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Chapter 1 

THE PROBLEM AND DEFINITIONS OF TERMS USED 

• • .The improvement and extension of small-scale 
industries will not only be a source of income to many 
people, but it will also be the basis for the further 
expansion of industry in general. The experience and 
the know-how gained in operating small-scale industries 
are prerequisites for owning and operating large-scale 
enterprises. Therefore, our people should not minimize 
nor look down upon the importance of small-scale 
industries.Econo~ic expe~ts h~ve time and again 
stressed the need not only for funds but also for 
managerial skills and entrepreneurial ability to 
effectively exploit natural resources and to raise the 
standard of living oftbe people. We, therefore, 
recommend the Center for Entrepreneurship and Management 
which has recently been set up to produce more 
Ethiopians versed in managerial skills. Every Ethiopian 
who has the capability and interest in this field should 
be given encouragement so that he may prove himself an 
asset to the nation. 

His Imperial Majesty Haile Selassie I 
Throne Speech, November 2, 1969 

Ethiopia is a developing country. Like the over-

Whelming majority of the developing countries, she has 

economic development as one of her major concern.s. Wi th the 

view of achieving accelerated economic development, the 

Ethiopian Government is launching numerous national economic 

development plans. Ethiopia offers unique opportunities for 

profi table investment, -not only because of her abundant and 

still unexploited natural resources, but also because of an 

economic and legal climate that favors investment and 

success. It is quite obvious that to make full use 

1 
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of capital investments, a qualified entrepreneurial ability, 

for example, to select, operate and maintain such invest­

ments, is very essent:i.al. Some indications have shown that 

private enterprise will play an increasing role in ths years 

to come in the industr1al life of Ethiopia. Although it is 

small at present, the industrial base of Ethiopia is under­

going rapid relative expansion. However, the size of the 

country's indigenous managerial and entrepreneurial force is 

very limited and shy of the country's reasonable expectations 
. , 

of need. So much so that, as the pace of the country's 

industrial activity quickens, Ethiqpia will increasingly 

have a pressing need for indigenous managerial and 

entrepreneurial forces. This calls for creation of more 

Ethiopian entrepreneurs and considerable improvement of the 

existing ones. 

Studies in the developing countries, which include 

Ethiopia, have revealed that, numerically, small businesses 

account for more than 90 percent of all forms of entrepre­

neurial activity, outside of agriculture. It is also 

revealed that these small businesses provide the means of 

livelihood for between 65 percent and 75 percent of the non­

agricultural force. At the same time they account for over 

50 percent of the Gros& Domestic Product. l 

. lAlan Major, "Training fOl' Management in Small 
Businesses," Report, Addis Ababa, April 24, 1968, p. 1. 
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Experiences of international experts in the field
 

shown that the most important single factor in
 

determining whether a small firm is to develop and grow or
 

-to remain static certainly seems to be the charac~er and 

personality of the owner and his ability as an entrepreneur 

and manager. It is essential that in this category of 

business the manager should have a much widerundersta~ding 

o~ the various segments of the business and a much broader 

capability of management. 

THE PROBLEM 

Statement of the Problem
 

It was the purpose of this study to:
 

1. Analyze the factors which have slowed the
 

development of entrepreneurship in Ethiopia.
 

2. Identify the major problems encountered in
 

operating small businesses.
 

3. Determine the problems in developing small
 

business managers.
 

4. Identify management training needs and determine 

appropriate methods. 

5. Design a guide for management training program 

6. Outline the activities of the f~w training 

7. Offer constructive suggestions for promoting
 

entrepreneurship development.
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Importance of the Study
 

Basically it is agreed that management training is
 . 
essential especially for the small business owner/manager
 

who is known as the most important single factor in
 

determining the growth of the enterprise. It is also agreed
 

that the development of this manager, through management
 

training, will contribute substantially to the economic
 

development of the country. For any training to be useful
 

it must bring about a ~esired change in the trainee. For
 

this to be possible, the training needs of the trainee must
 

be determined. This involves a thorough study of the social,
 

cultural and economic aspects surrounding the trainee.
 

The results of th~s should be helpful to: 

1. The Center for Entrepreneurship and Menagement
 

and other management training centers as a source of back­


ground information and as a guide for planning and conducting
 

manager development program.
 

2. The concerned Ethiopian governmen~ agencies as a
 

yardstick in assessing the worth of a management. training
 

program sponsored by the Ethiopian government and other
 

concerned bodies.
 

3. The interested groups (both national and foreign)
 

9S a guide in planning their management training programs.
 

4. Those who are making similar studies as a source
 

of information.
 

5. The professional management consultant/trainer 

as a handbook of manager development principles and activities. 
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Limitations of the Problsm 

The study has the following limitations: 

1. Phe survey of the small business owner/managers' 

needs, desires, and time convenience of the management 

training program has been dealt with through questionnaire 

technique whose measurement may be introspective to a 

certain extent. The actual interviewing was done by 

employed personnel in almost all cases. This was done to 

make proper understanding of the questionnaire possible, and 

to get feed-back of relevant assessment after talking with 

the managers and also to get observations of the enterprises 

visited. 

2. Since most of the survey work was conducted in 

Addis Ababa, the results may not be exclusively representa­

tive of the Empire as a whole. 

3. As the title indicates, this study is limited 

to the entrepreneurship development of the small business 

managers and that largely through management training 

sometimes followed by consultancy service. 

Some Assumptions 

Certain assumptions underlie this study~ These 

assumptions can be summarized as follows: 

1. The environment in which the small Ethiopian 

entrepreneur operates is such that he does not readily 

appreciate the value of management training and thus lacks 

interest in it. 
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2. The small manager feel~ that he knows all about 

business management, and as such he does not believe be can 

learn anything new, especially from people who are not 

. businessmen themselves. 

3. The small business owner/manager is suspicious 

of being robbed of his business secrets, and also of being 

assessed for tax purposes, and thus avoids management 

trainers, and being trained with other businessmen. 

DEFINITIONS OF TERMS USED 

Addis Ababa
 

The capital city of Ethiopia, where the largest
 

concentration of business firms of all types is found.
 

Amharic 

This is the National/Official language of Ethiopia. 

Provincial capital city of Eritrea in northern
 

Where the industry concentration is second
 

Abbreviation for British Institute of Management,
 

established in 1947 on the recommendation of- the Baillieu
 

Committee--a committee of businessmen and educationists-­


set up under the auspices of the Board of Trade. It is 

national clearing house for information on management 
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polioies, practices and techniques; and on management 

development including education and training. 2 

CBA 

College of Business Administration, one of the 

colleges under the administration of Haile Selassie I 

University, housed in"the main campus of the university.3 

CEM 

The abbreviation stands for the Center for Entrepre­

neurship and Management. It is a project jointly sponsored 

by the United Nations Development Program/International 

Labor Organization and the Imperial Ethiopian Government 

intended to promote modern business management and to foster 

and facilitate, through the direct assistance and extension 

services, increasingly effective participation by 

indigenous- Ethiopians in the industrial and economic 

development of their country.4 

2British Institute of Management, Management 
Services for the Smaller Company- (Southampton: The 
Millbrook Press Ltd., June, 1967) " p. 1. 

3Ministry of Education and Fine Arts, School Census 
for Ethiopia, Part I, 1967-68, p. 54. 

4center'for Entrepreneurship and Management, "Intro­
duction," The Manager and Entrepreneur, I, 1 (Autumn, 1969),
7. 
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EASE-
It is the abbreviated name of the Ethiopian 

Association of Small Enterprises, an association initiated 

- by the Center for Entrepreneurship and Management ·and 

. organized by a group of small businessmen who are graduates 

of the Center for Entrepreneurship and Managemen~s courses. 

This is the only association of its kind in Ethiopia. 5 

ECA 

Abbreviation for Economic Commission for A:frica, 

whose headquarters are housed 'in Addis Ababa. 6 

Haile Selassie I University located in Addis Ababa, 

responsible for the coordination of all the colleges in 

whole Empire. 7 

International Labor Organization, the Executing 

Agency of the Center for Entrepreneurship and Management for 

United Nations Development Program (Special Fund).8 

5SED-CEM, Activity Report, February, 1969. ' 

6Economic Commission for Africa, "Small-Scale 
.Jndustries in Africa: Their Evolution, Concept and Defini­
'tion," 1968, p. 5. 

7Ministry of Education and Fine Arts, loco cit. 

8Imperial Ethiopian Government Ministr 
evelo ment, a or, Coopera Ives, oela e are an 
ommunity Development in Ethiopia," November, 1964, p. 3. 

.. 
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IPA 

Abbreviation for Institute of Public Administration, 

a chartered government institution providing administrative 

training stric,tly for governmental organizations. 9 

Management Development 

Herein sometimes referred to as management training 

and manager development, it is the activity directed towards 

the further development of the knowledge and skills of 

practicing managerial personnel and' modifications of their 

concepts, attitudes and practices. 

NID1AS 

The National Union of Manufacturers Advisory Service 

is a non-profit organization founded in 1953 with ·the 

support of the Board of Trade. Specialized among medium 

companies, it exists to assist British Business 

more efficient, more productive and more 

competitive. 10 

9Imperial Ethiopian Government, Third Five Year 
:Develo ment Plan 1968 - 197 (Addis Ababa, Ethiopia: 
, erbanena Selam HSI Printing Press, 1968), p. 32 • 

. lOConfederation of British Industry, Nu}~S: Your 
~Way Ahead {Belfast: Nicholson and Bass Limitedj, p. 1. 
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RIMS
 

Research Institute for Management Science is in the 

Netherlands and engaged in research of management science 

and management training activities for all sizes of 

industries. ll 

Small Business Administration is a special adminis­

tration of the Federal Government of the United States of 

America, encouraged by Government and industry to provide, 

through a network of field offices, an increasingly wide 

range of services (including a series of administrative 

courses) to improve the efficiency of small 
. 12

in the United States of America. 

The Small Business Center at the University of 

in Birmingham, is a center established in 1967 to 

provide management education, consultancy and advisory 

services for small businesses in the West Midlands. 13 

llIr. J. van Veen, Management Education for Small­
Scale Industries in Develo in Countries (Delft, 
et erlands , p. 10. 

12Small Business Administration, Planning and 
Coordinating AdmirlBtrative Management Courses for Small 
Business Owners (Washington, D. C.: US Government Printing 
Office, September, 1961), p. 33. . 

13The University of Aston, The Small Business Center 
(Birmingham: Sutton Printers Ltd., October, 1967), p. 1. 
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SED
 

T6e name given to the Small Enterprise Development 

department, one of the functional divisions of -the Center 

tor Entrepreneurship and Management. This is the department. 
charged with the responsibility for the over-all development 

activities of small enterprises. 14 

Small Bus iness 

"Small business is an activity conducted on a whole 

time basis with the intention of making profit but which is 

unable to fll.lfi 11 by its own sources and in an efficient 

manner one or two of the following functions: 

1. Organization and management; 

2. General business administration; 

3. Productivity improvement; 

4. Marketing.,,15 

The Center (Center for Entrepreneurship and Manage-

adds to this that the employment force be not less 

than fifteen and not exceed seve~ty. The Ethiopian 

Ministry of Commerce and Industry's yard stick 

is capital investment of up to 40,000 United States dollars. 

14center for Entrepreneurship and Management, op. 
p. 19. 

- 15ECA , "Report: ILO Technical Meeting," Addis 
Ethiopia, December, 1966. 
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TFYP 

The official abbreviation for Third Five	 Year Plan. 

This is the national plan in which both the short and the 

-long-term objectives· for the social and	 economic development 
16• of the country (Ethiopia) are set fortb. 

METHODS OF· PROCEDURE 

All the published materials listed below were. 

extensively reviewed. The review included library research 

over both periodicals and some relevant studies. The 

writing of this report is thus based on the information 

the following documents: 

1.	 International Labor Organization publications 
and international survey reports on the 
subject; 

2.	 Periodicals, books, pamphlets, micro-films and 
microfiche from the William Allen White 
Library of the Kansas State Teachers College 
of Emporia; 

3.	 Xeroxed materials and books that were secured 
through the Inter-Library Loans. 

4.	 The writer's own paper contributed to the Inter­
Regional Technical Meeting-cum-Study Tour on 
Management of Small Enterprises held in 1968 
in Turin, Italy; 

5.	 Report collected by the Center for Entrepreneur­
ship and Management partly prepared by the 
writer and his colleagues; 

6.	 Reports on management developmeQt studies in 
developing countries prepared by experts and 
interested individuals and groups • 

. 16Imperial Ethiopian Government, loc. cit. 
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In order to determine management training needs of 

the small business managers, the questionnaire-interview 

method was u~ed. In total, 285 owners and/or managers of 

small businesses of approximately 3331 in the empire were 

interviewed with the aid of properly designed questionnaires 

to find out their training needs, and also to determine tbe 

methods, media and time they appreciated. In almost all 

cases; part-time surveyors were employed to talk to the 

entrepreneurs and complete the questionnaires. Altbough the 

survey was geared to the small business managers, the 

selection of these managers or enterprises was made at 

Over 150 small enterprises, other than the 285 

mentioned above, have been surveyed by the professional 

staff members of the Center, mostly of the Small Enterprise 

Department. Out of these 150 about 50 percent 

the provinces. 

The data collected were compiled, tabulated, 

analyzed, summarized, and interpreted. 

Finally, conclusions were reached on which recommen­

could be made. 

PLAN OF THE STUDY 

In the preceding section, "the purpose of this
 

its importance, the limitations, assumptions,
 

efinitions of terms and methods of procedure have been
 

Related literature, largely studies and
 

commendations with regard to management development in
 



14 

countries is presented in Chapter 2. In Chapter 

have been made to give the reader adequate back­

ground by acquainting him with pertinent facts that exist 

1n Ethiopia. Here care has been taken to discuss only those . 
tactors that have some bearing in the efforts of management 

development through management training. Chapter 4 deals 

with a management development program in Ethiopia; for 

example, the systematic approach to proper planning and 

program. This chapter also reports certain . , , 

that were revealed by numerous surveys. The 

latter part of the chBpter is devoted to a useful guide 

recommended as an important tool for those who are charged 

with the responsibility of planning and designing, and even 

conducting management training programs for small 'entpepre-

In Chapter 5 the main points of the study are 

summarized, and some conclusions have been drawn 

which specific recommendations are made. 

The latter part of the study contains the Bibli­

,ography, and also the Appendixes consisting of various 

gmaterials that help to illustrate the stUdy. 



Chapter 2 

REVIEW OF RELATED LITERATURE· 

Slowly comes a hungry people, as a lion creeping nigher, 
Glares at one that nods and winks behind a slowly dying fire. 

Alfred Tennyson: Locksley Hall 

Massive injections of capital materials was the 

accepted means by which developing countries were provided 

early post war. This was tbe way Ethiopia, a 

country, received aid also. Of course her 

successes were f~w and far between. The donor nations and 

organizations luckily, for the recipient, began to realize 

,that money and goods without the technical know-how to 

hardly provided any solutions. The know-how 

was then totally provided through expatriate 

As more and more technological assistance was 

came increasing awareness that this know-how 

the indigeneous populations; it was not 

to supply it entirely through expatriate experts. 

It was only in the fifties that it became more and 

obvious that a third component was essential if worth-

the recipient) were to result from the 

physical, and technological aid. 

third key requirement - the "third leg of the development 

15
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stool" as it is called--is management know~how. Tbe first 

two components, as mentioned above, are the financial and
 

l
technological resources. 

Wbat is this tbird leg? Of wbat significance. is it 

to the economic development of a developing country? 

Eacb developing country bas its own physical and 
manpower resources, some more than otbers. Each 
receives, tbrough various aid schemes, most of tbe other 
physical, financial and technological resources needed 
most in range if not in quantity. But before a real 
take-off can be achieved, each country must have a 
'cadre of modern (management) men; that is, men who, for 
one reason or another, are'willing to initiate modern 
economic activity arid are trained to do so ••• ' 
(Rostow, International Economic Association). Irre­
spective of the resources available, natural or injected" 
there must be indigenous modern managers to coordinate 
and manage these resources to make tbem ~ffective in 
the economic development of the country. 

Ethiopia, until recently had made little or no 

toward development of indigenous modern management 

the field of business. True, a few Ethiopians were 

abroad, but bardly any went into business upon 

possibly due to training not being appropriate in 

Every developing country, Ethiopia included, 
J~.. .,. 
frt"
rirst and foremost needs indigenous modern management men 

the above mentioned type. They must be equipped witb 

lAsbeber Aberra, "Small Enterprises and Their
 
evelopment," The Manager and Entrepreneur, I, 1 (Autumn,
 
969), 19.
 

20wen Dibbs, ILO Chief of Project, Preface in the 
iter's Paper for the Technical Meeting-Cum-Study Tour for 

,be Ma,nagement of Small Enterprises, Turin, Italy, September,
'968. 
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tailor-made management know-how, to solve the economic prob­

tne country. 

These men are not produced automatically. They have 

trained and developed with the needs and the 

environmental factors used as a basis for the training 

A foreign observer and also an authority in the 

of management has the following to say in this respect, 

The numerous emerging nations, each trying to 
develop the business leadership necessary for the 
management of its new economic units, are discovering 
that a competent manager cadre is not an automatic by­
product of independence. They are also faced with the 
gigantic task of filling the leadership ranks of their 
own industries, government departments, and other 
institutions which help deplete the small reservoir of

3potential managers ••• 

Development of indigeneous, able managers, it is 

agreed, is imperative for Ethiopia to sustain -its 

jeconomic growth. What are the basic factors affecting this 

,~anagement development? It i~ very important to identify 

thereafter to implement them into a training 

Lee, who undertook research in Ethiopie and 

regarding the problem in question, has identified 

tive fundamental differences between management selection 

d development conditions in developing countries and in 

States. The key problem areas which he covered 

3James A. Lee, "Developing Managers in Developing
 
ountries," Harvard Business RevieH, XLVI (November­
. cember, 1968), 55-65.
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1.	 Limited sou~ces of managerial leadership 
potential. 

2. Educational and technological deprivation. 

3.	 Economic attitudes hostile to private enterprise 
objectives. 

4.	 Divergent concepts of what an 'ideal' manager 
should be. 

5.	 Resistance to traditional American development 
approaches, such as face~to-face criticisms. 

An analysis of each of these will indicate, the 

believes, some techniques that are superior to 

'"cenned American programs'! in producing effective results 

wben selecting and developing managers in the emerging 

countries of Africa and Asia. 

LIMITED RESOURCES 

Primarily because of low educational and economic 

the sources of potential managerial talent remains 

in developing countries. Ethiopia, for 

has only an estimated 7 percent adult literacy 

The limited educational opportunity and cultural 

posure produces few possible candidates for management 
.	 . 

What then are the pools at the concerned 

. tborities disposal from which candidates for the develop-

program can be recruited? The following is a brief 

at the only pools of potential managers available in 

undeveloped countries. 
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Elites 
,~~--:;~~:...::o-

This tiny pool yields a few candidates since purely 

professional.(non-ownership) management members of the group 

are generally well-educated, quite intelligent, and free 

enterprise oriented. Many members of this pool are 

0partially educated in -the United States or Europe, and home 

environment has been modern and'characterized by much hired 

personal service. 

:Ex-Military Officers 

This group, almost as small as the "educated 

,elites," contains potential managers who hold many cultural 

~values consonant with American management values. They are 

;generally politica.lly conservative, hardworking, reasonably 

Uogical thinkers, loyal and quite reliable. They tend to 

the most qualified source of technical management due 

(a)	 the m~litary selection and training system, and (b) 

in supervision, and maintenance. 

Graduates 

This pool, although generaily too small and 

oriented in business management, is larger by 

the first two. Some of the members of this group, 

are often hostile to profit and capital, and not 

the reasoning powers so necessary for 

siness problem solving and planning. Many view their 

in itself rather than as a tooling up for 

olving challenging problems in their careers. 
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University students in Ethiopia, for example, were
 

asked to rank 11 occupations according to their status in
 

. the society.4 Manager was ranked seventh, and shop owner, 

ninth; while government official was ranked-third and 

tarmer fourth. The majority of these students see the 

government as the only agent to produce economic growth for 

their country. 

High School Graduates 

This group, although still small by American 

standards, is by far the most numerous. Only some, however, 

have the intellectual development potential for business 

Moreover, they have been exposed to few of the 

principles of the physical world. They, like the university 

students, habitually learn by memorizing and drill. Thus 

the transition to learning for problem solving can often be 

slow and tedious. 

CULTURAL DEPRIVATION 

The educationally and technologically deprived "raw 

.materials" for management development in developing 

countries produce an intellectual profile very deficient in 

certain aptitudes vital to management performances. Most of 

the university graduates are seriously lacking (by American 

4Asnake Hailu, "Opinion Survey of University Stu­
ents with Regard to Business Professions in Ethiopia," 
thionian Business Journal~ IV, 1 (June, 1967), 59. 
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standards) in reading sReed and comprehension, quantitative 

reasoning, and basic general science understanding. Their 

symbolic reasoning, numerical reasoning, and mechanical 

aptitude scores are usually comparably low. 

HOSTILE ATTITUDES 

In most developing countries, the prevailing ideas 

appropriate objectives of a business enterprise--whether 

governmental or privately owned--are that it be a provider 

and welfare. For non-owner managers and super-

the principle of efficiency as an economic unit is 

orten considered a "foreign idea," and one contrary to many 

or the values of the cultures of the developing countries. 

also a general lack of economic understanding where 

growth or new jobs come from. The role of profits, 

or savings is not usually understood by a large 

percentage of managerial employees or by the country's 

opinion makers. The results of an economic attitude survey 

conducted by the author of the article being reviewed 

such opinions represent the cultural values of 

of developing agricultural economies. 5 

MANAGERIAL CONCEPTS 

Differences between concepts of the ideal manager
 

American managers and those held by managers and
 

5. Lee, Ope cit., p. 2. 
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students in emerging co~ntries point up some further prob­

lems involved in developing managers abroad. In 1966-67, 

the author a~ked managers from America and Ethiopia to rank 

15 qualities or characteristics~-selectedfrom American 

business literature--of the so-called ideal manager. The 

result of this comparative· ranking is shown in Table 1. 

Table 1 shows the list chosen for the questionnaire and the 

abbreviated forms used in Table 2. 

Table 2 compares rankings of the Ethiopian managers 

group surveyed with American managers' rankings on each of 

the 15 ideal manager characteristics. Using median ranks, 

characteristics are shown in order of ranking impor­

and connected to point up differences between American 

rankings and those of business managers from 

It is clear from these comparative studies that 

quite a difference. The Ethiopian managers 

they expect a manager to be very sensitive to many 

from their own subordinates. This, in turn, can 

ilead to dire economic consequences "because the Ethiopian 

too sensitive to say no. 

The foreign managers gp not expect the same incorpo­
~~ 

of ethics in managemen~;be~avior as does an American 

AlSO, tbey see an ideal manager as having less 

subordinates than does an American manager. 

affect their ability to develop their 

subordinates. 
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Table 1 . 

Ranking Characteristics for Survey of What 
the IIIdeal" Manager Should Be 

As It Appeared in Questionnaire Abbreviation 

concern for future planning and 
future problem prevention. 

'The recognition of one's superior both 
~as the source of authority and as 
'~esponsible for what his subordinates 
,ao. 
~The patient and creative searching for 
tquantifiable variables as both a basis 
llor and measure of decision making. 

capacity to respond to human needs 
problems, and to be sensitive to 
feelings of others. 

!he recognition of the importance of 
ersonal friendships in achieving 

~verall managerial effectiveness. 

be ability to make accurate and 
) imely decisions based on unlike 
~ari~ble, incomplete information, and 
'ncompletely understood consequtinces. 

be willingness to apply religious and 
thical values in the conduct of busi­

'ess activities. 

be steady desire to develop new 
thods and to take new actions which 
prove results. 

e recognition of the need for active 
~operationwith and support of 
overnment and its programs. 

e willingness to work hard and long 
ours to ensure the attainment of com­
ny objectives. 

e recognition of the importance of 
emily obligations to one's overall 
nagement careen success. 

Future planning 

Respect for author­
ity 

Quantifiable vari­
iables ' 

Sensitivity to 
others feelings 

Personal friend­
ships 

Decision making 

Religious--ethical 
values 

Develop new methods 

Support of govern­
ment 

Hard work 

Family obligations 
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Table 1 (contrnued) 

As It Appeared in Questionnaire Abbreviation 

The respect for the need to maintain 
Appropriate stature differences 
between manager and subordinate level 
ot employees. 

The willingness to take economic or 
career risks through bold decisions. 

T6e capacity to be personally loyal
 
to a company, organization, or work
 
group.
 

\A tirm belief in subordinates' capa­
~ilities to initiate action and to 

aintain self-control in the 
~erformance of their jobs. 

Maintain status 
differences 

Risk" taking 

Capacity to be 
loyal 

Belief in sub­
ordinates 



Table 2 . 

Develop new methods -------Develop new methods 

status differences 

Americans 
(N = 184) 

Respect for authority 

Religious--ethical values 

Personal friendships 

Support of government 

Quantifiable variables 

Sensitivity to others' 
feelings 

Belief in subordinates 

Future planning 

Family obligations 

Risk taking 

Decision making 

Hard work 

-Capacity to be loyal 

Red line denotes pair of ranking distribution found 
to be significantly different. 

Ethiopians 
(N =51) 

Hard work 

Comparative Ranking of Ethiopian and 
Ameriean Managers 

Decision making 

Risk taking 

Future planning 

Personal friendships 

Capacity to be loyal 

Respect for authority 

Support of government 

Quantifiable variables 

Sensitivity to others' 
feelings 

Belief in subordinates 

Maintain s ta tus di ffer- -....lfo+-­
ences 

Family obligations 

eligious--ethical values­
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RESISTANCE TO CRITICISM 

The most common approach to developing managers for
 

erican-owned operations in developing countries is a
 

ixture of coaching and perform~nce appraisal. Both of
 
i: ~ 

bese usually involve face-to-face criticism which is often 

ufficiently depersonalized for. an American subordinate to 

olerate, but rarely impersonal enough for a foreign nation-

Because most of the developing is characterized by 

ighly personalized sensitivities, face~to-face criticism of 

1 kind seldom accomplishes more than firing up various 

ychological defense mechanisms. Often the criticized 

reign national'reacts by narrowing his job responsibilities 

prevent future error and thus to avoid more 

iliation and ridicule. 

Th~ underdeveloped countries need high level man­
power just as urgently as they need capital. Indeed, 
unless these countries are able to develop tbe required 
strategic human resources required for economic 
development, high-talent man-power requires the longest 
'lead-time' for its creation. Dams, power-stations, 
textile factories, and steel mills can be constructed 
in a few years, but it takes 10 to 15 years to develop 
manag~rs, engineers, and the a~mlnistration to operate 
them. 

This certainly must be the big concern of all donor 

tions, as well as the recipient nations, when they design 

'd launch technical assistance pz:ograms for developing 

6paul G. Hoffman,'~8nagement Training Overseas: 
Developing Countries, II (Personnel) American ManagemeI].~ 

8ociation, XLV, 5, New YorKrSeptember-October, 196 ), 
3 • . 
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countries. These programs cannot"be worthwhile unless they 

have ~ong range effectiveness and sustained impact. .The 

programs will always fall short of their objectives if the 

lack of management capability to plan, direct and'maintain 

the complex process of change is not primarily remedied. 

Development is not purely economic; it demands a
 

corollary development of skilled leaders who will effec­


tively utilize the assistance offered by the advanced
 

'countries of the world in making the most of the indigenous 

and continuing the surge of growth. The neglect 

of management training is a primary cause of much that more 

sophisticated societies find distressing in the emerging 

countries. 

In the past twelve years there has been increased 

emphasis on creating a better balance in economic assistance 

,'programs, in order to supply the ski lIed leaders needed. 

kThe United Nations, the Ford Foundal;ion, and the Agency for 

International Development have underwritten and themselves 

{have directly undertaken sizable projects assisting 
Ii 
;universities and training institutes within developing
'; 

United States Universities and conSUlting firms 

support of graduate level programs for local 

advisory services on curriculum development. 

The important question is: How effective are these 

anagement development programs? The writer who is involved 

program, feels there is still a lot more to be 

these programs achieve their objectives. With 
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respect to this point, two authors, namely, J. R. Hopper and 

R. I. Levin, who were involved in similar programs in 

developing countries, have the following to sat in their 

article ti tIed', "Management Traiping Overseas: In 

Developing Countries."7 

Most management-improvement programs carried out so 
far in the developing countries are only marginally 
ef~Gctive. The measure of their effectiveness is how 
well the manager reflects innovative attitudinal and 
behavioral changes that gave presumably been accepted 
within his organization. 

The authors beiieve that crltics are frequently 

overlooking obstacles to acceptance of this kind of change; 

and their observation with regard to dictates of environment 

valuable: 

An understanding of management development in the 
emerging countries requires insight into the ~ultural 
environment in which the manager and the organization 
have developed their present profile and in which all 
change will have to take place. Overseas, however, we 
are often limited in our peripheral vision; we believe 
that the American way is the right way for everyone, and 
that all programs of change should fit our parochial 
frame of reference. 9 

There are some aspects of developing economics that 

direct bearing on management and organizational 

A brief review of such aspects is given below: 

7J • R. Hopper and R. I. Levin, '~anagement Training 
'iOverseas: In Developing Countries," (Personnel) American 
\~ana~ement Association, XLV, 5, New York (September-October, 
: 968 , 30. 

8Ibi,d. 

9Ibid • 
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the Land 

One che~acteristic that most of the emerging nations 

in common is the fact that they are and will be for 

r~ometime to come agricultural economies. Built into such 

~conomies are the problems of limited vertical mobility of 

tradition-bound societies everywhere. What these add up to 

Is suspicion and slow acceptance of change, and consequently
-""% 

seemingly low degree of the necessary motivational drive. 

eriel Hononol 

Closely related to the economic structure of a 

is socio-economic stratification, the set--and 

inked--patternsof occupational groups and classes. The
 

stablished hierarchy of occupational values and the
 

imitation of opportunity for managers seve~ inhibit
 

personal development. 

What the state says goes! The operation of the 

motive in business and industry, in developing 

cieties as in others, must be considered within the frame­

rk of existing moral and ethical values. Typically a high
't i 

the industrial economy is owned and controlled 

state, and policies set by ,the government in regu­

these enterprises necessarily affect the formulation 

private industry in its pursuit for a profit 

gin that will ensure a viable organization. In many 

do fall into line, but at the 
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expenses of efficiency of operations' that could be achieved 

improved management motivated by competition and the 

to maximize profits. Government regulations of 

ln~strial dev~lopment also mea~s that the ~overnment· plans 

tor growth, investment of capital, and utilization of human 

resources is confined by a rigid body of rules and regula-

Local managers may have little to say about how, 

are made, and this tight control
 

iscourages not only the deve19pmen~ of professional
 

anagers, but also the kind of person most needed in the
 

manag~ment. 

be Fair-Haired 
Technologists 

The stepped shifts from an almost exclusively 

ricultural society to one with growing participation in 

~dustry gives new value to technological development and 

supporting personnel, such as scientists and engineers. 

are the people who are needed to bring about higher 

of living, so universities refocus their emphasis, 

heavily in their schools of engineering and 

iences while administrative and social sciences faculties 

ruggle, often to get their share of educational resources. 

That Cannot Be 

A sense of urgency pervades all the new programs 

opted in emerging countries. Their leaders have to make 

cchoic~ between development at a faster pace with external 
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as the catallst, or at a slower pace set primar­

1y by reliance on internal resources. There is popular 

progress, but planned growth with 

wiser choice. The special cultural 

which foreign management consultant/ 

rainers will have to.workmust be identified for them to 

e1iver anything worthwhile. still mOTe important is this 

ecognizing, even before they start planning a program, the 

ime constraints involved in changing attitudes. 

Although different cultures do produce differences 

individuals and environments, there are some similar-

shared by developing countries. Addressing a eros 

eeting in 1963, Likert made the point that "as nations 

ndustrial~ze, their experience in striving to achieve high 

evel of productivity is leading them to general principles 

organization and management that are strikingly similar." 

•••Similarities among developing nations cannot be 
taken for granted, however. 'Within the past decade 
management training has come to play a key role in the 
attainment of the countries' national goals, but too 
often American know-how and economic support have been 
channeled into programs of foreign assistance with only 

-lip service or superficial investigation given the 
climate of the recipient country in terms of its 
tradition, politics, government, religion, economy, 
family life, legal and educati.onal systems, and inher­
ited patterns of management activities. lO 

.10Hoffman, Ope cit., p. 11. 
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It should not be taken for granted that American 

echniques of management and of manager development can be 

~mply superimposed, although there certainly are some basic 
.\1'. 

nagement principles and philos?phy of universal nature 

at can be adopted and adapted to best suit the condition 

t the country in which they are being implemented. These 

never be transplanted and expected to 

in unfamiliar national climates unless those 

are first tho~oughly under~tood. 

An International Labor Organization expert on small 

development who has worked as the Regional 

Africa in his reports always advocated for the 

of management of small business in view of the 

_ct of their likely greatest effect in the develo~ing 

tions' economic growth. The expert strongly recommends 

the beneficial key particularly to 

business overall improvement. He writes: 

However, training programs are not automatically 
beneficial. Training efforts which are undertaken 
without an understanding of the needs and circumstances 
and receptivities of the trainees can be detrimental by 
creating confusion in the trainees'minds, or by inducing 
the trainees to undertake activities which they only 
think they understand, just as well planned and properly 
implemented training activities can be of inestimable 
value. Training officers and experts and others 
responsible for small business management training must 
understand this and must realize that if they do their 
work well and carefully and with absolute integrity they 
will be making the greatest contribution to the economic 
and social welfare of the developing nations, but that 
if their work is badly done they may well be sabotaging 
the efforts of the developing countries to bring them­
selves to economic parity with the remainder of the 
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world, and may be performing injustice~ to millions of 
people. ll 

For any management .development program to be worth­

it has to be tailor-made! 

Managers, it is observed, have great influence on 

development of economic and social life of a nation, and 

particularly the raising of its standard of living. It 

without saying that their responsibilities are quite 

It is therefore important that all those carrying 
managerial functions, whatever their formal titles, 
should be well trained in th~ir profession and be made 
conscious of their wider responsibilities. It is 
relatively easy to create enterprises; much more diffi ­
cult to develop the men to manage them effectively. It 
Is incumbent on governments to ensure that adequate 
facilities for the development and training of managers 
at all levels and of specialists in management tech­
niques should be set up in their respective count2ies 
and should receive ample and continuing support. l 

Developing countries in particular need competent 

accelerated economic development. 

people trained in the advanced 

·;chniques of management to meet the heavier demands that 

This need is very well felt even 

the developed nations that operate business in the 

Major General George Olmsted, 

llAlan Major, "Training for 1-1anagement in Small
 
sinesses," Report, Addis Ababa, April 24, 1968, p. 1.
 

12Internationa1 Labor Organization, "Survey of
 
agement Training Needs In Some African Count.ries,"
 
a ement Development Series, 4 (1965), Foreword.
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and President qf the International Bank, commenting 

this need writes, 

With. the very large overseas operations of American 
companies, the growing markets, and increasing competi­
tion, the need for improving the management techniques.. 
becomes more urgent than ever. Consequently, management 
development becomes tManag~ment's Number One Problem' 
abroad as well as at home. 3 

Much has already been s~id with regard to the 

portance of the manager in a developing economy and also 

need for this manager's development through 

More and more of these developing countries are 

aware of this fact. Few have tried to train their 

and existing managers and have found out that there 

attendant evils. The source of these evils in most 

the society itself. In almost all the survey 

ports the social attitudes of the concerned countries are 

be larg~ly responsible for hampering growth of entrepre­

development of the indigeneous managers. In 

countries, for example, the educated young man 

be sUbjected to strong family, social, and official 

ssures to convince him that emp~oyment in industry or 

inferior. In discussing management 

developing countries, Dale observes as follows regarding 

attitudes: 

Social attitudes toward the manager's work may also 
help to discourage private industrialization. There is 

13George Olmsted, "The World Community and the Need 
Improving Management Techniques," Advanced Management 

~nal, XXXIII (October, 1968), 10. 
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a wide spread belief that the kind of man attracted by 
managerial work and"the way he conducts himself as a 
manager are considerably affected by what sociologists 
hsve called 'role expectations.' Managers, like others, 
play a part on the stage of human action, and the 
attraction of a managerial career is determined partly 
prevailing opinion. Such opinion may be broadly 
classified as pro or contra management. 14 

In this respect, it is necessary to know the impor­

factor is the attitude of the opinion leaders. In some 

untries the religious leaders are opposed to any action 

accumulation of wealth. For example, India's 

of a peasant wearing onli a loincloth that 

,spun and wove himself was a powerful influence against 

It should be noted, however, that social 

only factor in attracting people in 

veloping countries to a business career or repelling them 

There are obviously other' factors too. Dale 

~~tinuing his observation along the same line, says: 

1.	 Quite frequently a business career that· results 
in accumulation may provide a way of buying 
one's way into the most socially esteemed 
group. 

2.	 A career in management may be the only one open 
to able underprivileged people. 

3.	 Money and what it can buy are possible attrac­
tions even 5to those who set the prevailing 
standards. l 

Thus social attitude toward the manager may prevent 

toster management development, but it is not the only 

l~rnest Dale, Management: Theor~ and Practice
 
w York: McGraw-Hill Book Company, 196 ), p. 604 •
 

.15Ibid ., p. 605. 
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Government action is another very important 

actor, because in developing countries the state can 

]Ubsidize new enterprises, protect existing enterprises, and 

opt a tax policy that will stimulate savings; or' it can 

hamper the development of industry. 

The reader can, therefore, see how very important it 

give serious consideration to the socio~political 

vironment of a developing country when planning and. 

economic growth, for example, industrialization. 

ery socio-political environment provides its own context 

thin which managers must function, and managers everywhere 

a role within their socio-political environ-

Professor Dr. Howard Smith in his discussion on 

agement development in "New" countries, comments the 

llowing with regard to the above thesis: 

The socio-political environment management operates 
within is the most fundamental key to management 
development in any society--because this is .what 
determines the kind of men who will be attracted into 
this role and the kigd of elbow room they will have to 
develop themselves. 

Commenting along the same line of thought, for 

effect of the environment on management 

Rock writes, 

l6H01vard Smith, "Management Development in 'New' 
tries: Perspectives from Russia and America," Hanage­

t International Review, 5 (1966), 53. 
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• • .The entire managemen~ development concept is 
based on the assumption that a'person's behavior can 
change. • ••While the impact of the human resource 
input should not be ignored, the environment in which 
work takes place is the most significant determinant 
of the quality and effectiveness of performance. 17 

In Africa, for example, the traditional values and· 

;atures of the society considerably constitute obstacles to 

ccessful entrepreneurship. The African environment has 

t prepared the Africans jn a positive way for the moti­

~ions, attitudes, and restraints which they require' for 

ccessful performance as modern entrepreneurs. Geiger and 

strong have nicely summarized this aspect ,in their 

A small extract reads as follows: 

African entrepreneurs today live 'between two 
worlds; , but unlike Mathew Arnold's, the one is far 
from dead and the other is rapidly being born. On the 
one hand, African entrepreneurs are to a greater or 
lesser extent still participants in the relationships 

, and valuen of the traditional society. The bonds of the 
family, of the lineage group, and of the tribe are still 
strong, and denial and evasion of their claims often 

. results in personal shame and rejection by the local 
community. The traditional regard for status still 
affects African self estimation and the traditional 
nonproductive uses of the economic resources and of time 
still influence the ways in which Africans dispose bf 
their money and spend their waking hours. On the other 
hand, the African entrepreneur is engaged in a modern 
form of economic activity, which is in turn a unit in a 
growing national economy increasingly involved in a 
highly complex international economic system. His 
ability to maintain and expand his enterprise depends in 
large part on his willingness to accept the unaccustomed 
discipline of management responsibilities and to respond 
appropriately to the unfamiliar signals of the market. 
His activities increasingly involve him ,in impersonal, 
rationalized relationships with colleagues, customers, 

17Milton L. Rock, "Organizational Environment and 
"agement Development," (Banking), Journal of the American 
'kersAssociation, LXI, 6 (December;-l96Cf), 43. 
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and competitors in contrast to the personalized, 
affective relationships of the traditional community • 
• • •In Africa, as in other traditional societies, the 
primary obligations ar~ to the family as the basic 
social unit--and the family often extends to include 
third uncles, fifth cousins, and sometimes literally 
hundreds of people. Regardless of the specific type of 
traditional African extended family to which he belongs, 
the African expects and is expected to share his output 
or incomeSin certain customary ways with the other 
members .1 

Discussing the other face of the family influence, 

also other pressures that impair the effectiveness of 

agement development in Africa, Rose of the Harvard 

the following interesting remarks: 

The system of family obligations in most African 
countries is such that families with a well-placed 
connection in the civil service may reasonably expect 
to benefit, and naturally will press their sons into 
such a career. The additional factor of resentment and 
suspicion· a.gainst foreign capi tal, most pronounced in 
early independence days, adds to the unattractiveness 
of a career in a private sector. Moreover, there may 
simply be uncertainty in an African's mind that the 
foreign firm will continue to operate: the public sector 
offers much more security.19 

Due to the afore mentioned factors and pressures, 

at infancy in most of the developing 

In some it is non-existent. One can, therefore, 

bow very important and at the same time difficult it is 

entrepreneurship/management. In the developing 

as is already articulated, there is a crucial 

18Geiger and Armstrong, "The Development of African 
vate Enterprise," National Planning Association, Planning 

tpblet 120 (March, 1964), 39-40. 

19Tore Rose, "Managerial Africanization: The 
cent· Problem of Doing Business in Africa," International 
iness Research Report (May, 1966), 27-2S. 
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of managers. Both small and large enterprises in 

)~se countries are managed by expatriates, of course over· 

not exclusively in the case of the latter. An 

Labor Office survey of managem~nt training 

in some African countries reports on this. 

In all these African countries, however, there is 
still one common factor. Practically all the bigger 
undertakings are still effectively managed by expatriate 
staff trained in European or American management methods 
at a sophisticated level. This is largely so whether 
the undertaking2bs state owned, or private or semi­
public sectors. . 

In view of these facts, management development is 

absolute must for the developing countries of Africa. 

develop; and can develop under proper 

The cliches regarding Africans' deficiencies 

One obvious problem is the application of 

practice. Other than tailor-making training 

this is one main area where adjustments must be 

'e in the management techniques. With regard to the 

neous cliches, an American who has experience in train-

Africans in sophisticated techniques points out three 

S where many expatriates make a fundamental error in 

1.	 Selection of candidates. There is an absence of 
advanced selection techniques, with too much 
reliance on simply advertising and then 
interviewing. 

2.	 Learning requirements. Africans are generally 
anxious to further educate themselves, but in 

. 201 LO, 0 p. cit., P • 18. 
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the process may not ~erfo~m as well as they 
could because teaching techniques are not 
related to the African environments and its 
requirements. 

3.	 Estimates of ability. The abilities of the 
African are often grossly underestimated, in 
respect to both mental capabilities and 
staying-poHer. 21 

This has further been asserted by Geiger and 

"The intelligent intellectually equipped and 

to assume management responsibility, 

an	 immense desire and respect for knowledge wh~ch will 
. ·22 .

his advancement. He is usually an assiduous student." .. 

What is lacking is the effort. The most accentuated 

termed as "localization" or "promo­

on" is of the civil service. It is h~gh time that African 

tries seriously consider the Africanization of manage-

A sound principle of managerial Africanization 

ould be established soon if accelerated economic develop-

This is effectively done through
 

igeneous management development. And this calls for a
 

sive deployment of management training effort across the
 

tinent employing the most advanced techniques of
 

elerated instruction and development •
 

. 2l Ibid • 22Ibid • 
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MANAGEMENT TRAINING AND THE SMALL BUSINESS
 
MANAGERS IN DEVELOPING COm~TRIES
 

Management training is sometimes misunderstood by 

people. It is often confus.ed with the busines s courses 

~fered at colleges and/or universities. Management 

referred to as management development 

management educ8.tion, i::; the planned and programmed . 

rfort exerted to-wards finding, studying, and developing a 

dre of modern management men. Management development, as 

e International Labor Organization sees it, is l1the 

tivity directed toward the further development of the 

oWledge and skills of practicing managerial personnel and 

dification of their concepts, attitudes and practices. 11 23 

is essentially designed to help the 

agers with their jobs. 

Commenting along the same thought, Zoll writes thus 

book:· "In management education, we would add three 

changes in attitudes (feelings or beliefs), 

awareness of self (present ways of seeing one's 

'bevior), and changes in motivation to perform (desire to
 

differently). 1124
 

. 2~ancy G. McNulty, Training Managers: The Inter­
10nal Guide (New York: Harper and Row, Publishers, 
9 , p. 2. 

24Allen A. Zo11, Dynamic Management Education 
ading, Massachusetts: Addison-Wesley Publishing Company, 
., 1969), p. 1. 
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and Hana ement 

Managers are very important for the economic growth 

developing countries. "In the underdeveloped countries," 

is· remarked, "management is the center' resource of 

velopment, and managers the central engine of develop­

ent.,,25 The kind of managers ~hat will effectively benefit 

are those who are properly trained and are 

to manage. Comment on the absolute importance of 

the need for management training, based on 

rvey made in some African countries, runs thus: 

No one class of people has more influence on the 
development Of economic and social life of a nation and 
the raising of its standard of living than its managers, 
whether in industry or commerce, in the public sector 
or the private, in public administration or managing 
their own small enterprises. They have control over the 
utilization of the major part of the nation's wealth 
including most of its assets in foreign exchange. On 
their knowledge of their jobs and the efficiency with 
which they perform them depends the productivity of the 
material and human resources of the country. They are 
directly· responsible for a large part of the happiness 
and well-being of those, numbering from hundreds of 
thousands in some countries to many millions in others, 
who work under their direct control, and for that of 
millions more who are affected by the results of their 
·activi ties. 

It is therefore important that all those carrying 
managerial functions, Whatever their formal titles, 

. should be well trained in their profession~6and be made 
conscious of their wider responsibilities. 

25Farmer and Richman, Comparative Management and 
nomic Pro ress (Homewood, Illinois: Richard D. Irwin, 

19 , p. 117 • 

. 26ILO , Ope cit.-, Foreword. 
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ow Does Hana ement Training 
Benefit the Small B~siness 

Manager? 

It is observed above that managers are very useful 

responsible for a country's economic development. 

is obvious that they can be so only when they are trained 

Even when we look at the situation from the 

manager's benefit point of view, it is quite 

ldent that only the manager who is skilled and comp.etent 

operate a profitable business. Therefore, it is under-

the small business manager will very much beneri~ 

skilled and competent through management 

this is particularly true with the small business 

It has	 already been shown that in the small business 

everything in the enterprise. He is the 

Bon who wears many different hats at different times. 

words, all the functions of management are in the 

this one man, the manager. It is therefore, 

this category of business the manager 

a much wider understanding of the various 

the business and much broader capabilities of 

Stressing this point in his report regarding 

ement training for small enterprises, an Internetional 

,r Organization expert writes: 

~ One basic area is the development of hum~n resources. 
\Since the cause, the goal and the principal means of
 
. eonomic and social development is MAN, no marked
 
(progress can be expected in any country and in any
 
sector	 if the educational level of people is not 
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increased, their skills developed, and working and 
living. conditions improved. That is why, when analyzing 
development possibilities and needs of small-scale 
enterprises, we should pay great attention to the 
development of those who run these enterpri~es and whose 
managerial,abilities are essential to t~eir future 
success. ,n	 ' .. 

The important element contributing to the success of 

enterprise is "good management." True that labor, 

pital, and inventiveness are requirements for any business, 

for a successful business there is a further require-

There cannot be such a thing as a successful business 

additional requirement. This important 

i.	 uirement is good management that is scientific and 

woll managed business is certain to be 

Lack of managerial know-how is one of the serious 

the small business managers, and management 

elopment is the number one need for them to be successful 

their enterprising efforts. The writer would like to 

ess that the most important element contributing to the 

,cess of an enterprise is efficient and scientific manage-

Management development is, and should be, aimed at 

leving efficient business management which actually means 

of the best possible returns from the least 

of available resources and effort with, in 

the minimum	 amount of waste. 

'27X• Gir, "Training of Managers of Small Enter­

)&es,41 Management Development Series, 7 (1969),64.
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When discussing managers and manager development, it 

important not to fail to mention something about 

ualities of character that are essential to leadership. 

be manager who is entrusted with all the above mentioned.
 
esponsibilities must demonstrate the ability and willing-

responsibilities. He mus~ have 

desire for growth, and finally he 

possess certain basic qualities of character. It is 

these qualities o~ character a~e present that manage­

development efforts are justified. The following are 

qualities of prime importance in the work of 

1.	 Integrity. 

2.	 Courage, stamina, and self-confidence: 

3.	 Wisdom, judgement, and intelligence.
 

Flexibility of mind, resourcefulness.
4· 
5.	 Vision, imagination. 

6. Human understanding and humility. 

Although management development is partly charged 

the responsibility of developing some of these qualities, 

~ls advisable to consider this point to try to find out 

much of these qualities are possess~d by the managers to 

This will help to make the required provision 

while designing the program. Professor 

has this to say in this connection: "The 

of	 a manager is essentially the development of 

The quality of management performance cannot 
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separated from the quality of thepeopl~ who are 

anagers • ,t28 

HOW IS THE SMALL BUSINESS MANAGERS' 
ATTITUDE TOWARD MANAGEI1ENT" 

TRAININ'G7 

On the whole, there is a general lack of interest 

part of the small business managers in attending 

nagement training programs. This lack of interest, 

to an observer, may be attributed to the following 

* as R majority of the small industrialists have 
been successful opera~ors in trade and commerce, they 
feel that they are equally competent and are bound to 
be successful in the industrial field; and 

* the educational level of the small industrialists 
being generally low, they are unable to appreciate the 
value of training programs. 29 

This is quite true. The small business manager, by 

of having become a businessman and his own 

that he has already attained the peak of his 

As such, there the absence of personal aspiratiun 

something greater. This obviously has almost killed 

interest for management training. 

Time and time again, management experts are con-

with this lack of interest on the part of the small 

28Nathaniel Cantor, The Learning Process for Man­
(1st ed.; New York: Harper and Brothers, 1958), p •.10. 

29H• M. Sithawalla, "Integrated Services for
 
elopment of Small Industries," ManB:gernent Development
 
ies,-7 (1969), 227.
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manager~. An I.nternational Labor Organization 

has made observations of this problem lists the 

- adherence to routino and resistance to change, 

fear of innovation; 

- generally insufficient basic training and of a 

purely technical nature; 

- lack of imagination, and laziness; 

- vanity; 

- a false conception of economy; 

- lack of time, et cetera. 30 

The expert states that the above mentioned causes 

often resulted in negative attitude towards training. 

Hardly any training can be accomplished without the 

Thus the stimulation of interest 

the trainee is of paramount importance in training. It 

understood that the lack of motivation to achieve is 

of this lack of interest in training. It 

sufficient to arouse only interest, equally important 

retention of this aroused interest. This is, of 

only when the motivations and interests of 

trainees are properly known. 

As indicated earlier, mot~vation to achieve as an
 

epreneur can to some extent be developed directly by
 

easing the man's management know-how. Commenting on
 

• JOG'1 r , op. C 1 • t ., p. 72 • 
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bis particular point, an expert in the field of management 

~raining makes the following observations: 
'ff 

•••when a man knows the right way, the profitable 
way, to do something, he is often simultaneously 
motivated to do it. It is implicit in this thbught that 
'chalk-and-talk' instruction is not likely to achieve 
increase in either practical know-how or motivation 
unless amplified and extended by practical in-plant 
training rrlated to the man's own recognized needs and 
problems. j . 

It is evident that all the management training that 

given will fall short of its objectives, unless 

tivation to achieve as an entrepreneur is generated. 

essential that the trainees/entrepreneurs be 

The same expert writes: 

If we can find a way to create real motivation to 
achieve as an entrepreneur, we will not have to worry 
about anything more than providing the assistance. The 
'motivated sUbjects' will demand assistance just because 
they are motivated to achieve. 32 

Many management trainers usually fail to see the 

·po~tance of interest stimulation and retention. This is, 

fact, the key to effective management training program, 

~rogram that is expected to have real effect on the 

or through him, on the economic development of the 

3~Dl"bbs, op. Cl"t ., p. 12 • 

.32Ibid • 
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are the S~~9ific Aims 
HanD g;ement ;rI'nining? 

M~nagement training could have many different aims 

these	 aims differ from country to country and even from
 

place within one country. Part of these aims is
 

mentioned in the above paragraphs. In general, the
 

of management training is to effectively fill the need 

r knowledge and understanding of the nature and requirements 

business leadership and of the basic philosophy, theory, 

principles underlying both' subject and skills. Manage-

has, of course, certain specific aims and purposes. In 

respect, extracts from the article written by Professor 

~on have indicated the following points: Management 

~lopment must stress effectiveness and efficiency.33 Its 

is to increase the use of human and process resources, 

ncrease the coefficient of the productivity of the 

Its purposes is to develop better ways 

company resources. 

With the accent on effectiveness, management develop-

seeks to have the participant question all things: 

, programs, measurement, evaluation, performance, and 

Management development also: 

1. Challenges the manager to question success. 

2.	 Forces the manager to question the future of old 

formulas. 

,33A• L. Svenson, "Management Training: Needed for 
al," Administrative Hanagement, XXIX (July, 1968), 47. 
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3. Inspires th~ manager to innovate in the deci­

sions he must make. 

With. regard to courses for managers, McNulty writes, 

purpose is to help a manager with his job. It is a~· 

They are intended to help him stay abreast 

learning and new disciplines whether it be in a 

or in the broad skills of management.,,34 

EMERGING BELIEFS AND PRINCIPLES REGARDING
 
MANAGER DEVELOPMENT IN PRIVATE
 

ENTERPRISE
 

Certain emerging beliefs and principles pertaining 

~manager development underly the development of small 

managers. It is very important that the management 

or whoever the person charged with the responsibil ­

of management development, be thoroughly familiarized 

,b these beliefs and principles because they form the 

of the development in question. Needless 

useful to the trainer or person in charge 

service as guide rules. It is highly recommended 

philosophy of manager development be based on these 

principles because they serve as a good frame of 

As such they have achieved a surprising accep­

the leading exponents.of systematic manager 

ation and development. 

. 3~CN uIty, I oc. cit. 
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Houston, after having examined various studies that 

a 'cross section of the Uni ted States' manager 

plans and progr"ams, has discussed these emerging 

liafs and principles in his book from where the following 

extracted. 35 

1.	 The Sl~ccess and growth of the enterprise depends 

and abilit of its managers: A manager's 

development can no longer be left to chance. 

8 calls for planned, systematic, and comprehensive effort 

selection, training, 'appraisal, and promotion. 

2. Managins is a distinct ,and professional kind of 

which can be learned and taught. 

3.	 All managers are responsible for contributing to 

develoument	 of those 

help in research, program planning and 

manager development is basically a respon­

managers aiding in planning, encouraging, 

fostering	 the development of those reporting to them, 

they be specialists, managers, or potential managers. 

4.	 Manager education and development opportunities 

be	 available to all mana ers and otential mana ers: 

opportunity does not permit the 

35George C. Houston, Manager Development: Princi­
and perspe6tives (Homewood, Illinois: Richard D• 

. n, Inc-:-:-' 19 fj;p-p., 32-35. 
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5. All development is self-development: Growth, 

elopment, and change can come only from within the 

determined by his ability, bis willingness 

apply himself, and the quality of his personal efforts. 

f-development is the responsibility of the individual. 

6.	 Development isa uniq~e end personal process or 

for each individual:' The focus of development 

uld	 be on the individual, his abilities, his accomplish­

bis ambitions, his potential, and his needs. 

1. Manager development should be work-centered and 

focus of development should be on the present job: Even 

ugh new knowledge, understanding, and insight may be 

uired through reading, study, and off-the-job programs, 

application	 of such knowledge and understanding and the 

managerial skills can take place only by doing. 

8. Delegation of responsibility and authority with 

ensurate"accountabilit is an essential requirement for 

development of managers: If we believe in learning by 

we expect men to accept managerial reiponsibility, 

be given responsibility." They must be given the 

encouraged to make their own decisions. They must 

mistakes and to profit from their 

rience under competent guidan~e and coaching. Failure 

Jdelegate and too close supervision implies lack of 

idence and frustrates the development of self-confi­

ce, judgement, and initiative. Failure to delegate 

eats the purpose of the learning experience. 
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9. The organization as a 'whole(through its man­

rs ,at all levels) is res onsible for developing and 

a climate conducive to learnin rO'Vlth: 

h a climate is determined by the attitudes and ~ctions of 

managers themselves and by the example they set for 

It must be 8 climate which permits and 

delegation of responsibility and author­

, high standards of performance, and fair and equitable 

10.	 Manager education and development should be & 

continuin rocess throu hout each 

Education	 and training in sound managerial 
< 

tosophy, principles, theory, Dnd pr~ctice should start 

the earliest practical point in the development of men 

to fill positions of such responsibility and should 

in the breadth and depth essential to prepare them 

~~igher responsibility as they proceed in their 'careers. 

Although the above mentioned beliefs and principles 

';drawn with the manager development of the enterprise in 
" " 

quite possible to transfer them to the develop-

the small businessCJwner/manager. 

They are, of course, of utmost importance to the 

r enterprises, especially those owned by expatriates, 

ir expected programs of indigeneous managers 
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SUMHARY 

Developing countri~s are primarily and essentially 

ncerned with accelerated economic development. For any 

to attain economic growth, provision must be made 

the three legs of the "development stool." These 

finance, technical know-how, and above all managerial 

Each developing country has its own physical and 

resources. Each country, in many cases, receives, 

ough various aid schemes, mbst of the other physical, 

ancial and technological resources needed. However, it 

of vital importance that each country must have a ·cadre 

iridigenous modern managers-to coordinate and manage the 

either natural or injected. It is 

there is a crucial need for these man-

Tbis obviously calls for a massive deployment of 

efforts. Such development is 

~ectivelY realized largely through management training. 

What is management training? The type of management 

ning or manager development that is discussed in this 

y, is "a planned, systematic, and continuing growth 

to induce behavioral change in individuals through 

out or cUltivating their abilities and inherent 

ities through the acquisition, understanding and use of. 

insights and skills as they are needed for 
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d apply to more effective performance of the work of 

• 'I ~6naglng. ­

All such management training programs, to effec­

meet the objectives they.are designed for, must 

~ refully consider all the socio-economic and other political 

of the environment in which the trainees operate. 

will very well pay to make these programs tailor-made • 

. 36Houston, Ope cit., p. 5. 



Chapter 3 

UNDERSTANDING ETHIOPIA 

Arab dominance of the· Red Sea and North Africa cut 
off trade and cultural relations, and in the well known 
words of Ed\-lard Gibbon, "Encompassed on all sides by the 
enemies of religion, the Ethiopians slept nearly a. 
thousand ye~rs, forgetful of the world by whom they were 
forgotten. III 

To have a good understanding of this study on man-

development in Ethiopia, it is essential to have a 

knowledge of the country and the other aspects 

nected with the subject. This chapter is, therefore, 

brief the reader with the relevant information 

t is hoped to serve as the background to the study. 

THE COUNTRY OF ETHIOPIA 

Ethiopia is one of the most ancient empires still 

The country is at present in a transitional 

emerges from an isolated conservative community 

progressive empire. 

lEthiopian Tourist Organiza,tion, "A Tour of 
.thern Ethiopia, II (Add:Cs Ababa, Ethiopia: Ber-hanena Selam 
. Printing Press, 1969), p. 15. 

56 
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The ancient empire of Ethiopia has its legendary 

in the meeting of King Solomon and the Queen or 

Historically, the empire developed in the centuries 

and after the birth of Christ, at Aksum in the north, 

a result of Semitic immigration from South Arabia. The 

igrants imposed their language and culture on a basis of 

Ethiopia's subsequent history is one of 

radic expansion southwards and eastwards, checked from 

sixteenth to early nineteenth centuries by devastating 

s with Moslems. Modern Ethiopia dates from the reign of 

8ror Theodore (1855-1868). Menelik (1889-1913) defeated 

in 1896 and thereby safeguarded the empire's 

in the scramble for Africa. 

The present emperor, Emperor Haile Selassie I, born 

1892; crowned King (negus), on October 7, 1928, 

claimed Emperor, after the death of the Empress Zauditu, 

1930, and crowned on November 2, 1930. His 

Asfa.Wossen, was proclaimed Crown Prince and 

throne on January 25, 1931. Emperor Haile 

cassie I is the 255th monarch of the Solomonic Dynasty 

Solomon and Queen of Sheba. 

Ethiopia's government is a constitutional monarchy. 

is governed by a Council of Ministers, responsi­

the Emperor, and a parliament consisting of a Senate 
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d a Chamber of Deputies. The Ctiamber of Deputies consists 

250 members; the number of Senators must not exceed half 

number of Deputies. 

The	 countrx. Located in the highlands of the "Horn 

Ethiopia adjoins the Sudan, Kenya~ Somalia, 

ench Somali land and the Red Sea. The key word whic.h 

geographical study of Ethiopia is variety. 

tropical latitudes (extending 3-18 N) and 

~ers an area of 450,000 square miles. 2 Most of Ethiopia 

a highly desiccated plateau, split almost up the middle 

Great Rift Valley with its chain of fascinating 

There is also a corresponding range of climates, 

zones, crops and rural activities. The country 

into fourteen provinces, each under a Governor­

eral, under the administrative control of the Minister of 

Each province is divided into about seven sub-

under a Governor. 

Addis Ababa, the capital, with 644,190 inhabitants, 

headquarters of the United Nations Economic Commis-

Africa, and also the Organization for African 

2The Americana Annual, Americana Corporation, 1970. 

3S• H. Steinber, The Stateman's Yearbook {Mac­
an: St. Martin's Press, 1969-1970}, p. 885.
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The people. Th~re has never been a complete census 

population although estimates have been made by most 

sible means. The 1968 estimate is 24,212,000. 4 These 

tified according to their religious faiths are: 

~lopian (Monophysite) Christian, estimated to be one-third 

Muslim, one-third; and pagan, roughly to 

The Ethiopian government embarked on a Third Five-

Economic Development Plan. The total investment under 

new plan will amount to $1.25 billion in United States 

Most of this amount will come from domestic 

and the balance will be financed abroad. According 

bis Plan, which is in its second year of implementation, 

will be placed on the development of 

tacturing and mining, with transportation and housing, 

jagriculture following in that order. 

The foreign sector of Ethiopia's economy fared 

in the first half of 1969. ,Fa.lling coffee prices and 

demand for imports reduced the country's foreign 

reserves by 10 percent compared with the corre­

period in 1968.5 A small increase in the gold 

of the national bank only partly offset the 

4rbid •
 

. 5Ibid •
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Domestic credit continued to expand; consumer 

heid steady. 

Agriculture. Although Ethiopia is potentially rich 

a variety of resources, it i~ still in the early stages 

the development of a modern economy. The major economic 

tivities are subsistance agriculture and nomadic pastori­

Coffee, of course, is by far the most important 

icultural source of the country's income, and because of 

s some economists refer to Ethiopie.'g economy as a "one 

economy." Ethiopia is very rich in livestock like 

goats; and a smaller number of donkeys, 

Crops like teff (eragrastis 

the principal food grain, followed by barley, 

and durra are grown in abundance. Some agri­

who visited Ethiopia say that she is 

the "bread basket" of the middle east. Sugar­

now an important crop. 

Industry. The prevailing industrial activities of 

,iopia are essentially based on agriculture. The small 

growing industries are concerned largely with the 

. essing of raw materials from agriculture. The most 

are cotton yarn and fabrics, sugar, 

foodstuffs, footwear, beer, lumber, wheat 

oil and tannery. Cement and paints, too, are 

Most industry is centered around Addis Ababa, 

ra and Dire-Dawa. 



61 

Commerce. Coffee is by far the most important 

followed by pulses, oil seeds, hides, goat sk~ns, 

skins. Imports are textiles (mainly from Japan), 

machinery, iron and steel goods, and petroleum 

The total value of Imports and Exports in millions 

Etbiopia~ dollars, (one United States doll~r is equ~va­

and a half Ethiopian dollars), for twelv~ years 

Table 3. 6 The total imports for 1968 were 

lued at $432,522,163 in Ethiopian currency, and the 

valued at $258,046,503 in Ethiopian currency.7 

Educa.tion is free for all. "In 1967 there were 

Goverrunent, 271 Mission, 315 

106 Church schools. They catered for 480,189 

There are very few comprehensive, commercial 

technical schools in existence. The Haile Selassie I 

'versity was instituted in 1964 to coordinate the organs 

:ibigher education, for example the Building, Engineering, 

lic Health, Theological, Agricultural and Business 

and including all of tbe other scbools such as: 

6Eshetu Indeshaw, "Investment Opportunities in
 
lopia," The Manager and Entrepreneur, I,· 2 (Winter,

P), 26.
 

7The International Year Book (18th ed.; London: 
Clowes and Sons Ltd., 1970). 

8Ibid• 



Table 3 

Total Value of Imports and Exports 
in Millions of Ethiopian Dollars 

From 19.57-1968 

1957 1950 1959 1960 1961 1962 1963 1964 1965 1966 1967 1968 

Imports 166.4 186.9 197.3 207.6 224.1 222.9 276.1 307.6 375.6 404·2 357.7 432.5 

Exports 191.9 143.5 157.5 182.2 188.6 199.5 223.4 262.5 289.8 277.5 '252.7 266.0 

Balance +25.5 -23.4 -39.8 -25.4 -35.5 -23.4 -52.7 -45.1 -85.8 -126~7 -105.0 -166.5 

Please refer to Appendix B for graphic picture of this Imports and Exports 
situation of the Ethiopian commerce. 

0' 
I\) 
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of Law, Educ~tion, Public Administration, 

Work, General Arts, et cetera. 

8cellaneous 

There are motor roads connecting the provinces with 

capital. There are two railways: The Franco-Ethiopian 

lway Company owned by the two governments, operates the 

e ~etween Djibouti and Addis Ababa. The second railway 

in Eritrea between Massawa and Asmara. A state 

line established in 1964 now owns four cargo 

Ethiopian Airlines, formed in 1946, 

~rates through a management contract with Trans World 

provides services to many countries in Africa, 

a few countries in Europe and Asia. The postal 

serves about Sixty points in the Empire, mainly by 

main centers are connected with Addis 

a by telephone or radio telegraph. International 

services are available at certain hours to most 

in Europe, North America and India. The banking 

complete and efficient. There are the National 

of Ethiopia, the Addis Ababa Bank S. C. and Banco di 

; and one other Italian bank operating in Eritrea. 

ENTREPRENEURSHIP IN ETHIOPIA 

Ethiopia is a developing country. As such acceler­

economic development is one of her crucial concerns. 

quite obvious that Ethiopia must necessarily have a 
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entrepreneurs for her to achieve her noble 

Like the overwhelming majority of developing 
. . 

untries, Ethiopia lacks adequate entrepreneurs who are 

and capable of taking !isks. Ethiopia is only 

to be aware of the fact that entrepreneurship is 

most important elerr.ent of production that contributes a 

the achievement of accelerated economic develop-

Back round 

Ethiopia is one of the three oldest nations in 

She is the oldest nation in the sense that, unlike 

sister African nations, she has enjoyed three thousand 

independence: but she is not yet a developed 

With the long time political independence, a rare 

,Bsing in Africa, bestowed upon her, Ethiopia was supposed 

The main struggle in Africa 

days is the struggle for political independence, and 

this struggle the hope to achieve the celebrated human 

ity and economic advancement. Ethiopia is rich in 

cultural land, minerals and human resources. As a long 

independent nation, she had, and of course still has, 

over her resources. This leaves many to 

"er why Ethiopia is still a developing nation. 

Probably two factors are responsible for this. The 

tactor is attributed to her geography--her physical 

Ethiopia being a mountainous country that was 
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locked, had for quite 'some time no contact with 

the world. Thus, she was cut off and did not 

trade relations with other developed countries 

as to learn some constructive ideas from them that could 

,ve contributed a lot to her economic advancement. The 

history. Ethiopia was certainly a 

nation once upon a time. In the days 'of the A~umite 

which dates back to 354 A. D., Ethiopia was known as 

~ of the important trading centers of the middle east. 

ually foreign penetration cut off the historic trade 

and Ethiopian trade diminished. As a result, the 

of trade lost its primary importance. It became 

to the wealth of land, and no. more the socially 

of earning one's living. Instead, farming, 

military, and the priesthood came to 

the acceptable means of making a living. Even­

activities of commercial nature came to be associated 

persons who were foreigners in Ethiopia or who were 

the important land-owning element of .the society. 

crafts were considered as occupations which were 

had no land or other position. 

developed that craftsmen were possessed of 

powers, and thus were not the respected and 

acceptable members of the society. 

Thus trade lost its importa~ce for a long time in 

Commercial activity did not return to importance 

very recently. 
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The first major modern eccinomic enterprise was the 
French-Ethiopian railway completed in 1918. A few 
European trading companies were active in Etbiopia 
before the brief Italian occupation, and the Italians 
themselves established a few small industrial enter­
prises. However, it was not until 1946, that Ethiopia 
really began to enter the first phase of its move toward 
modern industrialization with the establishment of 
Ethiopian Airlines. Since 1946, the rate of growth bas 
been rapid thougb absolute levels of development are 
still 10w. 9 

Ethiopia is a developing country. For any dev~lop-

country, tbe key to its development is theentrep~eneur. 

tbout the entrepreneur, it is quite obvious, there will be 

dly any economic development. So, like most developing 

ntries wanting to accelerate their development, Ethiopia 

t encourage more and more entrepreneurs to appear within 

Therefore, for Ethiopia's economic growth to 

and more pioneers must engage them-

Of course, equally important if not 

so, the existing ones also must necessarily develop 

know-how to best contribute to the nation's 

Some will be large, but the initial devel­

will be mostly in small business enterprises, owing 

present subsistence economy. The most important 

in any case, is the attitude of the people (the 

opians) in the society. The society must realize that 

entrepreneur is vital for the economic development, and 

9David C. Korten, "Management Staffing Problems of 
r Business Firms in Ethiopia: A Field Investigation," 
'ega of Business Administration--Haile Selessie I 

rsity, Addis Ababa, June, 1966, p. 1. 
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support economic activities. Many must participate and 

~ays aspire for modern management of their enterprises 
}t 

contribute to a better st~ndard of living, 

economic development. In this regard Samuelson, h~s 

To hasten evolution towards development, there must 
develop spontaneous innovation on the part of the people 
directly involved. They must be developed for them­
selves, within their own mixed cultural pattern, a 
creative grou10of producers alert to tryout new ways of 
doing things. 

The businessman, in the developeod countries, is 

as the great contributor to the economic and 

progress of the nation. It is well known that 

strialization (economic growth) is possible only if 

conscious of the role businessmen play in an 

The role of the businessman, which is very 

not yet sufficiently and widely recognized in 

Potential Ethiopian entrepreneurs are not aware 
,; 

~beir opportunities. Not enough Ethiopians are enthusi­

\c about going into business, particularly the educated 

Neither has there been any drive for development of 

thus growth, on the part of those few 

lOAsheber Aberra, "Barriers, Motivations and Train­
tor· the Ethiopian Small Businessman," July, 1968, p. 2. 
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rriers to Entre reneurshi 

Entrepreneurship being of such vital importance to 

economic growth of tbe country, why is the situation
 

in .Ethiopia? If this continues,' Ethiopiats .
 

of accelerated economic growth is very far from
 

The existing hostile attitudes towards 

mentioned above must change. With the aim 

the causes behind these hostile attitudes, a 

the problem has revealed the following. Factors 

t are said to hinder· the· development of new entrepre­

and also limiting the growth of the exciting ones. 

Cultural and sociological barriers. Among the 

iting factors, the deep-rooted ones are the cultural and 

impediments. In Ethiopia, business is believed, 

majority, to have profit as its sole motive. 

conservative and/or fanatic Ethiopians have the attitude
 

at profit-making as socially undesirable
 

This attitude, which has originated in the history 

culture of the country is perpetuated even among the 

by misconception ·of the socialistic philosophy 

of man by man. 

Culturally, the people developed the notion that 

ness largely involves deceitful acts, unethical prac­


exploitation of the peasantry. The church
 

all lending as usury and forbade its members to
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in the act •.. Thus, Ethiopians have developed 

attitudes. As researched by authorities 

the field; it is noted that the prevailing ideas of 

ipropriate objectives of a business enterprise in Ethiopia' 

1n most developing countries, (whether government or 

1vate owned), are tbat it be a provider of jobs and wel­

For non-owner managers and supervisors, the principle 

etficiency as an economic unit is often considered a 

idea, and one contrary to many of the values of the 

of the developing countries. 

For this reason, trade just a faw years back was 

erally left to foreigners, a group widely and tradition­

1 despised by the average Ethiopian. The attitude toward 

de was further accentuated by the common view that people 

engaged in trade were people without land, people who 

the honest labour of others through cheating and 

There is also a general lack of economic under-

of where economic growth and new jobs come from. 

of profits, surplus, or savings is not usually 

rstood by a large percentage of the population including 

the managerial employees and the country's opinion 

According to an economic survey made by an authority 

field, the results suggest that such opinions are 

values of most developing agricUltural economies. 
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0 

The evaluation of occupations also is a limiting
 

Images for various occupations persist in every
 

For instance in traditional Ethiopia, governmental 

.kers and the military are regarded as esteemed occupa­

s and thus enjoy a reasonably high status. People 

eged in commercial activities have been, and to some 

still are, classified in a low status. Therefore, 

who are enjoying greater levels of status tend to 

For these persons, engaging in 

ness results in a lowering of their status. This is How 

As such, the Ethiopian Entrepreneur, however 

and prosperous he may be, how much preoccupied he is 

rendering worthuhile service and m~king money as such, 

n maintaining a fairly decent living to develop a sense 

social importance of the enterprise, has not enjoyed 

status in the society. There is a recent improvement 

respect but this is still too limited. 

There are still local prejudices. However good the 

. ets, Ethiopians have tendencies of ill-evaluating 

Thus, there is no impetus for 

ess of the indigeneous entrepreneur. 

These are the major cultural and sociological
 

iments in the development of potential Ethiopian
 

preneurs and the growth of existing entrepreneurs.
 

Fear in risk-taking. True business is risk-takingl 

always true that the factors determining the final 
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teome of business efforts are numerous and quite beyond 

e's abiiity to assess accurately in advance or to control. 

erefore, one obvious barrior is tbe fact thatr entrepreneur­

ip is characterized by risk-taking. Tbe Ethiopian small 

is usually someone who was loaned money by his 

friends to start his business with. Whatever 

the environment he is brought up in is such 

at he lacks the enterprising characteristics. An Ethio­

even tho educate~, would rather buy land or build a 

with his savings than"start a business. This, of 

due to lack of experience and a traditional lack 

modern business operation. This lack, 

pled with the obvious risk that disrupts man's security, 

major barriers for the potential 

iopian entrepreneur. 

Lack of initiative and leadership. Leadership of 

order is involved in entrepreneurship. As a result 

previously mentioned factors, Ethiopians do not 

necessary drive for achievement and self-

Not many know bow to face and overcome chal­

thus achieve satisfaction. Most 

overnight. Not many believe that 

possible to succeed after one fails. 

Entrepreneurship calls for high achievement desires, 

Ivlty, willingness to assume responsibility, and tact 

with people. The business leader (entrepreneur) 
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these leadership qualities. Sometimes the 

der has to operate in an ambiguous, ill-defined, con­

ntly changing area. He faces lots of obstacles and should 

these as normal challenges .and act with tact. This ts· 

Ethiopians have yet to learn. 

Lack	 of economic factor--capital. When speaking of 

factor, the writer is referring to the capital 

ipment and the important tool, money. These are the 

for any kind of business underta~ing. Therefore, 

or complete shortage of capital equipment and 

ability to finance such an endeavor is sure to be a 

Both the potential and the existing 

····opian entrepreneurs ei thar have insufficient money, or 

the former. Most of them do not 

that ~hey can get business loans from the money lending 

as the commarcia~ development, and 

upon presentation of sound business 

tion plans. 

It is bitterly felt that t~ere is a big shortage of 

Both the pUblic and the banks do not have a 

capital. The entrepreneur· cannot 

take out a loan because of the high rates of 

therefore making private money unavailable to 

The absence of	 small business loan boards have made 

And as already mentioned, the small 
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rarely knows how to present his case for a 

Some who have someh'ow got the money (usually 

as. working capital), lack the technical knowl­

to select the equipment appropriate to their 

They do not make effective market 

out what kind of equipment or machines are 

market and at what prices. They do not 

to ask for expert advice to learn what kind of machines 

be best suited for their respective types of business, 

"4 their financial situations. This is particularly true 

the small-scale industries. 

Thus lack of finances is an acute problem to the 

sting Ethiopian entrepreneur as well as to the potential 

Lack of skill or business knowledge. Many author­

field usually think that the achievement desire 

of prime importance. In accordance with 

Theory of Achievement Motivation, this 

to ACHIEVE can be brought out, strengthened, 

.of course into productive action, through 

.ial training. ll Therefore, lack of business knowledge 

110wen Dibbs, Motivation for Achievement: A Paper 
nted for the Meeting of Chief of ILO-SF Management and 
preneurship Centers in East Africa, Addis Ababa, July, 
p. 12. 
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both the would-be and existing Ethiopian entrepreneur 

a major problem that requires and deserves priority • 

.These are in brief the most prevailing sociological, 

ltural and environmental factors, that exist in EthiDpia. 

e of the above mentioned factors add up to suspicion and 

acceptance of change, and consequently a seemingly low 

necessary motivational drive. 

SMALL BUSINESS IN ETHIOPIA 

is	 a Small Business? 

For a clear understanding of what a small business 

reader is hereby referred to the definition on page 

Before starting to treat in detail the subject of 

Business Managers' Development through Management 

quite imperative to know what is meant by 

1 business, and also to know the characteristics of a 

I'business manager in Ethiopia. This knowledge, coupled 

'an acquaintance with the small businesses' role in the 

ic development of Ethiopia, and their major problems, 

the reader a fairly good background to understand 

more. In view of this fact, an attempt is made in 

pages to. illustrate the points mentioned 
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at are the Chief Charac­
teristics of the Smalr-­
Business Manager? 

~he small business manager is usually a person, who, 

was an artisan; who left bis employer as soon 

he had learned enough to compete witb bis old 

In most cases, the manager is the proprietor 

This manager undertakes, himself, a combination of 

and thus at the same time is the manager, 

and general factotum. In the large· 

ustry, salaried specialists are employed for each of the 

In the case of the small industry, all 

ponsibility, decision making and know-how are concentrated 

lone individual, the owner/manager. He is the person 

e character and personality is the image of the enter-

e he owns and manages. It is therefore obvious that the 

1 business manager is the most important single factor 

the fate of the enterprise. 

This manager is usually someone who is not conscious 

personal and/or his organizational shortcomings. He 

suspicious person quite resistent to change. In some 

• be is someone who poses as the all-knowing authority. 

Role of Small Enter rise 
~tbe Economic Develo ­

t of Ethio ia 

Small enterprises in Ethiopia, as in other develop-

an important vole in their contribution 

economic development of the country. In 
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ccordance with the reviews of the Center for Entrepreneur-

the small enterprise numerically 

percent of all forms of entrepre­

reneurial acti vi ties, and also pr.ovides employment for 

percent of the total employment in the business 

Thus, small enterprises are the major employers of 

Small enterprises play an important role by creating 

for development of potential managerial 

These enterprises which are found allover the 

engaged in diversified lines of business, which 

about healthy signs of economic development 

In Ethiopia there exists an unbalanced 

centration of industrial activities in very few regions. 

to this, there is such a big drift of people from the 

the unemployment rate in these towns is 

The setting up of small enterprises in the 

has certainly had a restraining effect on such 

Of course, such enterprises are the starting 

larger enterprises. A number of small businessmen 

to really big enterprises are living 

Major, a small "enterprise development expert, wrote 

ollows with regard to the role of small enterprises in 

economic development of a country: 

••• it is probable that numerically, small busi­
nesses account for more than 90% of all forms of 
entrepreneurial activity, outside of agriculture, in 
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the developing countries, and that these small busi­
nesses provide the means of livelihood for between 65% 
and 75% of the non-agricultural labour force in such 
countries, and, at the same time, account for between
50% end pO% of the Gross Domestic Product of National 
Product. (In this context 'small business' are thought 
of as all forms of manufacturing and non-manufacturing 
enterprises, other than those concerned with the 
production of primary commodities, with less than 50 
persons engaged.) 

It becomes evident, therefore, that the improvement 
of management of small busiriessesis, in fact, tanta­
mount to the improvement of standard of living and 
working conditions of the majority of the non-agricul­
tural work force, and is likel! to be of greatest 
effect in the economic growth. 2 

. , 

One fallacy is that many people think that small 

are peculihr to developing countries. This is 

Sm311enterprises play important roles in devel­

d countries too. For example, since the Second World War 

remarkably in the industrial field, and 

the development of many large-scale 

been observed, especially with respect to 

But even in such an industrialized economy, smaller 
enterprises are playing an important role by supporting 
the broad base of the present Japanese industrial 
structure. They represent more than 99% of the total 
number of enterprises and occupy 75% of the aggregate 
number of employees in the secondary and tertiary 
industries •••As far as industrial production in 1966 

·was concerned, product of smaller enterprises accounted 
tor 50% of all industrial manufactures placed on the 

12Alan Major, "Training for Management in Small 
lnesses," Report, Addis Ababa, April 24, 1968, p. 1. 
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market, and 4~~ of the total of indfistrial products
exported. l ) ./ 

In Britain almost 90 percent of all industrial 

small enterprises. In the United States 

figure is more than 80 percent. 

The following extracts are taken from International 

Organization Publication. The reader believes that 

important roles that small enterprises play in a devel­

ng economy listed below are very much applicable t'o 

iopia. 14 

1. The small-scale may make possible economies in 

of capital, which is very scarce in developing 

2. Besides making possible economies in the use of 

existing stock of capital, small-scale industry may call 

capital that would not otherwise have come into 

(the enterprising small manufacturer has to 

together capital wherever he can find it). 

3. A given amount of capital invested in small­

industrial undertakings is likely to provide more 

oyment,	 at least in the short run, than the same amount 

invested in large-scale undertakings. This is 

l3y • Uchida, "Policies for Developirig and Modern­

18 Smaller Enterprises," Management Development Series,
 

ternational Labour Office, Geneva, 1969, p. 295.
 

l4rnternational Labour Office, Services for Small­

Industry, La Tribune de Geneve, Geneva, Switzerland,
 

oJ PP. 20-21.
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very important matter for countries with surplus labour 

the shortage of- capital makes it difficult to find 

4.	 Large-scale industry calls for a grea~ deal of 

and supervisory ski ll--foremen, engineers, 

Like capital, these skills are in 

sbort supply in underdeveloped (developing) economies 

it is important to economize as mucb as possible ~n 

use. Small-scale industry provides a way of doing 

and at the same time provides industrial experience 

serves	 as a training ground for large numbers of small­

some at least of wbom may develop tbe 

city for managing large-scale undertakings. 

5.	 It is not only managerial and supervisory skills 

short supply in underdeveloped countries, but 

types of skilled labour as well. Small industry may 

:better able tban large industry to take advantage of 

ting traditional skills. 

6. Finally, many people bope tbat encouragement of 

industry may help to preserve a bealtby balance 

tberate of economic growth in urban and rural 

c Problems and Needs 

As stated earlier, for any management development 

to be wortbwhile, a tborough study of tbe social, 

and	 economic aspects must be made, tbe problems 
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t be identified and the needs determined. You will 

,call that the writer's findings with respect to the· 

and economic aspects of Ethiopia have been 

in this study and it will not be necessary 

The writer and his Center for Entre­

neurship and Management colleagues had conducted repeated 

small enterprises in Addis Ababa and seven 

capitals and towns to identify particular prob-

S and attempt to determine the needs: (Copy of the
 

used for the surveys is shown in Appendix
 

Small businesses have many problems. The major 

that are identified are summarized below under: 

Management, 2. Finance, 3. Marketing, 4. Produc­

, and 5. Personnel. 

Wrong choice and/or poor start of business"
 

Little or inadequate planning and budgeting.
 

Inability or refusal to delegate real responsibility.
 

Lack of appropriate and adequate management
 

experience. 

Very little or no interest in, or knowledge of, 

formal management procedures. 

Poor communication. 

Lack of knowledge pertainin~ to sources of technical 

and other forms of advice and assistance. 
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b. General attitude too parochial throughout the 

enterprise particularly in regard to NEW products, 

methods and techniques. 

Finance 

a. Perpetual shortage of cash. 

b. Wrong or misdirected control over expenditure. 

c.	 Poor, appreciation of the need to control and full 

recovery of overheads. 

d. Weak credit management, thus high outstanding money. 

e. Lack of knOWledge of workable costing. 

f. Very inadequate or no books of accounts~ 

Marketing 

a.	 Absence of the modern business concept: "The 

Consumer is the 'King'." 

b. Poor first hand knOWledge of consumer requirements. 

c.	 Ignorance of the market potential, nature of market 

trends, and the proportion of the market 'held by 

the firm. 

Poor or unrealistic price determination, for example 

what the customer will pay rather than cost plus 

recovery of overheads plus profits. 

Unawareness of the essential approach to product 

strategy, for example too great on one product or 

service. 

Inadequate	 sales effort, and lack of sales litera­

ture and advertising. 
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Production 

a. Lack of "effective production planning and control 

re~ulting in excessive stock and work in progress. 

b. Poor product design, thus low quality goods. 

c. Inefficient workshop layout and excessive work move­

ment often accentuated by the use of unsuited 

buildings. 

d, Lack of thrift with regard to manhours and mate- . 

rials. 

e. Poor appreciation of the extent to which better 

materials handling can increase productivity and 

improve working conditions. 

Inability to modernize plant or introduce more 

economic processes. 

Lack of specialized tools and machinery. 

Underemployment of expensive machinery, when 

available. 

Inability to compete with the larger firms to 

attract and retain qualified and experienced 

personnel of sufficiently senior calibre to 

support new development and expansion. 

Lack of personnel development effort through 

training or otherwise. 

Negligence and/or inability to provide working 

amenities. 
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d.	 Worker/manageme?t relations tend to be either very 

good or bad. The "middle of the road" condition 

se~ms to be found sometime only~ 

The needs are evident. Certainly small businesses 

overcome their above menti~ned weaknesses so that they 

be smooth-running and profitable enterprises, rendering 

thus ju~tifying their existence in the 

What they need is 'the management ,know-how that is 

and achievement motivated.' 

~~here a Remed to These 
eaknesses? 

In other words, how can the above mentioned needs be 

As it can be deduced from the summary of weak­

are largely attributable to personal 

or environmental factors. In short, the principal 

ors behind these weaknesses are the owner/manager (that 

abilities as an entrepreneur and 

and tbe environment (that is mainly general 

of both government and major related institutions 

business). It is quite obvious that the most 

tbe two is tbe former, because the owner/ 

ger tbrough bis influence, can' manage to overcome some 

e environmental problems. The character and personal­

the owner/manager and bis abilities as an 

and manager are indeed the critical 
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whether a ~mall business is to grow or remain 

Therefore, all small business management develop­

t programs must be designed with the manager as the 

the efforts. The program authorities should of 

locate this small business manager, study his 

then prepare programs that are in harmony with his 

the social aspects. 

The major problems of the small businesses, and the 

problems are known. At this stage, the reader 

pose three questions: (1) Is there ~ remedy to 

(2) If so, what is it? (3) How is this 

to be administered? There surely is a remedy. This 

is a properly planned management training program. 

question will be discussed in the 

Management development is the key to the development 

This development will be faster and 

. fruitful when the government concerned makes the 

ess environment favorable. The government can help by 

policies that promote business opera-

J by improving the industrial infrastructure, by giving 

businesses just the required protection, by allowing 

~'tax holidays at the initial stage, et cetera. The 

ability of the required resources such as raw materials, 
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and land will, ot course, encourage investment. Good 

potential is another important factor to make enter-

sing effort encouraging and profitable. How is the 

Ethiopia cannot as yet claim optimum industrial 

She "is ill~king big efforts to develop 

developing quickly as any casual 

It is quite obvious that there can hardly 

economic development in the absence of infrastruc-

The Ethiopian government that is aware of this has 

·f
vided most of the required infrastructure. The writer 

'r 
. not think it necessary to discuss here all of the 

astructures commonly known. It is, however, thought
 

discuss briefly investment opportunity and
 

policies that go with it.
 

Investment oEPortunitl. The writer confidently 

that there is good opportunity for investment in. 

Enterprising effort exerted particularly in the 

small-scale industry and ~ore particularly in agro­

have big opportunities. The market potential is 

even most of the consumer goods in the market 

These are goods that can easily be 

enterprises, and for which the 

available. The technical skill such 

industries require, although scarce, does exist. It 

be developed when the demand for it is created and 
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is guaranteed. Some feasibility studies of 

lable investment opportunities have been made, and some 

Indications, in most cases are very 

Government policies. Ethiopia launches one master 

tional economic development plan every five years and it 

called the Five Year Plan. The Government's economic and 

policies and programs are outlined in 

Ethiopia is· now in . its second year of its Third 

the first of which was introduced twelve 

The following pertinent outlines are extracted 

this Third Five Year Plan: Due to the present economic 

agriculture plays a dominant role 

~be economic development of the country. The Ethiopian 

rnment, however, has had rapid industrialization as its 

and the following objectives are laid down 

Encourage the processing of locally available raw 
materials, particulary agricultural and mineral 
products. 

Continue the present encouragement to import 
substitution industries, with the objective of 
saving substantial foreign exchange. 

Recognize the need for manufacturing industry to 
contribute tO,peasant agricultural production, 
through the provision of loW cost equipment, 
supplies and consumer goods, not yet available to 
this part of the population. 

Assist the development of new urban growth centers 
where employment can be provided to local people 
in manufacturing and processing industry. 
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through forwa~d or backward linkages, stimulate 
the growth of other industries, or other sectors, 
sucb as integrated agro-industrial ventures. 

6.	 To the extent consistent with the development of
 
enterprises, encourage the use of indigenous
 
resources, particularly the abundant supply of
 
unskilled workers, and decrease the use of im­

ported resources.
 

7.	 Diagnose the cause· of excess capacity in many of the 
country's plants, and, take appropriate measures 
(both direct and indirect) to improve the utiliza­
tiou of capacity. 

8.	 Implement the plan effectively, by doubling the 
total value added, to Ethiopian$280 million a year 
by 1965 (1973 G. c.), and the gross production to 
Ethiopim$700 million, through the investmentl gf16Etbiopim$515 million as gross fixed capital. 

terializin the Policies 

The Ethiopian Government, in the Plan, has outlined 

instruments through which the objectives of 

dustrialization are hoped to be attained. 17 Some of the 

important and relevant ones are described below: 

Financial inducement for investment; The invest-

Code,	 which previously 'tolas directed towards the encour­

of medium and large indust~ies, is to be revised to 

all classes of enterprises. The previous Investment 

150ne US dollar is equiva~ent to 2~ Ethiopian
 
lars.
 

16Imperial Ethiopian Government, Third Five Year
 
10 ment Plan 1968 - 197 (Addis Ababa, Ethiopia:
 
aoena Selam liSI Printing Press, 1968), pp. 219-220.
 

17Ibid ., pp. 220-226. 



88 

provides income tax relief for five years for new 

less than Ethiopim$200,OOO and the same 

cility for three years for expansions and import duty 

industrial machines and equipment, for the. above 

Government investment. Another encouragement given 

government is in the form of participation in the 

In consultation with the Technical Agency 

enterprises for which Government investment has 

whose activities meet the general 

the Government will be assisted. In this 

is focused mainly on the following 

1. Basic Manufacturing Enterprises 

2. Commercial Manufacturing Enterprises 

3. Small-scale Enterprises 

Tariff protection. Tariff Protection is also fore-

Attention has been given to the level of protection, 

be such that the enterprises will not be completely 

trom fair competition with international market but at 

the necessary help. • .Tax struc­

are intended to be reviewed. In addition 

for investment in export industries are foreseen. 

procurement is also among the encouragements for 

devel~pment. 
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Techno-economic services. For handicraft and small-

industries the different services foreseen under 

bno-Economic Services must be of great interest. Under 

included Promotion and Industrial Development 

Centers in rural areas, a Design Development
) 

tar, Production-Cum-Demonstration Centers and Marketing 

with approximately Ethiopian$l million 

during the Five Year Plan. 

Management training centers~ The Center for Entre­

neurship and Management, which was established two and 
~ 

~alf years back, is engaged in the development and promo-

n of enterprises and indigenous Ethiopian entrepreneurs. 

industrial services by the Ministry of Commerce 

Industry will be combined with the Management Center to 

objective of the Center. 

In addition to the above mentioned, the appropriate 

Ministry of Commerce and Industry will 

strengthened to undertake the promotion of a larger range 

industrial growth. An Investment Promotion Center will 

~established in the same Ministry to assist private 

strial growth; and an Institute for Standards and 

'lity Control has already been established, all according 

Third Five Year Plan. 

From the above paragraphs, it is evident Ethiopia's 

fairly well lends itself to investment. In 

there is ample investment opportunity. It is 
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observed that the government 'policies do encourage 

types. This, the writer feels, has a big 

on management development because the more 

the environment and government policies the greater 

motivation for managers. 



Chapter 4 

DEVELOPMENT OF A MANAGEMENT TRAINING PROGRAM FOR.
 
THE ETHIOPIAN SMALL BUSINESS MANAGERS 

Of all the resources required by a developing 
country seeking to increase its economic and industrial 
strength rapidly, the first and most important key 
resource is a cadre of modern management men. These 
are men who, by personal inclination, experience, or 
training have the initiative to make things happen, the 
leadership to motivate others to help them achieve their 
objectives, and the skills necessary to obtain the 
maximum output from the limited human, physical, and 
financial resources they command. l 

H. E. Ato Getahun Tessema, Minister 
Imperial Ethiopian Government 
Ministry of National Community 
Development and Social Affairs 

Development of a Management Training Program that 

develop the type of managers described above is a great 

k which requires care and certain frames of principles 

rules to guide end govern the activities. The philoso­

the vital aspects that need be taken into consid­

when developing such a program in developing 

tries have been discussed in the preceding chapters • 

. this respect, all hold true iri Ethiopia as well. 

1 Center for Entrepreneurship and Management, "The· 
Resource for Economic Industrial Development," CEM and 
Professional Staff, I, 1 (November, 1967), 5. 

91 
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PLANNING AND DESIGNING A MANAGEMENT 
TRAINING PROGRAM 

A management training program, if it is not planned 

.designed appropriately, can .be both useless and detri-. 

An appropriate and worthwhile program is one that 

t meets the needs of the trainees. This calls for study 

the socio-economic condition of the' environment and also 

of	 the training needs. 

In	 planning and designing a management training 

thorough study of the socio-economic condition 

is priority number one. One very important 

or at this stage is that the people who are responsible 

the development program must recognize the time constraint 

as this is the main objective of the 

For the program to deliver its objectively set
 

tits, the special cultural characteristics of the
 

people to be developed must be identified
 

In Ethiopia it should be remembered that 

of management development requires 

the cultural and economic environment 

pich the manager and the organization exist. Deep and 
;,:­

"rebensive investigation into the program environment in
 

of its tradition, politics, government, religion,
 

family life, legal and educational systems, and
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beri ted patterns of management a'tti tudes is essential for 

y management development to be worthwhile. 

As stated earlier in Chapter 3, there are some 

cio-economic barriers in Ethiopia that affect entrepre­

urship adversely, and which are bound to affect management 

It is, therefore, obvious that knowledge and 

of these factors will be very uSeful. 

edial provisions must be made in the program so that the 

can be successful and beneficial. In view of 

experienced trainers have generally expressed 

that at the initial stage of any management 

effort, a sociological survey carried out by 

ocial psychologist familiar with the,problems of 

(preferably a national, that is born 

brought up there), would help to avoid many errors, and 

a foundation for a firm and fruit-bearing 

Trainin Needs 

The first and most important step in the management 

ining program development process is determining training 

All training programs must essentially be designed 

the needs of the trainees. Any program that is 

pted without the full appreciation of the trainees' 

bound to end up being useless and possibly detri­

It is in fact mandatory that the programs be 

or they are more than likely to fail in 



94 

bieving their purpose. Commenting on this thesis, an 

ternational Labor Organization publication states; 

••It behooves every training officer to study the 

of training before embarking upon·any 

One of the most frequent errors is to translate a 

program which has proved successful elsewhere lock, 

into an area which has different 

The Ethiopian small business managers need programs 

seek to achieve specific training objectives which are 

capabilities and needs, and which they can 

their businesses. This calls for a 

approach. In other words, mBnagement training 

or practitioners and teachers of modern management, 

want the managers to benefit from the programs, 

by the procedures of "scientific method." 

1.	 Collect the available data and from this develop 

the best possible hypothesis; 

2.	 Design a program which will test this hypothesis 

in action; 

3.	 Observe the results of this test until they know 

its strengths and weaknesses; 

2International Labor Organization, "Training Tech-
es for Small Enterprises in Developing Countries," 

• ement and Productivit , 24 (1968), 32. 
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4.	 From their observations improve their hypothe­

sis; 

5.	 . ..And repeat the above steps until subject to 

the "law of diminishing returns," they have 

the best practical hypothesis and program for 

applying it. 

The Center for Entrepreneurship and Management was 

in 1968. Until that time no such systematic 

proach had been used to study management development in 

The Small Enterprise Development Department of 

e Center, since then has experimented wi tb the "scientif ­

method" mentioned above. When the Department Team (one 

Labor Organization expert and two counterparts 

writer) wes charged with the responsibility of 

Department activities, it was found necessary to ask the 

lowing questions. 

1. What is the main objective of the department? 

ce'the main objective of the department was defined in 

Plan of Operation as, providing, "Practical training, 

services for existing and prospective 

lopian entrepreneurs in small scale undertakings," it 

have	 an answer and there was no problem. The other
 

however, did not have ready answers.
 

2. Who are these small entrepreneurs? 

3. Where do we find them? 

4. Wbat are their needs? 
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5. How can these needs be satisfied? In consulta­

of Project, the Team was able to design 

rtain guidelines to be used in solving the above problems. 

e guidelines- that were provided for the Team are: 

1.	 The Team will spend up to two months making a 

preliminary survey of enterprises selected at 

random but considered to be in the small scale 

category. Ministry of Commerce Bnd Industry, 

Chamber of Commerce, and Municipality lists 

and registries should be combed therefore for 

small industrial and physical service enter­

prises. During this survey, the team should 

seek answers to these questions in respect of 

each enterprise visited: 

a. Name, age, type and address of the 

enterprise; 

b. Name, age and general outlook of owner and/ 

or manager; 

c. Numbers and types of employees; _ 

d. Physical facilities; 

e. Organization structure (actual) if any; 

f. Product or service: nature, quality and how 

marketed; 

g. What appear to be the key problems and 

opportunities? 
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h.	 Does the owner/proauct/facilities combina­

tion indicate a good opportunity to-give 

help and have it accepted? 

In general, the data will be recorded very 

briefly unless the answer to the last question 

is favorable. 

2.	 In consultation with other experts of the Center 

as required, from six to ten of the ent~r­

priso8 surveyed should be selected for more 

intonsive study and initiation of a pilot 

project. Tentatively, each would be in a 

different type of business, though considera­

tion might be given to selecting two groups 

of five businesses each working in a similar 

field. 

3.	 The team, aided where necessary by other 

consultants, will carry out a pilot project in 

each selected enterprise. The basic aim in 

each case would be to rapidly proquce a 

demonstrable improvement: for example, 

increased sales, better quality, reduced 

inventory, better delivery, new or modified 

products, better working conditions, improved 

records, more opportunity to borrow, and 

achievement oriented better business outlook, 

et cetera. 
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4.	 From each successful pilot project (possibly six 

successful out of ten attempted), the team 

would look for four outputs: 

a. a	 success story to pUblicize; 

b. a	 case study for teaching later groups; 

c.	 a contribution toward a "do-it-yourself" 

manual; 

d.	 a satisfied client who would spread the word 

about what the Center can do, and who would 

allow his operation to be used as a 

demonstration point. 

5.	 The Center would then promote a management 

training conference for twelve to fifteen 

small entrepreneurs using the material gained 

during the pilot operations as the basis for 

practical training. This would, typically, be 

attended by: 

a.	 selected owner/managers from the pilot 

enterprises; 

b.	 other owner/managers located during the 

survey, but not in the pilot group; 

c.	 possibly a small number by direct application. 

AlternativelI: bas~d on the data uncovered 

during the survey, it may be possible to 

organize three or four conference groups, each 

more or less homogeneous as to p~oducts or 

services given. 
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The sylla~us would be designed directly on the 

observed needs found during the survey and 

pilot	 studies. Training must be very practi ­

cal, and wherever possible would involve: 

taking each selected sUbject individually; 

explaining its significance with samples from 

the pi lot study; °then explaining the basic 

subject matter (again on basis of cases from 

pilot	 studies wberever possible); then having 

the group work out their oml answers to a set 

problem in the subject area (as though they 

were	 jointly the owners of a small business or 

given	 characteristics). 

6.	 Each participant would retUl'n to his own enter­

prise; and with visiting help from the 

consulting team, commence to apply the subject 

matter from the conference. 

7.	 The practical applications in these enterprises, 

especially those added to the pilot group, 

would again lead to outputs as at 3 above, 

which would again be the basis for future 

success stories and cases to use in subsequent 

conferences. 

8.	 It would be expected that the more successful 

"graduates" from earlier "courses" and pilot 

assignments would subsequently become clients 

for further consulting assistance, and for 
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more advanced management conferences designed 

to create the entrepreneurial spirit and 

approach. 

9.	 There is a considerable value in initiating the 

formation of small businessmen's association 

of "graduates" from the various courses 

conducted by the Center. The Center can extend 

the activities of training courses via ~his 

association. 

The above mentioned approach can effectively serve 

a guideline for planning and designing a management 

program at the initiaJ. stage. 

MANAGEMENT TRAINING NEEDS SURVEY 

A systematic approach to planning and designing of a 

development program is the one guided by the 

of "scientific method." This method starts with 

collection of pertinent data from which the best 

sible hypothesis is to be developed. A popular approach 

data is making a survey with the 

a properly designed questionnaire. Great care 

however, be exercised in the use of the question­

Questionnaires in developing countries are invariably 

ded with suspicion by small entrepreneurs; and sending
 

questionnaires to be answered by them may fall sbort of
 
, . 

r objective. It is, therefore, advisable to send trained 

eyors with the questionnaires to talk to the owner/ 
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explain the p~rpose of the survey, clarify certain 

and dUly complete the questionnaire. It is, 

course, very rewarding if the training officer or expert 

charge can visit the individual businessman. Commenting" 

this, Major writes: 

There is, of eourse, no real substitute for the 
individual visits by the ofticer or expert to the small 
business for conversations with the owner or manager and 
for the expert or training officer to assess from his 
conversations and observations what are the training 
needs and wbich are the most appropriate methods for 
imparting training. It is a lengthy process but the 
results are well worth the time and effort.3 

The Small Enterprise Development Department of the 

for Entrepreneurship and Management has assessed 

trepreneursbip development need in the above manner, that 

, by the department team visit to the small businesses, 

found the approach considerably rewarding. 

In. view of the absence of an organized survey of the 

agement training needs in Ethiopia a similar survey was 

ducted on a larger scale with a better designed question-

The primary aim of this survey was to secure and 

pertinent data on: 

1. who the prospective management trainees are; 

2. what course subjects they need and are interested 

in; 

3. the methods they show preference for; 

3Alan Major, "Training for Management in Small 
·inesses," Report, Addis Ababa, April 24,1968, p. 18. 
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4. their convenient time to attend courses; 

5. what other media, other than the classroom, they 

consider appropriate for themselves;
 

The survey, therefore, was conducted so that the
 

situation of all the above mentioned would be deter­

ined and become evident. It is of course obvious that the 

~mpiled findings, when developed into a constructive 

will be a good guide to go by in preparing a
 

ilor-made program, that is, a program that best suits the
 

biopian environment. The questionnaire did not seek
 

igbly qualitative judgements, but only offers data so that 

e concerned reader will be able to make his own evaluation 

his own needs. 

The questionnaire, (see Appendix D), has been 

reveal information that will be relevant and 

seful in the planning and designing of a suitable manage­

ent development program. The questionnaire has two slightly 

itferent but relevant questions, (that is, questions 

umbers 14 and 16), which are included to reveal auxiliary 

Question Number 14, that which asks whether or 

attended the Small Enterprise Develop-

he has to list the drawbacks he felt, is 

the opinion of those who have already 

courses. Then based on the findings of this 

it is intended to make adjustments as duly and 

stly required so that the future courses will be more 

teresting and useful to the participants. Question Number 
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discover the major problems of the small 

from these problems make an attempt to 

etermine their management training needs. This is an 

ndirect means'of getting at wha~ was wanted, since some of 

cannot identify and describe their 

Of course, this question has an additional purpose, 

that it should assist in drawing up a comprehensive list 

small business problems with a view of presenting them 

o the right autboritie~ for possible solutions. The list . .... . 

problems was to bo used for panel discussions of 

oncerned government and banking authorities and even among 

entr6preneu~s themselves. 

Survey Findings 

The data collected were tabulated, computed and 

The findings are reported below: 

The number. The number of the small business/ 

was 285 out of 3331. 4 (Please refer to 

F and G.) 

Trade classification. As shown in Table 4, when 

generally by trade the distribution is as 

4Data compiled by the College of Business Adminis­
of the Haile Selassie I University, July, 1964. 
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1. Manufacturing: (98 or 34.4 percent) 

It	 should be noted that the surveyors were 

instructed to visit manufacturing enterprises 

as much as possible, as these, according to 

the thesis of the Center for Entrepreneurship 

and Management, are the firms that can benefit 

more from the services of the Center. The 

firms in this group, it is revealed, are 

mainly wood-works, metal-works, leather-works, 

glass-works, shoe and knitwear factories, et 

cetera. For convenience of classification, 

even the gold and silver-smiths and bakeries 

are included in this group. 

2. Service: (81 or 28.4 percent) 

The	 service industries surveyed mainly include 

laundry, gas filling-stations, hotels, garages, 

printing presses, et cetera. 

3. Retailers: (54 or 18.9 percent) 

This	 group is formed of retail shops, for 

liquors, sports goods, shoes, stationeries, 

haberdasheries, et cetera. (It should be 

noted here again that the instruction given 

to the surveyors to concentrate more on 

manufacturing enterprises has ~ffected this 

group number. Or else this is the over­

Whelming group.) 
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4. Wholesalers: (8 or 2.8 percent) 

Among the few surveyed, liquors and pharmaceu­

tical goods distributors are the main ones. 

5. Miscellaneous: (44 or· 15.5 percent) 

This	 word is used for lack of one comprehensive 

word that embraces all the other business 

trades that did not have distinct classifica­

tion. These include tailoring shops, 

grocerie~, barber-shops, pharmacies, et 

cetera. 

Table 4 
The Classification of the Ethiopian
 

Small Businesses by Trade
 
1970
 

Trade	 Number Percent 

. scellaneous 

98 

81 

54 

8 

44 

34·4 

28.4 

18.9 

2.8 

15.5 

Total 285 100.0 
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Owne~/mBnagership. As shoWn in Table 5, out of the 

managers who were approached 58 did not want to tell 

they were owners of the business too. Of the 

'remaining 227, 176 or 77.6 percent were owners also and 51 or 

;22.5 percent were not. The overwhelming number, it should 

noted, are owners also. 

Table 5 

The Number and Percent of the Ethiopian Small 
Business Managers Who Are Also Owners 

1970 

Owner Also Not Owner 

Percent Number Percent 

77.6 51 22.5 
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Type of business ownership. Assbown in Table 6, of 

total number of 285, 32 managers did not answer whether 

their businesses were operated on sole proprietorship or 

Therefore, out of the remaining 253,. 208 or 

were of sole proprietorship and 45 or 17.8 

·percent were partnership. 

Table 6 

·Tbe Number and Percent of the Ethiopian Small Businesses
 
That Are of Sole Proprietorship and Partnership
 

1970
 

Sole Proprietorship Partnership 

Percent Number Percent 

82.2 45 17.8 
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Age of the businesses. There was a wide variation 

number of years the surveyed businesses have been in 

operation. Of the 285 managers, 16 did not answer this 

As shown in Table 7,of the rest (that is, 269), 

87.7 percent were in the age group from 1 to 10 

24 or 8.9 percent were in the group from 11 to 20 

and 90r 3.3 percent were in the group from 21 and 

The average age was six years. 

Table 7 

The Number of Years and Percent the Ethiopian
 
Small Businesses Have Been in Operation
 

1970
 

11 to 201 to 10 21 and Above 

Number PercentPeI'cent Number Percent 

87.7 24 9 3·3 

========================'=-=-===--==:.=:.::=================
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Employment force. The employment force, also had a 

variation. Ten managers did not answer the question. 

shown in Table 8, of the 275, 250 or 90.9 percent were 

the group employing 1 to 20, 20 or 7.3 percent were in 

21 to 40, and 5 or 1.8 percent were in the 

41 and above. The average number of employees 

by the enterprises surveyed was eleven. 

Table 8 

The Number and ·Percent of Employees Employed 
. by the Ethiopian Small Businesses

• 1970 

1 to 20 21 to 40 41 and Above 

Pel"'cent Nwnber Percent Number Percent 

90.9 20 7.3 5 1.8 
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Managers I qualifications •. Item eight was inserted 

indirectly attempt to find out whether or not the manager 

possessed the appropriate qualifications for the type of 

trade be is in. The question asked the manager t~ tell bis 

work experience to date. Analysis of the answers has 

attempted to determine who had the favorable background and 

not. It should, however, be noted that this is an 

to find out the tecbnological qualifications of the 

to a certain extent, to see if this manager had 

to related management. If a certain entre-

a garage owner/manager, he has the appropriate 

if he has previously worked as, for example, 

auto spare-parts store-keeper, a driver, a mechanic and 

a garage foreman. It is quite obvious that if he 

through some or all of these, he is very likely to 

garage business reasonably well. This does not, 

guarantee that the manager has all the managerial 

Neitber does this suggest that he does not need 

It is just to make some deductions 

the tailor-making of the management 

aining program. 

The study showed that 43 managers did not answer 

question. As shown in Table 9, out of 242, 237 or 

7.9	 percent had, although to a varying degree, the 

primary qualifications, and five or 2.1 percent 
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In this context, "Appropriate Qualifications" means 

~relevant experience and background that can contribute to 

the effective management of the business, which the owner/ 

bad prior to starting the. business." 

Table 9 

The Number and Percent of the Ethiopian Small Business 
Managers With and Without the Appropriate 

Qualifications, 1970 

With Without 

Percent Number Percent· 

97.9 5 2.1 
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Language ability. The purpose of this particular 

determine how many were literate, and secondly 

indication if there would be some who can follow 

ourses with the English language as the medium of instruc-' 

is, if the International experts conduct 

As shown in Table 10, on the average 257 managers 

r 90 percent could read, write and understand Amharic; and 

~8 or 52 percent could read, write and understand English. 

Table 10 

The Number and Percent of the Ethiopian Small Business
 
Managers Who Read, Write and Understand
 

Amharic and English, 1970
 

PercentNumberPhase 

Amharic 

262 91.9 
. \ 255 89.5 

255 89.5 

English . 

144
 
148
 

152
 

50.5 

51.9 

53.4 
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Course preference. Nine courses were listed in the 

;questionnaire for choices. These were: A. General Manage-

Marketing, C. Accounting, D. Sales 'Management, 

Production- Management, F. Work Study, G. Maintenance, 

Purchasing and Inventory Control, and I. Personnel 

Three approaches have been made to determine the 

preferred by the managers. First, the number of 

for each course was totalled and the percentage was 

Secondly, of the' ones that were more preferred, 

first, second and third degree choices for each course 

tallied. Thirdly, to determine the most wanted courses, 

the first degree choices for each course were tallied. 

in Table 11, the result indicated high preference
 

or Accoupting which, out of 285 possible choices had 167
 

r 58.6 percent, General Management 163 or 57.2 percent,
 

or 52.9 percent, and Sales Management 146 or 

percent. The lowest in the preference list are Produc-

Management and Work Study both 80 and 28.1 percent. 
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Table 11 

. The Number and Percent of Courses as Chosen by
the Ethiopian Small Business Managers 

1970 

Total of Total of 

Courses 
Code 

Letter 
Total 
Choic,e Percent 

1, 2, 3 
Choices 

1st 
Choices 

A 163 57.2 149 104 

B 

C 

151 

167 

52.9 

58.6 

144 

147 

·46 

35 

D 146 51.2 106 45 

E 80 28.1 , 37 6 

rk Study 
(

intenance 

and 

F 

G 

H 

116 

80 

102 

4°·7 

28.1 

35.8 

65 

38 

38 

5 

13 

7 

I 117 41.1 41 9 
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Methods preference. Six methods rif management 

training, ·namely, A. Lecture, B. Discussion, C. Case 

Study, D. Programmed Instruction, E. Seminars, and F. In-

plant Training were given as choices. To determine the ones 

highly preferred, the same approach used in determining 

courses was used in this case too. As shown in Table 12, 

the top in the preference list is Discussion which, out of 

a total possible of 285 choices, had 168 or 58.9 percent, 

Programmed Instruction 157 or 55.1 percent and Seminars 137 . , 

The lowest on the list is In-plant 

~raining which received 86 choices .or 30.2 percent. 

Table 12 

~he Number and Percent of Methods of Training
 
As Chosen by the Ethiopian Small
 

Business hanagers, 1970
 

Total of Total of 

Methods 
Code 

Letter 
Total 
Choice Percent 

1, 2, 3 
Choices 

1st 
Choices 

Lecture A 120 42.1 110 35 

Discussion B 168 58.9 145 57 

Case Study C 87 30.5 66 12 

Programmed 
Instruction 

D 157 .55.1 143 93 

Seminars E 137 48.1 112 11 

In-plant 
Training F 86 30.2 44 12 
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Media preference. A choice of four media was given. 

Radio, B. Newspapers, C. Television, 

Mobile Unit. As shown in Table 13, Newspaper which, 

a total possible of 285 had 181 choices or 63.5 

163 or 57.2 percent were the top ones. 

Table. 13 

The Number and Percent of Media for Training
 
as Chosen by the Ethiopian Small
 

Business Managers, 1970
 

Total of Total of 
Code Total 1, 2, 3 1st 

Media Letter Choice Percent Choices Choice 

. Radio A 163 57.2 146 51 

NeW(spapers B 181 63.5 170 92 

C 137 48.1 129 54 

Unit D 137 48.1 101 56 
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Table 14 
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Code Total 
Letter Choice Percent 

A 40 14·1 

B 32 11.2 

C 178 62.5 

D 4 1.4 

T,ime 

The Number end Percent of Time to Attend Courses 
asChoseriby the Ethi6pian Small 

Business Managers, 1970 

Time preference. The choices given were A. Morn­

ther 

ii"ternoon 

ut of a total' possible choice ~f 285, won 178 or 62.5 

ercent. The least preference was for Afternnon which 

ng, B. Afternoon, C. Evening, and D. Other. As shown in 

able 14, the overwhelming preference was the ~vening which, 

Morning 
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How many have attended the Center for Entrepreneur­

end Management courses before~ This question was 

to find out	 how many of these managers have attended 

before. It was, in other words, hoped· 

us an indication of the coverage of the 

. raining service already given. Twenty-eight .did not answer 

As shown in Table 15, out of 257, only 17 or 

received training from the Center for 

and Management. 

Table 15 

The Number and Percent of Previous Course Attendance by
 
the Ethiopian Small Business Managers, 1970
 

Yes No 

Percent Number . Percent 

17 6.6 93.3 
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How many of the interviewed managers want consul­

"tancy.service? Out of the 285 managers interviewed, nineteen 

did not answer the question. As shown in Table 16, of the 

only 3 or 1.1 percent did not want consultancy 

Table 16 

The Number and Percent of Consultancy Service Wanted" by 
the Ethiopian Small Business Managers, 1970 

Yes No 

Number Percent Number Percent 

266 "98.9 3 1.1 
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PROBLEMS OF THE ETHIOPIAN SMALL ENTERPRISES 
AS TOLD BY THE OWNER/MANAGERS 

Ques~ion Number 16 of the questionnaire asked the 

business owner/managers what they consider to be th~ir 

in the operation of their businesses. The 

this question is to draw a kind of compre­

list of major problems for the purposes explained 

in the Bame chapter. The following are the problems 

the questionnaire as told by the owner/ 
. , 

These problems are classified under four 

of trade for the reader to be able to associate 

problems that are peculiar to certain types of 

rades. Please note that the problems in all cases are 
. ( 
isted according to their degree of frequency in the 

estionnaires. In other words, the higher the degree of 

higher the position in the list. 

rises 

1. Lack of cash; 

2. Lack of skilled workers; 

3.	 Lack of appropriate workshops for rent, and too 

expensive when few R~e found; 

4.	 Excessive income tax imposed by the income tax 

office--{tax based 'on unfair assessment); 

5. Lack of managerial know-how in general; 

6. Lack of raw materials; 
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7.	 Malicious foreign importers: These importers 

of raw materials, like glass sometimes" refuse 

to sell to the indigenous entrepreneurs, and 

sell the whole lot to the foreign glass· 

industries. The indigenous entrepreneurs are 

then compelled to buy the glass from their 

expatriate competitors often double the 

normal price; 

8.	 Unavailability of spare parts for factory
 

machines;
 

9.	 Lack of the appropriate machines and tools for 

their size of business; 

10. Lack of marketing competen~e; 

11. Lack of bookkeeping knowledge; 

12.	 Keen and unfair competition (underselling) from 

unregistered artisans who do not pay taxes, 

and who thus can afford to sell at low prices; 

13.	 Larger firms that make and sellon credit: 

Customers ask for the same kind of facility 

from these small firms that cannot actually 

afford it. Thus they lose customers; 

14.	 Banks favor foreign businessmen by easing 

business loans and thus making them very 

strong financially, and hard "to compete with; 

15.	 Lack of patronage from Ethiopians and, of 

course, from foreigners too. 
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Industries 

1. Lack of cash; 

2. ,Lack of capable and honest workers; 

3. Lack of managerial know-how; 

4. Lack of bookkeeping knowledge; 

5. Shortage-of material supply; 

6. Lack of technical know-how; 

7. High employee turnover; 

8.	 Credit customers do not pa~ on time; some do
 

not pay at all;
 

9.	 Keen competition from the same kind of firms 

but larger: for example, petroleum companies 

that run their own filling stations; 

10.	 Lack of uniformity and stability of price on 

things they bUy. 

1. Lack of cash; 

2. Lack of skill for business growth; 

3. Excessive municipal a~d income taxes; 

4. Inability to get business loans from the banks; 

5. Lack of salesmanship and marketing'know-how; 

6. Lack of general business management know-how; 

7.	 Lack of market/uniform price for retail goods 

in the market; 

e.	 Lim:.ted n~~ber of importers resulting in high 

prices and also lack of variety of brands; 
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9. Shortage o~ responsible and able workers; 

10. Cannot get the goods wanted due to the negli ­

gence	 of the importers; 

11.	 Imported goods enjoy better customer patronage­

and these are mostly in the hands of the 

aliens; 

12. Lack of cash contr'ol ability; 

13.	 Absence of specific regulations that govern 

retail business operation; 

14.	 Some importers running their own retailing 

shops; they sell at low prices and also on 

credit, and thus taking the great share of 

the market; 

15.	 Lack of stock control and management to operate 

in harmony with the market/consumer demand; 

l~.	 Growth is very difficult due to the existence 

of numerous of retailers in the market and 

their unfair competition; 

17.	 Importers sometimes bluntly refuse to sell by 

saying that they do'not have any goods in 

stock when they actually have a quantity. 

1.	 Lack of marketing know-how, especially in
 

creating and administering distribution
 

channels;
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2.	 Government policies are restricting with regard 

to their,desire to import some goods highly 

demanded by customers; 

3. Excessive income tax; 

4. Lack of cash. 

CONTENTS OF THE MANAGEMENT TRAINING PROGRAM 

It is	 known that the general educational standard 

the level of understanding of the Ethiopian small 

quite low. Therefore, 'the contents of 

should be simple, practical, and able 

the immediate needs of the small entrepreneur. 

Courses designed with the above thesis as the under­

theme would and should have certain basic purposes. 

e purposes of such courses are: 

I.' To properly and broadly acquaint the owner/ 

managers of the small enterprises with the 

diverse aspects of management; 

2.	 To provide these managers with specialized 

management tools that will help to achieve 

short-term results in the form of lower costs 

of a larger volume of sales; 

3.	 To impart to the managers the knowledge required 

for effecting basic changes in,the firm's 

structure or policy, reSUlting in long-term 

benefits; and, 
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4.	 To help to deal with the problems of management 

succession by providing training for the sons 

or successors of o~~er/managers. 

In short, the over-all p,urpose of the courses' is to 

the managers with their works. Thus, course subjects 

to be selected carefully in regard to the nature of the 

arks of these managers and of the problems typically 

ma.nagers in the enterprise or area concerned 

methods appropriate for thetr solution. 

General classification of courses for small business 

as follows: 

1. Management Appreciation Courses: These include 

Principles and Practices of Management,
( 

Production Management, Marketing Management, 

Advertising and Publicity, Financial and Cost 

Accounting, Purchasing, Store-keeping and 

InventorJT Con~l'ol, Personnel Management and 

Legal	 Aspects tbat pertain to the commercial 

and industrial operations. Only the high­

lights are discussed briefly. 

2.	 Work and Method Studies Application Courses: 

These include such studies in the areas of 

production planning and control, cost account­

ing and quality control. 

3.	 Specialized Courses: These are nothing different 

from the courses listed under Management 

Appreciation Courses except that they are 
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treated in detail over a longer period of 

time.	 Of course, the Specialized include 

other	 courses like Export Promotion and all 

the	 Ad hoc courses. 

In accordance with the International Labor Organiza­

Survey	 of Management Training Needs in some African 

'countries which includes Ethiop1.a, basically, the small 

~ntrepreneur urgently needs instruction in the following 

appropriate to his type of business: 
.. 

1.	 Use of the written or spoken word in the 
official language and an extension of vocabu­
lary 

2.	 Simple arithmetic 
3.	 Simple bookkeeping and accounting methods 

Credit control4·5.	 Stock selection and control 
6.	 Simple costing 
7.	 Price fixing
8.	 Sources of finance and investment opportunities 
9.	 Bank services (there is often a faulty concep­

tion of what a bank is for) 
10. Depreciation and interest 
11. Insurance 
12. Elementary commercial law 
13. Employment legislation and wage regulations
14· Fiscal regulations 
15. Import/export practice 
16.	 Basic national economics and the role of small 

business therein 
17. Work study
18. Sales promotion and display 
19. Simple organizations and methods for the office 
20. Human relations for small employers. 5

It should be noted that not every group of small 

'sinessmen will need all these subjects, and the syllabus 

?1:nternational Labor Organization, "Survey of 
agement Training Needs in Some African Countries," 

ne €ffient Development Series, 4 (1965), p. 5. 
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of instruction will have to be adjusted to the 

~~eeds .and level of education and experience of each group. 

all, the approach must be quite basic, assuming little 

knowledge in the class. 

METHODS OF TEACHING MANAGEMENT COURSES 

The ~eaching methods used in management education 

are multiple. Some are simple, others complex. Some 

Some are more effective for presenting 

nformation than theories; some train in analysis, 'some in 

some are favored more by certain profesBors 

schools. But all have their place and their 

Commenting on training methods: 

Mr. 'Bohdan Hawarylyshyn, Director of the Centre 
d'Etudes Industrielles, has written that teaching 
methods are all multi-purpose but he believes that most 
are effective over a narrow range of application and 
suggests that for observing a problem, field studies are 
best; for selecting pertinent data, the incident method; 
for diagnosing the problem and formulating solution, the 
case method; for making decisions, simulation; for. 
communication, role-playine6

and business games; and for 
motivating, group projects. 

It is generally agreed that the usefulness of 

cannot be assessed in isolation from the 

the course as a whole. Teaching methods 

pend to a large extent on the objectives of the course 

G. McNulty, Training Managers: The Inter­
{New York: Harper and Row, Publishers, 



128 

the type of knowledge or information to be offered. 

general educational considerations need to be 

certain areas. 

As the general educational standard ~nd the level ~f 

~understanding of the small entrepreneurs in Ethiopia are 

uite low, the methods to be employed must be as practical 

s possible. The language should be very simple,. and where­

the local language must be used. Trainingof 

entrepreneurs is training of prac~ical people for the 

of practical business life. All methods th~t are 

in training these entrepreneurs must fully reflect 

fact. 

The following methods are the ones commonly used 

are appropriate for the subject and environment in 

they are put to use. All these methods can be use­

employed in the training of Ethiopian small business 

they are appropriately utilized. 

1. Lecture Method 

The	 lecture is the classical method of teaching. 

It is the most widely used in all forms of 

education, including management education. It 

is also the most widely criticized. It can be 

most effective. It ~an be wearying; it can be 

boring. Or it can be exciting; it can be 

stimulating or provocative. It depends, to a 

certain extent, on the speaker. What is to be 
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avoided in every training course is abstract 

lecturing on general management principles and 

ideas. 

This certainly does not mean tha~ the lecture .. 

method cannot be used at all. In fact, there 

has been a great deal of argument about this. 

The predominant opinion seems to be that where 

basic knowledge is missing a reasonable use of 

lecturing is unavoidable. Of course, the 

lecturing has to be suited to the small busi­

nessman. The presentation of every subject 

will be as informal as possible, with an 

extensive use of concrete examples, case 

studies, real life situations and properly 

designed audio-visual aids. The lecture will 

be relatively short and participants will be 

stimulated by all possible means to ask 

questions and take an active part in the 

discussion which will follow. 

2.	 Group Discussion (including Seminars and Confer­

ences) 

Group	 discussions are structured instructional 

meetings. They are peld for the purpose of 

increasing general knowledge, of influencing 

attitudes, and of solving problems. They 

differ from lectures in that the audience now 

becomes active participants with the leader, 
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whose responsibility is to guide the discus­

sion and prevent it from straying from the 

topic. Group discussions call for more active 

participation by ~anagers the~selves than 

merely listening to lectures, and they give 

managers an opportunity to learn from each 

others' experiences as well as from the know­

ledge of an expert discussion leader. They 

may also .point out th~ possibility of joint 

action for the solution of a common problem. 

Managers are more likely to be willing to 

participate in discussion groups than to 

attend lectures; and a solution to a problem 

that has been hammered out in the course of 

discussion is more likely to be acted on than 

a solution recommended by a lecturer. 

The discussion may either follow a lecture, in 

which case it is called a lecture-discussion, 

or it may be introduced by remarks. by the 

leader, or a series of speakers; or it may be 

based on working problem descriptions distrib­

uted in advance. Discussions of the last kind 

are known as seminars and conferences. 

Seminars are usually more informal in nature 

than are conferences. 

All forms of group discussions require a leader, 

often designated as moderator or chairman. 
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For a successful discussion the discussion 

leader should bear in mind, first, the need 

for careful preparation, including choice of 

subject or sUbjects for discussion, 'selection 

of participants, and an agenda in advance so 

that the discussion will proceed along a 

desired path leading to a predetermined 

objecti ve. At the conclusion, he usual.ly 

provides a summary. The leader also has the 

responsibility of eliciting participation f~6m 

all (or as many as possible) members of the 

group, as well as preventing one or more 

members from dominating the session. 

Discussions, as a method, have the advantages of 

providing constant feedback to the leader, 

lecturer, or teacher as to how much the students 

or participants have learned. It is 'believed 

that by actual participation members are 

likely to retain the knowledge transmitted 

than they would by lecture. They also receive 

practice in communication, and are provoked 

into thinking. 

Group discussions can certainly play a very 

important part in management training. How­

ever, to be of value, discussions require 

three ingredients: an agenda, a skilled 

leader, and able participants. If anyone of 
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these is ~acking, a discussion is apt to lapse 

into conversation. 

). Case Method 

The case method, or case study method, dependa 

on group discussions and group analysis, as 

well as-individual study and analysis of an 

unfolding business situation. The emphasis is 

more on the analysis than on the decision 

reached as a result. The method points up the 

fact that there is more than one possible 

decision for any situation. The problem is to 

fi~d and to identify the problems involved, 

determine which are the more important ones, 

and see what can be done. 

It should be remembered that "local cases" are 

very much preferable for small entrepreneurial 

training. With regard to this, an International 

Labor Organization publication observes: 

Case studies provide an important means of 
introducing variety into training courses, and 
all training experts a6knowledge the value of 
this method of instruction. There are some 
special considerations which must be observed 
when providing case studies for small entre­
preneurial training in the developing countries. 
Firstly, the setting of the case study must be 
familiar to the train~es. The names, the places 
and the general facts, must be related to the 
immediate circumstances in which the trainees 
normally live and work, so that they can identify 
themselves and their employees with the case. 
A case study based upon the happenings in an 
American or British firm may do very little more 
than emphasize, in the minds of the trainees, 
the vast gap which exists between their 
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circumstances and the'conditions in which their 
contemporarie~ in the more advanced countries 
are situated.' 

The above observation is very important. The 

case studies to be used for the training of 

small entrepreneurs must be those objectively 

written case studies of small enterprises at 

work trying to solve their own problems •. 

Thus, as applied to small entrepreneurial 

training, case studies should provide the 

means of demonstrating the practical utility· 

of certain training points, and, even more 

important, the need for a logical understand­

ing of the problem. The .scope of the case 

study for presentation to small entrepreneurs 

must be more narrow than may be the case when 

case studies are used at advanced training 

levels. 

4. "Living Case Study" 

This	 training technique, termed as "living case 

study" in the publication from which it is 

extracted is ~ell worth mentioning. The value 

is greater, of course, in the training of 

officers whose duties include the giving of 

advice and guidance to small entrepreneurs, 

7I1O , Management and Productivity, op. cit., p. 37. 
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rather than tbe training of small entrepre­

neura themselves. 

It is fairly common practice to include 
visits to factories and other larger establish­
ments in the syllabi of training courses,' and 
the object is usualLy to show trainees how a 
larger establishment is organized. It is usual 
to select, for such visits, business units which 
have the reputation for being models of their 
kind and which are particularly efficient and 
well run. Although such visits are not without 
value there is a technique which can produce 
more direct rewarding results. 

Rather than selecting large and reputedly 
fully efficient units, arrangements may be made 
to visit medium~sized businesses (which may be 
either industries or trading or other establish­
ments) without any prior regard for the efficiency 
of the units. Before the visit takes place the 
trainees should be given a brief history and 
summary of the establishment's activities, and 
they should be divided into syndicates of five or 
six trainees. If three or more syndicates can 
be formed greater competitiveness may 'be stimu­
lated. In each syndicate one of the trainees is 
nominated as 'general manager,' one as 'works 
manager' or 'commercial manager,' one as 'sales 
manager,' one as 'Personnel and Welfare Manager,' 
and one as 'Chief Accountant.' If the numbers 
of the trainees are sufficient and if the 
circumstances of the unit to be visited are 
appropriate, there may also be nominations to 
the positions of 'transport manager' and 'main­
tenance manager' and other positions. The 
syndicates should tour the business separately, 
if this can be arranged, and each member of each 
syndicate should examine that aspect of the 
business which falls within the purview of the 
office to which he has been nominated and should 
note any points which are of special interest. 
These points may be good features of the section 
of the business being examined or deficiencies 
in the opinion of the trainees. The training 
officers accompanying the group should make their 
own notes. 

After the visit has been completed, the 
members of the syndicates should be given time 
to write up their notes and the 'general manager' 
of each syndicate will ,summarize his members' 
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notes into ~he form of a complete report upon 
the.unit. The syndicates may then be brought 
together and the 'general manager' may deliver 
their reports to the remainder of the course. 
From the notes which they have made the training 
officers ·should be able to indicate any special 
features which they.observed and which have not· 
been noted in the syndicates' reports, and in 
order to stimulate a competitive spirit the 
senior training officer may make his assessment 
of the report. The individual syndicates' 
reports may then be. summarized into one general 
report and the syndicates may then redivide to 
produce recommendations as to the action which 
should be taken to correct any faults or omis­
sions which have been noted. 

Once again the syndicates should meet in 
open session for each 'general manager' -to 
deliver his syndicate'srecommendations, and 
again this may be commented upon by the training 
officers and summarized. Thereafter, the 
management personnel of the business which was 
visited should be invited to meet the trainees 
either in the classroom or in the premises of 
the business to hear the summarized report and 
recommendRtions and to discuss the points which 
have been noted. 

It is not easy to secure the requisite coop­
eration from enterprises which it is desired to 
visit, and trainees must be warned not to inquire 
into formulations or accounts figures, and to 
ask permissions from the manager or foreman 
before making any inquiries from employees. For 
this method to fUlly be effective there should 
be a succession of visits and, although the 
membership of the syndicates should remain the 
same for each visit, the individual members 
should be nominated to different 'management 
positions' on each occasion. By the time all 
the visits have been completed each' member of 
each syndicate should have occupied all the 
possible management positions at least once.8 

5. Bole Playing 

As the name implies, role playing allows and 

requires the participants to act out a given 

8Ibid ., p. 38. 
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situetion in business. Small business man­

agers, according to the past observation of 

the writer, like to role play. Role playing 

as a method of learning has, no doubt, few 

benefits for these managers. 

Its prime benefit is the development of 
human relations skills by interactions between 
people. It also offers insights into the 
emotions and thinking of others in various 
positions and situations. By practicing ~he 

behaviors of the others, not only the actors but 
also the members of the audience become emo­
tionally involved, and the analyses and . 
evaluations which follow can be as informative 
as the actual role playing. 

In this teaching method, the situation that 
is to be is structured in detail, including the 
position, feelings, thinking and beliefs of each 
character. The purpose for. which the scene is 
to be played must be clearly stated at the 
beginning; it may be designed to demonstrate the 
use of a technique or it may be played to 
dramatize a character or a situation. When the 
scene has been set, the characters act out their 
assigned roles, making up their lines as the 
play proceeds. 

The involvement of the audience sometimes is 
enlisted, also, by assigning them tasks such as 
being understudy for a role, or studying one 
character's interpretation in particular for 
significant or tale telling remarks. In some 
cases, the audience is allowed to interrupt a 
scene or to prompt characters. This emotional 
involvement, both by the characters in the scene 
or by the audience, is called, 'role reversal.' 
Other forms of role reversal include a switching
of roles, different sets of actors playing the 
same scene for different purposes. 

After dramatization, there is a session for 
analyzing, evaluating, and suggesting improve­
ments in the skills of the actors in inter­
personal relations. This is done under the 
guidance of an instructor. 
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Sometimes role playing is comparatively 
unstructured and is used for practice in buman 
relations, ~n whicb case the follow-up analysis 
is minimal. . 

6. Syndicate Method 

The syndicate matbod is a combination of lectures 

and group projects. The group projects are 

assigned to small groups of participants, 

called syndicates, on subjects that follow 

from and are supported by the lectures. Each 

syndicate selects a chairman and a secretary 

(or they may be appointed). The chairman 

conducts the discussions and leeds his syndi­

cate in its work and the prep~ration of a 

report on its assigned task, topic, or case 

study. The secretary prepares the report. 

All members of the syndicate participate in 

the work and aid in the preparation of the 

report. The report is tben presented to the 

entire class with all syndicates and all' 

members being present, as well as the faculty, 

and it is discussed in an open forum. 

The 3dv£.nGr..ge3 of' the syndicate method that 
have been citE.1d are~ 

(1)	 it promotes better 60mprehension of the 
. suostance of the lecture; 

(2)	 it helps develop cooperative thinking and 
cooperative working;

(3)	 it duplicates the real-life situation of a 
management team; 

9McNulty, Ope cit., p. 20. 
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(4)	 it provides each "participant with a per­
spective on himself and his job; 

(5)	 it provid~s understanding and appreciation 
of thevelue of specialists in areas 
therefore unknown; 

(6) it d8velops ability for self-expression; 
(7) it develops an over-all point of 'view; 
(8)	 it provides practice in handling new 

techniques and procedures; 
(9)	 it develops .better understanding of people; 

and, 10 
(10) it increases ability for decision-making. 

There	 are two requirements for success in the use 

of this teaching method. First, the task 

assigned must be relevant. Secondly, the 

members of the syndicate should be familiar 

with the handling of the particular task 

assigned. 

7. Simulation 

Simulation is a teaching method that has been 

used for years in many other fields of educa­

tion--law, medicien, airplane piloti~g, and 

even war. It is a newcomer to management 

education. 

Participants	 are assigned roles in real-life 

situations and are given only the information 

that they might ordinarily have. They must 

then discover for themselves what the real 

problems are, and how to analyze and solve 

them. Each exercise is followed by a critique 

10Ibid., p. 21. 
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session in which the management process of 

each participant is analyzed. The program 

seeks to develop a systematic approach and to 

focus on problem analysis, situation analysis, 

and decision analysis. 

8. Business Games 

Business games, or management games as they are 

also called, employ simulation to teach the 

use of analytical tools. The National Indus~ 

trial Conference Board in the United States· 

has described them as case studies in motion, 

in that they require an intensive search for 

the factors underlying ~he surface situation, 

an analysis of those factors, the making and 

implementing of decisions, and further analysis 

and decisions as the results of the first are 

made known. ll 

In	 a business game, the participants are split 

into competing groups, each of which sets up 

an imaginary company. Sometimes the organi­

zational structure is known and the men are 

assigned to certain roles; other times they 

assign themselves. In still other games, the 

organizational structure is part of the game 

llIbid., p. 19. 
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and can be the most "important decision to be 

made by the group. 

When the dramatis personae has been decided 

within each group, the actors then act out 

their roles; that is, to gain the largest 

share of a market or to determine whether to 

invest in plant expansion. They must do this 

within the economic laws and boundaries 

prescribed and in competition with other 

groups seeking the same objective in the sa~& 

market. 

As each group acts out its imaginary situation, 

it makes decisions based on information fed to 

it as the action develops. This requires 

constant analysis and evaluation of the situ­

ation and the making of decisions based 

thereon. 

When each group has co~pleted its game, the 

results are comparod, ~sually on a mathemat­

ical basis or by a panel of judges, and one 

group is judged better than the others. 

After the game is finished, there is an 

evaluation session when the game is rerun with 

all the information available ·to all the 

players, as well as their actions, competitors' 

reactions, et cetera. This critique of their 
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decisions is considered by many to be a 

valuable part of the game for participants. 

. Management games are used for a variety of 
reasons, the primary one being the opportunity 
to learn from the experience without paying the' 
price that would result from wrong decisions 
made in real life. Management games are realis­
tic and are used today for quite serious 
purposes.· They are exciting and powerful 
educational tools, with numerous applications in 
research, problem solving,' executive testt~g and 
selection and managerial decision-making. 

It should be noted, however, that management 

games which used to train 'small business 

managers must be simple and less structured 

than those n:::ed foJ" high level management 

people. 

9. S~nsitivity or T-Group Training13 

Sensitivity training as the name implies, seeks 

to make men more sensitive to others and to 

make them aware of how, consciously or 

unconsciously, they themselves in turn affect 

others. 

It	 provides a laborato~y setting in human 

relations where individuals can study and 

12Joel M. Kibbee, ement Games: A New Technique 
tor Execu,,!;i ve Development York: Reinhold PUblishing 
Corporation, 1961), p. 4. 

l3This method of training, when used for small busi­
~ess managers requires careful handling. Proper orienta­
~ion, with regard to its benefits and the manners of approach 
with simple demonstration that is related to the environment, 
will contribute to its success • 

.,
 



increase .~heir understanding of the forces 

which influence the behavior of individuals 

and of groups and organizations. The purpose 

of sensitivity training, then, is to help men­

achieve a greater awareness of how human beings 

relate to one another. It accomplishes this 

by bringing to th~ surface, for conscious 

examination, the normally unquestioned assump­

tions about human relations • 
. . 

Each participant in sensitivity training is 

responsible for bis own learning. A typical 

session is conducted by a skilled leader and 

a small group of participants. In certain 

cases, some structuring of the program is 

done. In T-Groups, the sessions are completely 

unstructured except that the leader helps 

participants focus on the way the group is 

working, the style of an individual's partici­

pation, and the issues that the groups face. 

TYPES OF MANAGEMENT TRAINING 

There could be many different types of management 

Following are a few that are considered to be , ­

for the purpose of training small business 

Ethiopia: 
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1. Management Courses 

These	 are courses of several sessions, designed 

to help owner/managers of small businesses to 

improve their exocubive ski:asand to develop· 

competence in every phase of management 

activity. A·typical management course is a 

series of evening'meetings. They should 

advisably run from two to four weeks with 

meeting of two to three hours each evening • 
. , 

The number of participants may not exceed 

fifteen in order to allow sufficient opportu­

nity for discussion, and follow-up later on. 

These courses will benefit the owner/managers 

more if they are encouraged to talk and 

exchange ideas. 

2. Management Conferences 

Conferences,	 like management courses, are 

designed to improve management skills, but 

these programs are usually limited to a one-

day or a one-evening'meeting. Such conferences 

usually feature speakers, panel discussions, 

question-answer-discussion period, and work 

sessions. The latter are discussions of a 

common problem by small groups in rooms 

separate from the general conference hall. 
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3. Seminars 

These	 are ·specialized sUbjects of general. 

application usually given to tbe detail of a 

particular subject. They usually deal with 

only one broad management function, such as 

financial management or personnel management. 

4. Problem Clinics 

Tbese	 clinics enable a small group of owner/ 

managers to get together to discuss a single 

management problem of common interest and to 

share information which comes from their 

experience and knowledge. A resource person 

familiar with the various ramifications of the 

problem usually guides the discussion. It is 

advisable to restrict the number of the 

participants to fifteen to allow ample 

opportunity for discussion. 

5. Business or Industrial Clinics 

These are very close parallels to medical 
doctors' surgeries or the consultative depart­
ment of a hospital. The "clinic" should be open 
to receive small entrepreneurs at set times and 
so far as is pos3ible, the atmosphere should be 
informal and private. Preferably, a room which 
is not directly associated with a government 
office should be used. The key man will be the 
"diagnostician" and must have an appreciation of 
all business requirements. In business ailments, 
as in the medical world, the cu~e is comparatively 
easy to effect once the source of the trouble 
is known, in the majority cases. Once the 
diagnostician has isolated the source of the 
problem he should be able to fix an appointment 
for the small entrepreneur to see the ~ppropriate 

specialist, where the problem is one which is 
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outside of bis own competence to deal with. At 
the same ~ime he should prepare a summary of the 
background of the "case" with all the relevant 
detail to brief the specialist. 

An alternative approach is to have a complete 
array of specialists available at each· clinic 
session so that they can hear the small entre­
preneur's statement of his problem at first hand 
and then decide which of the specialists shall 
tackle the case. 14 

6. Workshops for Prospective Business Owners 

These	 workshops, as their name implies, are 

designed for prospective owners of small 

businesses. The workshops enable these owners 

to learn about the factors involved in starting 

a business. They emphasize the need for care­

ful preparation and keen ~nalysis in antici ­

pation of the problems and risks associated 

with each new business venture. Here again 

it is advisable to restrict the number of 

participants. 

7. Workshops for Existing Businessmen 

There	 Bre also workshops for business owner! 

managers (that is, for those already in 

business). Tbese workshops are group 

discussions, but they are not tightly 

organized instructional meetings. Rather, 

they epe quite unstructured, being conversa­

tional in character. Workshops Bre used for 

14 ILO, ManagemenG and Productivitl' 24, Ope cit., 41. 
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the purpose of exchanging op~rational 

experience in a part~cular area or field of 

management by specialists in that area or 

field. They are not. used for-the presentation 

of general knowledge, but rather are usually 

cODcerned with the application of techniques 

and procedures. Usually the leader of a work­

shop session has an agenda or plan, but the 

discussion necessarily follows the information 

that the participants offer. 

8. rfraining "Circuses II 

One way of doing this is to organize training 
courses to be held in the premises of the local 
school or community center and to employ, foI' 
this purpose, a small team of officers who will 
become a IItraining circus,1I (or several such 
teams to perambulate in different parts of the 
country). The composition of such training 
teams will vary according to the availability of 
resources and according to the extent to which 
the training is of purely elementary level or at 
some advanced stage. If the objective is to 
provide the elements of business training to the 
IImini-enterprises" a team of three officers may 
be sufficient. Of these three, one is team 
leader and organizer, one is specialized in 
marketing and general management practices, and 
the other in bookkeeping and elementary costing. 

Training IIcircuse~'of this type can go a 
long way towards providing an answer to the 
problems of how to reach small entrepreneu~s in 
the more remote areas at reasonable cost.l~ 

With regard to this type of training, it should 

be remembered that there are some drawbacks 

. 15Ibid ., p. 33. 
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such as lack of electric power, transport of 

equipment, suitable accommodation, et cetera, 

that sbould be fully considered before 

programing any training of this typ~. 

9. Mobile Training Institutes 

An advance upon the training circus idea can 
be achieved by the· adoption of a system of 
"mobile training insti1lltes." TheSe have been 
tried in several of the developing countries 
with marked success. The road conditions of the 
country may determine the type of vehicle" which 
is most suitable for this form of operation. A 
large articulated lorry chassis give the 
opportunity for construction of a large area 
"classroom" in place of the normal lorry body 
and there is ample space of such a vehicle for 
laying out a miniature workshop complete with 
machines suitable for use by small industries 
in tb6 rural areas or smaller urban areas and 
operated by u generator powered by the vehicle's 
own engine. Another approach which has been 
tried is for the "institute" to be constructed 
in the form of a trailer to be towed by a Land 
Rover or small lorry. However, the large 
articulated vehicle may meet with problems on 
the small roads in the rural areas. One of the 
most successful adaptations of this idea has 
been the use of an orthodox 25/28 seater passen­
ger bus chassis on to which a special body has 
been built to provide a "classroom" big enough 
to accommodate about 20 persons. 

Drawings for one possible layout are shown 
in Appendix I and the measurements are, in this 
instance, adapted to construction upon a Bedford 
J6 LC 2 standard five ton chassis, and may need 
some slight adjustments for other makes and 
types of vehicles. In view of the fact that the 
vehicle is expected to cover only small annual 
mileages a petrol engine is preferred. (Please 
refer to the Narrative of t~~s mobile training 
institute in the Appendix.) 

. 16Ibid ., p. 36. 
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10. Training by Radio 

This type of training uses radio broadcasting as 

the medium and has ma.ny advantages. It gives 

a chance of reaching the whole of the small 

enterprise sector at the same time.' It helps 

avoid tbe problem of the shortage of training 

officers, as a small number can dispense the 

required knowledge to almost the entire 

country. The effective use of this type of 

training requires initial study of the listen­

ing habits so that the program can be produced 

to appeal to the small entrepreneurs more than 

the many competing interests to which the 

listeners are subjected. 

Of	 course, this type of training has one more 

advantage in that the difficulties of 

illiteracy, in the orthodox sense of the word, 

are not encountered. 

11. Training "Comics" 

Another technique which can be used, pri ­
marily, a.s a means of stimulating interest in 
training but also for the impartation of actual 
training itself, is the publication. of a comic 
paper in which the benefits of training and 
certain aspects of better business and technical 
processes are illustrated by means of cartoon 
drawings and strips. ·Such "comics" can supplement 
the suggEsted broadcasts very effectively or 
can impart similar training and interest 
stiml1.1ation ad an alternative medium. 17 

. 17ILO , Management and Productivitl, 23, Ope cit., 8. 
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12. Training by Televisio~ 

This type of training may be superior to 

training by radio and training "comics" as it 

combines hearing w~tb seeing. Unfortunately, 

television services are not yet widely avail­

able in Ethiopia. Although tbere are some 

services in Addis Ababa and Asmara, they are 

beyond the range of the small entrepreneur 

financia~ly. When they become within tbe 

reach of the small entrepreneur, it will in 

fact be very useful to start a lclosed­

circuit l television service in management 

training. 

13. Circuit Schemes 

Another informal educational device that 
allows active participation by managers and 
which provides opportunities for learning 
through an exchange of knowledge and experience 
is the so-called "circuit scheme." Circuit 
schemes are programs intended for groups of 
entrepreneurs in the same region. The whole 
group pays a one-day visit to the firm of one of 
its members, to see and discuss the problems 
encountered by the firm and the solutions 
arrived at. At intervals of perhaps two or 
three weeks each firm in the group is visited. 
Tbe participating factories are not necessarily 
in the same brancb ot industry. This type of 
"community approach" may create a great sense 
of solidarity in a region. It ~~y also give
valuable ideas to participants. 

18International Labor Office, Services for Small­
Industry, La Tribune "de Geneve, Geneva, Switzerland, 
p. 77. 



It is to be recalled that selfishness and 

individualism were in ~he list for lack of 

int~rest in ~anagement training on the part of 

the entrepreneur. There should be carerul 

consideration made about this when planning to 

employ the "circuit schemes ll device for 

training small entrepreneurs. 

14. Training on the Shop Floor 

This	 type of training is probably the most 

effective·of all. As the name implies, .the 

training is given to the owner/manager in the 

enterprise itself on the shop floor. The 

device requires the consultant/trainer to go 

out, visit the entrepreneur, show him how to 

do what is desired, watch him do it and there­

after correct and guide him as required. The 

moral of this device for the development of 

managers is obvious. No learning situation 

fulfills the requirements of development quite 

as satisfactorily as the job itself. Learning 

by practice, and coaching on the job means 

that what is learned will be what is actually 

being don.e. 

15. Programmed Instruction 

This	 type of training uses a method of self ­

tuition. It is claimed that it enables people 

not only to reduce sUbstantially the time 
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taken to learn a. given subject, but also 

appears to offer much better retention than 

most normal teaching methods. 

The essence of programmed instruction is t.he 
presentation of information to the student in 
very small pieces, known as "frames," each of 
which is accompanied by a concealed answer. 
Once tbe student bas given bis answer, generally 
by writing it in a blank space, be is able to 
check it by uncoverlng it in some way. This is 
kn()".,r(i 8.~ "reinforcement. i' In its simplest form, 
tbe anSvler is printed in a separate column to 
tbe right or left of the text and may be covered 
by a sheet of paper or slightly more elaborately, 
by an opaque plastic mask sliding in a groove 
dmm r~e side of the plastic· cover holding the 
text. 

This type of instruction is very useful in that 

it'saves the manager from having to come to 

the lecture hall, and relieves bim of the 

worry that comes from leaving his enterprise 

to attend courses. 

FEED-BACK 

In learning, particularly in one that ha~ relevance 

for management development, there is one important principle. 

the principle of feed-back. Feed-back is the 

partial or complete, of a process to its source. In 

management education, this involves the results of an action 

taken--whether in business simulation or in other learning 

processes--being relayed back to the participant for his 

19center for Entrepreneurship and Management, 
"Training Technician's Conference," MD-19-805, 2. 
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eval~ation and further learning. In other words, according 

to this principle: 

• • ~the stress is on the necessity for a mechanism 
which on the hand tells the learner what and how to do 
and on the other tells bim how he is doing. Stated mQre 
precisely, what this princi~le asserts is this: the 
closer the contact between the information received by 
the lear~er and the practice by means of which he 
incorporates what.he is learning into his work, the more 
effective the learning will likely be. Tbis summary can 
in turn be broken down into' two subsidiary propositions. 
First, the nearer in time instruction, practice, and 
correction to one another, the better. Second, the 
smaller the units of information conveyed at one time 
in instruction and correction, the sreater is tbe likeli ­
hood of absorption by the learner. 2 . , 

This is very important. Businessmen who pass through 

kind of course must not be forgotten after the course is 

If they are, the training schemes cannot be worth-

It is an absolute must that all training schemes 

sound follow-up system. Such a system will include: 

1.	 visits of consultant/trainers to the enterprises 

run by tbe businessmen who attended the courses; 

2.	 refresher courses and seminars keeping the entre­

preneurs in touch with developments; 

3. issue of management practice manuals and other 

useful information bulletins. 

This system will make feed-back possible. 

Associations formed by course graduates can create 

promote effective relationship and two-way communication 

20Howard Smith, "Management Development in 'New' 
Countries: Perspectives from Russia and America," Manage­
ment International Revie~, 5 (1966), 50. 
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which will make feed-back and continuity of managerial 

skills acquisition very possible. 

THE USE OF VISUAL AIDS IN MANAGEMENT TRAINING 

The old Chinese proverb "One See Worth Thousand Say" 

has a great bearing on tbeuse of visual aids in management 

training. 

Visual aids play an important role in management 

training, and the proper use of them is .highly recommended. 

The instructor who helps his participants to visualize 

sUbject rnatter and ideas not only holds the group interest r ­

stimulates thoughtful consideration and retention of 

topic. 

The consensus of the concerned groups and organiza­

with regard to tbe use of visual aids in management 

training is very strong: 

Films, filmstrips, and visual aids in general, like 
exhibitions, derive their importance from the fact that 
things that people see often make a bigger impact on 
tbeir minds than things that they hear or read. • .As 
a sideline they often run courses on·howtomake the 
best use of the various aids available. Another impor­
tant task they perform is selecting and adapting foreign 
material to the sp~Iific conditions and needs of the 
country concerned. 

The importance of visual aids and their values in 

management training is quite immen~e. However, it is 

equally important that instructors take great care in using 

visual aids. As stated above selecting and adapting them 

.21110 , Servicesfor Small-Scale Industry, Ope cit., 
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is an important task of inetructors. One International 

. exper~ comments as foilows: 

At all stages of training activities the use of 
audio-visual aids can increase the effectiveness of 
training efforts. It need not be explained here why 
they are more necessary in the small business context 
than in any other. The condition is, of course, that 
they be adapted to the "consumer." This applies, for 
example, to the use of training films which are often 
not understood by people in a developing country since 
they were originally produced for a different economic 
and social environment. Another condition is that· the 
use of audio-visual aids does not become an end in 
itself. The trainee should not be dazzled by fancy 
gimmicks Which would divert his attention from the 
subject. 22 

The special importance of visual aids is a univer­

sally accepted fact. One important caution that goes wit~ 

this fact is that whenever visual aids are used, it should 

be remembered that they must be properly selected and 

adapted to the environment and/or trainees. An International 

Labor Organization survey report observes: 

The characteristic common to people everywhere that 
visual recollection is superior to aural recollection 
is, if anything, even stronger in Africa. Hence the 
extensive use of visual aids to retain attention and 
encourage recall is of special importance. Care should 
be taken to ensure these are in a familiar visual idiom. 
In this connection, some Africans find three dimensional 
and perspective drawing difficult to grasp.23 

22X• Gir, "Training of Managers of Small Enter­
prises," Management Development Series, 7 (1969), 80. 

o 23ILO , Survey, op. cit., p. 11. 
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\ffiAT VISUAL AIDS TO USE, WHEN' AND 

HOW TO USE THEM 

It is accepted that visual aids are of 'great value 

in management training when instructors make proper selection 

and adaptation of the visual aids they use. The questions 

that normal }.y arise in planTJing these aids are: 

1. \vhat are the visu.al s.ids that can be used? 

2. When are these visual aids appropriately used? 

3. How are these visual aids effectively used? 

To be able to benefit from the use of visual aids, 

instructors must find the answers to these questions and 
) 

implement them accordingly. The following is extracted from 

the Small Business Administration publication on visual 

aids: 

1. Chalkboard 

Study and plan before a meeting what to put 
on the board and where to put it. Use it to 
present sketches, diagrams, outlines, defini­
tions, key words, directions, record of class 
contributions and summaries. Suit material to 
board space. Write plainly and quickly. Keep 
wording simple. Stand at one side of the board 
while referring to material. Talk to the group 
and not to the board. Erase material no longer 
needed. 

2. Posters, Charts, and Diagrams 

Use posters, charts, and diagrams to arouse 
interest and attract attention; to show relation­
ships and trends; to inspire group. Use device 
large enough to be seen. Post everyone so they 
can see. Present at right time. Discuss 
information illustrated. 
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3. Films and Vilmstrips 

These are used to present an over-all view; 
introduce a new sUbject; emphasize specific 
aspects of a subject; to arouse interest and 
to summarize. Select carefully to relate to the 
discussion and plan .presentation. Arrange room" 
and equipment for showing. Alert the audience 
for the showing or what will be seen. Run the 
film. Discuss the subject matter and summarize. 

4. Samples, Forms, and. Exhibits 

Use these to keep subject matter practical; 
to show development of a process; to increase 
understanding. Select only enough to illustrate, 
not confuse. Pass around if necessary. Take 
time to present clearly. Comment when present­
ing. 

5. Pedestal Chart 

A pad of newsprint sheets or similar paper 
may be used for the same purposes as the chalk­
board. Material recorded with chalk or crayon 
or marker may be saved for future reference by 
the group or by the instructor. 

6. Hand-Out Materials 

These are important and are used to present 
information uniform in character and as a guide 
to material covered. They are also used to 
emphasize key points; to arouse interest and 
discussion; to review or summarize discussions; 
and, to serve as permanent reference. Select to 
serve a definite purpose. Introduce at right 
time. Distribute in m~TIner to convey its 24 
importance. Direct members how to use it. 

It is advisable that a management train~ng center 

institution set up a technical assistance department 

beaded by a technical assistant with some kind of management 

training background, and of course well-versed and creative 

24Small Business Administration, "The Visual Aids," 
(Franchising: Topic Eighteen), 1968, p. 23. 
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1n the making of visual aids. Thfs technical assistant must 

. also be able to select and adapt some foreign visual aid 

materials. It is essential also that he be able to operate 

-most of the audio-visual machines. 

MANAGEHENT TRAINING FACILITIES IN ETHIOPIA 

Management training facility in the sense discussed 

1n this study was virtually non-existent until the ye~r 1968 

when the Center for Entrepreneurship and Management (CEM) 

was established. Of course, there are a few in-company 

training schemes whose facilities are exclusively for their 

respecti -,Te employees. Apart from these, the only training 

facilities currently available are: 

[The Insti tute of Public 
Administration (IPA) 

This Institute was initially a joint project of the 

United Nations and the Ethiopian Government and was founded 

in 1956. According to its jurisdiction of activities, the 

Institute provides training exclusively to government 

officials and staffs of government chartered agencies. 

Unfortunately, no courses are offered to trainees from the 

private sector. The courses that are run are mostly 

specialized short courses on a number of sUbjects like 

personnel, labor and archive administration" Development of 

the government executives is largely the objective of this 

Institute. Accordingly, few seminars are occasionally 
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conducted fo~ top government officials, and even these few 

are not enthusiastically supported. 

The Institute is non-residential and thus very few 

attend from the provinces. All courses are· part-time. 

b~cause of the reluctance of the government organizations to 

release their staff for full time courses. Due ~o lack of 

the essential support of the concerned government bodies, 

the effectiveness of the programs is now being much impaired. 

The Institute is now run entirely by Ethiopian 

staffs and it has a good library and many useful training 

materials. 

The College of Business 
Administpation (CBA) 

This College, the only one of its kind, was opened 

in 1963. The College is housed in the Haile Selassie I 

University Campus, and its activities and administration are 

coordinated by the University. The courses, with management 

and accounting as majors, are for four years' duration. The 

are drawn from academic and comprehensiye secondary 

upon successfully passing the Ethiopian School 

Leaving Certificate Examination. These students, in almost 

have had no previous experience of commerce or 

industry. The syllabu~ aims to develop analytic and 

problem-solving skills. Some of the course activities 

include research work in the fields of business investmen~ 

management in Ethiopia. 
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In addition, through an extension program, some
 

degree courses and courses in advanced secretarial subjects
 

are held mostly in the evenings.
 

The Center for Entrepreneu~­


ship and Mar.agement--rGEl'1T-­

This Center, tha~ w~s established in 1968, is a
 

joint project of the Imperial Ethiopian Government and the
 

United Nations Development Program for which the Inter­

national Labor Organization is the Executing Agency.
 

to the Plan of Operation signed by the above
 

parties, the objectives and the activities of the
 

Center are as follows:
 

The objectives of the Center. Its objectives are to 

and facilitate, through the direct assistance and 

extension services, increasingly effective participation by 

"indigenous Ethiopians in the industrial and economic develop-

of their country, with particular emphasis on provid­

1.	 Practical training, consulting and advisory 

services for existing and prospective Ethiopian 

entrepreneurs in small-scale undertakings; 

2.	 Advisory services in management and entrepre­

neurship to institutions providing extension 

services and other forms of assistance to 

entrepreneurs; 
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3.	 Management training for Ethiopian managerial 

staff working in larger enterprises, both 

public and private, including public services 

and utilities. 

\, 

Fields of concentration. The Center concentrates-"" 
its main efforts on achieving t~ese objectives in manufac­

turing, processing, and service industries. Initially, the 

Center's services were made available only in the Addis 

Services. In pursuit of the stated objectives, the 

Center provides the following services: 

1. Training and Development Services 

2. Advisory and Consulting Services 

3.	 Development Worksbcp Services (provisional), 

pending pruject. evaluation 

4. Promotion Services 

5. Research and Evaluation Services 

6. Administrative Services 

These services are provided in the fields of know­

generally referred to as: 

1.	 General Management, including the principles, 

practices and concep~s of entrepreneurship, 

business and management. 

2. Management Accounting and Financial Management. 

3. Industrial and Production Engineering. 

·4. Marketing and Sales. 
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Availability of ser·vices.· The above services 

individually or in combinations appropriate to each case, 

are promoted and made available to: 

\ 
1. Existing and prospective Ethiopian ent'repre­

neurs, to enable them to achieve greater 

viability, success and growth in their 

enterprises. 

2.	 Extel1S ion, advisory personnel, and where 

appropriate their managers, in Government 

Departments, private and public institutions 

and enterprises which provide (or are planning 

to provide) credit or extension services for 

developing, assisting or promoting smaller 

industries and indigenous entrepreneurship. 

3.	 Managerial personnel, especially in the larger 

public and private enterprises and institu­

tions, to prepare them for higher management 

positions, and/or to become entrepreneurs in 

their own rights, as appropriate. 

In each case, the fundamental approach is to assist 

individual or the enterprise, to solve his own manage­

ment	 problems and to take advantage of his own opportunities 

accordance with practices of modern management as adapted 

or developed for the Ethiopian environment and people. 
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GUIDE FOR THE MANAGEMENT TRAINER/DIRECTOR 

Tbere are certain steps that need be observed if a 

tnaining program is to benefit the participants. This guide 

-is prepared with this in mind to help the trainer/director 

as a useful checklist. 

The guide is based on the underlying principle that 

all training programs must be tailor-made to best benefit 

the trainees. It is partly a description of the approaches 

the Small Enterprise Development Department of the Center 

for Entrepreneurship and Management is making in its 

management training activities, although no such written 

guide exists at the Center. The Guidebook for Coordinators 

of Management Training for Small Business prepared by the 

Small Business Administration of the United States of 

has similar guidelines. The Small Business Adminis­

guidelines, which are systematic and simple, will, 

have rewarding applicability in the Center's 

in Ethiopia as well. This guide is also an 

,adaptation of the above mentioned Small Business Adminis­

tration Guidebook with all the due acknOWledgements to the 

Administration. 25 

25Small Business Administration, Guidebook for
 
£oordinators of Mana ament Trainin for Small Business
 

Washington, D. C., April, 19 9 •
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The Course Director and the 
'C:Advisory Committee .. 

There are two elements that play an important role 

in management training programs for small entrepreneurs. 

These are the course director arid the advisory committee. 

The courso director. The key to a successful pro­

gram is the course director. He must be a professional 

staff'of the Genter/Institution. Since he is the individual 

the businessmen will get to know best during the training, 

it is important that he exercises convincing leadership. 

He should 81so exhibit respectable personality, enthusiasm, 

and professional competence. The course director is 

responsible for planning, developing, and coordinating the 

training sessions. He also sees to it that all the things 

that are required for the smooth running of the program are 

completely' provided and arranged. In many instances he 

introduces the speakers at each session. 

The advisory committee. The advisory committee of 

management training program should be made up of local 

leaders--business and civic--who are interested in the 

economic welfare of the community. To be representative of 

the business community, the committee should advisably be 

of a representative of the local chamber of commerce, 

small businessmen, a representative of the Ministry 

of Education, the business editor, a representative of the 

employers' federation, a lawyer and an accountant. The 
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~committee should be large enough to represent and small 

enough to be workable. The functions of the committee 

generally are: assisting in determining training needs, 

influencing the small businessmen to attend cours~s, 

enlisting trainees, suggestion of time and place for holding 

classes or meetings, facilitating the problems of getting 

the proper place and certain required items, suggestion of 

n~mes of speakers, suggestion of wording for pUblicity and 

ways of publicizing programs, compliation of mailing lists, 

and conduct of community surveys in certain instances. 

PLANNING 

When a management center decide~ to offer a training 

progl'aIn, efrective planni.ng is essential. Such program 

planning involves initiaJ. planning lind detailed preparation. 

The former is concerned with the identification of means of 

enlisting small businessmen--this includes building a 

community structure (advisory committee), assessing training 

needs, and in general, laying the groundwork for specific 

sessions. The latter is concerned with planning for a 

specific unit of training. 

INITIAL PLANNING 

This includes Timing, Determining Training Needs,
 

Deciding Type of Training, Scheduling Training, and
 

Spreading the Word--Promotion.
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Time 

When making initial plans, timing is an important 

consideration. The course director should keep in mind that 

-the time of year when training will start affects the 

planning schedule. For example, a course should not be 

scheduled during vacation seasons when businessmen and 

instructors will be away. Some questions to be consid~red 

i~ allowing sufficient lead time in organizing manage~ent 

courses are: 

1.	 Is this the first small business management 

training to be offered by the Institution? 

2. Is ita repeat of follow-up course? 

3. What time of year will the training begin? 

4.	 What local factors need to be considered in 

planning the course or other form of training? 

5.	 What is the most convenient date and time for 

small businessmen? 

6. Et cetera. 

Determining Training 
Needs 

As has been strongly emphasized earlier, to be 

-effective, training should be directed to the needs of the 

local business community. In planning a training program, 

the advisory committee can help the course director pinpoint 

in which training is most needed: When the training 

is an advanced course, a follow-up workshop or a problem 

clinic,- the problem is fairly simple. The training 
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requirements can be determined by analyzing the evaluations 

which participants made at the end of the initial training. 

Deciding Type of Training 

After determining the training needs, the next step 

is to decide what type of training will best meet their 

needs. Should it be general ma~egement course, conference, 

workshop or problem clinic, or seminars? Along with this, 

some kind of training methods determination should be 

attempted. 

Scheduling Training 

Time and place are important when planning a 

training program. The meeting place and the time must be 

convenient to the businessmen who are expected to attend. 

Members of the advisory committee may be able to suggest the 

most appropriate month, day of the week, hour, and the 

location that will best fit into the schedule of events in 

the community. 

Spreading the Word-­
Promotion 

The best made plans of mice and men often go 
'astray--especially when they aren't promoted. Prospects 
have to be told about management training, as well as 
sold on it, if they are to become participants. 
Inadequate enroll~ent can usu~lly be traced to inade­
quate promotion. 2 

26 . Ibid., p. 27. 
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When the course director works on 'spreading the word 

for a specific unit of training, such as a course, timing, 
.	 . 

media,	 and direction are important. 

Timing. Training should be scheduled far enough in 

advance to allow sufficient time for promoting. A minimum 

period of three to four weeks should be allowed between the 

first mailing of announcements and the date a course begins. 

The timing and effective use of promotional media will 

require the attention of the course' director. 

Promotional media. The course director must use all 

effective media from the variety available for promoting 

small business management training. The following can be 

used successfully: 

1.	 Direct Mail. The most popular form of direct 

mail is an attractive printed brochure. A 

sample of such brochure used by the Small 

Enterprise Development Department of the 

Center for Entrepreneurship and Management is 

contained in Appendix J. Letters from the 

advisory committee can be very useful. The 

mailing list may be prepared by the advisory 

committee also. 

2.	 Newspapers. Local newspapers must be asked to 

give coverage to the programs as they develop. 

The first story can be the announcement of the 

advisory committee m~eting and the proposed 



168 

date of the course. They can give informa­

tion, for example, o~ registration, and 

starting dates. Often it is desirable to 

invite a reporter to the opening session ·for . 
a firsthand story. A story of the closing 

exercises may encourage others to attend the 

next course or to participate in the next 

t~alning offered. 

3.	 Newsletters. The newsletters of trade associa­

tions and· organizations, such as chambers of 

commerce, are excellent media for reaching a 

specialized group of businessmen. 

4.	 Personal Contacts. The course director and the 

advisory committee members may telephone or 

visit friends and associates and ask them to 

participate in the training. 

5.	 Radio and Television. The local radio and 

television stations should be approached to 

furnish time for spot announcement~ as a 

public service. 

6.	 Public Talks. Announcements may be made at 

meetings of local business and trade associa­

tions, eapecially at meetings of the ones who 

are very much concerned with the training 

program. 

7.	 Other Media. Some courses can be publicized 

through paid announcements in newspapers and 
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over radio a.nd television. Banks can include 

announcements of courses with their statements .. 
or other brochures to their customers. 

The important thing is tpat the course director 

makes certain that every appropriate form of promotion is 

used to the best advantage. 

Directi!2e..J?l'omotion. The tJlpe of treining being 

offered will dictate the direction the promotion will take. 

For example, much of the training is directed toward a 

heterogeneous group. Such 8 group consists of owner/ 

managers from a variety of businesseB. Promotion for this 

group should: (1) stress the fact that management problems 

are similar as long as they are at the administra~ive level, 

and (2) point out the advantages of gaining insights from 

the problems and solutions of other small businessmen. When 

the training is offered to a special designated group, such 

as a group of manufacturers or a group of printers, the 

promotion can be pin-pointed to that group's needs. Mailing 

lists from trade associations and local business groups will 

help the course director in directing mail to a selected 

group. 

DETAILED PREPARATION 

A house built without blueprints will not long 
endure. Similarly, the most highly promoted training· 
program will not succeed unless it is planned in detail. 
The "blueprint" which the course director uses should 
include: (1) scheduling the training well in advance; 
(2) choosing instructors/speakers with care; (3) supplying 
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them with the necessary information and materials in 
sufficient time for their preparation; (4) arranging for 
the physical accommodations of the participants; and (5) 
planning appropriate e~el;><ises' to recognize those 
completing the training.L-( 

Scheduling 

Allowing sufficient lead time in planning the 

training is vital. A schedule helps the course director to 

see that various details are handled at the proper time. 

Factors to be considered in planning the training are the 

month, day of the week; and time of , day the training is to 

be held. 

~Lpf tha wee~. 

1.	 What nights are pre-empted for other activities 

of businessmen, such as chamber of c'ommerce 

meetings, association meetings, and sports? 

2. What nights are used for religious observations? 

3.	 Are certain days set aside for certain other 

local activities? 

Hours of the day--morning. In determining the hours 

for a one-day conference or workshop, certain questions must 

be answered. 

1. When does the morning business rush begin? 

2.	 Should the meeting hour be set long enough after 

the time of the rush hour to allow the manager 

. 27Ibid., p. 33. 
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to attend to the most pressing activities that 

require his personal attention? 

Hours of the d~~~=~~~inA. Evening se~sions are 

often easier to arrange tb~n daytime ones. The main 

considerations in setting opening and closing hours for 

evening sessions are listed in the two questions tbat 

follow: 

1.	 What time will permit the businessmen to close 

their offices, and arrive "at~he meeting place 

without undue haste? 

2.	 Considering the length of the class sessions, 

what closing hour will permit the participants 

to return home at a reasonable hour? 

Time of training. After the starting time bas been 

decided, the next question is what should the duration of 

each session" be? According to surveys and opinion assess­

ment, most of the training programs will be conducted in tbe 

evenings. The prevailing starting time is 6:30. This being 

the case, the duration of each session should not exceed two 

hours with a fifteen minutes coffee break after the first 

hour. 

Month of training. There "are certain months during 

the year when the businessmen are totally occupied and 

cannot attend any kind of course. These are the harvest 

months for the agricultural products businessmen and the 



172 

holiday season which are the peak "sales' season for the 

. retailers and some consumer goods manufacturers. Ask, which 

months are these in the year? 

Location. The location for the training should be 

convenient and accessible to .the majority of the partici­

pants. Adequate parking should be available in the vicinity 

at the time of the meeting. Some courses can be held in the 

classrooms of educational institutions. Any room that is 

properly ventilated and lighted can be used. It should be 

informal in appearance, comfortable, and conducive to 

lectures and discussions. 

Choosi~nstructors/ 
Speakers 

As far as the professional instructors of the 

management training center are concerned, the course 

director sbould see to it that the topic of discussion for 

eacb session is given to the appropriate staff. With regard 

to the outside speakers, it is very important that great 

care should be taken in their selection. The course 

director should know the capabilities of each speaker he 

plans to use. Otherwise, he must choose from available 

speakers and help them to present their subjects in a 

practical manner. He will want to emphasize the needs of 

the audience and the objectives of the training to see that 

speakers get the instructional materials. In selecting 

'speakers, emphasis should be placed on knowledge and 
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experience in tbe particular topic rather tban skill in 

lecturing; But even so, no one likes to hear a lecture 

read. 

Brieting the Instructors/ 
Speaker~ 

Some of the speakers may have little or no experi­

ence as instructors, they are businessmen and competent in 

a specialized field. They may need help in preparing and 

presenting a lecture or they may need suggestions, for 

example, for encouragin~ audience participation. The 

professional businessman giving the lecture may need guide­

lines on subject matter presentation. 

Selectin~_~.ning Haterials 
and Eguipment 

Detailed preparation involves insuring that the 

necessary materials will be on hand when needed. The course 

director should see to it that the visual aids, films and 

tapes are available; and should reserve them well in advance 

of the dates that they will be needed by the instructors. 

In addition, the course director should be sure that equip­

ment, such as projectors, screens, and sound apparatus, is 

in operating condition when needed. 

Planning Hospitality 

The classroom or meeting place should be comfortable 

and conducive to informality. Most businessmen feel more 

relaxed in an informal setting. Various devices for making 
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-participants feel "at home ll can be used quite successfully • 

. The following are some devices that the course director can 

use to encourage participants to feel flat home." 

1.	 Have each businessman identify himself and his 

business at the heginning session of a course. 

Time may be Qllo~ed ~or a brief description of 

bis bi.lSipe~·f': G.nd its product or· service. Of 

co~rse, the course director will make an 

assessment of opinion in advance whether or 

not the participants will agree to this 

practice. 

2.	 Provide each registrant with a name tag which 

is to be worn at least on the first day. " This 

is especially important in one-day meetings. 

3.	 Provide name plates for each participant if 

tables are used. The name should be printed 

large enough to allow the instructor "and other 

participants to read it. 

4.	 Furnish note pads, folders, pencils, rulers, 

erasers and aSh-trays. 

5.. Arrange coffee breaks to relieve physical tension 

and encourage discussion among the partici ­

pants. 

6.	 Arrange tables and chairs in a manner conducive 

to discussion, as we~l as listening. 

7.	 Provide facilities for the hanging of coats and 

hats. 
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Achievement Dinner 

A dinner for class members is an effective way. of 

presenting the certificates. An important personality that 

is connected with the economic development of the country, 

that is, high a.uthori. ty from the government --recogni zing the 

importance of small business to the economy--may be invited 

to speak at the dinner. However, the dinner ~peaker c~n be 

from business life too. 

PRESENTATION 

One of the test~ of trai~ing is in the presentation. 

Poorly presented facts, opinions, and insights are of little 

value to the olmer/manager who seeks to. improve his manage­

ment techniques. As a bUsy man, he wants practical answers 

presented in terms he can grasp quickly. 

The course director has to be sure that his instruc­

tors/speakers understand this point. He may want to make 

them aware of cri:cical comments which are often voiced by 

participants and also appear on evaluation sheets. These 

criticisms are: "The speaker was not prepared and did not 

h.Llow his sub ject. " "He talked over our beads, concerning 

himself with big business rather tban small business problems 

like we ha.ve." 

The course director can help his instructors in 

briefirg them on the Center I s materi~ls they can use in 

preparing their presentation. He should encourage them to 

develop-practical illustrations of indigenous management 
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techniques. Also, be should give them copies of the appro­

priate bandout materials ahead of time. The course director 
. 

can furtber help the speakers by providing them with a
 

composite picture of tbe class. This briefing may include
 

such information as the number of enrollees, their sex, and
 

educational background, types of business represented, age
 

of tbe firm, and the nl~ber of employees.
 

Encouraging Discussion 

A question period helps to encourage discussion and 

provides instructors with feed-back. Since some participants 

hesitate to ask questions during tbe lecture period, it may 

be preferable for the questions to be submitted on cards 

during tbe break. 

Some instructors have the participants submit 

several questions in advance of the session. The speaker 

then comes prepared to answer the questions during his 

lecture. One advantage here is that tbe speaker is aware 

of the interest of tbe businessmen before tbe session and 

can present his material accor~inglY. 

Evaluation: Did the Training,
 
Meet the Needs of the
 
Participants?
 

"A question tha.t plagues educators is: Did the 

28training take?" Instructors and coUrse directors of
 

management training sessions are no exception. They need
 

.
·28

Ibid., p. 47. 
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answers to questions such as: Did the training meet the 

expectations and needs of the participants? Is the need for 

additional training indicated? To make such a determination, 

evaluations must be obtained from those who sat under the. 

instructor. The instructor may wish to set aside the last 

fifteen minutes of the final session to obtain evaluations. 

Each participant should turn in' his evaluation before 

leaving the classroom, because it is very likely that he 

will forget to mail in his evaluation. 

Probably the most useful tool is a questionnaire. 

The instructor will ask the participants to complete a 

p~epared questionnaire at the end of the training. 

OPPORTUNITIES FOR ADDITIONAL EDUCATION 

"Strike while the iron is hot" is the theme bere. 

Accordingl~, the small businessmen should be encouraged to 

continue tt~ir quest for self improvement. If the basic 

management t ....·aining has arollsed the interest of the partici­

pants, the last session is a good time for the course 

director to encourage them to continue tbeir education. 

This is a good time to tell them about any long range plans 

for additional training. They can also be told about ways 

in which they can keep abreast of ~anagement development. 

For example, the course director should tell the 

class about the advantages of joining alumni associations. 

In addition, the class should be reminded of the advantages 
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of joining their local chamber of commerce and any trade 

association rel~ted to their particular business. 

Advanced Training 

Plans for follow-up or additional training should be 

announced at the conclusion of the initial training. If 

none is planned, the course director should review the 

evaluatioroquickly to see who is interested in training. He 

can tell them that he will notify them after the evaluations 

have been studied and plans for advanced tr~ining have been 

made. 

The advanced training may have to be given at 

different nights "and hours, depending on the preferences for 

time indicated on the questionnaires, than those of the 

basic course of conference. Preferences expressed by the 

participan~s may also mean varying the approach to certain 

subjects in the future. In offering advanced training, the 

course director and the advisory committee work together. 

The task is to determine the broad topics that make up a 

well-balanced management development program for their 

community. 

Alumni Associations 

Alumni associations offer an opportunity for 

encouraging participants to continue to seek management 

training. Participants should be motivated and encouraged 

to form such associations wben they complete a given 

training program. The purpose of such associations is to 
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perpetuate interest in developments in business policies and 

practices, and promote cooperation among small businessmen 

for their development. 

These alumni associations can eventually evolve into 

an independent small businessmen's association. The purpose 

of this association can be: qui.tt9 br"oad, and can include the 

advancement of management training for association members. 

Trade Associations 

Trade associations act as a clearinghouse for 

information and enable their members to keep abreast of 

progress in their particular field. In addition, they can 

conduct training in various aspects of their particular 

operation in close cooperation with the management training 

and consultancy center. 



Chapter 5 

SUM}1ARY, CONCLUSIONS AND RECOMMENDATIONS 

It was the purpose of this study to: 

1. Analyze the factors which have slowed the 

development of entrepreneurship in Ethiopia. 

2. Identify the major problems encountered in 

operating small businesses. 

3. Determine the problems in developing small 

business managers. 

4. Identify management training needs and determine 

appropriate methods. 

5. Design a guide for management training program 

development. 

6. Outline the activities of the few training 

centers. 

7. Offer constructive suggestions for promoting 

entrepren~ur'ship development. 

All the published materials listed below were 

extensively reviewed. The review included library research 

over both periodicals and some relevant studies. The 

writing of this report is thus based on the information 

provided by the following documents: 

180 
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1.	 International Labor Organizatfon publications 
and international survey reports on the 
sUbject; 

.. 
2~ Periodicals, books, pamphlets, micro-films and 

microfiche from the William Allen White 
Library of the Kansas State Teachers College 
of Emporia; 

3.	 Xeroxed materials and books tbat were secured 
through the Inter-Library Loans. 

4.	 The writer's o\Yn paper contributed to tbe Inter­
Region~l Technical Meeting-cum-Study Tour on 
Management of Small Enterprises held in 1968 
in Turin, Italy; 

5.	 Report collected by the·Center for Entrepreneur­
ship and Management partly prepared by the 
writer and his colleagues; 

6.	 Reports on management development studies in 
developing countries prepared by experts and 
interested individuals and groups. 

In order to determine management training needs of 

the small business managers, the questionnaire-interview 

method was used. In total, 285 owners and/or managers of 

approximately 3331 registered small businesses in the empire 

were interviewed ~ith the aid of questionnaires to find out 

their training needs, dnd &lso to determine the metbods, 

media and time they appreciated. In almost all cases, part-

time surveyors were employed to talk to the entrepreneurs 

and complete the questionnaires.· Although the survey was 

geared to the small business managers, the selection of 
. 

these managers or enterprises was made at random. Over 150 

small enterprises, other than the 285 mentioned above, have 

been surveyed by tbe professional staff members of the 

Center, mostly of the Small Enterprise Development 
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Department. Out of these 150, about 50 pe·rcent were in the 

provinces •. 

The data collected ·were compiled, tabulated, 

analyzed, summarized, and interpre.ted. 

Finally, conclusions were reached on which recommen­

dations could be made. 

SUMM.ltRY 

Ethiopia, with an estimated population of 24 

million, is one of the most ancient empires still in exist­

ence. The country at present is in a transitional state as 

it emerges from an isolated conservative community to a 

modern progressive empire. Ethiopia is potentially rich in 

a variety of resources. At present, the prevailing 

industrial activities are essentially based on agriculture. 

Although unbalanced, Ethiopia trades with other countries of 

the ~9rld. Ethiopia was known as one of the important 

tra<\ing centers in the Middle East until foreign penetration 

graduall:r cut off the historic trade routes and ~thiopian 

trade diminished. As a result, the wealth of trade lost 

its primary importance to the wealth of land, and trade was 

no more the socially acceptable means of earning one's 

living. This v-las the C,ase until 1918 wb~n the first modern 

economic enterprise, the 1"rench-E.... hiopian REli):,..ray, was 

completed. It should, however, be nOGed that Ethiopia did 

not really begin modern industrialization until 1946 when 

the Ethiopian Airlines was established. Since 1946, the 
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rate of growth has been..rapid, though the development 

standard is still low. 

In tbe economic organization of Ethiopia, small 

entel''Iprises comprise the ls.rgest. number (90 percent), and 

thus they are the providers of employment for over 80 per­

cent of the total employment outside of agriculture. This 

is mainly because small enterprises do' not require as much 

capital as the larger firms and require less risk-taking. 

The major problems of the Ethiopian small businesses 

are in the fields of general management, finance, marketing, 

production, and personnel. Small business owner/managers 

are not creative.in that they do not join the market with 

new products and/or services. They also do not care to find 

out beforehand whether or not there will be market for their 

products or services when they go into business. There is 

a significant lack of systematic approach to starting a 

business. The small entrepreneur is nov consumer-oriented, 

and thus is ignorant of the consumer requirements, the 

market potential, nature of the market trends, and the 

proportion of the market held by the firm. 

Small businesses suffer from a perpetual shortage of 

cash since there are not sufficient financing institutions 

that readily provide the small entrepreneur with cash. The 

small businesses have excessive stock and work in progress 

since they do not have effective production planning and 

control, and they have poor product design that results in 

low quality goods. The small businesses do not, most of the 
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time, have personnel of high caliber to support new develop­

"ment and expansion. This is due to their inability to 

compete with the larger firms in attracting and retaining 

... such qualified and experienced personnel. It is also partly 

because they do not want to, or cannot, pay good salaries. 

A study into what is in store in Ethiopia that will 

assist the promotion of small enterprises, has revealed the 

fqllowing: There are big investment opportunities, 

particularly in the area of agro-industry. The Ethiopian 

Government that has realized the need for rapid industrial­

ization, has laid do\VI1 certain encouraging ob jectives and 

policies in its Third Five-Year Plan. To materialize the 

policies, the government has outlined a number of instru­

ments through which the objective of industrialization is to 

be attained. These are: (I) Financial Inducement for 

Investment, (2) Government Investment, (3) Tariff Protec­

tion, (4) rrechno-Economic Services, and (5) Management 

Training Centers. 

A managament training program should be planned and 

designed appropriately. Such activities primarily require 

the study of the socio-economic condition of the environment 

and also a survey of the training needs. Both these 

studies, especially the study to determine the training 

needs, will require a systematic approach. 

The Center for Entrepreneurship and Management is 

following a systematic approach in its management training 

activities. In planning and designing a management training 
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program, the first and most important step in the process is 

determining training needs. Accor~ingly, the Center for 

Entrepreneurship and Management has conducted surveys to 

determine the training needs of the small business managers. 

The findings of the survey are summarized as follows: Of 

285 small business managers surveyed, 34.4 percent were in 

manufacturing, 24.4 percent, service, 18.9 percent, retail­

ing, 2.8 percent, wholesaling and 15.4 percent, were in the 

miscellaneous groups. 

Of 227 who answered the question, 77.6 percent were 

owners also. Of 253 business managers, 82.2 percent were 

sole proprietorship and 17.8 percent were partnership. 

Of the 242 who answered the question, 97.9 percent 

were considered as having favorable ba6kground. NInety 

percent of the business managers could read, write and 

understand Amharic and 52 percent could read, write and 

understand English. 

Of the 269 who ans~er~d che question, 87.7 percent 

had been in business 1 to 10 years. Of the 275 who answered 

the question 90.9 percent were in the group employing 1 to 

20 workers. 

The study indicated that the managers interviewed 

showed preference for general management, marketing, 

accounting, salesmanship and work study courses. As far as 

methods of training go, discussion, programmed instruction., 

seminars and lecture were preferred in that order. In the 

list of· media of training preference, newspaper and radio 



186 

were on top with mobile unit and televis io"n following. With 

regard to "tho time they preferred ~o attend the courses, out 

of the 254 who made choice, 62.5 percent chose the evening. 

Of 257· who answered this question, 6.6 percent had 

attended the courses offered by the Center for Entrepreneur­

ship and Management. Of 269 who answered the question, 98.9 

percent wanted consultancy services from the Center for 

Entrepreneurship and Management. 

Lack of cash, excessive taxation, lack of general 

managerial know-how, lack of skilled workers, lack of 

accounting/bookkeeping knowledge, lack of salesmanship, 

ignorance of the market and marketing activities, and unfair 

competition were the major prob19llis listed by business 

managers. 

The courses that are offered with the purposes of 

overcoming the above problems and others, may be classified 

generally as: (1) Management Appreciation Courses, (2) Work 

and Method Studies Courses, and (3) Specialized Courses. 

The following methods can be usefully employed in 

the training of Ethiopian small business managers, if they 

are appropriately utilized: (1) Lecture Method, (2) Group 

Discussion, (3) Case Method, (4) "Living Case Study," (5) 

Role Playing, (6) Syndicate Method, (7) Simulation, (8) 

Business Games, and (9) Sensitivity or T-Group Training. 

Appropriate utilization of teaching methods takes cultural 

and general educational levels of the trainees into consid­

eration. 
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Management training could be of many different 

types; A few that are considered appropriate for the ,pur­

pose of training small business managers in Ethiopia are: 

(I) Management Courses, (2) Management Conferences, (3) 

Seminars, (4) Problem Clinics, (5) Business or Industrial 

Clinics, (6) Workshops for Pro~pective Business O\~1erS, (7) 

Workshops for Existing Businessmen, (8) Training "Circuses," 

(9) Mobile Training Institutes, (lO) Training by Radio, (II) 

Training "Comics," (12) Training by Television, (13) Circuit 

Schemes, (14) Training on the Shop-Floor, and (15) Programmed 

Instruction. 

In learning systems, particularly in one that has 

relevance for management development, the principle of feed­

back is important. It is absolutely important that all 

training schemes have a sound follow-up system. 

Visual aids have a big role to play in management 

training. The instructor who helps his trainees to visu­

alize sUbject matter and ideas not only holds the grou~ 

interest--he also stimulates thoughtful consideration and 

retention of the topic. 

Management training facilities were virtually non­

existent in Ethiopia until the year 1968 when the Center for 

Entrepreneurship and Management was established. The 

training facilities currently available are: (I) The 

Institute of Public Administration .(IPA), (2) The College 

.of	 Business Administration, and (3) The Center for Entre­

preneurship and Management (CEM). 
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A successful training program (that is, a program 

that achieves its desired goal), as mentioned earlier, is 

one that is governed by certain principles and rules. The 

tool that serves to realize the. effective implementation of 

tbis is a properly drawn guide of a checklist type. 

CONCLUSIONS 

Owing to her still low level of industrialization, 

Ethiopia's present main concern is accelerated economic 

development. 

The main cause for the country's low economic 

development standard is lack of adequate and achievement 

motivated entrepreneurship. The causes that account for 

this inadequacy of entrepreneurs and lack of progressive 

entrepreneurship are the cultural and sociological barriers, 

primarily. In Ethiopia, there is still some trace of general 

lack·of apprecdation for entrepreneursbip. According to 

the traditional belief of the Ethiopians, business was 

considered to have profit making as its sole motive and this 

was looked at as a socially undesirable practice. This 

attitude, which has originated in the history and culture 

of tbe country, is perpetuated even among the educated 

circle by misconception of tbe socialistic pbilosophy of 

exploitation of man by man. In traditional· Ethiopia, 

governmental workers and the military are regarded as 

esteemed occupations and tbus enjoyed a better status than 

the businessman. Fortunately, this is changing rapidly now 
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and the entrepreneur is gradually gaining his due status in 

the society. As a result, however few, even the educated 

Ethiopians have started to consider business as a possible 

career'. 

The other causes for the slow economic development 

are related to moti va~.;ion,. leadership and skill. The 

average Ethiopian does not bs.v·'3' the motivation to take 

business risks. He lacks the initiative and leadership. 

The environment he is brought up in is such that he is not 

oriented toward such ventures. The national school system 

that is basically oriented toward rote learning does not 

provide students with the business knowledge and skills that 

are the effective tools in business operation. 

The Government has not made the required and 

tangible efforts to support small enterprises and to pro­

mote indigenous entrepreneurship. There is also quite a 

significant lack of coordination and cooperation of con­

cerned organizations. 

Like other developing countries, Ethiopia's major 

concern is accelerated economic development. The key to 

the economic development of a developing country is the 

entrepreneur, who combines all the other factors of produc­

tion in order to create economic activities. Ethiopia 

significantly lacks business pioneers who are willing and 

capable of taking risks. This lack of entrepreneurship 

helps account for the slowness of the country's economic 

development. The factors that in turn account for the 
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inadequacy or Ip.ck of' E\llt!'epreneurtship a.re: (1) The 

Cultur.al and Sociological Barriers, (2) Fear in Risk-taking, 

(3) Lack of Initiative and Leadership, (4) Lack of EconOlnic 

... Factor--Capital, and <'5) Lack of' Skill or Business· Knowl­

edge. 

The small entrepreneur is the owner and sole manager 

of the enterprise and is responsible for all of its 

functions. Basically this is because he cannot afford to 

hire specialists, and partly because he is distrustful, 

selfish and individual. Through his character and person: 

ality, the owner/manager is the image of the enterprise he 

owns and manages •. He is suspicious and does not appreciate 

change. Usually this owner is not conscious of his personal 

and/or organizational shortcomings. He often poses as the 

all-knowing authority. 

On the whole, the small business managers have Shovffi 

some interest in management training through, at least, 

their cooperation by answering the questionnaires. It 

should not be anticipated, however, that the turnout will be 

so much when they are called to attend courses. Small 

Enterprise Development Department's past experience is 

suggestive of this pessimistic statement. The study has 

revealed that an overwhelming number of these managers have 

expressed desire to get consultancy service~ This probably 

is a good indication that they want to improve. 

The small business managers, in general, have at
 

least the technical know-how that qualified them for the
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busiriesses they are operating. Of the total interviewed, 

97.9 percent were considered to have "!:ihis qualification. 

However, this does not mean that they have the managerial
. . 
ability to manage their businesses well. 

Hanagement training effort is completely absent in 

the small businesses •. The small business managers show very 

little or no interest in management training. 

RECOMMENDATIONS 

It is recommended that Ethiopia must be concerned 

much more with regard to accelerated economic development, 

and the government .should, in its Five Year Plan, make due 

and comprehensive provisions for the promotion and develop­

ment of indigenous small businesses. Setting up a special 

committee to check on the implementation and progress will 

ensure realization of the Plan. 

To achieve the above, there must essentially be a 

cam'e of modern Ethiopian business managers. These managers 

must be motivated and trained to acquire the modern manage­

rial know-how. This obviously calls for a massive and 

timely deployment of management training efforts to be 

largely exerted by the government. 

Study must be made of the socio-economic conditions 

of the environment in which the training is to take place. 

Prospective trainees must be interviewed and their weak­

nesses must be studied in detail to clearly determine their 

needs •. A management training program, thus, must be based 
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on the socio-economic condition o~ the trainees and must be 

. carefully designed to effectively meet their particular 

needs. 

A well planned and designed program is no program at 

all unless it effectively trains by transferring the skills 

to the trainees. This requires that the trainers and their 

activities be governed by certain principles and rUles~ The 

g~ide presented at the end of Chapter 4 is recommended for 

this purpose. 

A management training program that uses the case 

method of training should, as much as possible, try to use 

local case studies, objectively written, in developing 

problem solving skills of the owner/man~ger. 
. 

The government and the other concerned organizations 

IIlUSt duly cooperate and support the program and enhance the 

over-all development of the small businesses. The folloWing 

recommendations are made to the Ethiopian Government and its 

concerned agencies, the Center for Entrepreneurship and 

Management and the Ethiopian Association of Small Enter­

prises: 

The Ethiopian Government 
and Ita Agencies 

The government, as the over-all responsible organ, 

should take the major share of the responsibility for pro­

moting and doveloping small enterprises. Thus, its services 

must cover the entir~ spectrwl ot the industrial activation. 

AcccI'dingly ~ this study reCClIiJmS:'1C s ".ib.at t;he government: 
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1. Should take primary responsibility for conduct­

irig basic economic research and identifying 

economic activity opportunities. 

2.	 Carry out adequate, in terms of number and 

variety, feasibility studies that embrace 

small-soale economic activity participation 

as well. 

3.	 Promote investment through advertising the 

investment opportunities and also by making 
. , 

them available to all who qualify. 

4.	 Provide industrial estates facilities and ensure 

that the managerial and technical assistances 

are provided with them. 

5.	 Set up more management and vocational training 

centers to cope with the above requirements. 

6.	 Make favorable and adequate credit schemes 

. especially for the small businesses. 

7.	 Sponsor more worthwhile industrial extension 

programs tailored to the particular needs of 

the communities. 

8.	 Make and implement effective decentralization 

policies for all the above-mentioned services 

and facilities. 

The government should make the following improve­

ments through its concerned agencies: 
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Ministry of Education and Fine Arts. This Ministry 

must review and adjust the national educational system. 

The system of basic education should be oriented towards 

preparation for solving the economic and social problems 

.of. the country. In the early fonuati ve stages, successful 

businessmen and businesses must be brought in to join the 

patriots and mi li tary leaders as heroe·s to be admired and 

emulated. Much can be done to help and develop businessmen 

now, but the real development cannot become general until a 

new generation of potential entrepreneurs is raised in the 

schools. Given the problem-solving approach and some 

respect for entrepreneurship, the country will make real 

progress in economic development. This should include 

review and adjustment of the vocational training offerings 

too, so that they accordingly meet more adequately the 

country's needs for industrial labor skills. 

Haile Selassie I University--College of Business 

Administration. College of Business Administration's 

program must be reviewed and tailor-made to meet the needs 

of the Ethiopian business community. The College must 

orient the young people toward independent business opera­

tions and provide programs that will prepare them in this 

respect. It must make provisions for short-term business 

courses and specialized in-service programs to Ethiopian 

industries and management employees. 
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Minis~ry of Finance. This Ministry needs experts 

to review the tax laws thoroughly with the small businesses 

and entrepre~eurship development taken into serious consid­

eration. The experts will need to design a fair and 

efficient system of enforcing the laws and making 

collections thereafter. 

Mini~try of Commerce and Industry. This Ministry, 

throu.gh its existing small-scale industries department, can 

and should advise and guide new businessmen ,that come for 

registration through doing the following: 

1.	 Find out what it is the businessman wants to 

start, and in general give him an idea of 

whether or not there will be a market for his 

product or service. 

2.	 Try to assess his background by way of his past 

experience and give him due advice. For 

example, if he seems to be lacking the basic 

requirements for going into a particular 

trade, he can be advised to take basic general 

business management courses at the Center for 

Entrepreneurship and Management, or consult 

the Center's experts. 

3.	 Make it a requirement ~o take a few basic 

business courses, like "Starting and Operating 

a Small Business," before a business license 

is issued by the Ministry. 
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other concerned institutions. The government, 

eithe~ on its own or in cooperation with the concerned 

institutions like the Investment Corporation and Development 

and Commercial banks, should establish small business loan 

boards. The government can establish an Industrial bank 

exclusively to finance small enterprises. 

The government, with due consideration to the socio­

economic conditions of the country, may legislate an 

Industrial Training Act with the following principal 

objectives: 

1.	 To ensure an adequate supply of properly trained 

men 'and women at all stages in industry with 

particular emphasis on sm~ll businesses where 

the need is prevalent and acute. 

2.	 To secure an improvement in quality and 

efficiency of industrial training. 

3.	 To share the costs of training more evenly 

between firms. 

The government must encourage indigenous small 

businesses by granting to them appropriate work contracts 

and by making purchases from them. 

The government can and should protect local small 

industries so that they will grow by placing lower rates on 

custom duties for raw materials these industries import for 

processing. The government must develop some kind of tax 

system that makes provision for periodic exemption or 

decrease for the ~ma].l, but growing and important businesses. 
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The government should wisely reserve selected 

economic activities which are best suited for small enter­

prises for the Ethiopians. 

The government must encourage and assist the younger 

Ethiopians who have geod levels of education, but who lack 

opportunity because of lack of jobs, to become the owner/ 

managers 'of their own businesses. This scheme can be 

included in the over-all economic development plan (Five 

Year Plan) segmented with the small enterprise development 

programs. 

The Center for Entrepreneur­
ship and Management 

The Center, in its jurisdiction as the entrepreneur­

ship and management developing organ: 

1. Should increase its publicity with respect to the 

objectives, activities, and tangible results of its opera­

tions in order to enhance its image in the eyes of the small 

entrepreneurs and the pUblic in general so that it can 

attract wider participation in its activities. 

2. Should cooperate with other similar and related 

organizations like the College of Business Administration, 

the Institute of Pub~ic Adrninist:~.:·d.~ion, the small-scale 

industries departments of the Ministry of Cnmmerce and 

Industry, Chanilier of Commerce and the Economic Commission 

for Africa. A committee of the representatives of these 

organizations and representatives of the Ethiopian'Associa­

tion of Small Enterprises and the National Vocational 
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Training Center can be formed to channel the now scattered 

efforts toward the achievement of the common objective, 

which is development of small enterprises through promotion 

of entrepreneurship. 

3. Must conduct some feasibility studies in coopera­

tion with the Technical Agency and the College of Business 

Administration and then systematically share these studies 

wi th potential small busine ss ovmer/managers who are ready 

to start small businesses, and also with the existing ones 

who may want to diversify. The Center should seriously 

develop and extend research programs along the lines relevant 

to the Ethiopian small industries. 

4. Should start to prepare its own local case 

studies in cooperation with willing entrepreneurs; and the 

staff must learn to teach the managers from the case studies 

prepared. 

5. May facilitate some of the problems of the small 

businesses by bringing authorities from the concerned 

agencies, like the Income Tax Office and Develop~ent Bank, 

and the small business owner/managers together to discuss 

pertinent problems and to provide solutions for mutual 

benefits. This could be done by inviting the authorities 

to courses and/or through panel discussions. 

6.Sbould create good contacts and maintain benefi­

cial relationship abroad with British Institute of Manage~ 

ment, Small Business Administration, Research Institute for 

Management Science, National Union, of Manufacturers Advisory 
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'Service, Small Business Center and some other management and 

consulting organizations with the qbjective of improving its 

progra~s and creating an attractive image. This could be 

accomplished through exchange of ideas and possibly profes­

sional staffs. 

7. Should, without delay, employ the services of an 

expert trainer of trainers to help the professional staff of 

the Center with their techniques of training. This also 

will help the training .officer~ of the other firms and 

organizations. 

8. May have to start to give some thought to 

assisting small businesses by way of providing loan services 

in cooperation with the banks. The Center can do this as 

is done with marked success by the Light Industri~s Services 

of Singapore. According to this service, for example, a 

sum of one million United States dollars would be allocated 

for use in financing small industries. The unique feature 

of this scheme is that the Center for Entrepreneurship and 

Management acts as a catalyst to bring together commercial 

banks and small business borrowers. Such an approach has 

the advantage of promoting healthy development of small 

industries along strict commercial lines. It also estab­

lishes a closer contact between the banks and the small 

industries whereby many normal commercial facilities of the 

participating bank also can be extended to the borrower. .In 

)this loan arrangement, the Center for Entrepreneurship and 

Management provides the loan funds, carries out loan 
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appraisals, and makes available fo"llow-up managerial and 

. some t·echnical assistance to recipient firms. The bank 

scrutinizes loan appraisals and makes the final decision on 

whether or not the loan is to be granted, since under the 

arrangement, the bank normally assumes the risks and under­

takes all disbursements and collections. A small handling 

charge (there is, of course, no handling charge where the 

b~ks uses its o~m funds) is retained from the intere~t 

received (interest received is credited to the Center for 

Entrepreneurship and Management) on loans by the bank to 

cover administrative expenses and risks. This assuming of 

the risks by the participating bank, even though the loan 

is initiated by the Center for Entrepreneurship and Manage­

ment,makes such a loan arrangement unique. In this loan 

arrangement, the question of the Center for Entrepreneurship 

and Management guarantee does not arise. However, the Center 

for Entrepreneurship and Management does share risks with the 

bank in special cases where it might be deemed advisable or 

necessary to share the risks. In fact, this loan system has 

dual purposes in that it also serves as an incentive to 

attract more participants. 

9. Should sell its courses effectively using the 

appropriate means from those listed in the guide in Chapter 

4, particularly from those not yet tried by the Center. 

10. Should assist small businessmen who graduate from 

its courses to form trade associations and thereafter 

provide training and consultancy services using the associa­

tions as media. 
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The EthioEian Association 
of Small Enterprises 

The small business managers should, through this 

association, cooperatively help themselves and the business 

communi ty to grow and prosper. 'It is, therefore, recommended 

that the Ethiopian Association of Small Enterprises: 

1. Must exert efforts to make it possible for its 

members to continue tra.ining voluntarily by means of 

seminars and discussions un r,l1ltually interesting topics 

concerning cvmrnon current problems and management practices. 

It should motivate members to cooperate in organizing 

management training programs and to participate in order 

to benefit. 

2. Set up facilities with the help of the govern­

ment and the Chamber of Commerce for International Ethiopian 

Trade Fairs. These facilities may be used regUlarly for 

holding specialized exhibitions of Ethiopian-made products 

addressed to both local and international consumers. 

3. Must properly organize itself and constructively 

and efficiently act as a liaison organ between the Ethiopian 

small businessmen and the concerned bodies both governmental 

and private. 

4. May embark upon well-conceived and systematic­

ally organized widespread advertising campaigns in 

cooperation with the government, such as "SUPPORT ETHIOPIAN 

PRODUCTS!" •••••••• "EUY ETIllOPIAN!!!" Ethiopian Association 

of Small Enterprises may do this periodically as seems 
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appropriate, and should strive hard to promote patronization 

-. of looa 1 products, which requires the members' unfailing 

efforts to produce good quality products. 

5. Should establish a marketing board and also a 

system that facilitates hiring and purchasing in cooperation 

with the Chamber of Commerce and the Center for Entrepreneur­

ship and Management and avail the services to all the 

m~mbers. 

RECOMMENDATIONS FOR OTHER STUDIES 

Finally, in view of the fact of the complete absence 

of such study and the pressing need for it on the other 

hand, it is strongly recommended that more research should 

be done in this particular field. 

Other studies in the fields of achievement motiva­

tion, and Ethiopianization of business management will be 

helpful in enhancing entrepreneurship deyelopment. 
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Append1.x C .....--~.~ .. --_.. _._---- ....._-~-_.__ .__..--_.~-_. -----_._-----­

~--.".,------_._- ._-- - .. _-_... ­ -- --- --._-----­

CENTR~ FOR ;:::~rrRSPR:::;N'ZURSHIP MID MANAGEIENT 

SMALL ~I1TSRPRI3"S EXPLORATORY STUDY 

1. . rJA1o'D: OF ~NTERPRI3E: 

2. ADDRE3S: 

----------- ._-------- ­

3. TYPE OF BUSINESS: 

4. TYPE OF O~1NJ:<,'RSHIP: 

5. CAPITAL INV~3T~lli:Y'T: ErH. $ _ 

6. ~"'U1IIBm OF EMPLOYEES: TOTAL ------ ­
- Full Time: 

Part Time: 

Expatriates: ------------- ­
7. WHO OHNS THE El'lTERPRISS'? 

8. WHO MAlJAGS;S THE ENTERPRISE? 

- Name:
 
- Experience: _
 

2ll 
fl-".t· 1iiJh..ri':~f· O?"'(.\mw, R.. C~·)· Con(re For Entrepreneurship & Management 
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Appendix C (continued) 

-----~----.' .~-- .-_.,---­

....---_#'-----~----~ -- -. --"'. ----~-----	 ----_._-----._---.--_._-­

9. MACHnr~s USED: 

------_.~--_._ .•.._--- ­
10. SOURCE OF 'l'ECHNICAL SKILL: 

._._-_._._-----­

11.	 MARlC'3JI1 SITUATIONI,'OR THE ENT:?..RPRISE'S PRODUCT:
 

- Market Share:
 

-
 Sales Turnover:-------------- ­
- Distribution: 

12.	 MAIN PROBLSNS OF THE mJT3RPRISE:
 

a) Choice of Business:
 

-----~------_ .._---------, ---- ­

b) Production: -----------------, 
------ --------,---_._,,----,--- ­

c) Raw Materials: 

,--~--_._--

--- ---~.~._-----_._--------- ­
d) Skilled Workc:rs: 

f 

I
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f) AccouJ.'1ting: 

r 

I 
r 

i 
t 
(, 

t 
f 

------ t' 

.-.:._------------_ .. _--_.­_ .._­

---,---------­

-,_._---_._------­ --­

._----------,---- ­

---------­ ---_._.•. 

---------------------­

--:------~--:~-------------

-,--_._--­
Capital: 

Organization & Administratton: 

~1ac:b inas: 

Sales and its Promotion: 

ETC 

i) 

j) 

e) 

g) 

h) 



Appendix D 

SMhLL BUSINESS MANAGERS 
TRAINING PROGR0 QU.!STIONNlcIRE 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

NAHE	 • _._•._,__•__• ...... .. _ 

POSITION: ARE YOU THE OViNER flLSO? . YES -0 NO· 0 
ENTERPRISE: a) NAME 

b) DATE STARTED 

ADDRESS:	 a) PHONE 

b) P. O. BOX 

c) CITY 

TYPE OF BUSINESS _ 

TYPE OF OWNERSHIP: a) SOLE PROPRIETORSHIP t::J 
b) PARTNERSHIP I:J 

MANAGEMENT STRUCTURE (PLEASE SHOH N:.JMBERS EMPLOYED). 

a) QuALIFIED ACCOUNTANT: vJHOLE-TIME o PART-TIME o 
BOOKKEEPER CASHIER _ 

b) SflLESMEN _~~ DISTRIBUTORS AGENCIES__ 

c) CLERKS TYPISTS ___ J/INITORS/GUARDS _ 
ct) FOREHEN _____ STOREKEEPER OPERATIVES 

YOUR WORK EXPERIENCE TO DATE: 
TYPES OF BUSINESS POSITION HELD YEARS 
-.-...-...-~--~- ... <: ­

LANGUAGE KNOWLEDGE: !~rn~RIC ENGLISH ENG. 
-wELL FAI~ ~ ,/ NONE' 

SPEAKING: •••••••• 0 0 0 o o o 
UNDERSTANDING: •••• D D t:J t:J o D 
WRITING: 0 0 0 0 ODD 

10. IHE PROPOSE TO GIVE COURSES ~':HC~vN ON NSXT l' !'GE~. PLEASE NUMBER THOSE
ICOURSES YOU ARE INTERESTED IN, SHOHING YOUR ORDER OF IHPORTANCE: 

I <".,.. MIlP;_)'·· ·,u""n~ , ,",C);')' " C'''':'~' E".~w"·"~"P ,,' ',',,,,,.'m,". 
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Appendix D (continued) 

GENERAL HANAGEHENTMARKETING ACCOUNTING SALES 
MANAGEMENT PRODUCTION MANAGEMENT WORK STUDY ___ 
MAINTENANCE PURCHASING & INVENTORY CONTROL PERSONNEL 

ADMINISTRATION 

.IF YOU ~ANT THE CENTRE TO PREPARE OTHER COURSE YOU FEEL WILL BE 
MORE USEFUL FOR YOURSELF, PLEASE INDICATE BELOW: 

1.	 villAT 1iJOULD BE THE MOST CONVENIENT TIME FOR YOU TO TAKE THE TRAINING? 

MORNING c:J AFTERNOON c:J EVENING c:J 
2.	 THE NETHODS OF TRAINING ARE THE FOLLOVIING ~ PLEASE NUMBER EACH 

METHOD ACCORDING TO YOUR ORDER OF PREFERENCE:' (NOTE( HOWEVER. 
THAT IT IS USUALLY DIFFICULT TO USE ONE METHOD ONLY.) 
LECTURE DISCUSSION CASE STUDY PROGRAMMED
 
INSTRUCTION SEMINARS IN-PLANT TRAINING _
 

.IF YOU THINK OF DIFFERENT METHODS, PLEASE LIST THEM BELOW:
 

3.	 WE .ARE PLANNING TO GIVE SONE TRAINING THROUGH OTHER MEDIA. PLEASE 
NUMBER EACH ·NEDIUM IN WHAT YOU CONSIDER MOST USEFUL AND CONVENIENT. 
RADIO NE~SPAPERS TELEVISION MOBILE UNIT _ 

~IF YOU THINK OF MORE MEDIA, PLEASE LIST THEM BELOW: 

-------_._........_------------------------ ­
4.	 HAVE YOU ATTENDED OUR COURSES BEFORE? YES c:J NO c:J 

IF YES, vrnAT ARE THE DRA~ffiACKS YOU FELT. PLEASE LIST THEM BELOW: 

-,-----------------------------------­
~PLEASE WRITE YOUR RECOMMENDATIONS BELOW SO THAT THE FOLLOWING 
COURSES COULD BE DESIGNED TO BENEFIT YOU MOREl 

5. DO YOU vIANT OUR CONSULTANCY SERVICE? YES 0 NO c:J 

'>lHAT AnE YOUR }1A,TOR PROBLEHS? (Use the back of this sheet to write your answcr)o 
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Appendix E 

Registered Traders of Ethiopian Na~ionality by
 
Registered Capital and Type of Activity
 

Capital Eth. $ 

Manu. 
and 

Procg. Trade Service 
Flour 
Mills Trans. Farming Total Percentage 

f\) 

t-' 
0' 

1 
5,000 

10,000 
15,000 
20,000 
25,000 
30,000 
35,000 
40,000 
45,000 
50,000 
55,000 
60,000 
65,000 
70,000 
75,000
80,000 
85,000 
90,000 
95,000 

- 4,999 
- 9,999 
- 14,999 
- 19,999 
- 24,999 
- 29,999 
- 34,999 
- 39,999 
- 44,999 
- 49,999 
- 54,999 
- 59,999 
- 64,999 
- 69,999 
- 74,999 
- 79,999 
- 84,999 
- 89,999 
- 94,999 
- 99,999 

95 
8 
7 
6 

15 
3 
3 
1 
2 
-
4 
-
-
-
-
2 
-
-
-
-

1,200 
132 
91 
26 
24 
9 

14 
-
3 
-
9 
-
1 
-
2 
2 
2 
-
-
-

200 
31 
33 
14 

4
2 
4 
1 
3 
1 
-
-
1 
.. 
-
-
1 
-
-
-

945 
266 

49 
9 

10 
3 
5 
0 
1 
1 
0 
0 
1 
0 
0 
0 
1 
1 
0 

·0 

7 
11 
37 
1 
3 
-
3 
-
-
-
1 
-
-
-
-
-
-
1 
-
-

-
1 
-
-
-
1 
-
1 
-
-
-
-
-
-
-
-
-
-
-
-

2,447 
449 
217 

56 
56 
18 
29 

3 
9 
2 

14 
0 
3 
0 
2 
4 
4 
2 
0 
0 

73 .46j~ 
·13.48710 

6.51% 
1.68% 
1.68% 
0.54% 
0.87% 
0.09;h 
o "'7°"• C~ '10 
0.06% 
O. )+2% 
o. OO;~ 
0.09)&
0.00;0 
o. 06~~ 
o• 1?c1~/O 

0.12% 
0.06% 
0.00% 
0.00% 



Appendix E (continued) 

Manu. 
and Flour 

Capital Eth. $ Procg. Trade Service Mills Trans. Farming Total Percentage 

100,000 
200,000 

- 199,999 
- 299,999 

3 
-

5 
2 

1 
-

0 
1 

-
1 

-
-

9 
4 

0.2710 
0.12% 

300,000 - 399,999 1 - - - - - 1 0.03% 
400,000 - 499,999 
500,000 - 7.49,999 
750,000 - 999,999 
1,000,000 and up 

1 
-
-
-

-
1 
-
-

-
-
-
-

-
-
-
-

-
":' 

-
-

-
-
-
-

1 
1 
-
-

0.03% 
0.03% 
0.00% 

010.000 

Total 151 1,523 296 1,293 65 3 3,331 

Percentage 4.53% 45.72% 8.89% 38.82% 1.95% 0.09% . 100.00% 

Source: Registration Records 
Ministry of Commerce and Industry 
Addis Ababa, Ethiopia 

Compiled by the College of Business Administration 
Haile Selassie I University 
July, 1964 
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Appendix F 

Individual Traders in Ethiopia 
by Capital Invested 

,Ethiopian Foreign 
Registered Capital Nationality Nationality 

Below E. $' 999 1,044- 46 
1,000 - 1,999 283 36 

" 2,000 - 2,999 306 
' ~~ 3,000 - 3,999 439
 

4,000 - 4,999 375 19
 
5,000 9,999 44-9 144­

10,000 - 19,999 273 242
 
20,000 - 29,999 74 130
 
30,000 - 49,999 43 92
 
50,000 - 74,999 19 82
 
75,000 - 99,999 10 25
 

100,000 199,999 9 25 
200,000 - 299,999 4 17 
300,000 - 399,999 1 12 
400,000 - 499,999 1 1 
500,000 - 749,999 1 9 
750,000 - 999,999 0 0 
1,000,000 and up 0 5 

Total 3,331	 955 

Source:	 Registration Records 
Ministry of Commerce and Industry 
Addis Ababa, Ethiopia 

Compiled by the College of Business Administration 
Haile Selassie I University 
July, 1964 
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Appendix G 

Ethiopian Firms wit~ $5,000 or More
 
Registered Capital
 

Location	 . No. of· Firms Percentage 

Addis Ababa 43.4% 
All Other 
Locations 501 56.6% 

Total	 884 100.0% 

Source:	 Registration Records 
Ministry of Commerce and Industry
Addis Ababa, Ethiopia . 

Compiled by the College of Business Administration 
Haile Selassie I University 
July, 1964. 
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Appendix H 

Mobile Training Institute 
(Adapted for Business ~anagement Training) 

NARRATIVE 

A. CAB 

a. Attendant's bunk 

B. LIVING CABIN 

a. Chemical closet 
b. Shower 
c. Wash basin 
d. Two-tier bunks 
e. Clothes lockers 
f. Folding table 
g. Projector 
h. Cabin door 
i. Sliding door to main body 

C. MAIN BODY 

a. Bottom side flaps 
b. Trainees' chairs 
c. Trainees' tables 
d. Fold-up steps 
e. Rostrum 
f. Blackboard 
g. Library cupboards 
h. Cinema screen 
i. Top side flaps 
j. Removable guard rails 

Source: 

Management and Productivity,
 
24, 1968, 46,
 
ILO Management Development Branch
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Appendix I 

MOBILE TRAINING INSTITUTE 

.. 1.10	 , 

to 1.10-t--.. tiD--....,t ,.. uo 1 
Iiihl 

f 

r~ ~ 

1 i 
h i ;r,~\	 . i ~____i	 

i ...... 

cB 
... " :­... 

1	 
j

I', ~--r i "'\--r \ '--7
A I b 'CI ' 'I \ '
 
o	 \ ­ "I X' ~-, Y. a -, \I 

'( "" ", - lb 
h /' / \ lX., / '. /\ /' ,. i • ~ .. II ~.-= 

~ 
Rear elevation 

Source: 

d	 Management "and
 
Productivity,
I, 1= • d

I
I	 -,..• '!i • 1;·. I h at I i I' ~I • 

24, 1968, 47, 
Plan ILO I1anagement f\) 

f\) 

a Development t-' 

Brancb 
Scale 1/4 (1" = 4') 



Appendix J 

A Sample of the Center for Entrepreneurship and Management's
 
Course Announcement for Small Business Managers
 

(In Amharic and English)
 

I\) 
I\) 
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