘UTC), 

the Lever Brothers, the Nigerian National Petroleum Company 

(NNPC) and a host of others. 

 
    Note 

Voluntary Organisations like the Nigerian Employers Consultative 

Association (NECA), the Nigerian Institute of Management (NIM), the 

Institute of Personnel Management (1PM), and so on are known to have 

been involved 

an Education Committee and from time to time, the organisation 

arranges training programs like the annual Advanced Industrial 

Relations Course for the staff of member organisations. The N.I.M., 

bodie

training and consultancy services. They run courses through which 

managers of various categories are trained, and some of their 

institutionalized courses, certificates are awarded to participa

Some religious bodies in the country have shown interest in 

training and have therefore been involved in the promotion of skill 

training. Some of these bodies have set up craft centers and women 

centers. An example is the Baptist Mission which provid

education and training for the blind and lepers. 
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10.1.11 National Board for Technical Education 

The Board was established by a Decree in 1977 and charged with 

the responsibility of advising the government on all aspects of 

technical education falling outside the university. It is also charged 

with the responsibility of the general development of polytechnics, 

colleges of technology, trade centers and other technical 

institutions in the country. The Board’s responsibilities include 

planning and coordination of expansion in technical and vocational 

education and location of new ones; channeling funds into 

technical and national education; and the development of 

system of certification collaboration with government ministries 

and organisations having technical training programs. 

10.1.12 Voluntary Efforts  

Even with the increasing involvement of the government in 

industrial education and training, voluntary agencies and individual 

enterprises are pursuing one form of education or the ot

workers. Many firms or companies have their own training schools 

or centers — examples include the Nigerian Tobacco Company 

‘NTC), the Banking industry, the United Trading Company ‘UTC), 

the Lever Brothers, the Nigerian National Petroleum Company 

NNPC) and a host of others.  

Voluntary Organisations like the Nigerian Employers Consultative 

Association (NECA), the Nigerian Institute of Management (NIM), the 

Institute of Personnel Management (1PM), and so on are known to have 

been involved regularly in one form of training or the other. NECA has 

an Education Committee and from time to time, the organisation 

arranges training programs like the annual Advanced Industrial 

Relations Course for the staff of member organisations. The N.I.M., 

bodies of practicing managers are known to be involved in management 

training and consultancy services. They run courses through which 

managers of various categories are trained, and some of their 

institutionalized courses, certificates are awarded to participa

Some religious bodies in the country have shown interest in 

training and have therefore been involved in the promotion of skill 

training. Some of these bodies have set up craft centers and women 

centers. An example is the Baptist Mission which provid

education and training for the blind and lepers.  
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10.1.11 National Board for Technical Education  

The Board was established by a Decree in 1977 and charged with 

the responsibility of advising the government on all aspects of 

ion falling outside the university. It is also charged 

with the responsibility of the general development of polytechnics, 

colleges of technology, trade centers and other technical 

institutions in the country. The Board’s responsibilities include 

and coordination of expansion in technical and vocational 

education and location of new ones; channeling funds into 

technical and national education; and the development of national 

system of certification collaboration with government ministries 

isations having technical training programs.  

Even with the increasing involvement of the government in 

industrial education and training, voluntary agencies and individual 

enterprises are pursuing one form of education or the other for 

workers. Many firms or companies have their own training schools 

examples include the Nigerian Tobacco Company 

‘NTC), the Banking industry, the United Trading Company ‘UTC), 

the Lever Brothers, the Nigerian National Petroleum Company 

Voluntary Organisations like the Nigerian Employers Consultative 

Association (NECA), the Nigerian Institute of Management (NIM), the 

Institute of Personnel Management (1PM), and so on are known to have 

regularly in one form of training or the other. NECA has 

an Education Committee and from time to time, the organisation 

arranges training programs like the annual Advanced Industrial 

Relations Course for the staff of member organisations. The N.I.M., 

s of practicing managers are known to be involved in management 

training and consultancy services. They run courses through which 

managers of various categories are trained, and some of their 

institutionalized courses, certificates are awarded to participants. 

Some religious bodies in the country have shown interest in 

training and have therefore been involved in the promotion of skill 

training. Some of these bodies have set up craft centers and women 

centers. An example is the Baptist Mission which provides special 
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    Note 

The industrial unions are not left out in the struggle to educate their 

members. They arrange courses for their members and sponsor some of 

them to local and foreign institutions. For instance, before the 

restructuring of the trade unions, the proscribed U

was running and funding the Patrice Lumumba Centre in Lagos. Other 

central labour organisations that were 

1976 also ran various programs for the training of the members. More 

training programs are today

unions.

Study Session Summary

 

Summary 

In this Study Session, you discussed organizations of industrial 

education and training, with particular reference to Nigeria. Under 

this, you discussed the private owned, 

church owned and non

for Industries.

 

Assessment 

 

Assessment 

SAQ 10.1 (tests Learning Outcome 10.1)

Omolokun is not willing to further his education to the University 

because he believes he ha

not be able to draw out. With you’re the knowledge you have acquired 

so far, what advice will you give his parents?
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The industrial unions are not left out in the struggle to educate their 

members. They arrange courses for their members and sponsor some of 

them to local and foreign institutions. For instance, before the 

restructuring of the trade unions, the proscribed United Labour Congress 

was running and funding the Patrice Lumumba Centre in Lagos. Other 

central labour organisations that were prescribed alongside the ULC in 

1976 also ran various programs for the training of the members. More 

training programs are today being executed by the various industrial 

unions. 

Study Session Summary 

In this Study Session, you discussed organizations of industrial 

education and training, with particular reference to Nigeria. Under 

this, you discussed the private owned, the government owned, 

church owned and non-government owned educational structures 

for Industries. 

SAQ 10.1 (tests Learning Outcome 10.1) 

Omolokun is not willing to further his education to the University 

because he believes he has some innate skills that the universities may 

not be able to draw out. With you’re the knowledge you have acquired 

so far, what advice will you give his parents? 
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them to local and foreign institutions. For instance, before the 

nited Labour Congress 
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being executed by the various industrial 

In this Study Session, you discussed organizations of industrial 

education and training, with particular reference to Nigeria. Under 

the government owned, 

government owned educational structures 

Omolokun is not willing to further his education to the University 

s some innate skills that the universities may 

not be able to draw out. With you’re the knowledge you have acquired 
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Evaluation of Training Programs 

Introduction 
In this study session, 

programs. You will also describe the functions of evaluation in 

training programs. Finally, you will highlight the different types of 

evaluation with particular reference to the reaction level, the 

learning level, the

Learning Outcomes

 

Outcomes 

When you have studied this session, you should be able to:

11.1 describe how to evaluate training programs

Terminology 

Evaluation 

Rating scale

Trainee 

Programmed 

instruction
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Study Session 11 

Evaluation of Training Programs 

In this study session, you discussed how to evaluate training 

programs. You will also describe the functions of evaluation in 

training programs. Finally, you will highlight the different types of 

evaluation with particular reference to the reaction level, the 

learning level, the job behaviour level and the functioning level.

Learning Outcomes 

When you have studied this session, you should be able to:

11.1 describe how to evaluate training programs 

Evaluation  The collection of, analysis and interpretation 

information about any aspect of a programme of 

education or training as part of a recognised process of 

judging its effectiveness, its efficiency and any other 

outcomes it may have. 

Rating scale A method that requires the rater

sometimes numeric, to the rated object, as a measure of 

some rated attribute. 

Trainee  An individual taking part in a trainee program or a 

graduate program within a company after having 

graduated from university or college.

Programmed 

instruction 

A method of presenting new subject matters to students in 

a graded sequence of controlled steps.

Evaluation of Training Programs 

123 

Evaluation of Training Programs  

you discussed how to evaluate training 

programs. You will also describe the functions of evaluation in 

training programs. Finally, you will highlight the different types of 

evaluation with particular reference to the reaction level, the 

job behaviour level and the functioning level. 

When you have studied this session, you should be able to: 

The collection of, analysis and interpretation of 

information about any aspect of a programme of 

education or training as part of a recognised process of 

judging its effectiveness, its efficiency and any other 

rater to assign a value, 

imes numeric, to the rated object, as a measure of 

An individual taking part in a trainee program or a 

graduate program within a company after having 

graduated from university or college. 

presenting new subject matters to students in 

a graded sequence of controlled steps. 
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11.1 Evaluation of Training Programs  

Evaluation   

The systematic assessment 

of the worth or merit of 

some object.  

Richard Johnson defines evaluation as the pay-off step which 

‘determines whether the training function is doing what it was set 

up to do i.e.  Whether it is worth the cost’. Cyril Houle defines the 

concept as ‘the determination of the extent to which an educational 

objective has been accomplished and this includes the two closely 

related processes of measurement and appraisal’. Elsdon sees it as 

“the only way of determining whether the objectives of a course 

have been met, whether the results have affected the original 

problem situation and whether the new situation which has thus 

been created reveals further needs that require a new course, or 

altered objectives, policies or methods. Evaluation is, therefore, the 

most important feedback mechanism available to the trainer’. 

Hamblin sees evaluation as ‘any attempt to obtain information 

(feedback) on the effects of a training program, and to assess the 

value of the training in the light of that information’.  

From the above few definitions of evaluation, one may conclude 

that evaluation refers to the reassessment of a training program for 

its adequacy or otherwise. Evaluation tells whether a training 

program is meeting its objectives, how it is doing so, whether 

changes are required and to what extent such changes should be 

effected. Evaluation is carried out for various reasons as specified 

by the definitions above. In addition, to the above reasons, we 

evaluate in order to improve on training by ‘discovering which 

training processes are successful in achieving their objectives’. 

Some processes might succeed in one situation and fail in others. 

Even some resources are better than others, hence, through 

evaluation, we are able to identify the better ones which we may 

continue to use and discard the others that may not be successful.  

 

Discussion 

Activity 

Below are definitions of evaluation as given by different authors. 

Can you pick the major key point in them? 

i. Evaluation is the pay-off step which determines whether the 

training function is doing what it was set up to do. 

ii. Evaluation is the determination of the extent to which an 

educational objective has been accomplished and this 

includes the two closely related processes of measurement 

and appraisal. 

iii. Evaluation is the only way of determining whether the 



 

 

 

 
 

Discussion:

The major point of all these 

to measure the success or otherwise of a program through 

feedbacks.

Evaluation tries to answer some fundamental questions 

training program and these include: 

1. What is the purpose of the training program? 

2.  Why is the training program being undertaken? 

3.  How will the program be run? 

4.  What are the available resources (material and human)? 

5.  How will the training program be executed? 

6.  Who will e

7.  How long will the training session be? 

8.  How will the objectives be met? 

 
    Note 

However, the purpose of these questions is to check if the training 

program is solving the organisational problem for which it was set up.

The basic problem of evaluation is to make it objective and 

realistic; and to be able to achieve this, there is the need to have 

adequate criteria measures which will show the results desired from 

training programs. Dale Yoder and others give a list of sug

criteria and they include: 

i. 

ii. 

iii. 
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objectives of a course have been met, whether the results 

have affected the original problem situation

new situation which has thus been created reveals further 

needs that require a new course, or altered objectives, 

policies or methods.  

iv. Evaluation is an attempt to obtain information (feedback) 

on the effects of a training program and to assess the value 

of the training in the light of that information.

Discussion: 

The major point of all these definitions is feedback. Evaluations 

to measure the success or otherwise of a program through 

feedbacks. 

 

Evaluation tries to answer some fundamental questions 

training program and these include:  

1. What is the purpose of the training program?  

2.  Why is the training program being undertaken? 

3.  How will the program be run?  

4.  What are the available resources (material and human)? 

5.  How will the training program be executed?  

6.  Who will execute it?  

7.  How long will the training session be?  

8.  How will the objectives be met?  

However, the purpose of these questions is to check if the training 

program is solving the organisational problem for which it was set up.

The basic problem of evaluation is to make it objective and 

realistic; and to be able to achieve this, there is the need to have 

adequate criteria measures which will show the results desired from 

training programs. Dale Yoder and others give a list of sug

criteria and they include:  

 Increased output  

 Reduced time to turn out a unit of production 

 Reduced training time  
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objectives of a course have been met, whether the results 

situation and whether the 

new situation which has thus been created reveals further 

or altered objectives, 

Evaluation is an attempt to obtain information (feedback) 

and to assess the value 

of the training in the light of that information. 

definitions is feedback. Evaluations try 

to measure the success or otherwise of a program through 

Evaluation tries to answer some fundamental questions about a 

 

2.  Why is the training program being undertaken?  

4.  What are the available resources (material and human)?  

 

However, the purpose of these questions is to check if the training 

program is solving the organisational problem for which it was set up. 

The basic problem of evaluation is to make it objective and 

realistic; and to be able to achieve this, there is the need to have 

adequate criteria measures which will show the results desired from 

training programs. Dale Yoder and others give a list of suggested 

Reduced time to turn out a unit of production  
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iv. Reduction in scrap, breakage, and supplies used  

v. Improvement in quality of output  

vi. Improvement in morale  

vii. Reduction in absenteeism, grievances, turnover and 

accidents  

viii. Reduction in overhead and/or burden.  

The above criteria could be seen as goals of manpower 

management and training. It has to be remembered, however, that 

not all training programs have the same objectives, where some 

training programs may aim at better productivity, others seek a 

reduction of accidents or reduction of grievances. Therefore, the 

training program should be tailored to the desired need in the same 

way that the evaluation is tailored to the measuring of the success 

or otherwise of the desired objective. The choice of evaluation 

criteria, to a large extent, depends on training objective. There 

could be pre-training evaluation which comes with the planning of 

a training program or post-training evaluation which is inseparable 

from the pre-training evaluation in that both types have the training 

objective as the focus. Once the training objective is well defined, 

it will not be difficult to evaluate the training program. 

 ITQ 

Question 

o What is “Evaluation”? 

Feedback 

• Evaluation is an attempt to obtain information (feedback) on the 

effects of a training program, and to assess the value of the 

training in the light of that information. 

Hamblin identifies four levels from which evaluation could be carried 

out. These, according to him, are the reaction level, the learning level, the 

job behaviour level and the functioning level.  

Figure 11.1 Levels of Evaluation  



 

 

 

 
 

11.1.1 Reaction Level

Rating scale 

Measure the degree to 

which a student exhibits a 

specified behaviour.  

 

Trainee   

A person undergoing 

training for a particular job 

or profession. 

At the reaction level, information about trainee’s reaction to 

training may be obtained during t

after the session or sometime later. To get the required reaction, the 

trainer may make use of ‘rating scales’ where trainees are expected 

to rank their reactions. This may be done at the end of each session 

or at the end o

trainees must have returned to their 

are forms on which 

reactions on the scale. For instance, a rating scale may be as 

follows: 

11.1.2 The Learning Level

Programmed instruction 

A research-based system 

which helps learners work 

successfully.  

The information provided by trainees can be easily and quickly 

analyzed. If it is during the 

may require a modification of the next session or may not. If it is 

after the training, the outcome may guide the trainer in f

exercises. At the learning level, evaluation aims at obtaining 

information on the amount of learning acquired by trainees during 

the training course. The evaluation is not here concerned with 
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11.1.1 Reaction Level 

At the reaction level, information about trainee’s reaction to 

training may be obtained during the training session, immediately 

after the session or sometime later. To get the required reaction, the 

trainer may make use of ‘rating scales’ where trainees are expected 

to rank their reactions. This may be done at the end of each session 

or at the end of the entire training program, or even after the 

trainees must have returned to their workplaces

are forms on which trainees are asked to tick any of the possible 

reactions on the scale. For instance, a rating scale may be as 

follows:  

1. Very well presented  

2. Fairly well presented  

3. Averagely presented  

4. Not well presented  

5. Badly presented  

11.1.2 The Learning Level 

The information provided by trainees can be easily and quickly 

analyzed. If it is during the session, the outcome of the analysis 

may require a modification of the next session or may not. If it is 

after the training, the outcome may guide the trainer in f

exercises. At the learning level, evaluation aims at obtaining 

information on the amount of learning acquired by trainees during 

the training course. The evaluation is not here concerned with 

Levels of 

Evaluation

Reaction 

Level

Learning 

Level

Job 

Behaviour 
Level

Fuctioning 

Level
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At the reaction level, information about trainee’s reaction to 

he training session, immediately 

after the session or sometime later. To get the required reaction, the 

trainer may make use of ‘rating scales’ where trainees are expected 

to rank their reactions. This may be done at the end of each session 

f the entire training program, or even after the 

workplaces. The rating scales 

are asked to tick any of the possible 

reactions on the scale. For instance, a rating scale may be as 

The information provided by trainees can be easily and quickly 

, the outcome of the analysis 

may require a modification of the next session or may not. If it is 

after the training, the outcome may guide the trainer in future 

exercises. At the learning level, evaluation aims at obtaining 

information on the amount of learning acquired by trainees during 

the training course. The evaluation is not here concerned with 

Learning 

Level
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whether the trainees apply what they learnt or not. The evaluation is 

only interested in the knowledge, skills or attitudes acquired by the 

trainees. Knowledge learning can be evaluated through tests and 

examinations like programmed instruction or multiple- choice 

questions which can be given at the end of the training. In certain 

cases, where the knowledge to be evaluated involves intellectual 

understanding, examination of the academic type as against 

programmed instruction or multiple-choice questions, should be 

used, skill learning can be evaluated by tests also, but the tests 

given in this case must be practical to enable trainee to demonstrate 

the acquired skill. Attitude learning can be evaluated through the 

use of elaborate attitude scales. In the three cases, i.e. knowledge, 

skill and attitude learning, the test must be carried out at the 

beginning and at the end of the training to enable us to measure the 

changes effected by the training.  

 ITQ 

Question 

o When can the organizer obtain feedback from a trainee at the 

reaction level of evaluation? 

Feedback 

• At the reaction level, information about trainee’s reaction to 

training may be obtained during the training session, 

immediately after the session or sometime later. 

11.1.3 Job behaviour Level 

At the job behaviour level, the interest is to find out whether 

trainees have ‘applied their learning in the form of changed 

behaviour on the job’. Evaluation at the job behaviour level implies 

active involvement of the trainer who can make use of some of the 

following techniques:  

i. Activity sampling which can be used to discover the percentage 

of time spent by the trainee on different aspects of his job.  

ii. Self-diaries in which trainees keep records of their own 

activities over a specified period by ticking the appropriate 

columns on pre-designed forms at specified intervals.  
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iii. Observation of specific incidents where the trainer observes the 

trainees’ performance during specific incidents related to the 

subject matter of the training.  

iv. Self-recording of specific incidents through which the trainees 

can themselves record details of the way in which they perform 

certain incidents.  

v. Appraisal by superiors which can be done by providing good 

appraisal forms to be completed by immediate superior of 

trainees.  

The above methods can be used before and after training to enable 

us to measure the changes effected.  

11.1.4 Functioning Level 

At the functioning level, evaluation will consist of any attempt to 

measure aspects of the effects of trainees’ job behaviour as regards 

productivity or efficiency, labour turnover, morale, grievances and 

so on.  

Measuring Effectiveness of Training  

There are various techniques of measuring the effectiveness of a 

training program. The choice of technique depends on the objective 

of the program and the trainer. One technique is to discontinue the 

training program. This is the simplest way of testing the reaction of 

people. According to Dale Yonder and others, when the training 

program is discontinued, if it is an effective program, there is a 

tendency for the effort of the stoppage or discontinuance of the 

program to be noticed within a period of time. For instance, where 

the training program is aimed at accident reduction, the number of 

accidents may reduce when training is going on, but when training 

is discontinued, accidents rate might increase. Where this happens, 

it is believed that the training program has been effective, but 

where there is no change, training tends not to be effective.  

Checklist 

Checklists are a second set of tools for evaluating the effectiveness 

or otherwise of training programs. The checklists are primarily 

methods for systematizing and structuring the collection of training 

results data, and they provide the observer with a way of organizing 

judgements above behaviour and/or performance. With the aid of 

the check-lists, the observer can see whether ‘a particular behaviour 

occurs and/or how often it occurs within a given time period’. 

Checklists contain a series of statements and the observer is 

expected to check if the behaviour occurs or not.  
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Attitude Surveys and Rating

Attitude surveys

trainees are asked whether their training had failed or succeeded. 

Some rating forms may contain a series of statements about the 

behaviour to be measured with five

scales running from always to not at all. These allow the observer 

to indicate his or her judgement of the frequency of the behaviour 

in question. 

Questionnaires

One other such method is to distribute 

trainees at the completion of the

the outcome of the training program. Their opinions could also be 

got by means of interviews. These techniques may not be able to 

measure employees behaviour on the job, because of the fact that 

some employees opined tha

measure the worth, even, a comparison before

may not even test the worth, hence, a better way of measuring the 

worth is to use ‘various indices of work performance and compare 

them after the

this, the quality of work and/or output of production workers, 

skilled workers and other trainees can be used to evaluate.

Control Group and Experimental Group
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Attitude Surveys and Rating 

itude surveys and rating are other evaluation tools. In these, 

trainees are asked whether their training had failed or succeeded. 

Some rating forms may contain a series of statements about the 

behaviour to be measured with five-point ‘frequency’ response 

cales running from always to not at all. These allow the observer 

to indicate his or her judgement of the frequency of the behaviour 

in question.  

Questionnaires 

One other such method is to distribute questionnaires

trainees at the completion of the course to obtain their views as to 

the outcome of the training program. Their opinions could also be 

got by means of interviews. These techniques may not be able to 

measure employees behaviour on the job, because of the fact that 

some employees opined that they like the course is not sufficient to 

measure the worth, even, a comparison before-and

may not even test the worth, hence, a better way of measuring the 

worth is to use ‘various indices of work performance and compare 

them after the course with measures before the course’. By doing 

this, the quality of work and/or output of production workers, 

skilled workers and other trainees can be used to evaluate.

Control Group and Experimental Group 

The most effective and refined method of evaluation is to measure 

participants performance or behaviour before and after training 

through the use of a control group and an experimental group. The 

performance of the experimental group, where it shows remarkable 

improvement is a testimony to the effectiveness of the training 

program. In selecting the experimental and control groups however, 

care must be taken to see that the groups are approximately 

equivalent in education, experience, skill, job condition and 

performance.  

Study Session Summary 

In this study session, you looked at evaluation as a concept and 

examined some current definitions. You also discussed the 

functions of evaluation in monitoring training programs. You 

concluded that evaluation should not be treated as just a step, 

continuous process from the planning stage to the end of the 

program and even after. Types of evaluation were also discussed 

with particular emphasis on four levels — the reaction level, the 

learning level, the job behaviour level, and the functionin

 

 

and rating are other evaluation tools. In these, 

trainees are asked whether their training had failed or succeeded. 

Some rating forms may contain a series of statements about the 

point ‘frequency’ response 

cales running from always to not at all. These allow the observer 

to indicate his or her judgement of the frequency of the behaviour 

questionnaires to the 

course to obtain their views as to 

the outcome of the training program. Their opinions could also be 

got by means of interviews. These techniques may not be able to 

measure employees behaviour on the job, because of the fact that 

t they like the course is not sufficient to 

and-after test scores 

may not even test the worth, hence, a better way of measuring the 

worth is to use ‘various indices of work performance and compare 

course with measures before the course’. By doing 

this, the quality of work and/or output of production workers, 

skilled workers and other trainees can be used to evaluate. 

uation is to measure 

participants performance or behaviour before and after training 

through the use of a control group and an experimental group. The 

performance of the experimental group, where it shows remarkable 

iveness of the training 

program. In selecting the experimental and control groups however, 

care must be taken to see that the groups are approximately 

equivalent in education, experience, skill, job condition and 

In this study session, you looked at evaluation as a concept and 

examined some current definitions. You also discussed the 

functions of evaluation in monitoring training programs. You 

concluded that evaluation should not be treated as just a step, but a 

continuous process from the planning stage to the end of the 

program and even after. Types of evaluation were also discussed 

the reaction level, the 

learning level, the job behaviour level, and the functioning level. 



 

 

 

 
 

Assessment 

 

Assessment 

SAQ 11.1 (tests Learning Outcome 11.1)

In discussing the types of evaluation levels, you discussed the reaction, 

the learning, job behaviour and the functioning level. Can you discuss 

two of these levels?
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Study Session 12

Current Issues and Problems in Industrial 
Education and Training in Nigeria 

Introduction 
In this study session, you will be discussing the current issues and 

problems in industrial education and training in Nigeria. The whole 

of the session will be based on identifying some of these problems 

and proffering solutions to them. 

Learning Outcomes
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12.1 highlight some of the problems of industrial education and 
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In spite of the progress so far made in the area of industrial 

education and training in Nigeria, there are still some problems and 

obstacles inhibiting the growth of the venture. Some of these 

problem are what you are goi
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Current Issues and Problems in Industrial 
Education and Training in Nigeria 

In this study session, you will be discussing the current issues and 

problems in industrial education and training in Nigeria. The whole 

of the session will be based on identifying some of these problems 

and proffering solutions to them.  

ning Outcomes 

When you have studied this session, you should be able to:

12.1 highlight some of the problems of industrial education and 

training in Nigeria 

Vocational 

education 

Training for a specific occupation in agriculture,, 

industry through a combination of theoretical teaching 

and practical experience provided by many high schools in 

their commercial and technical divisions, and by special 

institutions of collegiate standing. 

Staffing  A group of persons, as employees, charged with carrying 

out the work of an establishment or executing some 

undertaking. 

Recruitment  The overall process of attracting, selecting and appointing 

suitable candidates for jobs (either permanent or 

temporary) within an organization. 

Problems of Industrial Education 
In spite of the progress so far made in the area of industrial 

education and training in Nigeria, there are still some problems and 

obstacles inhibiting the growth of the venture. Some of these 

problem are what you are going to discuss next. 
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12.1.1 Poor Funding

Vocational education  

Education that prepares 

people to work in a trade, a 

craft, as a technician, or in 

support roles in 

professions such as 

engineering, accountancy, 

nursing, medicine, 

architecture, or law.  

The fi

generally known that technical and 

very expensive to run. A lot of financial resources is required for 

the purchase of equipment, maintenance and replacement. A visit to 

any of our institutions of learning where technical and vocational 

education programs are being run will convince us that not much 

progress has been made in providing required and up

equipment. There are always complaints from both students and 

perso

and or obsolete ones which need replacement. Even the Federal 

Universities of Technology all over the country have not been 

provided with the necessary materials to enhance the much needed 

techn

training program where trainees are exposed to rickety or obsolete 

machines or where the machines are not available. 

12.1.2 Misplaced Priority

Another major problem is in the area of identifying 

till now it has not been possible to develop a program that would 

meet the actual needs of Nigeria. The syllabuses of some of our 

institutions are modelled after foreign ones like the Cit

It is time a Nigerian

cultural, economic and industrial goals is used in the institutions. 

Technology is a difficult concept to transfer. We can only borrow 

from the developed countries, we cannot 

culture bound; hence, any training program embarked upon should 

be Nigerian centered and should be able to take into consideration 

our climatic, economic, political and industrial conditions. There is 

no need training for courses

for lack of raw materials, adequate machinery and the will. The 

need of the country should direct our training program. 
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Imagine a Nigerian education syllabus in geography teaching snow as 

part of our weather condition 
 

12.1.3 Poor Staffing

Staffing  

The selection and training 

of individuals for specific 

job functions, and charging 

them with the associated 

responsibilities. 

There is the problem of 

much needed manpower to handle the training of Nigerians. While 

we can make use of expatriates as a short

Nigerians should be trained and motivated to train other Nigerians. 

Coupled with this is th

materials based on local experience and practice as these are 
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12.1.1 Poor Funding 

The first of such problems is that of inadequate funding. It is 

generally known that technical and vocational educations

very expensive to run. A lot of financial resources is required for 

the purchase of equipment, maintenance and replacement. A visit to 

y of our institutions of learning where technical and vocational 

education programs are being run will convince us that not much 

progress has been made in providing required and up

equipment. There are always complaints from both students and 

personnel in these institutions of lack of the required equipment, 

and or obsolete ones which need replacement. Even the Federal 

Universities of Technology all over the country have not been 

provided with the necessary materials to enhance the much needed 

technological take off. We cannot conduct a useful and effective 

training program where trainees are exposed to rickety or obsolete 

machines or where the machines are not available. 

12.1.2 Misplaced Priority 

Another major problem is in the area of identifying 

till now it has not been possible to develop a program that would 

meet the actual needs of Nigeria. The syllabuses of some of our 

institutions are modelled after foreign ones like the Cit

It is time a Nigerian syllabus, drawn up wholly to suit our social, 

cultural, economic and industrial goals is used in the institutions. 

Technology is a difficult concept to transfer. We can only borrow 

from the developed countries, we cannot import technology as it is 

culture bound; hence, any training program embarked upon should 

be Nigerian centered and should be able to take into consideration 

our climatic, economic, political and industrial conditions. There is 

no need training for courses that cannot be utilized in the country 

for lack of raw materials, adequate machinery and the will. The 

need of the country should direct our training program. 

Imagine a Nigerian education syllabus in geography teaching snow as 

part of our weather condition  

12.1.3 Poor Staffing 

There is the problem of staffing. It has not been easy to get the 

much needed manpower to handle the training of Nigerians. While 

we can make use of expatriates as a short-term measure, indigenous 

Nigerians should be trained and motivated to train other Nigerians. 

Coupled with this is the problem of getting the required teaching 

materials based on local experience and practice as these are 
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variables of case study matters.  

12.1.4 Wrong Recruitment and Selection Method 

Recruitment  

Positive process of 

searching for prospective 

employees and stimulating 

them to apply for the jobs 

in the organisation. 

In Nigeria today, we are faced with the problem of recruitment and 

selection of trainees. In an ideal situation, trainees are selected on 

merit and potentiality, but in Nigeria, our emphasis seems to be on 

federal character or quota system with the resultant effect that 

mediocre people without the will are sent for one form of training 

or the other to satisfy a group. This should not be; hence; the need 

to review the criteria for recruitment and selection of trainees 

becomes more urgent.  

12.1.5 Unwillingness to Release Employees for Training 

There are some problems with the employers of labour. Some of 

them are reluctant in releasing their employees for training 

forgetting that training as an exercise is a sort of investment that 

would yield future dividend. Even where some employers release 

the trainees, they deliberately fail to provide adequate incentive for 

them thereby making them lose the urge to go in for any training 

program.  

12.1.6 Poor National Standard and Certification 

The problem of national standard and certification is also there. 

Although, the Ministry of Employment, Labour and Productivity 

conducts trade tests in respect of some trades, national standards 

are yet to be established in a number of trades. It is hoped, 

however, that with the establishment of the National Board for 

Technical Education (NBTE), this problem would be overcome 

because it is only when a national standard is established that 

corresponding certificates could be issued.  

12.1.7 Negative Relationship between Production and 
Education Sector 

There is the problem of the type of relationship existing between 

the production and the education sectors. There is need for industry 

to provide space for practices and industrial attachment. Industry 

and institutions of learning should collaborate more and more to 

make the training of technicians and professionals successful since 

the classroom alone cannot train.  
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With the identification of these problems, 

be made to find the necessary solutions to enhance a well

industrial education and training venture in the country.

It has been suggested that at least 7% of annual payroll should be 

expended on training and re

level of commitment and sense of responsibility to training for less 

than 2% is spent on worker’s training (Kester & Esan, 2012). In 

this age of dwindling revenue, it is almost unthinkable that 

government can invest on work

Study Session Summary

 

Summary 

In this study session, you discussed the various problems 

inhibiting the growth and development of industrial education and 

what to do to solve the problems.

 

Assessment 

 

Assessment 

SAQ 12.1 (tests Learning 

There are many problems plaguing the development of industrial 

education and training in Nigeria. Discuss, at least, four (4) of these 

problems. 
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Notes on Self-Assessment Questions 

SAQ 1 

1. Learning is considered to be the process whereby knowledge is created through the 

transformation of experience. This experience could occur in either a formal or an 

informal settings. As such, experience that is involved in learning can be within the 

four walls of a classroom or the home. 

2. Ade is made to undergo the training so as to develop his human capacity. This 

development is what we refer to as human resource development; which is the process 

of improving the human capability of an individual in order to increase productivity. 

SAQ 2 

1. The following are factors that influence industrialization: 

Ethnicity 

There are certain features of the Nigerian situation which are peculiar and such 

peculiarities are essential to our understanding of the types of problems facing policy 

makers in Nigeria in their attempts at industrialisation. These peculiarities become more 

pronounced because of the different backgrounds of the Nigerian population, which has, 

up till now, made it difficult for the country to have a pattern of development.  

Political Background in Nigeria 

Politically, the area now known as Nigeria came into being in 1914. Before 1914, there 

was no uniform system of development as each unit (the Southern and the Northern 

Provinces, as they were then known) had little in common. The bringing together of the 

units to form one country in 1914 was necessitated by the inability of the colonial 

masters to provide for its administration and services in the then Northern Provinces. 

This forceful union has put a clog in the wheels of industrialization in the country. 

Nigerian Social Conditions  

The social conditions of the country have also affected industrial development generally. 

As you would have observed in recent years, urbanisations and industrialisation have 

made some progress in the country. However, urbanisation, while it has helped in 

industrial development, has also created its own problems. For instance, the drift from 

the rural to the urban centres has risen to an alarming rate. Lives in the rural areas have 

been paralysed. Some important sectors of our economy, particularly, agriculture, has 

suffered a setback. With this drift into the urban cities, there has emerged other problems 

like overcrowding, high unemployment rate, high crime rate and so on. 

Geographical Conditions  

The physical condition of the country is another variable to be considered. Nigeria is a 

very large country and because of its size, many problems are bound to arise and these 

include inadequate transportation and ineffective communication. The advent of the 

Global System of Mobile Communication (GSM) in Nigeria has greatly improved the 

communication system in the country. However, bad roads and poor transportation have 

continued to plague the nation. The geographical condition also affect the deposit of 

natural resources and viability of land for farming in the country. 

Economic Condition  
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Another variable we will be discussing is the economic condition. Nigeria is basically an 

importing country. The country imports nearly everything you can think of, with 

petroleum crudes forming a big chuck of her exportations. However, recently, efforts has 

been geared towards industrializing the country but almost all the machineries that will 

be needed is exported from foreign countries. Some of the factors that hinders the growth 

of industries in Nigeria includes: 

i. Low standard of products 

ii. High taste for foreign  

iii. High prices  

iv. Government policies 

v. Poor electricity 

vi. Inadequate manpower 

vii. Inadequate transport system 

viii. Bad roads 

ix. Weak currency 

SAQ 3 

1. Lara who works with MTN Nigeria is the one who is engaged in wage earning 

employment. This is so because she only gets to be paid at the end of the month. 

Unlike her friend Bukola, who is a fashion designer, self-employed and does not have 

to wait till end on the month before getting paid. She owns her business. 

2. The first attempted policy on industrialization in Nigeria is found in the 1953 report of 

the International Bank for Reconstruction and Development under the title “The 

Economic Development of Nigeria”. According to the Report:: 

In the long run, if Nigeria is to take its place in a competitive world, there must be 

created a substantial body in local industry. Managers, even more than workers 

require on the job training. 

…..industrial technology must also be imported at present. It is erroneous to think 

that a shortage of local technology, because it can be taught in schools, may be more 

quickly remedied than a shortage of local management.  

The report went on to emphasize that:  

Technology and management are interrelated and often must be embodied in the 

same person . . . To develop these skills, promising students should be encouraged to 

select advance technical studies, and, when academically prepared, should be 

brought into technical posts of progressively increasing responsibility. 

SAQ 4 

1. According to Patterson and Hedges (1946), the following steps, among others, are to 

be taken in setting up apprenticeship program:  

i. Making personnel inventory and skills inventory showing needs for training, 

positions unfilled, and skills needed.  
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ii. Making provision for turnover, retirement aid other loses.  

iii. Drawing up and approving a policy statement on the practice that will apply 

to all types of apprentice programs.  

iv. Defining the apprenticeship.  

v. Drawing up apprenticeship agreements  

vi. Registering the agreement with appropriate bodies.  

vii. Determining duration of training.  

viii. Setting up a standard for each trade  

ix. Involving other agencies and firms  

x. Providing for related instructions  

SAQ 5 

1. According to Morrison, the three approaches to training determination are; 

Survey Technique 

Assuming a performance problem has been identified with a particular group; 

survey that group for whom training may be needed, their supervisors, the receivers 

of the product or services provided by the group, and their subordinates, if any. Here 

the focus is on the group responses which, when analyzed properly, can lead to the 

preparation of training of individuals, usually in groups.”  

Organizational Audits  

Conduct organisational audits that review production, financial, personnel, and 

other operational data from records and reports to uncover problem areas 

susceptible to correction through training and/or development. A full functional 

audit of an area may need to be conducted to get a thorough analysis of the 

situation. Here the focus is on ‘results’ of activities and you work backward to the 

causes to identify training needs’.  

Individual Needs Determination  

‘Assess an individual’s achievement levels, knowledges, potentials, behaviours, 

skills and performance: prepare needs analysis; and-plan development and training 

specifically for that individual. Similar techniques may be used with groups of 

individuals, but the focus is on the individual, and the outcome should include 

individual development plans’. 

2. The first four stages in needs determination includes: 

Problem Definition  

Here the facilitator or training manager undertakes a preliminary specification of the 

problem which can be done by motivating the supervisors and the workers to indicate 

their current problems. The trainer can also supplement this by looking into records as 

regards performance, costs, turnover, projects and accidents. Once this is done, the 

facilitator is able to identify the current problem as well as the target group which will 

simplify the task of determining the scope of training, a process which eases data 

collection.  

Development Plan 

After the necessary facts of the problems have been identified, the next step is to 

develop a specific plan which will involve determining who will be trained, the 

content of the training program and how best to get the contents determined. Another 

important aspect of this stage is to determine who should do the training whether it 
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should be done by an insider or an outsider, whether it should be jointly done. There is 

the question of when the training should be done — is it during work periods or after 

working hours and what will be the duration of the training? Followed by this is to 

determine where the training should be done — is it to be on-the-job or off the job?  

Executing the Plan  

Here the facilitator emphasizes the evidence of the need for such a training program 

using the facts and figures from the data collected in the first two steps. The plan and 

method, including the contents of the program and the timetable are carefully 

discussed with both the management and the trainees. This will immediately be 

followed by the training itself. It is important to get the involvement of the 

management throughout the period of the training program.  

Evaluating the Results  

This is another step that must be taken at all levels of planning and execution. The 

trainer must have decided on how to check the results and what evidence should be 

used in doing so. Actions to consider at this stage would include: 

What results are expected? At what stage should the management be involved and 

how is management to know the results? As the training progresses, one may need to 

find out whether the training plan is followed and whether there is need for changes or 

modification and finally whether the plan is meeting the set objectives of the program. 

From the above, one can conclude that the stages in needs determination are means of 

helping to determine the needs in addition to the selection of trainees. According to 

William McGehee such steps help the trainer to:  

i. spot production problems,”  

ii. enhance a “systematic audit of individual employees” and  

iii. “projection of potential labour force needs”. 

SAQ 6 

1. The types of training programs can be classified under two broad groups. These groups 

are: 

i. Training Classified by sponsors 

When you classify types of training base on sponsors, you are giving priority to 

the one who funds the training programs. Under this classification you have: 

- Colleges and University programs 

- Factory or Company Based Programs 

- Voluntary Organization Programs 

- Government Programs 

- Professional Bodies’ Program 

ii. Training Classified by Goals and Objectives 

In this type of classification, the emphasis is on what the training program is 

aimed to achieve. The following falls under this headings: 

- Induction or Orientation program 

- Vocational and Training program 

- Labour Education 

- Supervisory Training 
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- Management education 

- Trainers' education 

- Scientific and Professional Education 

SAQ 7 

1. Some of the conditions that needs to be present before effective learning can take place 

includes: 

Motivation  

This is identified as the most important factor in learning, as little learning 

takes place without motivation. What motivates one may not motivate others. 

For some, motivation can be as a result of a challenge or interest, for others it 

could be the anticipated reward or punishment while others are motivated 

because of their need for recognition or self-actualization. One important 

aspect of motivation is that when it is strong, the urge to learn is greater. 

Feedback  

An average learner needs to know whether he is making progress or not. He 

could gain the knowledge through the instructor, or through the reactions from 

his colleagues or through the learning situation itself. When the learner realizes 

that he is gaining and learning, he becomes more willing to learn more and put 

his learning experience to practice. Feedback should be a continuous exercise 

and should not be delayed until the end of the exercise because when it is 

delayed, the learner may not know whether he is gaining or not and this may 

kill his motivation to learn. 

Practice  

It has been proved by experiments that the more a trainee participates and 

practices in the learning situation the more he learns. This particularly is the 

case with learning situations involving, the acquisition of skills. By practicing, 

the learner is exposed to the real situation thereby performing the actual task 

for which he is being trained. Participation according to Housell and others, 

‘means practice or repetition of the behaviour to be learned, which is necessary 

for remembering and for transfer of the classroom learning to real life 

situation. Repetition is an aid to memory and some trainees who would 

naturally have been slow in learning will remember what is repeated 

frequently. 

2. The international Labour organization gave the following as the Ten Simple 

Rules of Learning: 

i. Motivation 

ii. Stimulus and Response 

iii. Feedback 

iv. Practice 

v. Transfer of Knowledge 

vi. Perception 

vii. Meaning 

viii. Experience 
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ix. Ability 

x. Physical and Mental Fitness 

SAQ 8 

1. Kubr identified the factors to be considered when choosing training methods as the 

human, subject area, objective, time and material factors. However, we are going to 

discuss only two. These two are: 

Human Factors  

In any effort made to get things done, people are involved and for any successful 

venture, we depend on the ability and capacity of those who would be involved in the 

venture. In training and education, there are two important human actors and these are 

(a) the teacher and (b) the participant.  

Subject Area  
Training could take any of many subject areas like sales, personnel, industrial relations, 

general management, secretarial and so on. Each of these subject areas has their special 

features. There are subject areas where group discussions may be adequate, there are 

others where we can achieve our objectives through the lecture method while other 

subject areas may require a combination of two or three methods. For example, 

‘Operations research techniques are based on the extensive use of mathematics and 

statistics’ and in programs concentrating on behavioural aspects, communication, 

leadership, and motivation, training methods to be used may be a combination which 

will expose the trainees to numerous opportunities of ‘analysis of human behaviour 

with a view to influencing the behaviour of the trainees. 

 

2. The following are a few of the principles of training methods: 

Motivation 

Adequate and well-timed motivation is vital to the success of any learning situation. If 

learners cannot see the need to learn, and if they are not receptive to learning, any 

training effort made is wasted. People learn because they want to get one result or the 

other, and where they feel that the result is not forthcoming, they lose interest in 

learning. Motivation to learn depends on a number of variables some of which are the 

‘challenge of the participant’s on present or future job, his own achievement 

motivation quotient or the stimulation provided by the environment’. Without 

motivation, learning becomes a difficult task. Motivation can be enhanced through 

interesting presentation of materials and when the materials presented could be applied 

to requirements. Motivation is not restricted to one particular method of teaching. It is 

a situation that can be aroused not only by participants but by the trainer as well.  

Participation  

Participation implies active involvement in the learning situations, the more and deeper 

the participation, the higher the motivation of the student, and the more the student 

retains what is learnt. When students take active part in the learning situations, they 

tend to be better equipped for the application and transfer of the knowledge or skill 

learned. Involvement or participation depends on the ability of the teacher to organize 

his teaching. It also depends on the personality of the teacher in the way he handles his 

class. If the teacher lacks confidence or he is unable to give the necessary leadership, it 

will be difficult to get the students involved. 

Individual Approach  

Individuals have different abilities and capabilities. They learn at different rates. What 

appeals to one may not appeal to the other. They are endowed with individual personal 
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styles of study and application and which are subject to individual control or 

performance. In order to be able to run an effective training program, arrangements 

should be made for individual learning through reading, thinking exercising and 

application of knowledge. This is in addition to the organisation of work or study 

groups. Group training programs may even involve group work outside the enterprise, 

but the teacher has to remember that the individuals in the group need individual 

approach to supplement the group work. Such individual approach may take the form 

of compulsory individual assignment, or voluntary additional work by individuals, or 

the breaking down of group projects into assignments for each individual and so on. 

3. We are going to discuss just two types of instructional methods: 

Case Study  

A case study is used in describing and providing facts about a situation, it seeks to 

summarize experience and raises problems with the purpose of teaching trainees how 

to handle similar situations when they occur in real life. The purpose of the case study 

also is to help the trainees develop their skills in ‘discovering aid defining the vital 

questions that need to be answered and then to learn how to set about finding the 

answers. A case study has different meanings in different contexts. Some see the 

concept from its legal point of view where a case is seen as one being tried by a court 

of law where it becomes a precedent that can be cited in subsequent cases. To 

researchers, a case may be seen as vehicle for testing hypothesis or answering research 

questions, but to the medical mind, it may be the study of a disease or patient with a 

view to diagnosing a cure or preventing future occurrences. For our purpose in 

industrial education and training, a case may be seen as referring to the history of some 

events or set of circumstances with the relevant details to be examined by the trainees 

with a view to arriving at a solution of the case for peaceful industrial relations. 

In-Basket or In-Tray  

This is originally developed as a possible measure of aptitude for the administrative 

components of the managerial role. It is a simulation of a manager’s workload on a 

typical day. The name is derived from the wire baskets or trays seen on office tables 

marked “IN” “PENDING” and “OUT” for correspondence. As a training device, the 

method can be used to help the trainees identify areas in planning, organizing and 

administrative behaviour in which their skills need to be improved as well as an 

opportunity to practice those skills in situations in which they can obtain feedback on 

their performances. 

SAQ 9 

1. Some of the variables to be considered when organizing courses and conferences are: 

The Audience  

Courses, seminars, workshops and conferences are organized for the benefits of not 

only the sponsors but specifically the participants. They are not organized to give the 

resource persons the opportunity to display their wealth of knowledge or show off 

their talents. The participants are the ones who pay the fees or on behalf of whom the 

fees are paid. They are the ones who leave the comfort of their homes and offices to 

attend, who give their time, who come to learn and who want to be persuaded to 

change their behaviour. They form the focus of any course. Their interest must be 

considered, their social, economic, cultural and educational backgrounds have to be 

taken into consideration by the organizer who should remember that his reputation 

and credibility as an organizer rests with the views the participants hold of him. Apart 

from what the trainer or organizer can suffer by not considering the audience, his 

organisation may also be discredited.  

The Hall 
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The space for conferences is another aspect that has to be looked into in the proper 

organisation of courses. Where the numbers of participants are few, the problem is not 

difficult to tackle, but where the audience is large, we have to take what is available 

and make the best use of it. The organizer would need to visit the room in advance to 

know what arrangements should be made to accommodate the audience. Where there 

is a large audience, the seating arrangement should be made in a way that some 

participants are not put in positions where they would be disadvantaged. The seats 

could either be scattered or arranged in curved rows to allow participants to both see 

and hear. In addition to the seating arrangements, make sure that all of the basic 

necessities like lecterns, pointers, ashtrays and so on are-available. Few people should 

be allowed on the platform when lectures go on, though, this may be slightly 

increased during the opening ceremony. At the other times, it is advisable that only 

the speaker and the chair-person be on the platform which should normally be in a 

raised conspicuous position in the lecture room; and when a film is to be used, it may 

even be advisable to vacate the platform so that the viewing is not disturbed. The 

room must not be overcrowded and space must be available for free movement of 

participants as well as those who would help in the distribution of handouts where 

these are provided. 

2. The things you should check for between 10 weeks, 8 weeks and 6 weeks ahead of the 

program are: 

General arrangements: 10 Weeks Ahead:  

1. Invitations to speakers, inaugurator, chairman etc.  

2. Tentative arrangements for conference venue made 

General Arrangements: 8 Weeks Ahead  

3. Replies from speakers received, list finalized  

4. Invitations to participants circulated  

5. Speakers asked for details or any illustrations  

6. Speakers asked to submit advance copies (if appropriate)  

General Arrangements: 6 Weeks Ahead  

7. Gauge response  

8. Firm arrangements for conference venue made (see Check List No. 4).  

9. Invitations to special invitees sent  

10. Background displays, exhibitions decided  

11. Multimedia equipment requisitioned  

SAQ 10 

1. If Omolokun believe in his skills so much that he does not wish to proceed to a 

University, he can be enrolled into one of the numerous institutions owned by 

government and private bodies for the provision for industrial training. One of such is 

the Technical school which I shall discuss below. 

Technical College and Trade Centres  

These as well as some craft centres provide technical education. The Technical 

Colleges offer courses of three-year duration based on the standards of the British 

City and Guilds Ordinary Craft Certificate. Before a candidate can be considered for 

admission, he/she is expected to have spent at least three years in the secondary 

school. In some of the Technical Colleges, advanced crafts courses are offered for 

another one-year period. The Secondary Technical/Commercial Schools offer 

courses of five years duration and there are some of them providing the same three-

year ordinary craft certificate courses as done in the Technical Schools. There were 
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as at now about 30 state owned technical schools in the country. Teachers for these 

types of schools are trained mostly in polytechnics and Advanced Technical Colleges 

of Education. Under the national new education policy, many of the students who 

would not be able to cope with academic studies after the Junior High School will go 

into the Technical Colleges. A number of these institutions prepare students for 

building trades, vehicle repairs, catering, carpentry, furniture making, and so on. 

SAQ 11 

1. The two levels of evolution that will be discussed are the reaction and the job 

behaviour levels. They are hereby discussed below: 

Reaction Level 

At the reaction level, information about trainee’s reaction to training may be obtained 

during the training session, immediately after the session or sometime later. To get 

the required reaction, the trainer may make use of ‘rating scales’ where trainees are 

expected to rank their reactions. This may be done at the end of each session or at the 

end of the entire training program, or even after the trainees must have returned to 

their work places. The rating scales are forms on which trainees are asked to tick any 

of the possible reactions on the scale.  

Job behaviour Level 

At the job behaviour level, the interest is to find out whether trainees have ‘applied 

their learning in the form of changed behaviour on the job’. Evaluation at the job 

behaviour level implies active involvement of the trainer who can make use of some 

of the following techniques:  

i. Activity sampling which can be used to discover the percentage of time spent 

by the trainee on different aspects of his job.  

ii. Self-diaries in which trainees keep records of their own activities over a 

specified period by ticking the appropriate columns on pre-designed forms at 

specified intervals.  

iii. Observation of specific incidents where the trainer observes the trainees’ 

performance during specific incidents related to the subject matter of the 

training.  

iv. Self-recording of specific incidents through which the trainees can themselves 

record details of the way in which they perform certain incidents.  

v. Appraisal by superiors which can be done by providing good appraisal forms 

to be completed by immediate superior of trainees. 

SAQ 12 

Some of the problems plaguing the development of industrial education in Nigeria includes: 

Poor Funding 

The first of such problems is that of inadequate funding. It is generally known that 

technical and vocational educations are very expensive to run. A lot of financial 

resources is required for the purchase of equipment, maintenance and replacement. A 

visit to any of our institutions of learning where technical and vocational education 



 

Notes on Self-Assessment Questions  Current Issues and Problems in Industrial Education and Training in 

Nigeria 

 

14

5 
 
 

programs are being run will convince us that not much progress has been made in 

providing required and up-to-date equipment. There are always complaints from both 

students and personnel in these institutions of lack of the required equipment, and or 

obsolete ones which need replacement. Even the Federal Universities of Technology 

all over the country have not been provided with the necessary materials to enhance 

the much needed technological take off. We cannot conduct a useful and effective 

training program where trainees are exposed to rickety or obsolete machines or where 

the machines are not available.  

Misplaced Priority 

Another major problem is in the area of identifying our priority. Up till now it has not 

been possible to develop a program that would meet the actual needs of Nigeria. The 

syllabuses of some of our institutions are modelled after foreign ones like the City and 

Guild. It is time a Nigerian syllabus, drawn up wholly to suit our social, cultural, 

economic and industrial goals is used in the institutions. Technology is a difficult 

concept to transfer. We can only borrow from the developed countries, we cannot 

import technology as it is culture bound; hence, any training program embarked upon 

should be Nigerian centred and should be able to take into consideration our climatic, 

economic, political and industrial conditions. There is no need training for courses 

that cannot be utilized in the country for lack of raw materials, adequate machinery 

and the will. The need of the country should direct our training program. 

Poor Staffing 

There is the problem of staffing. It has not been easy to get the much needed 

manpower to handle the training of Nigerians. While we can make use of expatriates 

as a short-term measure, indigenous Nigerians should be trained and motivated to 

train other Nigerians. Coupled with this is the problem of getting the required teaching 

materials based on local experience and practice as these are variables of case study 

matters.  

Wrong Recruitment and Selection Method 

In Nigeria today, we are faced with the problem of recruitment and selection of 

trainees. In an ideal situation, trainees are selected on merit and potentiality, but in 

Nigeria, our emphasis seems to be on federal character or quota system with the 

resultant effect that mediocre people without the will are sent for one form of training 

or the other to satisfy a group. This should not be; hence; the need to review the 

criteria for recruitment and selection of trainees becomes more urgent. 
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