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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 geined 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. Economic experts have time snd 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 of the people. We, therefore,
recommend the Center for Entrepreneurship and Masnagement
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 Me jesty Haile Selassie I
Throne Speech, November 2, 1969

Ethiopia is a developing country. Like the over-
% whelming ma jority of the developing countries, she has
? economic development as one of her major concerns. With fhe
~ view of achieving accelerated economic development, the
é Ethiopian Government is leunching numerous national economic
isdevelopment plans. Ethiopis offers unique opportunities for

profitable investment, .not only because of her abundant and

iistill unexploited natural resources, but also because of an
- economic and legal climate that favors investment and
ensures success, It is quite obvious that to make full use

1




2
of capital investments, a qualified entrepreneurial ability,
'for example, to select, operate and maintaln such invest-
‘ments, is very essential. Some indications have shown that
private enterprise will play an increasing role in the years
fo come in the industrial life of Ethiopia. Although it is
small at present, the industrial base of Ethiopia is under-
going rapid relative expansion. However, the ﬁize 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 6f the coﬁhtry!s |
industrial activity quickens, Ethiopia 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 end 75 percent of the non-

Eagricultural force. At the same time they account for over

%50 percent of the Gross Domestic Product.1

- lalen Major, "Training for Management in Small
Businesses," Report, Addis Absba, April 2L, 1968, p. 1.




Experiences of international experts in the field
have shown that the most important'single factor in
determining whether a smail firm is to develop and grow or
to remain static certainly seems to be the character and
personality of the owner and his ability as an entreprenehf
and manager. It is essential that in this category of
business the manager should have a much wider understanding
of 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 ma jor problems encountered in
operéting small businesses.

3. Determine the problems in developing small
business managers.

. Identify management training needs and determine
appropriate. methods.

5. Design a guide for management training program
deveiopment..

6. Outline the activities of the few training
centers.

7. Offer constructive suggestions for promoting

entrepreneurship development.



Importance of the Study

Besically it is agreed that management training is

essentialtespecially for the small business owner/manager

who is known as the most importgnt single factor in
aetermining the growth of the enﬁerprise. It is also agreed
that the develcopment 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 desired phangg in the trainee. For
this to be possible, the training needs of the trﬁinee must
be determined. This involves a thorough study of the social,
cultural and economic aspects surrodnding the trainee.

The results of this 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 government 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)
8s a guide in planning their management training programs.

li. 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.



Limitations of the Problem

The studj haes the following limitations:

1. Phe survey of the small business owner/managers'
needs, desires, and time convenience Qf the management
training program has been dealt with through questionnaire
~ technique whose measurement may be introspective to a
certain extent. The actual 1ntérviewing was done by
emplojed personnel in almost all cases. This was done to
make proper understanding of the questionnaire possible, and
to get feed-back of relevant assessment aftef 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 net be exclusively representa-
tive of the Empire as a whole.

3.- As the title indicates, this study is limited
to the entrepreneursbip development of the small business
managers and that largely througb 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 whfch the small Ethiopian

- entrepreneur operates is such that he doeé ﬁot readily
éappreciate the value of management training and thus lacks

; interest in it.



2. The smell manager feeis that he knows all about
buéiness 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 mahagement

trainers, and being trained with other businessmen.
DEFINITIONS OF TERMS USED

Addis Ababa

The capitél city of Ethiopia, where the largest

concentration of business firms of all types is found.

Amharic

This is the National/Official language of Ethiopia.

Asmara
Provincial capital city of Eritrea in northern .
Ethiopia, where the industry concentration is second

largest.

BIM

Abbreviation for British Institute of Management,
established in 1947 on the recommendation of the Baillieu
Committee--a committee of businessmen and educationists--
and set up under the auspices of thé Board of Trade. It is

fhe national clearing house for information on management



poliocoies, 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 projeét jointly sponsored
by the United Nations Development Program/International
Labor Organization and the Imperial Ethiopian Government
intended to prombte 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.LL

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.

LLCenter“*for Entrepreneurship and Mesnagement, "Intro-
duction,” The Manager and Entrepreneur, I, 1 (Autumn, 1969)
7. _

’



EASE

It is the abbreviated name.of the Ethiopisan
Association of Small Entefprises, an association initiasted
- by the Center for Entrepreneurship and Management -and
~organized by a group of small businessmen who are graduates
of the Center for Entrepreneursbip and Management's courses.

5

This is the only association of its kind in Ethiopia.

ECA
Abbreviation for Economic Commission for Africa,

6

whose hesdquarters are housed in Addis Ababa.

- BSIU
Haile Selassie I University located in Addis Ababa,
iand responsible for the coordination of all the colleges in

' the whole Empire.7

11O
International Labor Organization, the Executing
- Agency of the Center for Entrepreneurship and Management for

8

the United Nations Development Program (Special Fund).

SSED-CEM, Activity Report, February, 1969.

Economic Commission for Africa, "Small-Scele
Industries in Africe: Their Evolution, Concept and Defini-
tion," 1968, p. 5. '

7Ministry of Education and Fine Arts, loc. cit.

81mperia1 Ethiopian Government Ministry of Community
Development, "Labor, Cooperatives, Social Welfare and
Community Development in Ethiopia," November, 196L, p. 3.




Abbreviation for Institute of Public Administration,
a chartered government institution providing administrative

9

training strictly for governmental organizations.

Management Development

Herein sometimes referred to as managemeﬁt 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.

NUMAS

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
and small companies, it exists to assist British Business
to become more efficient, more productive and more

competitive.10

9Imper1a1 Ethiopian Government, Third Five Year
Development Plan 1968 - 1973 (Addis Ababa, Ethiopia:
»ﬁ rhanena Selam HSI Printing Press, 1968), p. 32.

? 1o Confederation of British Industry, NUMAS: Your
Way Ahead (Belfast: Nicholson and Bass Limited), p. 1.
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RIMS
Research Institute for Manﬁgement Science is in the
Nétherlands and engaged in»research of management science
and management training activities for all sizes of

1ndustr1es.11

SBA

Smali 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
management courses) to improve the efficiency of small

businesses in the United States of America.12

SBC

The Small Business Center at the University of
Astoﬁ in Birmingham, is a center established in 1967 to
provide management education, consultancy and advisory

13

Services for small businesses in the West Midlands.

1lIr. J. van Veen, Management Education for Small-
Scale Industries in Developing Countries (Delft,
Netherlands), p. 10.

12Sma11 Business Administration, Planning and
Coordinating Admirnistrative Management Courses for Small
Business Owners (Washington, D. C.: UsS 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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The name given to the Small Enterprise Development
department, one of the functional divisions of ‘the Center
for Entrepreneurship and Managegent. This is the department
ﬁharged with the responsibility for the oVer-all development

1y

activities of small enterprises.

Small Business

"Smail business is an activity conducted on a whole
time basis with the intention of making profit but which is
unable to fulfill by its own sources and in an efficiént
manner one or two of the following'functions:

1. Organization and management;

2. General business administration;

3. Productivity improvement;

L. Marketing."15

The Center (Center for Entrepreneurship and Manage-
ment).adds to this that the employment force be not less
than fifteen and not exceed seveaty. The Ethicpian

Government Ministry of Commerce end Industry!'s yérd stick

is capital investment of up to [j0,000 United States dollars.

. 1)'LCenter' for Entrepreneurship and Management, op.
cito, po 19-

. 15ECA, "Report: ILO Technical Meeting," Addis
‘Ababa, Ethiopia, December, 1966,
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TFYP
The official sbbreviation for Third Five Year Plan.
Tﬁis is the national plan in which both the short and the
‘long-term objectives. for the social and economic development

of the country (Ethiopia) are set forth.16

' 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 |
.Wwriting of this report is thus based on the information
provided by the fdlloﬁing documents:

1. International Labor Orgenizetion publications
and international survey reports on the
sub ject; ‘

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

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

lj. 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 development studies in
developing countries prepared by experts and
interested individuals and groups.

'léImperial Ethiopian Government, loc. cit.
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In crder to determine ﬁanagement training needs of
thp small business managers, the qQuestionnaire-interview
methoa was used. In total, 285 owners and/or managersvof
3ma11»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 the
methods, 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 manégers, 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 the professional
éstaff members of the Center, mostly of the Small Enterprise
%Development Department. Out of these 150 about 50 percent
%Qere in the provinces.
The data collected were compiled, tabulated,
éanalyZed, summarized, and interpreted.

Finally, conclusions were reached on which recommen-

;ﬁations could be made.

PLAN OF THE STUDY

In the preceding section, the purpose of this
tudy, its importance, the limitations, assumptions,
jefinitions of terms and methods of procedure have been
putlined. Related literature, largely studies and

commendations with regard to management development in



_developing countries is presented in. Chapter 2. In Chapter

33 attempts have been made to give the reader adequate back-
Zground by'acquainting him with pertinent facts that exist
éin Ethiopie., Here care has been taken to discuss only those
;factors that have some bearing in the efforts of management
idevelopment through management training. Chapter lj deals
éwitb a management development progfam in Ethiopia; for
gexample, the systematic approach to proper planning and
?dgsigning a progrem. This chapter also reports certain
basic facts that were revealed by numerbus surveyé. The
ilatter part of the chepter is devoted to a useful guide
irecommended as an important tool for those who are charged
‘with the responsibility of planning énd designing, and even
iconducting management training programs for small ‘entrepre-
éneurs. In Chapter 5 the main points of the study are
}Sriefly summarized, and some conclusions have been drawn
?on which specific recommendations are made.

The latter part of the study contains the Bibli-

éography, and also the Appendixes consisting of various

‘materials that help to illustrate the study.




Chapter 2
REVIEW OF RELATED LITERATURE "

Slowly comes & 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
~aid in the early post war. This was the wé& Ethiopia, a
;developing country, received aid also. Of course her
;successes were few and far between. The donor nations and
iorganizations luckily, for the recipient, began to realize
%that money and goods without the technical know—ﬁow to
fapply them hardly provided any solutions. The know-how
?ﬁbviously was then totally provided through expatriate

. experts.,

As more and more technological assistance was
Jupplied, there came increasing awareness that this know-how
éust be generated in the indigeneous populations; it was not
ﬁnopgh to supply it entirely through expatriate experts.

It was only in the fifties that it became more and
:ore obvious that a third component was essential if worth-
ile returns (to the recipient) were to result from the
nvestments in financial, physical, and technological aid.

fhe third key requirement - the "third leg of the development

15
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stool" as it is called--is mansgement know-how. The first
two components, as mentioned above, are the financial and
technological resources.’

What is this third leg? Of what significance. is it
feally to the economic development of a developing country?

Each developing country has its own physical and
manpower resources, some more than others. Each
receives, through various aid schemes, most of the 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 and 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 them Sffective in

the economic development of the country.

Ethiopia, until recently had made little or no
effort toward development of indigenous modern management
men in the field of business. True, a few Ethiopians were
trained abroad, but hardly any went into business upon
feturn, possibly due to training not being appropriate in
?ost éases. Every developing country, Ethiopia included,
%irst and foremost needs indigenous modern management men

of the above mentioned type. They must be equipped with

3

1Asheber Aberra, "Small Enterprises snd Their
lwvelOpment " The Menager and Entrepreneur, I, 1 (Autumn,

1969), 19.

20wen Dibbs, ILO Chief of Project, Preface in the
iter's Paper for the Technical Meeting-Cum-Study Tour for
the Management of Small Enterprises, Turin, Italy, September,

1968.
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tailor-made management know-how, to solve the economic prob-
lems of the country.

These men ere not produced automatically. They have
to be trained and developed with the needs and the
environmental factors used as a basis for the training
program. A foreign observer and also an suthority in the
field of mansgement 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
potential managers. . .

Development of indigeneous, able managers, it is
now agreed, is imperative for Ethiopia to sustain ‘its
economic growth. What are the basic factors affecting this
management development? It is very important to identify
gbem and thereafter to implement them into & training
program. Lee, who undertook research in Ethiopie and
Qakistan regarding the problem in question, has identified
give fundamental differences between management selection

@nd development conditions in developing countries and in

 ha United States. The key problem areas which he covered

James A. Lee, "Developing Managers in Developing
ountries,"” Harvard Business Review, XLVI (November-
scember, 1968), 55-65.
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1. Limited sources of mensgerial leadership
potential.

2. Educational and technological deprivation.

3. Economlc attitudes hostile to private enterprlse
objectives. '

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

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

An enalysis of each of these will indicate, the
author believes, some techniques that are Superior to
i“canned American programs'" in producing efféctive’results
when selecting and developing managers in the emerging

countries of Africa and Asia.
LIMITED RESOURCES

Primarily because of low educational and economic
levels, the sources of potential managerial talent remains

@xtremely limited in developing countries. Ethiopia, for

i3

lexemple, has only an estimated 7 percent adult literacy

The limited educational opportunity and cultural
Xposure produces few possible candidates for mgnagement
evelopment. What then are the pools at the concerned
mthorities disposal from which candidates for the develop-
ent program can be recruited? The following is a brief
pok at the only pools of potential managers available in

st undeveloped countries.
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;Educated Elites

This tiny pool yields a few candidates since purely

éprofessional-(non-ownership) managemént members of the group
éare generally well-educated, quite intelligent, and free
éenterprise oriented. Many members of this pool are
;partially educated in -the United States or Europe, and home
%environment has been modern and characterized by much hired

personal service.

Ex-Militery 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

:enerally politically conservative, hardworking, reasonably

ogical thinkers, loyal and quite reliable. They tend to
e the most qualified source of technical management due
o (a) the military selection and training system, and (b)

xperience in supervision, and maintenance.

niversity Graduates

This pool, although generally too small and
lnadequately oriented in business management, is larger by
ar than the first two. Some of the members of this group,
owever, are often hostile to profit and capital, and not
ell equipped with the reasoning powers so necessary for
siness problem solving and planning. Many view their
legree as an end 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.u Manager was ranked seventh, and shop owner,
ninth; while government official was ranked-third and
farmer 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, hbwever,
have the intellectual deveélopment potential for businessl
management. 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

8low and tedious.,
CULTURAL DEPRIVATION

The educationally and technologically deprived "raw
_haterials" for management development in developing
%}ountries produce an intellectual profile very deficient in
certain aptitudes vital to management performances. Most of

‘the university graduatés are seriously lacking (by American

, uAsnake Hailu, "Opinion Survey of University Stu-
dents with Regard to Business Professions in Ethiopia,"
Ethiopian Business Journal, IV, 1 (June, 1967), 59.
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standards) in reading speed and comprehension, quantitative
regsoning, and basic general science understanding. Their.
symboiic reasoning, numerical reasoning, and mechanical

aptitude scores are usually comparably low.
HOSTILE ATTITUDES

In most developing countries, the prevailing ideas
of appropriate objectives of a business enterprise--whether
-governmental or privately owned--are that it be a provider
%of jobs and welfare. For non-owner managefﬁ and super-
?visors, the principle of efficiency as an economic unit is

often considered a "foreign idea,"

and one contrary to many
%of the values of the cultures of the developing countries.
}There is also a general lack of economic understanding where

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

- surplus, or savings 1s not usually understood by a large

percentage of managerial employees or by the country's
lopinion makers. The results of an economic attitude survey
keonducted by the author of the article being reviewed
suggest that such opinions represent the cultural values of

10st peoples of developing agricultural economies.5

MANAGERIAL CONCEPTS

Differences between concepts of the ideal manager

1ld by American managers and those held by managers and

.SLee, op. cit., p. 2.
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students in emerging cogntries.point up some further prob-
lems involved in developing managers abroad. In 1966-67,
the aﬁthor asked managers from America and Ethiopia to‘rank
15 qualities or characteristics--selected from American
business 1iteratur§--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 mansgers
group surveyed with American managers' rankings on each of
the 15 ideal manager characteristics. Using median ranks,
these characteristics are shown in order of ranking impor-
tance and connected to point up differences between American

‘managers' rankings and those of business manageré from
"Bthiopia.

It is clear from these comparative studies that
%tbere is quite a difference. The Ethiopisn managers
;1ndicate they expect a manager to be very sensitive to many

%requests from their own subordinates. This, in turn, can

- lead to dire economic consequences because the Ethiopian

managers are too sensitive to say no.

The foreign menagers do not expect the same incorpo-
ration of ethics in managemen behav1or as does an American
ianager. Also, they see an ideal manager as having less
respect for his subordinates than does an American manager.
This will no doubt affect their ability to develop their

town subordinates.
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Ranking Characteristics for Survey of What
the "Ideal" Manager Should Be

As It Appeared in Questionnaire

Abbreviation

The concern for future planning and
for future problem prevention.

The recognition of one's superior both
a8 the source of authority and as
responsible for what his subordinates
do.

The patient and creative searching for
quantifiable variables as both a basis
for and measure of decision making.

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

ﬁhe recognition of the importance of
personal friendships in achieving
verall managerial effectiveness.

The ability to make accurate and
%imely decisions based on unlike
variable, incomplete information, and
ﬁncompletely understcod consequences.

he willingness to apply religious and
thical values in the conduct of busi-
ess activities.

he steady desire to develop new
sthods and to take new actions which
mprove results.

he recognition of the need for active
ooperation with and support of
overnment and its programs.

he willingness to work hard and long
ours to ensure the attainment of com-
any objectives.

ghe recognition of the importance of
gamily obligations to one's overall
anagement career success.

Future planning

Respect for author—
ity

Quantifiable varl-
iables

Sensitivity to
others feelings

Personal friend-
ships

Decision making
Religious--ethical
values

Develop new methods
Support of govern-
ment

Hard work

Family obligations



Table 1 (continued)

2l

e

As It Appeared in Questionnailre

—

Abbreviation

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

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

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

A firm belief in subordinates!' capa-
bilities to initiate action and to
maintain self-control in the
performance of their jobs.

S —

Maintaln status
differences

Risk taking

Cepacity to be
loyal

Belief in sub-
ordinates

i
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Table 2 °

Comparati&e Ranking of Ethiopian and
American Managers

Ethiopians

(N = 51)

Americans

(N = 18)4)

Develop new methods

Develop new methods

Sensitivity to others' Future planning

feelings :

' Future planning Decision making ‘
Quantifiable variables Belief in subordinates

Hard work —-Capacity to be loyal
Capacity to be loyal Sensitivity to others’

’ feelings
Belief in subordinateé Quantifiaﬁle'variables
‘Decision making Hard work

Support of government Respect for authority
| Respect for authority Religious--ethical values
- Risk taking Family obligations
§ Personal friendships Risk taking
E Maintain status differ- Msintain status diffefences
- ences
% Family obligations Personal friendships
%eligious-—éthical values~ Support of goyefnment

.

?ote:

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



RESISTANCE TO CRITICISM

The most common approach to developing managers for

merican-owned operations in developing countries is a

ixture of coaching and performance appraisal. Both of

hese 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-
1. Because most of the developing is characterized by
ighly personalized sensitivities, face-to-face criticism of
ny kind seldom accomplishes more than firing up various
sychological defense mechanisms., Often the criticized
oreign national reacts by narrowing his job responsibilities
n order to prevent future error and thus to avoid more
umiliation and ridicule,

The underdeveloped countries need high level man-
power Jjust as urgently as they need capital. Indeed,
unless these countries are able to develop the 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
managgrs, engineers, and the asdministration 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 programs for developing

: paul G. Hoffman, "Msnagement Training Overseas:
B Developing Countries,”" (Personnel) American Management
@sociation, XLV, 5, New York (September-October, 1968),

'\3. .
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countries. These programs cannot -be worthwhile unless they
. have long range effectiveness and Sustained impact. .The
brograms will always fallnshort 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
icorollary development of skilled leaders who will effec-
;tively utilize the assistance offered by the advanced
écountries of the world in making the most of the indigenous
iresources and continuing the surge of growth. TheAneglect'-

- of management training is a primary cause of much that more

sophisticated societies find distressing in the emerging
6ountries. | |

In the past twelve years there has been increased
emphasis on creating a better balance in economic assistance
programs, in order to supply the skilled leaders needed.
The United Nations, the Ford Foundation, and the Agency for
International Development have underwritten and themselves

have directly undertaken sizable projects assisting

universities and training institutes within developing
iountries. United States Universities and consulting firms
provide staff support of graduate level programs for local
atidnals and advisory services on curriculum development.
The important question is: How effective are these
anagement development programs? The writer who is involved
n one such program, feels there ié still a lot more to be

one before 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 say in their

article titled, "Management Training Overseas: In

"7

Developing Countries.

Most msnagement-improvement programs carried out so
far in the developing countries are only marginally
effective. The measure of their effectiveness is how
well the manager reflects innovative attitudinal and
behavioral changes thsat Bave presumably been accepted
witnin his organization.

The suthors beIieve_thét critics are frequently
overlooking obstacles to acceptance of this kind of change;
and their observation with regard to dictates of environment

is valuable:

An understanding of management development in the
emerging countries requires insight into the cultural
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 progreams of change should fit our parochial
frame of reference.

There are some aspects of developing economics that

bave a direct bearing on management and organizational

@evelopment. A brief review of such aspects is given below:

73. R. Hopper and R. I. Lev1n, "Management Training
;OverseaS° In Developing Countries," (Personnel) American
Management Association, XLV 5, New York (September-October,

1968), 30.
g 8

.9

Ibid.
Ibid.
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Tied to the Land

One cheracteristic that most of the emerging nations

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

sometime to come agricultural economies. Built into such .
economies are the problems of limited vertical mobility of
tredition-bound societies everywhere. What these add up to
18 suspicion and slow acceptance of change, and consequently

ﬁ\Seemingly low degree of the necessafy motivational drive.

Managerisl Monopoly

Closely related tb the economic structure.of a
goclety is socio-economic stratification, the set--and
 inked--patterns‘of occupational groups and classes. The
psteblished hierarchy of occupetional values and the
limitation of opportunity for managers severey inhibit

dependent personal development.

lcing
| What the state says goes! The operation of the

éofit motive in business and industry, in developing
cleties as in others, must be considered within the frame-
rk of existing moral and ethical values. Typically a high
;réentage of the industrial economy 1is owned aﬁd controlled
the state, and policies set by the government in regu-
ing these enterprises necessarily affect the formulation
policy by private industry in its pursuit for a prbfit

jrgin that will ensure & viable organization. In many

ases private enterprises do fall into line, but at the
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expenses of efficiency of operations that éould be achieved
by an impfoved management motivated by competition and the
drive to ﬁaximize profits.. Government regulations of
industrial development also means that the government' plans
for growth, investment of capital, and utilization of human
resources is confined by a rigid body of rules and regula-
tions. Local managers may have little to séy about how,
what, and when decisions are made, aéd this tight control
ﬁiscourages not only the development of professional

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

anks of government management.

The Fair-Haired
, lechnolcogists

The stepped shifts from an almost exclusifely

gricultural society to one with growing participation in
ndustry gives new value to technological development and
heir supporting personnel, such as scientists and engineers.
hese are the people who are needed to bring about higher
tandards of living, so universities refocus their empﬁasis,
nvesting heavily in their schools of engineering and

giences while administrative and social sciences faculties

;ruggle, often to get their share of educational resources.

rners That Cannot Be

A sense of urgency pervades all the new programs
pted in emerging countries. Their leaders have to make

hoice between development at a faster pace with external
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influences as the catalyst, 6r.at a slower pace set primar-
lly by reliance on internal resources. There is popular
pressure for, instant progress, but planned growth with
stability may be the wiser choice. The special cultural
eharacteristics with which foreign management consultant/
trainers will have to.work must be identified for them to
geliver anything worthwhile. Still more important is this
pecognizing, even before they start planning a program, the

time constraints involved in changing attitudes.

A Flexible Mold
f‘f
; Although different cultures do produce differences
;. _

nmong individuals and environments, there are some similar-

ities shared by developing countries. Addressing a CIOS
peeting in 1963, Likert made the point that '"as nations
Lndustrlal;ze, their experience in striving to achieve high
»bvel of productivity is leading them to general principles
%f 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, econonmy,
family life, legal and educational systems, and inher-
ited patterns of management activities.

.1oHoffman, op. c¢it., p. 1ll.
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It should not be taken for granted that Americen
echniques of management and of manager development can be
gmply superimposed, althouéh there certainly are some basic
&nagement principles and philosephy of universal nature
@at can be adopted and adapted te best suit the condition
g the country in which they are being implemented. These
?reign techniques can never be transplanted and expected to
?ourish in unfamiliar national climates unless those
ﬁimates are first thoroughly understood.
é An Internationai Labor Organization expert on small

mterprise development who has worked as the Regional

dvisor for Africa in his reports always advocated for the
3

1
pprovement of management of small business in view of the

ict of their likely greatest effect in the developing
%tions' economic growth. The expert strongly recommends
agement training as the beneficial key particularly to
all_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-
gselves to economic parity with the remainder of the
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world, and may be performing injustices to millions of
people.

For sny management development program to be worth-
#bile it has to be tailor-made!

Managers, it is observed, have great influence on

gbe development of economic and social life of a nation, and

st particularly the raising of its standard of living. It

es without saying that their responsibilities are quite
amens e accofdingly.

- It is therefore important that all those carrying
manegerial functions, whatever their formal titles,
should be well trained in their profession and be msade
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-
nigues should be set up in their respective countgies
and should receive ample and continuing support.

Developing countries in particular need competent
inagers if they want accelerated economic development.
hese are responsible people trained in the advanced
'chniques of management to meet the heavier demands that -
11 be placed on them. This need is very well felt even
blthe developed nations that operate business in the

pveloping countries. Major General George Olmsted,

11p78n Ma jor, "Training for Management in Small
inesses," Report, Addis Ababa, April 24, 1968, p. 1.

12International Labor Orgaenization, "Survey of
agement Training Needs In Some African Countries,"
agement Development Series, I} (1965), Foreword.
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maifman and President of the International Bank, commenting
n 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 'Manag?ment's Number One Problem!
abroad as well as at home.i3

Much has alresdy been said with regard to the
%por?ance of the manager iﬁ a developing economy and also
%aut the need for this manager's development through
?aining. More and more of these developing countries are
gcoming aware of this fact. Few have tried to train their
uld be end existing managers and have found out that there
e many attendant evils. The source of these evils in most
ses is the society itself. 1In almost all the survey
fports the social attitudes of the concerned countries are
lrbe largely responsible for hampering growth of entrepre-
rship and development of the indigeneous managers. 1In
ist Africen countries, for example, the educated young man
;i be subjected to strong family, social, and official
;ssures to convince him that employment in industry or
?uerce is something inferior. 1In discussing menagement
;developing countries, Dale observes as follows regarding
al attitudes:

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

13George Olmsted, "The World Community snd the Need
Improving Management Techniqgues," Advanced Management
nal, XXXIII (October, 1968), 10.
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d 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.
have called 'role expectations.! Managers, like others,
play a part on the stage of human action, and the
attraction of & managerial career is determined partly
prevailing opinion. Such opinion may be, broadly
classified as pro or contra management.l

In this respect, it is necessary to know the impor-
ant factor is the attitude of the opinion leaders. 1In some
Juntries the religious leaders are opposed to any action

eading to the accumulation of wealth. For example, India's

Jhandi's image of a peasant wearing only a loincloth that

Po spun and wove himself was a powerful influence against

;Hern technology. It should be noted, however, that social

ititude is not Lihe only factor in attracting people in

;veloping countries to a business career or repelling them

;Om it. There are obviously other factors too. Dale

ﬁntinuing.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 oniy one open
to able underprivileged people.

3. Money and what it can buy are possible attrac-
tions even_to those who set the prevailing
standards.15 '

%‘ Thus social asttitude toward the manager may prevent

f;foster management development, but it is not the only

P 1hErnest Dale, Menagement: Theory and Practice
Pew York: McGraw-Hill Book Company, 1965), p. 60L.

151bid., p. 605.
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nfluence. Government action is snother very important
iaétor, because in de&eloping countries the state can-
uwbsidize new enterprises, protect existing enterprises, and

dopt & tex policy that will stimulate savings; or it can

t to hamper the development of industry.

The reader can, therefqre, see how very important it

8 to give serious consideration to the socio-political

pvironment of a developing country when planning and
esigning its management development programs because the

5ﬁciologica1 and political aspects of a country have big

nfluence on economic growth, for example, industrialization.

Pvery socio-political environment provides its own context
:ithin which managers must function, and managers everywhere
ust fulfill a role within their socio-political environ-
ent . Professor Dr. Howard Smith in his discussion on
anagement development in "New" countries, comments the
0pllowing with regard to the above thesis:

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

Commenting along the same line of thought, for

;ample, the effect of the environment on management

3ve10pment, Rock writes,

16

Howard Smith, "Management Development in 'New!
puntries: Perspectives from Russia and America," Manage-
fnt International Review, 5 (1966), 53.
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. « «The entire management 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.

In Africa, for example, the traditional values and -

yatures of the society considerably constitute obstacles to

ccessful entrepreheurship. The African environment has
;t prepared‘the Africans in a positive way for the moti-
:;ions, attitudes, ana restraints which they require.for

Bccessful performance as modern entrepreneurs. Geiger and

lstrong have nicely summarized this aspect in their
}ort. 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 values of the traditional society. The bonds of the
family, of the lineage group, and of the tribe are still
. 8trong, and denial and evasion of their claims often
"results in personal shame and rejection by the local
comnunity. The traditional regard for status still
affects African self estimation and the traditional
nonproductive uses of the economic resources and of time
8till influence the ways in which Africans dispose of
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,

1TMi1ton L. Rock, "Organizational Environment and
piagement Development," (Banking), Journal of the American
Biters -Association, LXI, 6 (December, 19687, L3.
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and competitors in contrast to the personalized,
affective relationships of the traditional community.

e o« oIn Africa, as in other traditional societies, the
.primary obligations are to the family as the basic
social unit--and the family often extends to include

- third uncles, fifth cousins, and sometimes literally

é 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 income_in certain customary ways with the other

3 members , 18 ‘

Discussing the other face of the family influence,

nd also other pressures that impair the effectiveness of

nagement development_in Africa, Rose of the Harvard
siness School, makes 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 sgainst foreign capital, 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.

Due to the afore mentioned factors and pressures,
itrepreneurship is at infancy in most of the developing

' tries. In some it is non-existent. One can, therefore,
how very important and at the same time difficult it is
;develop entrepreneurship/management. In the developing

untries, as is already articulated, there is a crucial

1 18Geiger and Armstrong, "The Development of African
Hlvate Enterprise," National Planning Associstion, Planning
feohlet 120 (March, I98L), 39-40.

L 9pore Rose, '"Managerial Africanization: The
jpcent Problem of Doing Business in Africe,"” International
jsiness Research Report (May, 1966), 27-28.
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thortage of managers. Both small and large enterprises in

.

these countries are managed by expatriates, of course over-

:

?elmingly if not exclusively in the case of the latter. An
1

%ternational Labor Office survey of management training

xeds in some African countries reports on this.

In all these African countries, however, there is
8till one common factor. Practicelly 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 undertaking25s state owned, or private or semi-

- public sectors.

In view of these facts, management development is
absolute must for the developing countries of Africa.

picans want to develop; and can develop under proper

fiditions. The cliches regarding Africans' deficiencies

B erroneous. One obvious problem is the application of

.:-ry to practice. Other than tailor-making training

grams, fbis is one main area where adjustments must be

e in the management techniques. With regard to the

Poneous cliches, an American who has experience in train-

g Africans in sophisticated techniques points out three

88 Where many expatriates make a fundemental error in

ir approach:

1. Selection of candidates. There is an absence of

advanced selection techniques, with too much

reliance on simply advertising and then
interviewing.

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

20110, op. cit., p. 18.
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the process may not ‘perform 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 botB mental capabilities and
staying-power. 1

This has further been asserted by Geiger and
smstrong: "The intelligent intellectually eguipped apd
lth sufficient education to assume management responsibility,
s an immense desire and respect for knowledge which will
id his advancément. He is usually an assiduous sﬁudent."aa»
What is lacking is the effort. The most accentuated
\fricaenization" better termed as "localization" or "pbromo-
jon" is of the civil'sefvice; It is high fime that African
?nntriesvseriously consider the Africanization of manage-
Pat as well. A sound principle of managerial Africanization
?ould be established soon if accelerated economic develop-
int'is to be realized. This is effectively done through
idigeneous management development. And this cells for a
?@sive deployment of management training effort acrosé the
Eﬁﬁnent employing the most advanced techniques of

igelerated,instruction and development.

. 2lipia. 221414,
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5 MANAGEMENT TRAINING AND THE SMALIL BUSINESS
1 MANAGERS IN DEVELOPING COUNTRIES

Management training is sometimes misunderstood.by
fsme people. It is often confused with the business courses
t4fered at colleges and/or universities. Management

aining, sometimes referred to as management development
management education, 1is the'planned and programmed

forﬁ exerted towards finding, studying, end developing a -
dre of modern management men. Management development, as
e International Labor Organization sees iﬁ, is "the

fivity directed toward the further development of the

owledge and skills of practicing managerial personnel and
n23

‘dification of their concepts, attitudes and practices.

nagement training is essentially designed to help the
agers with their jobs.

Cohmenting galong the same thought, Zoll writes thus
bis book: "In management education, we would add three
pncerns: changes in attitudes (feelipgs or beliefs),

8 ges in awareness of self (present ways of seéing one's
havior), and changes in motivation to perform (desire to

t differently). "l

5 23Nancy G. McNulty, Training Managers: The Inter-
itional Guide (New York: Harper and Row, Publishers,

'9), p. 2.

1 2,“;ﬂkllen A. Zoll, Dynamic Management Education
Reading, Massachusetts: Addison-Wesley Publishing Company,
vy 1969), p. 1. .
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Ehe Managers and Management

Tralnlng

Managers are very important for the economic growth

?f developiné countries. "In the underdeveloped countries,"”
ié is remarked, "management is the center resource of .
Eevelopment, and managers the central engine of develop-

ﬁent 25 Dhe kind of managers that will effectively benefit

‘country are those who are properly tralned and are

b

fompetent to manage. Comment on the absolute importance of
agers and 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
activities,

It is therefore important that all those carrying
managerial functions, whatever their formal titles,
"should be well trained in their professioniéand be made
conscious of their wider responsibilities.

- 5Farmer and Richman, Comparative Management and
fonomic Progress (Homewood, I11linois: Richard D. Irwin,
., 19657, p. 117.

26

1L0, op. cit., Foreword.
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ow Does Msnagement Training
" Benefit the Small Business

Manager?

It is observed above that managers are very useful

@d are responsible for a country's economic development.
% is obvious that they can be so only when théy are trained
bd able. Even when we look at the situation from the

dividual manager's benefit point of view, it is quite

ident that only the manager who is skilled and competent
operate a profitable business. Therefore, it is_under—
?odd that the small business manager will very much benefit 
om being skilled and competent through management

aining, this is‘parficularly true with the small business
Bnager. _

Iﬁ has already been shown that in the small business
p manager is everything in the enterprise. He is the

pson who wears many different hats at different times.

ther words, 211 the functions of management are in the
pds of this one man, the manager. It is therefore,

mtial that in this category of business the‘managef

1d have a much wider understanding of the various

nts of the business and much broader capabilities of
gement. Stressing this point in his report regarding
ement tfaining for small enterprises, an International
r Organization expert writes:

. One basic area is the development of human resources.
‘Since the cause, the goal and the principal means of
conomic and social development is MAN, no marked

progress can be expected in any country and in seny
ector if the educetional 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 smell-scale
enterprises, we should pay great attention to the
¥ development of those who run these enterprises and whose
. manageri } abilities are essential to their future
success. : ‘

The important element contributing to the success of
E'enterprise is "good management." True that labor,

Epital, and inventiveness are requirements-for any business?
h& for a successful business there is a further require-
knt. There cannot be such a thing as a successful business

%thout this add1t10na1 requlrement This important
]

quirement is good management that is scientific and
icient; a well managed business is certain to be
lbcessful.
Leck of managerial know-how is one of the serious
Indicaps of the small business managers, and management
yelopment 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
pcess of an enterprise is efficient and scientific manage-
{t. Management development is, and should be, aimed at
}ieving efficient business management which actually means
¥ attainment of the best possible returns from the least
isible usage of available resources and effort with, in

isequence, the minimum amount of waste.

'27X. Gir, "Training of Mesnagers of Small Enter-
fses," Management Development Series, 7 (1969), 6L.
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When discussing managers and manager development, it
s very important not to fail to mention something about
ualities.of character thaf are essential to leadership.
he manager who is entrusted wigh all the above mentioned
esponsibilities must demonstrate-the abiiity and willing-
ess to undertake such responsibilities. He must have
dequate potential and desire for growth, and finally he
ust possess certain basic qualities of character. It ié
ben these qualities of character are present that manage-
ent development efforts are justified. The following are
ome of the qualities of prime importance in the work of
glnaging: |

1. Integrity.

. Courage, stamina, and self-confidence.

. Wisdom, judgement, and intelligence.

2
3
. Flexibility of mind, resourcefulness.
5. Vision, imagination.

6

. Human understanding and bumility.

Although management development is partly charged

h the responsibility of developing some of these gqualities,
is advisable to ¢onsider this point to try to find out
 much of these qualities are possessed by the managers to
}eveloped. This will help to make the required provision
.the ones missing while designing the program. Professér
niel Cantor has this to say in this connection: "The
?10pment of a manager is essentially the development of

iéerson. The quality of management performance cannot
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be separated from the quality of the. people who are

gnanager-s.”28

HOW IS THE SMALL BUSINESS MANAGERS'
ATTITUDE TOWARD MANAGEMENT -
TRAINING?

On the whole, there is a general lack of interest

L
3

?n the part of the small business managers in attending

panagement training programs. This lack of interest,

ccording to an observer, may be attributed to the following
actors:

#% as a majority of the small industrialists have
been successful operators 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 aEe unable to appreciate the
value of training programs. 9

This is quite true. The small business msesnager, by

very fact of having become a businessman and his own

gster, feels that he has already attained the peak of his
pbition. As such, there the absence of personal aspiration
Ef something greater. This obviously heas almost killed

:} interest for management training.

Time and time again, menagement experts are con-

bonted with this lack of interest on the part of the small

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

29H. M. Sithawalla, "Integrated Services for
elopment of Small Industries," Management Development
ies,. 7 (1969), 227.
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Fusiﬂess managers. An International Labor Organization
ixpert who has made observations of this problem lists the.
%auses:' |
; . - adherence to routine 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;
0

- lack of time, et cetera.3
The expert states that the above mentioned causes
.#e often résulted in negative attitude towards training.
Hardly any training can be accomplished without the
fterest of the trainee. Thus the stimulation of interest
the trainee is of paramount importance in training. It
} understood that the lack of motivation to achieve is
irgely the cause of this lack of interest in training. It
not sufficient to arouse only interest, equaliy important
the retention of this aroused interest. This is, of
se, possible only when the motivations and interests of
$ trainees are properly known.

As indicated earlier, motivation to achieve &s an
epreneur can to some extent be developed directly by

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

.“30(}]’_1', op. cit., p. T2.
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his particular point, an expert in the field of management
;raining makes the foilowing observations:

. . .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 thought 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 gflated to the man's own recognized needs and
"  problems.. )

? It is evident that all the management training that

%n be given will fall short of its objectives, unless

Eotivation to achieve as an entrepreneur is generated.
Ehere it is essential that the trainees/entrepreneurs be

tivated. 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.

Many management trasiners usually fail to see the

portance of interest stimulation and retention. This is,
fact, the key to effective management training program,
program that is expected to have real effect on the

fihee, or through him, on the economic development of the

3Dpibbs, op. cit., p. 12.

. 321pia.
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fhat are the Specific Aims
of Management Training?

Management training could have many different aims

@ these aims differ from country to country and even from
place to place within one country. Part of these aims is

}mewhat mentioned in the above paragraphs. In general, the

fa'of management training is to effectively fill the need

‘} knowledge and understanding of the nature and requirements
business léadership and of the basic phbilosophy, theory,
principles underlying both’ subject and skills. Manage-
nt has, of course, certain specific aims and purposés. In
is respect, extracts from the article written by Professor
fpnson have indicated the following points: Management
elopment 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

;urces employed. Its purposes is to develop better ways
ich to allocate company resources.

| With the accent on effectiveness, management develop-
seeks to have the participant question all things:

» Programs, measurement, evaluation, performance, and
ience. Management development also:

1. Challenges the manager to question success.

2. Forces the ﬁanager to question the future of old

formulas.

334, 1. Svenson, "Management Training: Needed for
al," Administrative Management, XXIX (July, 1968), L47.
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3. 1Inspires the manager to innovate in the deci-
sions he must make.
With.regard to courses for managers, McNulty writes,
Pheir purpose is to help a manager with his -‘job. It is as-
Fain as that. They are intended to help him stay abreast
?the new learning and new disciplines whether it be in =a

n 3l

%mnology or in the broad skills of management.
:';:: . .
; EMERGING BELIEFS AND PRINCIPLES REGARDING

b MANAGER DEVELOPMENT IN PRIVATE
= ENTERPRISE

Certain emerging beliefs and principles pertaining

manager development underly the development of smsll
Iness managers. 1t is very important that the management
iner, or whoever the person charged with the responsibil-
 of management development, be thoroughly familiarized

h these beliefs and principles because they form the

ic foundation of the development in question. Needless
say, they are useful to the trainer or person in charge
their service as guide rules., 1t is highly recommended
t the philosophy of manager development be based on these
%afs and principles because they serve as a good frame of
jrence. As such they have achieved a surpriéing accep-
26 among the leading exponents of systematic manager

jpation and development.

. 3h’McNulty, loc. cit.
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Houston, after having examined various studies that

povide a ‘cross section of the United States' manager
éyelopment plans and progfams, has discussed these emerging
'iiefs and principles in his book from where the following

Ep extracted.35

1. The success and growth of the enterprise depends

the gquality and ability of its managers: A manager's

cation and development can no longer be left to chance.
pis calls for planned, systematic, and comprehensive effort
‘fselection, training, appraisal, and promotion.

2. Managing is a distinct and professional kind of

k which can be learned and taught.

3. All managers are responsible for contributing to

development of those reporting to them: Although

cialists can help in research, program planning and
inistration, manager development is basically a respon-
;lity of all managers aiding in planning, encouraging,
fostering the development of those reporting to them,
'ﬁher they be specialists, managers, or potential managers.

li. Manager education and development opportunities

puld be available to all managers and potential managers:
Z'principle of equal opportunity does not permit the

gown prince" approach.

35'George C. Houston, Manager Development: Princi-
88 _and Perspectives (Homewood, 1llincis: Richard D.
gin, Inc., 1961), pp. 32-35.
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5. All development is self-development: Growth,

;Blopment, and change can come only from within the
1v:{dua1 and is determined by his ability, his willingness
applyvhimself, and the guality of his personal efforts. .
f-development is the responsibility of the individual,

6. Development is-a unigue and personal process or

)erience for each individual: The focus of development

uld be on the individual, his abilities, his accomplicsh-
ts, bis ambitions, his potential, and his needs.

T. Manager development should be work-centered and

t 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
ctice of managerial skills can take place only by doing.

8. Delegation of responsibility and suthority with

mensurate accountability is an essential requirement for

development of managers: If we believe in learning by

ng, if we expect men to accept managerial responsibility,
y must be given responsibility. They must be given the
@t and encouraged to make their own decisions. They must
permitted to make mistakes and to profit froh their
erience under competent guidance and coaching. Failure
delegate and too close supervision implies lack of
fidence and frustrates the development of self-confi-

ice, 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-

kers at all levels) is responsible for developing and

nteining a climate conducive to learning and growth:

h e climate is determined by the attitudes and sctions of
) managers themselves and by the example they set for

?rs to follow. It must be & climate which permits and
§urages growth, delegation éf responsibility and author-

’y high standards of performance, and fair and equitable

yatment.

10. Ménager education and development should be & -

gprehensive and continuing process throughout each

jager's career: Education and training in sound managerial
jlosophy, principles, theory, and practice should start

lthe earliest practical point in the development of men

facted to fill positions of such responsibility and should
.

inue in the breadth and depth essential to prepare them

higher responsibility as they proceed in their careers.
Although the above mentioned beliefs and principles
drawn with the manager development of the enterpriée in
it is quite possible to transfer them to the develop-
of the small business owner/manager.

They are, of course, of utmost importance to the
enterprises, especially those owned by expatriates,
ir expected programs of indigeneous managers

pment.
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SUMMARY

Developing countries are primarily and essentially
ncerned with accelerated economic developmenf. For any
bhntry to attéin economic growth,'provisioﬁ must be héde
%'all the three legs of the "development stool." These

o
Pe finance, technical know-how, and above all managerial
]

gaw-how. Each developing country has its own physical and
?hpower resources. Each country, in many cases, receives,

ough various aid schiemes, most of the other physical,

ancial and technological resources needed. Howevef, it
of vital importance that each country must have a "cadre
indigenous modern managers"to coordinate and manage the
ources that are either natural or injected. It~is |
ongly felt that there is a crucial need for these man-
8. This obviously calls for a massive deployment of
ggement development 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

: gned to induce behavioral change in individuals through
ging out or cultivating their abilities and inherent
ities through the abquisition, understanding and use of

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

'lanetging."}6

All such management training programs, to effeé-
avely meet the objectives they are designed for, must
%refully consider all the socio—ecohomic and other political
?pects of the environment in which the trainees operate.

k will very well pay to make these programs tailor-made.

36

. Houston, op. 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 Edward Gibbon, "Encompassed on all sides by the
enemies of religion, the Ethiopians slept nearly a.
thousand years, forgetful of the world by whom they were
forgotten."

4

To have a good understanding of this study on man-
kmwnt development in Ethiopia, it is essential to have a'
?neral knowledge of the country and the other aspects

: nected with the subject. This chapter is, therefore,

empting to 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
existence. The country is at present in a transitional
ite as it emerges from an isolated conservative community

‘a modern progressive empire.

; lEuhloplan Tourist Organization, "A Tour of
pfthern Ethiopia, ™ (Addis ﬂoaba, Ethiopia: Berhanena Selam
;,Prlntlng Press, 1962), p. 15.

56
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gstory

The ancient empire of Ethiopia has its legendary
=gin in the meeting of Kihg Solomon end the Queen of

q:ba. _Historically, the empire developed in the centuries
fore and after the birth of Christ, at Aksum in the north,
a result of Semitic immigration from South Arabia., The
migrants imposed their language and culture én a basis of
metic stock. Ethiopia's subsequent history is one of
oradic expansion southwards gnd eastwards, checked from

i sixteenth to early nineteenth centufies by deﬁastating
8 with Moslems. Modern Ethiopia dates from the reign of

peror Theodore (1855-1868). Menelik (1889-1913) defeated

p Italians in 1896 and thereby safeguarded the empire's

%:pendence in the scramble for Africa.
The present emperor, Emperor Haile Selassie I, born

v;July 23, 1892; crowned King (negus), on October 7, 1928,

iplaimed Emperor, after the death of the Empress Zauditu,
fApril 2, 1930, and crowned on November 2, 1930. His

st son, Asfa Wossen, was proclaimed Crown Prince and
to the throne on January 25, 1931. Eﬁperor Haile
Rassie I is the 255th monarch of the Solomonic Dynasty

"blished by King Solomon and Queen of Sheba.

nment
Ethiopia's government is a constitutional monarchy.
iiEmpire is governed by a Council of Ministers, responsi-

f}to the Emperor, and a parliament consisting of a Senate
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}d & Chsmber of Deputies. The Chamber of Deputies consists
| 250 members; the nﬁmber of Senators must not exceed half

i e number of Deputies.

ography

The country. Located in the highlands of the "Horn

Africa," Ethiopia adjoins the Sudan, Kenya, Somalisa,

ench Somaliland and the Red Sea. The key word which

erges from the geographical study of Ethiopia is variety.

hiopia lies in tropical latitudes (extending 3-18 N) and

vers an area of 4,50,000 square miles.2 Most of Ethiopia

B 2 highly desiccated plateau, split almost up the middle

 the Great Rift Valley with its chain of fascinating
J es. There is also a corresponding range of climates,
;}etation zones, crops and rural activities. The country

ﬁdivided into fourteen provinces, each under a Governor-
i

;eral, under the administrative control of the Minister of

;erior. Each province is divided into about seven sub-
;vinces under a Governor. |
Addis Ababa, the capital, with 64);,190 inhabitants,
the headquarters of the United Nations Economic Commis-

n for Africa, and also the Organization for African

‘2The Americana Annual, Americana Corporation, 1970.

. 33. H. Steinber, The Stateman's Yearbook (Mac-
glian: St. Martin's Press, 1969-1970), p. 685,
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The people. There has never been a complete census

the populatién although estimates have been made by most

fsible means. The 1968 estimate is 2).;,212,000.)‘L These
ntified according to their religious faiths are:

Biiopian (Monophysite) Christian, estimated to be one-third

the population; Muslim, one-third; and pagan, roughly to

one-third.

The Ethicpien government embarked on a Third Five-
Economic Development Plan. The total investment under
‘new plan will amount to $1.25 billion in United States
 ars. Most of this amount will come from domestic

;ﬂgs, and the balance will be financed abroad. According
;his Plan, which is in its second year of implementstion,
i cular. emphasis will be placed on the development of
acturing and mining, with transportation and housing,
griculture following in that order.

_ The foreign sector of Ethiopia's economy fared

2 y in the first half of 1969. Falling coffee prices and
ing demand for imports reduced the country's foreign
nge reserves by 10 percent compared with the corre-

1ing period in 1968.5 A small increase in the gold

ngs of the national bank onlf partly offset the

thid.

'sIbid.
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:ﬁsion. Domestic credit continued to expand; consumer

ices held steady.

Agriculture. Although Ethiopia is potentially rich'

a variety of resources, it is still in the early stages

E,the development of a modern economy. The major economic

tivities are subsistance agriculture and nomadic pastori-

fism. Coffee, of course, is by far the most important

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

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

op economy." Ethiopis is very rich in livestock liké
fép, cattle, goats; and a smallef number of donkeys,
isés, mules and camels. Crops like teff (eragrastis
{ssinica), the principsl food grain, followed by barley,
é;t, maize and durre are grown in abundance. Some agri-
itural experts who visited Ethiopia say that she is
?gntially the "bread basket" of the middle east. Sugar-

is now sn important crop.

Industry. The prevailing industrial activities of
opia are essentially based on agriculture. The small
growing industries are concerned largely with the
pecessing of réw materials from agriculture. The most
*rtant products are cotton yarn and fabrics, sugar,

ettes, canned foodstuffs, footwesr, beer, lumber, wheaf
r, edible oil and tannery. Cement and paints, too, are
factured. Most industry is centered around Addis Ababa,

ra and Dire-Dawa.
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Commerce. Coffee is by far the most important
u@ort, followed by pﬁlses, oil seeds, hides, goat skins,
@d Sheep skins. Imports.are textiles (mainly from Japan),
%bicles, machinery, iron and steel goods, and petroleum
?nducts. |

The total value of Ihpprts and Exports in millions

4
i,‘
3

Ethiopian do11ars, (one United Statés dollar is equiva-

§nt tc two and a half Ethiopian doliars), for twelve years
shown in Table 3.6 The total imports for 1968 were
lued at $,32,522,163 in Ethiopian currency, and the

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

ication
Education is free for all. "In 1967 there were
poughout Ethiopia 1,116 Governﬁent, 271 Mission, 315
bvate and 106 Church schools. They catered for ;80,189
jf:ler:d;s."s There are very few comprehensive; commercial

: technical schools in existence. The Halile Selassie I
fVersity was instituted in 196l to coordinate the organs
higher education, for example the Building, Engineering,
plic Health, Theological, Agricultural and Business

;eges; and including all of the other schools such as:

: 6Eshetu Indeshaw, "Investment Opportunities in
wigpiaé" The Manager and Entrepreneur, I, 2 (Winter,
10), 26.

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

8

Ibid.



‘Table 3

Total Value of Imports and Exports
in Milliions of Ethioplan Dollers
From 1957-1968

1957 1958 1959 1960 1961 1962 1963 1964 1965 1966 1967 1968

Imports 166.L 186.9 197.3 207.6 224.1 222.9 276.1 307.6 375.6 LO4.2 357.7 L32.%
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. '

29
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-
!

fie School of Law, Education, Public Administration,

dicine, Sociai Work, General Arts, et cetera.

scellaneous

There are motor roads connecting the provinces with

e capital. There are twq railways: The Franco-Ethiopian

‘Iway Company owned by the two governments, operates the

ne between Djibouti and Addis Ababa. The second railway
;rates in Eritrea between Massawa and Asmara. A state
E?pping line established in 196l now owns four cargo

?Sels and one tanker. Etﬁiopian Airlines, formed in 1946,
rates through a management contract with Trans World
ines; it proﬁides services to many countries in Africa,
to a few countries in Europe and Asia. The postal

\tem serves about sixty points in the Empire, mainly by
a»mail. . All the main centers are connected with Addis

ba by telephone or radio telegraph. International
pphone services are available at certain hours to most
ries in Europe, North America and India. The banking
sem is complete and efficient. There are the National
of Ethiopia, the Addis Ababa Bank S. C. and Banco di

and one other Itallan bank operating in Eritres.
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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?zable number of entrepreneurs for her to achieve her noble
ijectiveé. Like the overwhelming majority of developing
%untries; Ethiopia lacks edequate entrepreneurs who are

ﬁtivated and capable of taking risks. Ethiopia is only

ﬂginning to be aware of the fact that entrepreneurship is
8 most important element of production that contributes a

?t toward the achievement of accelerated economic develop-

;eral Background

t‘ Ethiopia is one of the three oldest nations ih

#ica. She is the oldest nation in the sense that, unlike
sister African netions, she has enjoyed three thousand
:rs of independence: but she is not yet a developed
éion. With the long time political independence, a rare
fssing in Africa, bestowed upon her, Ethiopia was supposed
5;6 a developed country. The main struggle in Africa
deys is the struggle for political independence, and
this struggle the hope to achieve the celebrated human
Lity and economic advancement. Ethiopla is rich in
ucultural land, minerals and human resources. As a long
independent nation, she had, and of course still has,
plete control over her resources. This leaves many to

’ r why Ethiopia isnstill a developing nation.

Probably two factors are responsible for this. The

gt factor is attributed to her geography--her physical'

ture. Ethiopia being a mountainous country that was
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most land locked, had for quite some time no contact with

;e rest of the world. Thus, she was cut off and did not

;ve active trade relations with other developed countries

b as to learn some constructive ideas from them that could

lve contributed a lot to her economic advancement; The
?ond factor has a history.. Ethiopia was certainly a
mding nation once upon a time. In the days of the Axumite
Eire, which dates back to 354 A. D., Ethiopia was knowﬁ as
jtof the important trading centers of the middle east.
3«ua11y foreign penetration cut off the historic.trade
;tes and Ethiopian trade diminished. As a result, the
4 th of trade lost its_primary importance. It became
ondary to the wealth of land, and no. more the socially
iptablé means of earning one's living. Instead, farming,
overnment, the military, and the priesthood came to
pide the acceptable means of making a living. Even-
i-&, activities of commercial nature came to be associated
zfpersons who were foreigners in Ethiopia or who were
-'de of the important land-owning element of the society.
)8 and crafts were considered as occupations which were
‘undertaken because one had no land or other position.
f£s8 also de#eloped that craftsmen were possessed of
:gicalApowers, and thus were not the respected and
1y acceptable members of the society.

Thus trade lost its importance for a long time in
la. Commercial activity did not return to importance

only very recently.
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3 The first major modern economic enterprise was the
- PFrench-Ethiopian railway completed in 1918. A few

. European trading companies were active in Ethiopia

" before the brief Italian occupation, and the Italians

- themselves established a few small industriel 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 establisbment of :
¢ Etbhiopian Airlines. Since 1946, the rate of growth has
. been rapid _though absolute levels of development are
8ti11 low.?

Ethidpia is a developing country. For any develop-
country, the key to its development is the entrepreneur.
hout the entrepreneur, it is quite obvious, there will be
dly any ecohomic development. So, like most de?eloping o
‘intries wanting to accelerate their development, Ethiopia
g8t encourage more aﬁd more entrepreneurs to appear Within
p economy. Therefore, for Ethiopia's,econohic growth to
vaccelerated, more and more pioneers must engage them-
iies in business. O0f course, equally important if not
; so, the existing ones also must necessarily develop
i}f management know-how to best contribute to the nation's
bnonic growth. Some will be large, but the initial devel-
nt will be mostly in small business enterprises, oﬁing
he present subsistence economy. The most important
g€, in any case, is the attitude of the people (the
qupians) in the society. The society must realize that

entrepreneur is vital for the economic development, and

9pavid c. Korten, "Management Staffing Problems of
r Business Firms in Ethiopia: A Field Investigation,"
ge of Business Administration--Haile Selassie I
rersity, Addis Ababa, June, 1966, p. 1.
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st éupport economic activities. Many must participate and
ways aspire for modern management of their enterprises
fch eventually contribute to a better standard of liVing,
ﬁt is economic development. In this regard Samuelson, has
3d:

%i 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 grouE of producers alert to try out new ways of
~doing things. 0

The businessman, in the developed countries, is

aepted as the great contributor to the economic and

ierial progress of the nation. It is well known that

-

%ustrializatioh (economic growth) is possible only if

pple become conscious of the role businessmen play in an
‘Somy. The role of the businessman, which is very
prtant, is not yet sufficiently and widely recognized in
opia. Pptential Ethiopian entrepreneurs are not aware
their opportunities. Not enough Ethiopians are enthusi-
b about going into business, particularly the educated
p! Neither has there been any drive for development of
:gément, and thus growth, on the part of those few

bady in business.,

: 1OAsheber Aberra, "Barriers, Motivations and Train-
for the Ethiopian Small Businessman," July, 1968, p. 2.
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?gmiers to Entrepreneurship

Entrepreneurship being of such vital importance to

?he economic growth of the country, why is the -situation

at it is in Ethiopia? 1If this continues, Ethiopia's
piration of accelerated economic growth is very far from
ing realized. The existing hostile attitudes towards
trepreneurship mentioned above must change. With the aim
-finding the causes behind these hostile attitudes, a

udy into the problem.has revgaled_the following. Factors
hat are said to’hinder'the'developmentvof new enfrepre-

S, 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
;;1ologica1 impediments. In Ethiopia, business is believed,
?the great majority, to have profit as its sole motive.
?'conservative and/or fanatic Ethiopians have the attitude
ilooking at profit-making as socially undesirable
gctice.
This attitude, which has originated in the history
i culture of the cquntry is perpetuated even among the
ted circle by misconception of the socialistic philosophy
exploitation of man by man.

Culturally, theupeople developed the notion that
ess largely involves deceitful acts, unethical prac-
and exploitation of the peasantry. The church

mned all lending as usury and forbade its members to



69

jarticipate in the act... Thus, Ethioplians have developed
stile economié attitudes. As researched by authorities
the field; it 1s noted that the prevailing ideas of
propriate objectives of a business enterprise in Ethiopia-

in most developing countries, (whether government or

#

Bbivate owned), are that it be a provider of jobs and wel-

. For non-owner managers ahd supervisors, the principle
:efficiency as an economic unit is often considered a
reign idea, and one contrary to many of the values of the
; ture of the developing countries. |

For this reason, trade just a few years back was
;érally left to foreigners, a group widely and tradition-

{y despised by the average Ethiopian. The sttitude toward

Afde was further accentuated by the common view that people

"engaged in trade were people without land, people who

d from the honest labour of others through cheating and

o
53

&
3

2

;ékary.

There is also a general lack of economic under-
ding of where economic growth and new jobs 6ome from.
role of profits, surplus, or sévings is not usually
prstood by a large percentage of the popula;ion including

of the managerial employees and the country's opinion

According to an economic survey made by an authority
bhe field, the results suggest that such opinions are

ral values of most developing agricultural economies.
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The evaluation of occupations also is a limiting
gtor, Images for various occupafions persist in every
plety. For instance in traditional Ethiopia, governmental
gkers and the military are regarded as esteemed occupa-
?m and thus enjoy a reasonably high status. People
iaged in commercial activities have been, and to some
?@e still are, classified in a low status. Tberefore,

'yle who are enjoying greater levels of status tend to

ain their positions. For these persons, engaging in
?ihess results in a lowering of their status. This.is How-
IA feel. As such, the Ethiopian Entrepreneur, however
and prosperous he may be, how much preoccupied he is
rendering worthwbilé service and mgking money as such,
n maihtaining a fairly decent living to develop a sense
he social importance of the enterprise, has not enjoyed
gh status in the society. There is a recent improvement
his respect but this is still too limited.

There are still local prejudices. However good the
Icts, Ethioplans have tendencies of ill—evalpating.
111y produced goods. Thus, there is no impetus for
ress of the indigeneous entrepreneur.
" These are the major cultural and sociological
iments in the development of potential Ethiopian

lepreneurs and the growth of existing entrepreneurs.

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

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

e's ability to assess accurately in advance or to control.
-erefore; one obvious barfier is the fact that entrepreneur-
hip is cheracterized by risk-taking. The Ethiopian small

itrepreneur is usually someone who was loaned money by his

platives or friends to start his business with. Whatever

8 capital, the environment he is brought up in is such

hat he lacks the enterprising characteristiecs. An Ethio-
an, even the educated, wouldvrathgr buy land or build a
se with his savings than start a business. This, of
rse, is due to leck ofvexperience and a traditional lack
exposure to modern business operation. This lack,

pled with the obvious risk that disrupts man's security,
in fact one of the few major barriers for the potential

jhiopian entrepreneur.

Lack of initiative and leadership. Leadership of

fgh order is invoived in entrepreneurship. As a result
the previously mentioned factors, Ethiopians do not
jsess the necessary drive for achievement and self-
:;idence. Not many know how to face and overcome chal-
es and obstacles and thus achieve satisfaction. Most
hem want to get rich overnight. Not many believe that
8 possible to succéed after one fails.

Entrepreneurship calls for high achievement desires,
ivity, willingness to assume responsibility, and tact

saling with people. The business leader (entrepreneur)
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t possess these 1ead§rshi§ éualities. Sometimes the
der has to operate in an ambiguous, ill-defined, con-
i;k‘nt:‘ly changing area. He faces lots of obstacles and.should
e these as normal challenges and act with tact. This is-

t Ethiopians have yet to learn.

Lack of economic factor--capital. When speaking of
 economic factor, the writer is referring to the capital

ipment and the important tool, money. These are the

entials for any kind of business undertaking. Therefore,

;equacy or complete shortage of capital equipmént and

1ability to finance such an endeavor is sure to be a

%r obstacle. Both the potential and the existing

;bpian entrepreneurs either have insufficient money, or

oney in the case of the former. Most of them do not

that they can get business loans from the money lending

litutions, such as the commercial, development, and

stment banks, upon presentation of sound business

ation plans.

It is bitterly felt that there is a blg shortage of
Both the public and the banks do not have a

cient supply of capital. The entrepreneur cannot

to take out a loan because of the high rates of

ﬁest; therefore making private money unavailable to

The absence of small business loan boards have made

tuation worse. And as already mentioned, the small
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ntrepreneur rarely knows how to present his case for a
Loan.,

Some who have somehow got the money (usually
;eferred to as. working capital), lack the technical knowl-
?@e of how to select the equipment appropriate to their

pespective businesses. They do not make effective market

search to find out what kind of equipmentvor machines are
ailable in the market and at what prices. They do not

re to ask for expert advice to learn what kind of machines
11 be best suited for their respectivé types of‘business,
Jd their financial situations. This is particularly true
th the small-scale indusfries.

Thus lack of finances is an acute problem to the
}sting Ethiopian entrepreneur as well as to the potential

i reprencur.

Lack of skill or business knowledge. Many author-

in the field usually think that the achievement desire
tﬁusiasm is of prime importance. In accordance with
‘McClelland's Theory of Achievement Motivation, this

ity of Drive to ACHIEVE can be brought out, strengthened,
banneled. . .of course into productive action, through

pial training.ll Therefore, lack of business knowledge

11Owen 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,
pP. 12.
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0 both the would-be and existing Ethiopian entrepreneur

$ & major problem that requires and deserves priority.

These are in brief the most prevailing sociological,

1tural and environmental factors that exist in Ethiopia.

yme of the above mentioned factors add up to suspicion and

jow acceptance of change, and consequently a seemingly low

ee of the necessary motivational drive.
SMALL BUSINESS IN ETHIOPIA

t is a Small Business?

For a clear understanding of what a small business

the reader is hereby referred to the definition on page

Before starting to treat in detail the subject of
Business Managers' Development through Management
ing, it is quite imperative toc know what is meant by

business, and also to know the characteristics of a

‘business manager in Ethiopia. This knowledge, coupled
ean acquaintance with the small businesses' role in tbe
mic development of Ethiopia, and their major problems,
give the reader a fairly gopd background to understand
tudy more. In view of this fact, an attempt is made in
ollowing pages to.illustrate the points mentioned
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What are the Chief Charac-
i teristics of the Small
. Business Manager?

The small business manager is usually a person, who,

y profession was an artisan; who left his émployer as soon

8 he thought he had learned enough to compete with his old

jwloyer. In most cases, the manager is the proprietor

80, This manager undertakes, hiﬁself, a bombination of
goagement duties and thus at the same time is the manager,
%1ef accountant, and general factotum. In the 1arge'
j}ustry, salaried specialists are employed for each of the
iagement aspects. In the case of the small industry, all

Egponsibility, decision making and know-how are concentrated

one individual, the owner/manager. He is the person
character and personality is the image of the enter-
he owns and manages. It is therefore obvious that the
business manager is the most important single factor
determines the fate of the enterprise.

This manager is usually someone who is not consciqus
8 personal and/or his organizational shortcomings. He
suspicious person quite resistent td change. In some
jos he is someone who poses as the all-knowing authority.
Role of Small Enterprise

he Economic Develop-
t of Ethiopia

Small enterprises in Ethiopia, as in other develop-
untries, play an important role in their contributidn

the economic development of the country. In
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ccordance with the reviews of the Center for Entreprenseur-
hip end Masnagement, the small enterprise numerically
@mprises'of some 90 perceﬁt of all forms of entrepre-
ﬁeneurial activities, and alsolprovides employment for
@out 80 percent of the total empioyment in the business
&ctor. Thus, small enterprises are the major employers of

%bor.

Small enterprises plesy an important role by creating

portunities for development Qf potential»managerial’
ilities. These enterprises which are.found all»over the
pire are engaged in divqrsified lines of business, which
ve brought about healthy signs of economic development
readover. In Ethiopia there exists an unbalanced
ncentration of industrial activities in very few regions.
8 to this, there is such a big drift of people from the
jvinces that the unemployment rate in these towns is
laady high. The setting up of small enterprises in the
ivinces has certainly had a restraining effect on such
lems. Of course, such enterprises are the starting

t for larger enterprises. A number of.small businessmen
prospered and gfew to really»big enterprises are living
imonials to this.

Ma jor, a small .enterprise development expert, wrote
ollows with regard to the role of small enterprises in
economic developmént of a country:

e « 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% and 60% 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 then 50
persons engaged.)

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

One fallacy is that many people think tbat small
?erprises are peculiar to developing countries. This is
; true. Small enterprises play important roles in devel-
;d countriés too. For example, since the Second World War
Ean has developed remarkably in the industrial field, and
;tbat process the development of many large-scale

4
jterprises has been observed, especially with respect to

? .

chnicel innovation.

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 sggregate
number of employees in the secondary and tertiary
industries. . .As far as industrial production in 1966

"Wwas concerned, product of smaller enterprises accounted
for 50% of all industrial manufactures placed on the

' 12)18n Ma jor, "Training for Management in Small
B#inesses," Report, Addis Ababa, April 24, 1968, p. 1.
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market, end L 5% of the total of industrial products
exported. .

In Britein almost 90 percent of all industrial
fablishments are small enterprises. In the United States
s figure is more than 80 percent.

The following extracts are taken from International

fbor Organization Publication. The reader believes that

;limportant roles that small enterprises play in a devel-

:ng economy listed below are very much applicable to

1. The small-scale may make possible economies in
% use of capital, which is very scarce in developing
i:tries.

2. Besides making possible economies in the use of
existing stock of capital, sméll-scale industry may call
0 being capital that would not otherwise have come into
tence: (the enterprising small manufacturér has to
e together capital wherever he can find it).

3. A given amount of capital invested in small-
ie industrial undertakinés is likely to provide more
h yment, at least in the short run, than the same amount

pital invested in large-scale undertakings. This is

13Y. Uchida, "Policies for Developing and Modern-
jg Smaller Enterprises," Management Development Series,
International Labour Office, Geneva, 1969, p. 295.

1b’Interne«tional Labour Office, Services for Small-
Industry, La Tribune de Geneve, Geneva, Switzerland,
pp. 20-21.
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évery important matter for countries with surplus labour
?r which the shortagé of capital ﬁakes it difficult to find
gbs. |

g L. Large-scale industry calls for a great deal of

agerial and supervisory skill-foremen, engineers,
gfountants and so on. LikeAcgpital, these skills are in
- short supply in underdeveloped (developing) economies
d it is important to economize as much as possible in
» £r use. Small-scale industry provides a way of doing

S, and at tbe same time provides industrial expérience;
d serves as a training ground for large numbers of small-
;le managers, some at least of whom may dgvelop the
pacity for managing 1arge—sdale undertakingé.

5; It is not only managerial and supervisory skills
are in short supply in underdeveloped countries, but
3} types of skilled labour as weli. Small industry may
;%étter able than large industry to take advantage of
E;ting traditional skills.

% 6. PFinally, many people hope that encouragemeﬂt of
%l-scale industry may help to preserve a healthy balance

4

jween the rate of economic growth in urban and rural

;c Problems and Needs
As stated earlier, for any management development
ivam to be worthwhile, a thorough study of the social,

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

all that the writer's findings with respect to the

pcial, cultural and economic aspects of Etbiopia have been

pported earlier in this study and it will not be necessary
p repeat them here. The writer and his Center for Entre-

]:neurship and Management cdlleagues had conducted repeated

pveys of small enterprises in Addis Ababa and seven

Jvincial capitals and towns to identify particular prob-
iﬁ and attempt to determine the needs: (Copy of the

ystionnaire used for the surveys is shown in Appendix

Small businesées_have many problems. The major
nesses that are identified are summsrized below under:
anerai Management, 2. Finance, 3. Marketing, li. Produc-~
, and 5. Personnel.

General Management

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 managemént
experience.

Very little or no interest in, or knowledge of,
fofmal management procedures.

Poor communication.

Lack of knowledge pertaining to sources of technical

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

h.
enterprise barticularly in regard to NEW pro@ucts,
methods and tecbniques.

Pinance

a. Perpetual shortage of cash.

b. Wrong 6r misdirected‘control over expenditure.

c. Poor appreciation of the need to control and full
recovery of overheads.

d. Weak credit management, thus high outstandingvmoney.

e. Lsack of knowledge of workable costing.

f. Very inadequate or no books of accounts.

Marketing

a.

Absence of the mbdern business poncépt: "The
Consumer is the 'King'."

Poor first hand knowledge of consumer requirements.
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 eiample
what the customer will pay rather than cost plus
recovery of overheads plus profits.,

Unawareness of the essential approach to product
stfategy, 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

resulting in excessive stock and work in progress.

b. Poor product design, tbqs low quality goods.

inefficient workshop layout énd excessive work move-
ment often accentuated by the use of unsuited
buildings.

Lack of thrift with regard to‘manhoﬁrs and mate-
rials.

Poor appreciation of the extent to which better
materials handling can increase productivity and
improvq working conditions.

Inability to modernize plant or introduge more
economic processes.

Lack of specialized tools and machinery.

Underemployment of expensive machinery, when

available,

Personnel

« 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 developqent effort through
training or otherwise.

Negligence and/or inability to provide working

amenities,
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é d. Worker/management relations tend to be either very

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

seems to be found sometime only.

f;eds‘

The needs are evident. Certainly small businesses
st overcome their above mentioned weaknesses so that they

f11 be smooth-running and profitable enterprises, rendering

}rthwhile services thus justilying their existence in the

':iety. What they need is 'the management know-how that is

he and achievement motivated.'

There a Remedy to These
eaknesses?

In other words, how can the above mentioned needs be
iisfied? As it can be deduced from the summary of wesak-
%ses, most of them are largely attributable to personal
or environmental factors. In short, the principal

rs behind these weaknesses are the owner/manager (that
éhis character and abilities as an entrepreneur and
éﬁger), and the environment (tbap is mainly general

udes of both government and major related institutions
ard small business). It is quite obvious that the most
tant of the two is the former, because the owner/

er through his influence, can manage to overcome sSome
e environmental problems. The character and personal-
f the owner/manager and his abilities as an

spreneur and manager are indeed the critical
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Eefminants whether a small business is to grow or remain
ptic. Tberefdre, all small business management develop--
gt ﬁrograms must be designed with the ménager as the
?ter of the efforts. The program authorities should of - -
éessity locate this small business manager, study his
’ds and then prepafe programs that are in harmony with his
;ds and the social aspects.

The major problems of the small businesses, and the

e of the problems are known. At this stage, the reader
ikely to pose three questions: (1) Is.fhere g remedy to
problems? (2) If so, what is it? (3) How is this

dy to be administered? There surely is a remedy. This
dy is a properly planned manaéement training program.
answer to the third question will be discussed in the
owing chapter,

is There Promising
pr Small Enterprise

Management development is the key to theAdevelopment
;iall businesses. This development will be faster and
}fruitful when the government concerned makes the

%ess environment favorable. The government can help by
-;hg encouraging policies that promote business opera-

s 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 rew materials,
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-

vour and lend will, of course, encourage lnvestment. Good

sing effort encouraging and profitable. How is the

;
A :
?ket potential is another important factor to make enter-

;uation in Ethiopia?

| Ethiopia cannot as yet claim optimum industrial
)rastructures. She-is waking big efforts to develop
8e, and 1s surcly developing'quickly as any casual
itor can see. It is quite obvious that there can hardly
any economic development in the absence of infrastruc-
The Ethiopian government that is awafe of this ﬁas
i?ided most of the required infrastructure. The writer
not think it necessary to discuss here all of the
zgstructures commonly known. It is, however, thought
popriate to discuss briefly investment opportunity and

overnment policies that go with it.

Investment opportunity. The writer confidently

;bs that there is good opportunity for investment in
jQpia. Enterprising effort exerted particularly in the
id of small-scale industry and more particularly in agro-
try have big opportunities. The market potential is
large as even most of the consumer goods in the market
mported goods. These are goods that can easily be

ced by home small enterpriseé, and for which the

ces required are available. The technical skill such
industries require, although scarce, does exist. It

j can be developed when the demand for it is created and
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hmloymehﬁ is guaranteed. Some feasibility studies of
nable investment opportunities have been made, and some

kre are being made. Indications, in most cases are very

vorable.

Government pdlicies. Ethiopia launches one master

tional economic development plan every five years and it

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

Vvial development policies and programs are outlined in

is Plan. Ethiopia is now in its second year of its Third |

%e Year Plan, the first of which was introduced tweive

8 ago. The following pertinent'outlines are extracted

t this Third Five Year Plan: Due to the present economic

1£umstances in Ethiopia agriculture plays a domipant role

. he economic development of the country. The Ethiopian

prnment, however, has had rapid industrialization as its

concern and the following objectives are laid down
fordingly.

.. Encourage the processing of localiy 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 agricultursal 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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5. Give special attention to those industries which,
through forward or backward linkages, stimulate
the growth of other industries, or other sectors,
such as integreted 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 plents, and take approprlate measures
(both direct and indirect) to improve the utiliza-
tion of capacity.

{ 8. Implement the plan effectively, by doubling the
tetal value added, to Ethiopian$280 million a year
by 1965 (1973 G. C.), and the gross production to
Ethiopism $700 million, through the investmentlgflé
Ethiopian $515 million as gross fixed capital.

-

?&erializing the Policies

The Ethiopian Government, in the Plan, has outlined

ihumber of instruments through which the objectives of
dustrialization are hoped to be attained.17 Some of the

st imporfant and relevant ones are described below:

Finencial inducement for investment. The invest-

t Code, which previously was directed towards the encour-
ement of medium and large industries, is to be revised to

pefit all classes of enterprises. The previous Investment

15One US dollar is equivalent to 2% Ethiopian
ars.

16Imperial Ethiopian Government, Third Five Year
lopment Plan 1968 - 1973 (Addis Ababa, Ethiopia:
phanena Selam HSI Printing Press, 1968), pp. 219-220,

171bid., pp. 220-226.
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gode provides income tax relief for five years for new

investments of not less than Ethiopiam $200,000 end the same
;}cility for three years for expansions and import duty
alief for industrial machines and equipment, for the above

pose.

Government investment. Another encouragement given

;the government is in the form of participation in the
;#estment. ‘In consultation with the Technical Agency
ifice, all enterprises.for which Government investment has
jan justified and whose acfivities meet the general

?onomic policy of the Government will be assisted. In this
iﬁpect attention is focused mainly on the following

5 ustries:

1. Basic Manufacturing Enterprises

2. Commercial Manufacturing Enterprises

3. Small-scale Enterprises

Tariff protection. Tariff Protection is also fore-

gen. Attention has been given to the level of protection,

Ml be such that the enterprises will not be completely

Y from fair competition with international market but at

;gaame time it does give the nécessafy help. . .Tax struc-
also are intended to be reviewed. In addition

ement for investment in export industries are foreseen.
_rnment procurement is also among the encouragements for

hstrial development.
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Techno-economic services. For handicraft and small-

ale industries the different services foreseen under

i hno-Economic Services must be of great interest. Under

?ie'are included Promotion and Indusitrial Development

aining Centers in rural areas, a Design Development
nter, Production-Cum-Demonstration Centers and Marketing
,}istance, each with approximately Ethiopién$l million

perating budget during the Five Year Plan.

Management training centers. The Center for Entre-

eneurship and Msnagement, which was established two and

half years back, is engaged in the development and promo-
F-ﬁ of enterprises and indigenous Ethiopian entrepreneurs.
proposed industrial services by the Ministry of Commerce

d Industry will be combined with the Management Center to

pplete the objective of the Center.

' In addition.to the above mentioned, the appropriate
}artments in the Ministry of Commerce and Industry will
éstrengthened to undertake the promotion of a larger range
ndustrial growth. An Investment Promotion Center will
stablished in the same Ministry to assist private
justrial growth; and an Institute for Standards and

:lity Control has already been established, all according

L the Third Five Year Plan.

From the above paragraphs, it is evident Ethiopia's
j}ronment fairly well lends itself to investment. 1In

j;r words there is ample investment opportunity. It is
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also observed that the government ‘policies do encourage
investments of all types. This, tﬁe writer feels, has a big
ihfluence on management dévelopment because the more
?avorable the environment and government policies the greater

?he motivation for managers.

E;




Chapter L

; - DEVELOPMENT OF A MANAGEMENT TRAINING PROGRAM FOR
» THE ETHIOPIAN SMALL BUSINESS MANAGERS

Of 8ll 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
treining 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.

H. E. Ato Getahun Tessema, Minister
Imperial Ethiopian Government
‘Ministry of National Community
Development and Social Affairs
Development of e Management Training Progfam 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-
by and the vital aspects that need be taken into consid-
ftion when developing such a program in develobing

§1tries have been discussed in the preceding chapters.

?this respect, all hold tfue in Ethiopia as well.

- 1Center for Entrepreneurship and Management, "The .
f Resource for Economic Industrial Development," CEM and
p 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

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

Lital. An appropriate and worthwhile program is one that
it meets the needs of the trainees. This calls for study

the socio-economic condition'of the'environment and also

dying the Socio-Economic
ndition

In planning and designing a management training
ram, & thorough study of the socio-economic condition
ehand 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
1lved in changing, as this is the main objective of the
e effort.
For the program to deliver its objectively set
fits, the special cultursl characteristics of the
ety and the people to be develeped must be identified
understood., 1In Ethiopia it should be remembered that
oper understanding of management development requires
tive insight into the cultural and economic environment
Vﬁich the manager and the organization exist. Deep and
”:ebensive investigation into the program enviromment in
of its tradition, politics, government, religion,

my, family life, legal and educational systems, and
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| ;herited patterns of management attitudes is essential for
f§y management development to be wérthwhile.

4 As stated earlier in Chapter 3, there are some

' icio-economic barriers in Ethiopias that affect entrepre-
:urship adversely, and which are bound to afféct management
évalopment. It is, thereforé, obvious that knowledge and
;-erstanding‘of these factors will be very useful.

: dial provisions must be made in the program so that the
pole effort can be successful and beneficial. In view of

i 8 belief, ekperienced trainers have generally ekpressed
éé opinion that at the initial stage of any management

. lopment effort, aisociological survey carried out by
cial psychologist familiar with the,probléms of

loping countries, (preferably a national, that is born
brought up there), would help to avoid many errors, and

stablish a foundation for a firm and fruit-bearing

rmining Training Needs

The first and most important step in the management
pining program development process is determining training
}ds. All.training programs must essentially bé designed
eet the needs of the trainees. Any program that is

pted without the full appreciation of the trainees'

ds is bound to end up being useless and possibly detri-
gal. It is in fact mandatory that the programs be

’ or-made, or they are more than likely to fail in
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%hieving their purpose. Commenting on this thesis, an
! . '
@ternational Labor Organization publication states;

. +It behooves every training officer to study the

rrain of his field of training before embarking upon any

iogram. One of the most frequent errors is to trenslate é

?aining program which has pfoyed successful elsewhere lock,

ock and barrel into an area which has different

rcumstances."2

The Ethiopian small business managers need programs

%@t seek to aéhieve specific training objectives ﬁhicb afe‘

;ihin their capabilities and needs, and which they can

fectively apply in fheir businesses. This calls for a

stematic approach. In other words, managemént training

iters of practitioners and teachers of modern management,

;tbey want the managers to benefit from the programs,

?uld be guided by the procedures of "scientific method."

? should:

1. Collect the asvailable 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-
s for Small Enterprises in Developing Countries,"
gement and Productivity, 24 (1968), 32.
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4. From their observations improve their hypothe-
8is;

5; e « JAnd repeat.the above steps until subject to

the "law of diminishing returns," they hsve
the best préctical hypothesis and program for
applying it.

The Center for Entrepreneurship and'Management was

igtablished in 1968. Until that time no such systematic

proach bad been used to study manggement_develppment in

hiopia. The Small Enterprise Development Deparfment of

e Center, since then has experimented with the "scientif-
method" mentioned above. When the Department Teem (one

iternational Labor Organization expert and two counterparts

jcluding the writer) wes charged with the responsibility of

; Department activities, it was found necessary to ask the

Elowing questions,

y l. What is the main objective of the department?

éce’tbe main ob jective of the department was defined in

% Plan of Operation as, providing, "Practical training,‘

iaulting and advisory services for existing and prospective

;ﬁopian entrepreneurs in small scale undertakings," it

ifhave an answer and there was no problem. The other

?tions, however, did not have ready answers.

2. Who are these small entrepreneurs?

3. Where do we find them?

L. What are their needs?
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5, How can these needs be satisfied? In consulta-

on with the Chief of Project, the Team was able to design
rtain gdidelines to be used in solving the above problems.

e guidelines that were providqd for the Team are:

l. The Team will spend up to two months making a
preliminary survey of enterprises selected at
randcm but considered to be in the small scale

- category. Ministry of Commerce and Industry,
Chamber of Commerce, gnd Municipality lists
and registries should be combed thefefore for
small industrial and physical service enter-
prises. During this shrvey, 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;

¢. Numbers and types of employees;

d. Physical facilities;

e. Orgenization structure (actual) if eny;

f. Product or service: mnature, quality and how
marketed;

g. What appear to be the key problems eand

opportunities?
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h. Does the owner/product/facilities combina-
tioﬁ 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 questidn
is favorable. ‘

2. Ih consultation with other experts of the Center
as required, from six to ten of the enter-
priscs surveyed should be selected for more
intensive study and initiation of a ﬁilot
project. Tentatively, each would be in a
differeﬁt 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 produce 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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. 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. & case study for teaching later groups;
c. & contribution toward a "do-it-yourself"
manual;
'd. a satisfied client whd would spread the word
about what the Center can do, and who would
allow his operation to bé‘used as a
demonstration point. C
5. The Center would then promote a management
training conference for twelve to fifteen
small éntrepreneurs 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.

Alternatively: based 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 products or

services given.
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The syllabus wouid 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 pilot study; then explaining the basic
subject matter (again on basis of cases from
pilot studies wherever possible); then having
the group work out their own'énswers 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 return 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 pildt 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 creafe the entrepreneurial spirit and
approach. |

9. There is a considerable value in initiating the
formation of small businessmen's association
of "graduates" f:om the various courses
" conducted by the Center. The Center can extend
] the activities of training courses via this
| association.

The above mentioned approach can effectiveiy serve

p'a guideline for planning and designing a management

elopment program at the initial stage.
MANAGEMENT TRAINING NEEDS SURVEY

A systematic approsch to planning and designing of a
yagement development program is the one guided by the
%édures of "scientific method." This method starts with
écollection of pertinent data from which the best-’

gsible hypothesis is to be developed. A popular appfoach
;he task of collecting data is making a survey with the

f% of a properly designed questionnaire. Great care

%%ld, 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 short of

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

ﬁeyors with the questionnaires to talk to the owner/
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. T

inagers, explain the purpose of the survey, clarify certain
i

?gue questions'and duly complete the questiomnaire. It is,
?course, very rewarding if the training officer or expert
k charge can visit the individual businessman. Commenting-

§ this, Major writes:

There is, of course, no real substitute for the
individual visits by the officer 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 which are the most appropriate methods for
imparting training. 1t is a lengthy process but the
‘results are well worth the time and effort,

The Small Enterprise Development Department of the
ter for Entrepreneurship snd Menagement has assessed
}trepreneurship‘development need in the above manner, that
by the department team visit to the small businesses,

% has found the approsch considerably rewarding.

In. view of the absence of an organized survey of the
agement training needs in Ethiopia a similar survey was
ducted on & larger scale with a better designed question-
jire. The primary aim of this survey was to secure and
vide pertinent data on:

1. who the prospective management trainees are;

2. what course subjects they need and are interested

in;

3. the methods they shownpreference for;

3Alan Major, "Training for Management in Small
&inesses," Report, Addis Ababa, April 24, 1968, p. 18.
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lf. their convenient time to attend courses;
5. what othef media, othef than the classroom, they
consider appfopriate for themselves;

The survey, therefore, was conducted so that the

rue situation of all the above mentioned would be deter-
ined and become evident. It is of course obvious that the
bmpiled findings, when developed into a constructive
ypothesis, will be a good guide to go by in preparing a
ailor-made program, that is, a program that best suits the
hiopien environment. The questionnaire did not seek
Bighly qualitative judgements, but only offers data so that
fne concerned reader ﬁill be able to make his own evaluation
fﬁ terms of his own needs. |

‘ The questionnaire, (see Appendix D), has been
gesigned to reveal information that will be relevant and
;éeful in the plenning end designing of a suitable manage-
3ent.development program. The questionnaire has two slightly
%ifferent but relevant questions, (that is, questions
?umbers 14 and 16), which are included to reveal auxiliary
iﬁformation. Question Number 1ll, thaet which asks whether or
iot the manager has attended the Small Enterprise Develop-
T;nt courses and if he has to list the drawbacks he felt, is
;hsefted to assess the opinion of those who have already
:;ken the courses., Then based on the findings of this
Eestion, it is intended to make adjustments as duly and
iﬁstly required so that the future courses will be more

;-teresting and useful to the participants. Question Number
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6 is included to discover the major'probléms of the small
ntrepreneurs and from these problems make an attempt to
etermine their managsement fraining needs. This is an
ndirect means of getting at whap was wanted, since some of
he small entrepreneurs cannot idéntify and describe their
;eeds. Of course, this question has an additiqnal purpose,
;n that it should assist in drawing.up a comprehensive list
;f small business problems with a view of presenting them

o the right authorities for possible solutions. The list
éf problems was to be used for panel discussions of
%oncerned government and banking authorities and even among

Bhe entrerrensurs themselves,

Phe Survey Findings
The data collected were tabuleted, computed and

nalyzed. The findings are reported below:

The number. The number of the small business/

anagers interviewed was 285 out of 3331.h (Please refer to

ppendixes E, F and G.)

Trsde classification. As shown in Table l, when

flassified generally by trade the distribution is as

;llows:

1 uData compiled by the College of Business Adminis-
Iration of the Haile Selassie I University, July, 196k.
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Manufacturing: (98 or 34.4 percent)

It should be noted thaf the surveyors were
instructed tb 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 factofies, ef
cetera. For convenience of classification,
even thé gold and silver-smiths and bakeries
are included in this group.

Service: (81 or 28.L percent)

The service industries surveyed mainly include
laundry, gas filling-stations, hotels, garages,
printing presses, et cetera.

Rotailers: (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 affected this
group number. Or elsg this is the over-

whelming group.)
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. Wholesalers: (8 or 2.8 percent)

Among the few surveyed, liquors and pharmaceu-

tical goods distributors are the main ones.
5. Miscellaneous: (uu,or<15.5 percent)

This word is used forvlack of‘one comprehensive
word that embraces all the other_business
trades that did not bave distinct classifica-

- tion. These include tailoring shops,
groceries, barber-shops, pharmacies, et

cetera.

Table L

The Classification of the Ethiopian
Small Businesses by Trade

1970
Trade Number Percent
ganufacturing 98 3h.h
iervice 81 28.1
Retailers 5l 18.9
Wholesalers 8 ' ‘ 2.8
Miscellaneous nn 15.5

Total 285 100.0
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Owner/managprship. As shown in Table 5, out of the

285 managers who were approached 58 did not want to tell
yhether or not they were owners of the business too. Of the
}emaining 227, 176 or 77.6 percent were owners also and 51 or
22.5 percent were not. The overwhelming number, it should

be noted, are owners also.

Table S

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

1970

Owner Also Not Owner

Percent Number V Percent

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

the total number of 285, 32 managefs did not answer whether
their businesses were opefated on sole proprietorship or
partnership. Therefore, out of the remaining 253, 208 or
2.2 percent were of sole proprietorship and 45 or 17.8

percent were partnership.

Table 6

‘The Number and Percent of the Ethiopian Small Businesses
That Are of Sole Proprietorship and Partnership

1970
Sole Proprietorship Partnership
Number Percent Number Percent
208 B2.2 L5 17.8
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Age of the businesses. There was a wide variation

fin the number of yearé the surveyed businesses have been in
E'ko.per-ation. Of the 285 managers, 16 did not answer this
question. As shown in Teble 7, of the rest (that is, 269),

236 or B87.7 percent were in the age group from 1 to 10

jyears, 2l or 8.9 percent were in the group from 11 to 20

}years, and 9 or 3.3 percent were in the group from 21 and

babove. The average esge was six yesrs.

Table 7

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

1970
1 to 10  11to20 | 21 and Above
Percent Number Percent Number Percent

87.7 2l 8.9 9 3.3
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Employment force. The employment force, also had a

wide variation. Ten managers did not answer the question.
As shown in Teble 8, of the 275, 250 or 90.9 percent were
in the group employing 1 to 20,'20 or 7.3 percent were in
ﬁhe group of 21 to [0, and 5 or 1.8 percent were in the
group of 41 and above. The average number of employees

employed by the enterprises surveyéd was eleven.

Table 8

- The Number and Percent of Employees Employed
; by the Ethiopian Small Businesses

§ ) 1970
1 to 20 21 to LO L41 and Above
Percent Number Percent Number Percent

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

?to indirectly attemptlto find out whether or not the manager
fpbssessed the appropriate'qualifications for the type of
*trade be is in. The question asked the manager to tell bis
work experience to date. Analysis of the answers has

?attempted to determine who had the favorable background and

;who had nét.. It should, however, be noted that this is an
}ttempt to find out the technological qualifications of the
;ménager, and to a certain extent, to see if this manager had
een exposed té related management. If a certain entre- :
reneur is now a garage owner/manager, he has the appropriate
}Lualifications if he Eas previously worked»as, for example,

‘ auto spare-parts store-keeper, a driver, armechanic and
possibly a garage foreman. It is quite obvious that if he
has been through some or all of these, he is very likely to
;anage his garage business reasonably well. This does not,
?f cdurse, guarantee that the manager has all the managerial
Bkills. Neither does this suggest that he does not need
?anagement training. It is just to make some deductioﬁs
;hat will assist in the tailor-making of the management

1 aining program.

: The study showed that L3 managers did not answer

‘ie question; As shown in Table 9, out of 2L}2, 237 or

%7.9 percent had, although to a varying degree, the
??propriate primary qualifications{ and five or 2.1 percent

hid not.
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In this context, "Appropriste Qualifications" meens

;relevant experience and background that can contribute to

étbe effecﬁive management of the business, which the owner/

inanager bad prior to starting the business.-

Table 9

The Number and Percént of the Ethiopian Small Business
Managers With and Without the Appropriate
Qualifications, 1970

With _ , _ - Without

umber Percent ' Number Percent

237 97.9 5 2.1
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Language ability. The purpose of this psarticular

?tem was to determine how many were literate, and secondly
@o get some indication if there would be some who can follow
?ourses with the English language as the medium of instruc--

fion (that is, if the International experts conduct

urses). As shown in Table 10, on the average 257 managers
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

Phase Number Percent

Amharic
ading . 262 91.9
briting g 255 89.5
hderstanding 255 89.5
English
ﬂading 1Ll _ 50.5
, iting 148 51.9

;derstanding 152 53.4
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Course preference. Nine courses were listed in the

juestionnaire for choices. These were: A. General Manage-
gent, B. ‘Marketing, C. Adcounting, D. Sales Management,
E. Production Management, F. Work Study, G. Msaintenance,
I. Purchesing and Inventory‘Contfol, andFI. Personnel
\dministration.

Three approaches have been'made to determine the
tourses preferred by the managers. First, the number of
ghoices for each course was totalled and the perpentage was
éomputed. Secondly, of the ones that were more pfeferred,
Bnly first, second and third degree choices for each course
gére tsllied. Thirdly, to determine'the most wanted courses,

Enly the first degree choices for each course were tallied.
.

ﬁs shown in Table 11, the result indicated high preference
Eor Accounting which, out of 235 possible choices had 167

;r 58.6 percent, General Management 163 or 57.2 percent,

iprketing 151 or 52.9 percent, and Sales Management 146 or
;1.2 percent. The lowest in the preference list are Produc-

on Management and Work Study both 80 and 28.1 percent.
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as Chosen by

the Ethiopian Small Business Managers
1970
Totel of Total of.
Code Total 1, 2, 3 1st
Courses Letter Choice Percent Choices Choices
snagement A 163 57.2 149 104
B 151 52.9 1hly " 46
ccounting Cc 167 58.6 147 35
pnagement D 146 51.2 106 45
roduction ’
anagement E 8o 28.1 ‘37 6
ork Study F 116 L40.7 65 Y
_ntenénce G 80 28.1 38 13
mrchesing and
mventory H 102 35.8 38 7
,,aohnel 1
Bministration I 117 hi.1 b 9
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Methods prefersnce. Six methods of management

|
;tralnlng, ‘namely, A. Lecture, B, Discussion, C. Case
|

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

5p1ant Training were given as choices. To determine the ones
bﬁighly preferred, the same approebh used in determining
:tourses was used in this case too. As shown in Table 12,
ithe top in the preference list is Discussioh which, out of
?a total possible of 285 choices, had 168 or 58.9 percent,
iProgrammed Instruction 157 or 55 1 percent and Semlnars 137
br 48.1 percent. The lowest on the list is In- plant

Training which received 86 choices or 30.2 percent.

Table 12

The Number and Percent of Methods of Training
As Chosen by the Ethiopian Small '
Business Managers, 1970

Total of Total of

Code Total 1, 2, 3 1st
Methods Letter Choice Percent Choices Choices

L Lecture A 120 42.1 110 35
| Discussion B 168 58.9 145 57
. Case Study C 87 30.5 66 12
t. Programmed

i Instruction D 157 55.1 143 93
 Seminars E . 137 48.1 112 11
| In-plant F 86 30.2 Ll 12

. Training
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Media preference. A choice of four media was given.

hese media were A. Radio, B. Newspapers, C. Television,
nd D. Mobile Unit. As shown in Table 13, Newspaper which,
%ut of a total possible of 285 had 181 choices or 63.5

|

@ercent and Radio 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 l, 2, 3 1st

Media Letter Choice Percent Choices Choice
Radio A 163 57.2 146 51
Newspapers B 181 63.5 170 g2
Television C 137 L8.1 129 sL
Mobile Unit D 137 L8.1 101 56
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Time preference. The choices giveh were A. Morn-

ng, B. Afternoon, C. Evening, and D. Other. As shown in
lable 1u,.the overwhelming breference was the evening which,
ut of a total possible choice of 285, won 178 or 62.5 -
jercent. The least preference waé for Afternnon which

beceived 32 or 11.2 percent.
Table 1l

The Number and Percent of Time to Attend Courses
as Chosen by the Ethiopian Small
Business Managers, 1970

Code Total

Time Letter Choice Percent
Morning A LO - 1h.1
fternoon B 32 11.2
Evening C 178 62.5
Dther D in 1.h
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How many have attended the Center for Entrepreneur-

?h}p end Management courses before? This question was
%nserfed to find out how many of these mansgers have attended
the Center's courses before. It was, in other words, hoped-
?hat this might give us an indication of the coverage of the
fraining service already given. Twenty-eight did not answer
this question. As shown in Table 15, out of 257, only 17 or
6.6 percent have received training from the Center for

Entrepreneurship end Management.

Table 15

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

( Yes No

iumber Percent Number "Percent

17 ‘ 6.6 240 93.3




119

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
rest, 269, only 3 or 1.1 percent did not want consultancy

service.

Table 16

The Number snd Percent of Cbnsultancy Service Wanted by
the Ethiopian Small Business Managers, 1970

Yeos - No

Number Percent Number Percent

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

Question Number 16 of the questionnaire asked ﬁhe
?mall_business owner/managers what they consider to be their
iajor problems in the operation of their businesses. The
?ntention of this question is to draw a kind of compre-
Eensive list of major problems for the purposes explained
?arlier in the same chapter. The foliowingvare the problems

&atbered through the questionnaire as told by the owner/

; nagers. These problems are classified uﬁder four

iategories of trade for the reader to be able to associate
iertain problems that are peculiar to certain types of
iiades. Please note that the problems in all cases are
fisted according to their degree of frequency in the
?}estionnaires. In other words, the higher the degree of

Prequency the higher the position in the list.

inufacturing Enterprises

1. Lack of cash;

2. Lack of skilled workeps;

3. Lack of appropriate workshops for rent, and too
expensive when few are found;

. 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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10.
11.
12.
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1k4.

15.
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Malicious foreign importers: These importers
of raw'materials, like glass sometimes.;efuse
to sell to.the indigenous entrepreneurs, and
sell the whole laot to the foreign glass:
industries. The indigenous entrepreneurs are
then compelled to buy the glass from their
expatriate competitors often double the
normal price;

Unavailability of spare parts for factory
.macbines; |

Lack of the appropriate machines and tools for
their size of business;

Lack of marketing competence;

Lack of bookkeeping knowledge;

Keen and unfair competition (underselling) from
unregistered artisans who do not pay taxes,
and who thus can afford to sell at low prices;

Lerger firms that make and sell on credit:
Customers esk for thé same kind of faciiity
from these small firms that cannot actually
afford it. Thus they lose customers;

Benks favor foreign businessmen by easing
business loans and thus making them very
strong financially, and hard to compete with;

Lack of patronage from Ethiopians and, of

course, from foreigners too.
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;Service Industries

g 1. Lack of cash;

: . 2. .Lack of capable and honest workers;

Lack of managerial know-how;

Lack of bookkeeping knowledge}

Shortage-of material supply;

Lack of technical know-how;

High employee turnover; |

Credit customers do not pay'on'time; some do

not pay at allj

Keen competition from the same kind of firms
but larger: for example, petroleum companies
that run their own filling stations;

Lack of uniformity and stability of price on

things they buy.

Lack of cash;

Lack of skill for business growth; .

Excessive municipal and income taxes;

Inability to get business loans from the banks;

Lack of salesmanship and marketing know-how;

Lack of general business management know-how;

Lack of market/uniform price for retail goods
in the market;

Limited number of importers resulting in high

prices and also lack of variety of brands;
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9. Shortage of respoﬁsible and able workers;

10. Cennot 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
aliensy

12. Lack of cash control ability;

13. Absence of specific reguiations that govern
retail business operation;

1. Some importers running their 6§n 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;

16. Growth is Qery 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.

yholesalers

1. Lack of marketing know-how, especially in

creating and asdministering distribution

channels;
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2. Government_poliéiés are restricting with regard
to their desire to import some goods highly
demanded by customers;
3. Excessive income th;

l. Lack of cash.
CONTENTS OF TﬁE MANAGEMENT TRAINING PROGRAM

It is known that the general educational étandard
nd the level of understanding of the Ethiopian small
msiness managers is quite low. Therefore;'tbé contents of'
@e training program should be simple, practical, and able
b meet the immediate needs of the small entrepreneur.
Courses designed with the above thesis as the under-
ﬁﬂhg theme would and should have certain basic purposes.
@e purposes of such courses are:

1. 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 helpAto achieve
short-term results in the form of lower costs
of a larger volume of sdles; |

3. To impart to the managers the knowledge required
for effecting basic changes in the firm's
structure or policy, resulting in 1ong—ferm

benefits; and,
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. To help to deal with the'probléms of management
- succession by providing training for the sons
or successorg of owner/managers.

In short, the over-all purpose of the courses is to

ﬁelp the managers with their works. Thus, course subjects

‘need to be selected carefully in regard to the nature of the

orks of these managers and of the problems typically

?onfronting the managers in the enterprise or area concerned

nd the methods appropriate for their scolution.

General dlassification of courses fof small business
ianagers hay be as follows:

1. Menagement Appreciation Courses: These include
Principles and Practices of Management,
Production Management, Marketing Maﬁagement,
Advertising and Publicity, Financial and Cost
Accounting, Purchasing, Store-keeping and
Inventery Control, Personnel Management and
Legal Aspects thet 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 sress 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 detaii over a longer period of
time. Of course, the Specialized include
other courses like Export Promotion and éll
the Ad hoc courses.

In accordsnce with the Interhational Labor Organiza-
tion's Survey of Manegement Training Needs in some Africen
&ountries which includes Ethiopia, basicdlly, the»small
entrepreneur urgently needs instruction in the following
;ubjects appropriate to his type of bu31ne88°

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

Simple erithmetic

Simple bookkeeping and accounting methods

Credit control

Stock selection and control

Simple costing

Price fixing

Sources of finance and investment opportunities

Bank services (there is often a faulty concep-
tion of what a bank is for)

Depreciation and interest

Insurance

12, Elementary commercial law

13. Employment legisletion and wage regulations

1. Fiscel 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 organizstions snd methods for the office

20. Human relations for small employers.S

-
HO 00~ oW D

It should be noted that not every group of small

hsinessmen will need all these subjects, and the syllabus

5-‘Int;er'nationsztl Lebor Organization, "Survey of
gnagement, Training Needs in Some African Countries,”
Pnagement Development Series, L (1965), p. 5.
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and methods of instruction will heave tb‘be adju;ted to the
needs and level of education and eiperience of esch group.
lbove 2ll, the approach must be quite basic, assuming iittle

or no knowledge in the class.
METHODS OF TEACHING MANAGEMENT COURSES

The teaching methods uéed in management education
today are multiple. Some are simple, others complex. .Some
géke various forms. Some are more effective for presenting
%nformation than theories; some train in analysis,'sohe in .
%ﬁcision—making; some are favored more by certain professors

@r by certain schools. But all have their place and their

3
ésefulness.

- Commenting on training methods:

Mr. 'Bohdan Hawarylyshyn, Director of the Centre
d'Etudes Industrielles, hsess written that tesching
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 dats, the incident method;
for diagnosing the problem and formulating solution, the
case method; for making decisions, simulation; for .
communication, role-playing, and business games; and for
motivating, group projects.-6 ’

It is genérally agreed that the usefulness of
fraining methods cannot be assessed in isolation from the
ifectiveness of the course as a whole. Teaching methods

ﬂpend to a large extent on the objectives of the course

6Nancy G. McNulty, Treining Mansgers: The Inter-

jptional Guide (New York: Harper and Row, Publishers,
;69), p. Ih-
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and ﬁhe type of knowledge or information to'be offered.
Culturel and geﬁeral educational considerations need to be
madé in certain areas.

As the general educational standard and the level of
understanding of the small entrepreneurs in Ethiopia are
guite low, the methods to be employed must be as practical

ﬁs possible. The language should be very simple, and where-

?ver possible the local language must be used. Training of
3&11 entrepreneurs is training of practicai people for the
;eds of practical business life. All metﬁéds that are
'gployed in training these entrepreneurs must fully reflect
‘;is fact.
The following methods are the ones commonly used
at are appropriate for the subject and environment in
ich they are put to use. All these methods can be use-
élly emplbyed in the training of Ethiopian small business
nagers if they are appropriately utilized.
1. Lecture Method
The lecture is the classical method 6f 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 .can 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



. 129
avoided in every training course is abstract
lecturing on general management principles and
idesas.

This certainly does not mean that the lecture . -
method cannot be used ét all. In fact, there
has been a great deal of argument about this.
The predominant opinion seems to be thaet where
basic knowledge is missing a reasonable use of
lecturing is unavoidable. Of courée, the
lecturing has to be suited towthe small busi-
nessman. The presentetion of every subject
will be as informel as possible, with an
extensive use of concrete examples, case
studies, resl 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 pért in the
discussion which will follow.

2. Group Discussion (including Seminars and Confer-
ences)

Group discussions are structured instructional
meetings. They are held 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. Grouﬁ discussions call for more active
participation by managers themselves than
merely listening to‘lectures, and they give
managers an opportunity to learn from each
others!' experiences és well aé from the know-

" ledge of an expert discussion leader. They
may also point out the possibility_pf joint
acﬁion for the solution of a common prdblem.
Managers sasre more likely to be willing to
participate in discussion groups than to
attend lectures; and & 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 iﬁ mind, first, the need
for carefullpreparation, including choice of
sub ject or subjects for discussion, selection.
of participants, and an agenda in advance so
that the discuésion will proceed along a

 desired psth leading to a'predetermined '
objective. At the conélusion, he usually
provides a summary. The leader also has the
feSponsibility of eliciting participétion fme
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 transmittéd
than they would by lecture. They also receive
practice in commhnication, 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 any one of
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these is lacking, a discussion is apt to lapse
into conversation.

3. Case Method

The case method, or case study method, depends. -
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
find 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 importanf means of
introducing variety into training courses, and
all training experts acknowledge 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 trainees. The names, the places .
and the general facts, must be related to thse
immediate circumstances in which the trainees
normally live and work, so that they can identify
themselves sand 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
conte@porarie? in the more advanced count?ies
are situated.

The above cbservation is very important. The
case studies to be used for the training of
small entrepreneurs must be thosé objectivelj
written case sfudies of small enterprises at

 work trying to solve their own problems,
Thus, as applied to sméll entrepreneurial
training, case studies should provide the
ﬁeans of demonstrating the practicéllutilitiv'
of certain training points, and, even more
impdrtaﬁt,}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.

. "Living Case Study"

This training technique, termed as "living case
study" in the publication from which it is
extracted is'weli 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,

7'ILO, Management and Productivity, op. cit., p. 37.
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rather than the treining of small entrepre-
neurs 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 syndicste will summarize his members'
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notes into the 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
recommendations 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
possihble management positions at least once.8

Role Playing
As the name implies, role playing allows and

requires the participants to act out a given

8

Ibid', p' 38.
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situztion in business. Small business man-
agers, éccording to the past observation of
the writer,llike to role play. Role playing

a3 a method of learning has, no doubt, few
benefits for these managers.

Its prime benefit is the development of
human relstions skills by interactions between
people. It also offers insights into the
emotions and thinking of others in various
positions and situations. By practicing the
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 1is
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 pldying is comparatively
unstructured and is used for practice in human
relations, én which case the follow-up analysis
is minimal. :
6. Syndicate Method
The syndicate method is a combination of lectures
and group projects. The group projects are
Aassigned 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 leads his syndi-
cate in its work and the preparation of a
report on its assigned taék, 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 then 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 adventages of the syndicate method that
have been cited are:
(1) it promotes petter comprehension of the
-suvstance of the lecture;
(2) it helps develop cooperative thinking and
cooperative working;

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

IMcNulty, op. cit., p. 20.
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(10) it increases ability for decision-making.
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i) it provides each 'participant with a per-
spective on himself and his job;

5) it provides understanding and appreciation
of the velue of specialists in areas
therefore unkncwn;

€) it develors 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

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
witb the handling of the particular task

assigned.

Simulation

Simulation is a teaching method that has been

used for years in many other fields of educa-
tion--law, medicien, airplane piloting, 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 resl
problems are, and how to analyze and solve

them. Each exercise is followed by a critique

10

Ibid., p. 21.
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session in which the management process of
each participant is énalyzed. The program
seeks to de#elop 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 factoré underlying the sufface situation,
en analysis of those factors, the making and
implementing of decisions, and further analysis
and decisions as the results of the first are
made known.11
In a business game, the participants are split
into competing groups, each of which seté 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

1pia., p. 19.
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and can be the most "important decision to be
made by'the group. |

When the dramétis 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 whetherlto

~ 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 same -
market.

As each gfoup acts out its imaginary situation,
it makes decisions based on ihfbrmation fed to
it as the acticn develops. This requires
constent analysis and evaluation of the situ-
ation and the making of decisions based
thereon.

When each group has completed its game, the
results are compared, asually on a matheﬁat-
ical basis or by a panel of Jjudges, 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 test}gg 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 nced for high level management
people.

s R
9. Sensitivity or T-Group Training
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 laboratory setting in human

relations where individuals can study and

12Joel M. Kibbee, Management Games: A New Technique
for Executive Development (New York: Reinhold Publishing
Corporation, 1961), p. L.

i 13This method of training, when used for small busi-
ness managers requires careful handling. Proper orienta-
tion, with regard to its benefits and the manners of approach
with simple demonstration that is related to the environment,
Will contribute to its success.
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incresase Pheir-uﬁderstanding 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 awaréness of how human beings
relate to one another. It accomplishes this
by bringing to the surface, for conscious
examination, the normally unquestioned assump-
tions about humen relations.

Each participant in sensitivity‘training is
responsible for his 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 grbups face.
TYPES OF MANAGEMENT TRAINING

There could be many different types of management
raining. Following sre a few that are considered to be
ppropriate fcr the purpose of training small business

1anagers in Ethiopia:
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1. Management Qourses.

These sre courses of several sessions, designed
to help owner/managers of small businessés to
improve their executive skilils and to develop-
competence in every phése 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 perticipants méj 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 smasll groups in rooms

separate from the géneral conference hall.
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Seminars

These are specialized éubjects of general.
application ﬁsually given to the detail of a
particular subject. They usually deal with
only one broad management function, such as
finanpial management or personnel management.

Problem Clinics |

These clinics enable a small group of owngr/
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 perscn
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.

Business or Industrial Clinics

These sre very close parallels to mediaal
doctors' surgeries or the consultative depart-
ment of a hospital. The "elinic" should be open

to receive small entrepreneurs at set times and
so far a3 is possible, 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 cure 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 appropriate
specialist, where the problem is one which is



145
outside of his own competence to deal with. At
the same time 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 tney 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.l

6. Workshops for Prospective Business Owners
These workshops, as their name implies, are
designed for prospective owners of small
businesses. The workshops enable these owneérs.
to learn about the factors involved in starting
2 business. They emphasize the need for care-
ful preparation and keen analysis 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 sre also workshops for business ownef/
managers (that is, for those already in
business). These workshops are group
discussions, but they are not tightly
orgenized instructional meetings. Rather,

they ere quite unstructured, being conversa-

tional in character. Workshops are used for

}h ILO, Management and Productivity, 24, op. cit., Ll.
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the purpose of exchanging operational
experience in a particular 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
concerned with the application of techniques
and procedures. Usuélly the ieader of a work-

. shop session has an agenda or plan, but the
discussiqn necessarily follows the information
that the participants offér. |

8. Training "Circuses"

One way of doing this is to organize training
courses to be held in the premises of the local
scpnool or community center and to employ, for
this purpose, a small team of officers who will
become a "training circus," (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
"mini-enterprises'" a tesm of three officers may
be sufficient. Of these thres, one is team
leader and organizer, one is specialized in
marketing and general management practices, and
the other in bookkeeping and elementary costing.

Training "circuses"of this type cen go a
long way towards providing an answer to the
problems of how to reach small entrepreneggs in
the more remote areas at reasonable cost.

With regard to this type of training, it should

be remembered that there are some drawbacks

151p14., p. 33.
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such as lack of electric power, transport of
equipmeﬁt, suitable éccommodation, et cetera,
that should Be fully considered before
programing any training of this type.

Mobile Training Institutes

An advance upon the training circus idea can
be achieved by the adoption of a system of
"mobile training institutes." These have been
tried in several of the developing countries
Wwith marked success. The road conditions of the
country mey 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 the rural areas or smaller urban areas and
operated by a generator powered by the vehicle's
own engine. Another approach which has been
tried is Tor 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 adaptstions 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?és mobile training
institute in the Appendix.) '

16

Ibidc, po 360
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10. Training by Radio

This type of training uses radio broadcasting as
the medium and has many advantages. It gives
a chance of reaching the whole of the small .
enterprise sector at the same time. It helps
avoid the 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.

11l. Training "Comics"

Another technique which can be used, pri-=
marily, as 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
stimnlation as an alternative medium.

,17ILO, Management and Productivity, 23, op. cit., 8.
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12. Treaining by Television
This type of training may be superior to
training by radio and training "comics" as it
combines hearing w}th seeing. " Unfortunately,
television services‘are not yet widely avail-
able in Ethiopia. Although there are some
services in Addis Abéba and Aémara, they are
beyond the range of the small entrepreneur
financially. When they become within the
reach of the small entrepreneur, it will in
fact be very useful to start a 'closed-
circuit! television sefvice in mansgement
training.
13. Circuit Schemes

Another informsl 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 "ecircuit scheme." Circuit
schemes ere 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.
The participating factories are not necessarily
in the same branch of industry. This type of
"community approach" may create a grest sense
of solidarity in a region. It $gy also give
valuable ideas to participants.

BInternational Lebor Office, Services for Small-
Scale Industry, La Tribune de Geneve, Geneva, Switzerland,

1961, p. 77
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It is to be recalled that selfishness and
individualism were in the list for lack of
interest in management training on the part of
the entrepreneur. There should be careful
consideration madé‘about this when planning to
employ the "circuit schemes" device for
training small entrepreneurs. |

1y, Training on the Shop Floor

This type of training is probably the most
effective of all. As‘thebname 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 qhite
as satisfactorily as the Jjob itself. Learning
by practice, and coaching on the job means
that what is 1earnéd will be what is actually
being done.

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 progremmed instruction is the
presentation of information to the student in
very small pieces, known as "frames," esch of
which is accompanied by a concealed answer.

Once the student has given his answer, generally

by writing it in a blank space, he is able to

check it by uncovering it in some way. This is
knovn as "reinforcement.” In its simplest form,
the answer is printed in a separate column to
the right or left of the text and may be covered
by a sheet of paper or slightly more elaborately,
by an opagque plastic mask sliding in a groove
dowm Ese side of the plastic cover holding the
text.

This type of instruction is very useful in thst
it saves the manager from having to come to
the lecture hall, and relieves him of the
worry that comes from leaving his enterprise

to attend courses.
FEED-BACK

In lesrning, particularly in one that has relevance
for management development, there is one important principle.
This is the principle of feed-back. Feed-back is the
return, partial or complete, of a process to its source. 1In
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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evaluation and further learning. 1In other words, according
to this principle:

. « othe 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 him how he is doing. Stated more
precisely, what this principle asserts is this: the
closer the contact between the information received by
the learmer and the practice by means of which he
incorporates what.he is learning into his work, the more
effective the learning will likely be. This summary can
in turn be broken down into two subsidiary propositions.
First, the nesrer in time instruction, prectice, and
correction to one another, the better. Second, the
smaller the units of information conveyed at one time
in instruction and correction, the %reater is the likeli~
hood of absorption by the learner.? : ‘

This is very important. Businessmen who pass through

any kind of course must not be forgotten after the course is
over. If they are, the training schemes cennot be worth-
while. It is an absolute must that all training schemes
have a sound follow-up system. Such a system will include:

1. visits of consultant/trainers to the enterprises

run by the businessmen who attended the courses;

2. refresher courses and seminars keeping the entre-

preneurs in touch with developments;

3. 1issue of management practice manuals and other

useful information bulletins,

This system will make feed-back possible.

Associations formed by course graduates can create

1and promote effective relationship and two-way communication

2OHoward Smith, '"Management Development in 'New!'
Countries: ©Perspectives from Russia and America," Manage-
ment International Review, 5 (1966), 50.
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which will make feed-back and continuity of managerial

skills acauisition very possible.
THE USE OF VISUAL AIDS IN MANAGEMENT TRAINING

The old Chinese proverb "One See Worth Thousand Say"
has a great bearing on the use 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 t6 visualize
subject matter and ideas not only holds the group interest--
he also stimulates thoughtful consideration and retention of
the topic.

The consensus of the concerned groups and organiza-
tions with regard to the 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
g things that people see often make a bigger impact on
g their minds than things that they hear or read. . .As
g a sideline they often run courses on how to make the
f best use of the various aids available. Another impor-
tant task they perform is selecting and adapting foreign
material to the Spﬁiific conditions and needs of the
country concerned.

The importence of visual aids and their values in
management training is quite immense. However, it is

fequally important that instructors take great care in using

fvisual aids. As stated above selecting and adapting them

.ZIILO, Servicesfor Small-Scale Industry, op. cit.,

p. 92.
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is an important task of instructors. One International
- expert comments as follows:

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 thsat 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
sub ject.

The special importance of visual aids is a univer-
sally accepted fact. One important caution that goes with
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 familisr visual idiom.

In this connection, some Africens find three dimensional
and perspective drawing difficult to grasp.

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

23

IL.0O, Survey, op. cit., p. 1ll.
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WHAT 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'tbey use. The questions

that ncrmally arise in planning these aids are:

1.
2.
3.
To

What are the visual sids that can be used?
When are these visual aids appropriately used?

How are these visual aids effectively used?

be able to bénefit 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:

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.

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 Filmstrips

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.

. 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. Teke
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. Meterial 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 manner to convey its
importance. Direct members how to use it.2u

It is advisable that a management training center
~or institution set up a technical assistance department
headed by a technical assistant with some kind of management

%training background, and of course well-versed and creative

2L

| Small Business Administration, "The Visual Aids,"
(Franchising: Topic Eighteen), 1968, p. 23.
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in the making of visual aids. This 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.

)

MANAGEMENT TRAINING FACILITIES IN ETHIOPIA

Managément training facility in the sénse discussed
in this study was virtually non-existent until the year 1968
when the Center for Entrepreneurship and Msnagement (CEM)
was established. Of course, there are a few in—coﬁpany |
training schemes whose facilities are exclusively for their
respective employees.. Apart from these, thg only training
facilities currently availablé are: |

The Institute 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 for top government officials, and even these few
are not erithusiastically supported,

The Institute is non-residential and thus very few
attend from the provinces. All courses are-part-time.
chause of the reluctance of the government organizations to
release their staff for full time courses. Due to lack of
the essential support of the concerned govéfnment bodies,
the effectiveness of the programs is now being much impaired.

The Institute ;s now run entirely by Ethiopian
staffs and it has a good library ana maﬁy useful-fraining
materials.

The Collegze of Business
Administration (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
students are drawn from academic and comprehensive secondéry
schools, upon successfully passing the Ethiopian School
Leaving Certificate Examination. These students, in almost
all cases, have had no previous experience of commerce or
‘industry. The syllabus aims to develop analytic and
problem-solving skills., Some of the course activities
iinclude research work in the fields of business investment

?and management 1in 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 Enfreprensur- <
~ ship and Maragement (CEM)

This Center, thai was established in 1968, is a
joint project cf the Imperial Ethiopian-Govérnment and the
‘United Nations Development Program for which the Inter-
national Labor Organizapion istthe Executing Agency.
According to the Plan of Operation signéd by the ébove
mentioned parties, the objgctives and the activities 6f the

Center are as follows:

The obiectives of the Center. 1Its objectives are to

foster and facilitate, through the direct assistance and

extension services, increasingly effective participation by

‘indigenous Ethiopians in the industrial and economic develop-

ment of their country, with particular emphasis on provid-

’ing: |

1. Practical trasining, consulting and advisory
services for existing and prospective Ethiopian
entrepreneurs in small-scale undertakings;

2. Advisory services in mansgement and entrepre-
neurship fo institutions providing extension .
Sservices 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, includiﬁg public seréices

and utilities.

Fields of concentration. The Center concentrates
its main efforts on aéhieving these objectives in manufac-
turing, processing, and service industfies.' Initially, the
Center's services were made available only in the Addis

Ababa area.

Services. In pursuit of the stasted objectives, the
Center provides the following services:

1. Training and Development Services

2. Advisory and Consulting Services

3. Development Workshcp Services (provisional),
pending project evaluation

. Promotion Services

5. Research and Evaluation Services

6. Administrstive Services

These services are provided in the fields of know-

ledge generally referred to as:

1. General Management, including the principles,
practices and concepts of entrepreneurship,
business and management.

2. Msnagement Accounting.and Financial Msnagement.

3. Industrial and Production Engineering.

.ly. Marketing and Sales.
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Availability of services. The above services

individually or in coﬁbinations appropriate to each case,
Qre promoted and made available to:
\ 1. Existing and prospective Ethiopian entrepre-
| neurs, to enable them to achieve greater
viability, sucdess and growth in their
'enterprises.

2. Extension, advisory personnel, and where
appropriate their managers, in Government
Departments, private and public inStitdtioné o
and enterprises which provide (or are planning
to provide) credit or extensipn services for
developing, assisting or promoting smaller
industries and indigenous entrepreneurship.

3. Mznagerial 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
the individual or the enterprise, to solve his own manage-
nent problems and to take advantage of his own opportunities
in aécordance with practices of modern management as adapted

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

There are certain steps that need be observed if a
training program is to benefit the participgnts. This guide
is prepared wifh this in mind to hélp the trainer/diréétor
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 Dévelopment Department of the Center
for Entrepreneurship and Management is making in its |
management training activities, alfhough no such written
guide exists at the Center. The Guidebook for Coordinators
of Menagement Training for Small Business prepared by the
Small Business Administration of the United States of
America has similar guidelines. The Small Business Adminis-
‘tration guidelines, which are systematié and simple, will,
no doubt, have rewarding applicébility in the Center's
situation 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 thev

25

éAdministration.

; 25Small Business Administration, Guidebook for
Coordinators of Management Training for Small Business
(Washington, D. C., April, 1969),
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The Course Director and the
Advisory Committeo '

There are two elements that play an important role
in managemenf training prcgrams for small entrepreneurs.

These are the course director and the advisory committee.

The course director. The key to a successful pro-

gram is the course director. He must be a professional
staff of the Center/Institution. Since he is the individual
the businessmen will get to know best during the training,
it is important that he exercises convincihé leadership.

He should also 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 ﬁhe 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

the 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

‘made up of a representative of the local chamber of commerce,

Ebanker, small businessmen, a representative of the Ministry

?of Education, the business editor, a representative of the

g gy R e T T T e e

employers' federation, a lawyer and an accountant. The
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comnittee should be large enouvugh to represent and small
" enough to be workable. The functiéns of the committee
generally are: assistingAin determining training needs,
»influencing the small businessmen to attend courses,
enlisting trainees, suggestion of time and place for holdihg
classes or meetings, facilitdting the problems of getting
the proper place and certain required items, suggestion of
names of speakers, suggestion of WOrding for publicity and
ways of publicizing programs, compilation of mailing lists,

and conduct c¢f community surveys in certain instances.
PLANNING

When a management center decides to offer a training
program, éfrective planning is essential. Such program
planning involves initial plapnning and 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 Treining, Scheduling Training, and

Spreading the Word--Promotion.
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Lesad Time
When making initial plans, timing is an important
cbnsideration. 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 seaéqns when businessmen and
instructors will be away. Some questions to be considered
in allowing sufficient lead time in organizing management
courses are:
1. Is.this the first small business managément
training to be offered by the Institution?
2. Is it a répeat of follow-up course?
3. What time of year'willlthe trainihg begin?
ly. 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
1ocal'busine$s community. In plamning a training progran,
the advisory committee can help the course director pinpoint
areas 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.

DecidingﬁTyDe 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 éeneral manegement course, conference,
workshop or problem clinic, or seminare? 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 enrollgent can usuelly be traced to inade-
quate promotion.2

. 261p5d., 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 enaugh 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

requirse 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 1is
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 meeting and the proposed
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date of the course. They can give informa-
tion, for example, on 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 pafticipaté in the next

- training offsred.

Newsletters. The pewsletters of trade associa-
tions and organizations, éuch as chémbers of
commerce, are excellent media for reaching a
specialized group of businessmen.

Personal Contacts. The course director and fhe
advisory committee members may telephone or
visit friends and associates and ask them to
participate in the training. |

Radio and Television. The local radio and
television stations should be approached to
furnish time for spot announcements as a |
public service. |

Public Talks. Announcements may be made at
meetings of local business and trade associa-
tions, especially at meetings of the ones who
are very much concerned with the training
program.

Other Media. Some céurses cen be publicized

through paid announcements in newspapers and
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over radio asnd television. Banks can include
announcements of courses with their statements
or other brocﬁures to their customers.

The important thing is that the course director
makes certain that every appropriéte form of promotion is

used to the best advantage.

Directing promotion. The type of treining being
offered will dictate the direction the promotion will take.
For exemple, much of the training is directed toward a
heterogeneous group. Such s group consists of owner/
managers from a variety of businesées. Promotion for this
group should: (1) stress the fact that management problems
are similar as long as they are at the administrative level,
end (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 meil 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)
plenning appropriate exeg$ises'to recognize those
completing the training.“ :

Scheduling | ','

Allowing sufficient lesd time in planning the
training is vital. A schedule helps the course airector to
see that various details are handled st the proper time.
Factors to be considered in planning the training arevthe
month, day of the week;‘and time of day the training‘is to

be held.

Dey »f the week.

1. Whet nights are pre-empted for other activities
of businessmen, such as chamber of commerce
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 heeting hour be set long enough after

the time of the rush hour to allow the manager

2T1bid., p. 33.
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to attend to the most pressing activities that

require his personal attention?

Hours of the dey--evening. ZEvening sessions are

often easier to arrange then daytime ones. The main
considerations in setting opening and closing hours for
evening sessions are iistea in phe two questions that
follow: |
| 1. What time will permit the businessmen to close
their offices, and arrive at the 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 has 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 the
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

o s e e ki et L
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‘holiday season which are the pesk 'sales season for the
retailers and sSome consumer goods manufacturers. Ask, which

months are these in the year?

Location. The location for the training Qhould be
convenient and accessible to the majority of the partici-
pants. Adequete parking should be available in the vicinity
at the time of the meeting. Some cocurses can be held in the
classrooms of educationsl 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.

Choosing Instructors/
Speakers '

As far as the professionai instructors of the

management training center are concerned, the course
director should see to it that the topic of diécus;ion for
Qach 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, hé must choose from avéilable
speakers and help them to present their subjects in a
practical manner. He will want to emphasizg the needs of
the audience and the objectives of the training to see that
speskers get the instructional materials. 1In selecting

‘speekers, emphasis should be placed on knowledge and
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- experience in the particular topic rather than skill in
‘lecturing.' But even so, no one likes to hear a lecture

read.

Briefing the Instructors/ .
Speakers

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 encouraging audience pértiéipation.v.Theg
professional businessman giving the lecture may need guide-
lines on subject matter pfesentation.

Selecting Training Materilals
and Equipment

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 projeétors, 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" can be used'quite successfully.

"The following are some devices that the course director can

use to encourage participants to feel

1.

"at home."

Have each businessman identify himself and his

business at the beginning session of a coursé.
Tims may be alinged for a brief description of
his busirers and its prodhct or service. Of
course, the course director will make an
assessment of opinion in advance whether or
ﬁot the participants will agree to this
practice.

Provide eéch_registrant with a name tag which
is to be worn at least on the first day. - This
is especially important in one-day meetings.

Provide name plates for each participant if
tables ére used. The name should be printed
large enough to allow the instructor and other
participants to read it.

Furnish note pads, folders, pencils, ruleré,

erasers and ash-trays.

- Arrange coffee breaks to relieve physical tension

and encourage discussion among the partici-
pants.

Arrange tables and chairs in a manner conducive
to discussion, as well as listening.

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 importent personality that

-is connected with the economic development of the country,

that is, high suthority from the government--recognizing the
importance of small business to the economy--may be invited
to speak at the dinner. However, the dinner speaker can be

from business life too.
PRESENTATION

One of the tests of training is in the presentation.
Poorly presented facté, Qpinions, and insights are of little
Qalue to the owner/manager who seeks to.improﬁe his manage-
ment techhiques. 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/épeakers understand this point. He may want to make
them aware of critvical comments which are often voiced by
participents and also appear on evaluation sheets. These
criticisms are: "The speaker was not prepared and did not
know his subject." "He talked over our heads, concerning
himself with big business rather than small business problems
like we have;"

The course director can help his instructors in
briefing them on the Center's materials they can use in
preparing their presentation. He should encourage them to

develop  practical illustrations of indigenous management
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techniques. Also, he should give them copies of the appro-
'priate haridout materials ahead of fime. The course director
.can further help the speakers by providing them with a
composite picture of the class. This briefing may include
éuch information as the number éf'enrollees, their sex, and

educational background, types of business represented, age

of the firm, and the number of employees.

Encouraging Discussion

A question periqd helps to encourage discussion and
provides instructors with féed—back. Since some partiéipanté
hesitate to ask questions-ddring tbe,lecture period, it may
be preferable for the questions to be submitted on cards
during the break.

Some instructors have the participants suﬁmit
several questions in advance of the session. The speaker
then comes prepared to answer the questions during his
lecture. One advantage here is that the speaker is aware
of thé interest of the businessmen before the session and -
can present his material accor&ingly.

Evaluation: Did the Training

Meet the Needs of the
Participants?

"A question that plagues eéducators is: Did the

e?"28

training tak Instructors and course directors of

management training sessions are no exception. They need

,‘Blbid., p. 47.
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answers to questions such as; .Did the training meet the
expectations and needs of the parﬁicipants? Is the need for
additional training indicated? To make such a determihation,
evalugtions 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 élassroom, because it is Qery likely that he
will forget to mail in his evaluation.

Probably the most useful tool 1is a'dueétionnaire.
The instructor will ask the participants to complete a

prepared questionnaire at the end of the training.
OPPORTUNITIES FOR ADDITIONAL EDUCATION

"Strike while the iron is hot" is the theme here.
Accordingly, the small businessmen should be encouraged to
continue their quest for self ixprovement. If the basic
managenent training has aroused the interest of the partici-
pants, the last session is a good time for the course
director to encourage them to continue their education.
This is a good time to tell them about any long range plans
forbadditional training. They can also be told.about ways
in which they can keep abreast of management development.

For example, the course director should tell the
class about the advantages of joihing 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

assocliation related to their particular business.

Advanced Training

Plans for follow-up cor additiohal tréining should bé
announced at the conclusion of the initial training. If
| none is planned, the éoursé dirgctor should review the
evaluatiors quickly to see who is interésted in training. He
can téll them that he will notify them after the evaluations
have been studied and plans for advanced training 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 tbe
basic course of conference. Preferences expressed by the
- participants may also mean varying the approach to certain
subjects in the future. 1In offering advanced training, the
course direcfor and the advisory committee work together.
The task is to determine the broad topics that make up a
well-balanced management developmeqt 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 acssociations when 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 promoté cooperation among small businesgmen
for their development. |

These alumni associations can eventually evolve into
an independent small businessmen's association. The purpoSe
of this association cen be quifie broad, 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. 1In addition, they can
conduct training in various aspects of their particular
operation in close cooperation with the management training

and consultancy center.



Chapter 5
SUMMARY, 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 ih
operating small businesses.

3. Determine the problems in developing small
business managers.

I. 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
entrepreneurship developrment.

All tne published materials listed below were
extensively reviewed. The review included librafy 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 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 Emporiag

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

. The writer's own paper contributed to the Inter-
Regionzl 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. 1In total, 285 owners and/or managers of
approximately 3331 registered small businesses in the empire
were interviewsd with the aid of questionnaires to find out
their-training needs, and also to determine the methods,
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 entefbrises was made at random. 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 Development

e nio g s
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Department. Out of these 150, about 50 percent were in the
'provinces;
The data collected were compiled, tabulated,
| analyzed, sumnmarized, and interpreted.

Finaily, conclusions were reached on which recommen-

dations could be made.
SUMMARY

Ethiopia, with_an estimated population of 24
million, is one of the most ancient empires stili.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 world. Ethiopla was known as one of the important
trading centers in the Middle East until foreign penetration
gradﬁally cut off the historic trade routes and Ethiopianl
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 was the case until 1918 when the first modern
economic enterprise, the French-Ethlopian Railway, was
completed. It should, however, be nobted that Ethiopia did
not really bsgin modern industrializstion until 1946 when

the Ethiopian Airlines was established. Since 1946, the
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rate ef growth has been rapid, though the development
standard is still low.

In the economic organization of Ethiopia, smali
enterprises comprise the lergest 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 tﬁe larger firms and require less risk-taking.

The major problems of the Ethiopian small businesses
are in the fields of general management, fiﬁance,'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 significent lack of systematic approach to starting a
business. The small entrepreneur is not/ consumer-oriented,
and thus is ignorant of the consumer requirements, the
market potential, nature of the market trends, ahd the
proportion of the market held by the firm.

Small businesses suffer from a perpetua1 shortage of
cash since there are notsufficient 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 té their inability to
cémpete with the larger fifms 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 prbmotion of small enterprises, has revealed the
following: fhere are big investment opportunities,
particularly in the area of agro-industry. The Ethiopian
Government thaf has realized the need for rapid industriai-' 
ization, has laid down certain encouraging objectives and
policies in its Third'Five-Year Plan., To materialize the
policies, the government has outlined a,numbef of instru-
ments thréugh which the objective of industrialization is to
be attained. These are: (1) Financial Inducement for
Investment, (2) Government Investment, (3) Tariff Protec-
tion; (L) Techno-Economic Services, and (5) Managerient
Training Centers.

A management 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, espécially the study to determine the training
needs, will require a systematic approach.

The Center Tfor Entrepreneupship and Management is
following a systematic épproach 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
'determiniﬁg training needs. Accordingly, the Center for
.Entreprenéurship and Managément 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, 3lL.4 percent were in
manufacturing, 2.l percent, servide, 18.9 percent, retail-~
ing, 2.8 peréent, wholesaling and 15.l percent, were in the
miscellaneous groups. A

Of 227 who answered the question, 77.6 percent were
owners alsc. Of 253 business managers, 82.2 percent were
sole proprietorship and 17.8 percent‘were partnership.

Of the 2,j2 who answered the.question, 97.9 percent
were considered as having favorable baékground. Nihety
percent of the business managers could read, write and
understand Amharic and 52 percent could read, write and
understand English.

Of the 269 who suswered 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 aé
methods of training go, discussion, programmed instruction,
seminars and lecture were preferred in that order. In the

1ist of media of training preference, newspaper and radio .
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were on top with mobile unit and television following. With
'regard to ‘the time they preferred to sttend the courses, out
" of the 25l, who made choice, 62.5 percent chose the evening.

Of 257 who answered this question, 6.6 percent had
Aattended the courses offered by ﬁhe Center for Entrepreneur-
ship and Management. Of 269 who answered the question, 98.9
percent wanted consultancy services from the Center for
Entrepreneuréhip and Management.

L.ack of cash, gxcessivg taxgtion, lack of general
managerial know-how, lack of skilled wofkers, lack of .
accounting/bookkeeping knowledge, lack of sslesmanship,
ignorance of the market and marketing activities, and unfair
competition were the major problems 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 follcwing methods can be usefully employed in.
the training of Ethiopian small business ménagers, if they
are appropriately utilized: (1)(Lecture Method, (2) Group
Discussion, (3) Case Method, (L) "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 educaticnal levels of the trainees into consid-

eration.
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Management training could‘be of.many different
' tybes; A few that aré considered appropriate for the pur-
pose of training small business managers in Ethiopia are:
" (1) Management Courses, (2) Management Conferences, (3)
Seminars, (lf) Problem Clinics, (5) Business or Industrial
Clinics, (6) Workshops for Pfospective Business Owners, (7)
Workshops fof Existing Businessmen, (8) Training "Circuses,"
(9) Mobile Training Institutes, (10)'Training by Radio, (11)
Training "Comips," (12) Training by Television, (13),Circuit'
Schemes, (1ll;) Training on the Shop-Floor, and (15) Prograﬁhéd
Instruction.

In 1earnihg systems, particularly in one that has
relevance for management deveiopmeﬁt, 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
traiﬁing. The instructor who helps his trainees td'visu-
alize subject matter and ideas not only holds the group
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: (1) 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), ae mentioned earlier, is
ene that is governed by certain principles and rules. The
- tool that serves to realize the effective implementation of

this 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 couptry's low economic
development standard is lack of adequate and achievement
motivated entrepreneurship. The causee tbet'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 apprecdiation for entrepreneurship. According to
the traditional belief of the Ethiopians, business was
considered to have profit making as its sole motive ana this
was looked at as a socially undesirable practice. This
attitude, which has originated in the history and culture
of the country, is perpetuated even among the educated
circie by misconception of the socialistic philosophy of
exploitation of man by man. In traditional Ethiopia,
governmental workers and the military are regarded as
~esteemed occupations and thus enjoyed a better status than

the businessman. Fortunately, this is changing rapidly now
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and the entreprensur is gradﬁaily gaining his due status in
the society. As a result, however few, even the educated .
Etpiopians heve started to consider business as a possible
career.

| The other causes for the slow economic deﬁelopment
are related to motiva’ion,. leadership and skill. The
average Ethiopian does not heve the motivation to take
business risks. He lacks the initiative and leadership.
The environment he is brought up in is euch that he is not
oriented toward such ventures. The national school system |
that is basically oriented toward rote learning does not
provide studentsAwith 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 factore of produc-
tion in order to create economic aptivities. 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 leck of entrepreneurship are: (1) The
- Cultural and Sociological Barriers; (2) Fear in Risk-tgking,
(3) Lack of Initiative and Leadership, (l) Lack of Economic
- Factor--Capital, and (5) Lack of Skill or Business Knowl-
edge.

The small entreprenedr is the owner and sole manager
of the enterprise and is responsible for all of its
functions. Easically 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 apprecilate
change. Usually this Qwﬁer 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 showm
some interest in management training through, at least,
thelir 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



191
businesses they are ope;atiné.. Of the total interviewed,
97.9 percent weré considered to have this qualification.
Hawevér, this does not mean that they have the managerial
ability to manage their businesses well.

Management training effort ié completely absent in
the smsll 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 tc check on the implementation and progress will
ensure realization of the Plan,

To achieve the above, there must essentially be a
cadre 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
1argely 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 of the trainees and must be
- carefully designed to.effectively ﬁeet their particular
néeds. |

A well planned and designed program is no program at
all unless it effectively trains by transferring the skills
to the trainees. This requirég that the trainers and their
activitiés be'governed by certain principles and rules. The
guide presentéd at the end ofVChapter 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, ijectively written, in developing
problem solving skills»of thevowner/manager. |

The government and the other concerned organizationé
must 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 Entef-
prises:

The Ethiopién Government
and Itas Agencies

The government, as the cver-all responsible organ,
should take the major share of the responsibility for pro-
moting and doveloping small enterprises. Thus, its services
must cover the entire spectrun cf the industrial activation.

Accerdingly, this study recommends That the government:
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1. Should takeﬂprimar& responsibility for conduct-
ing basic economic research and identifying
economic activity opportunities. |

2. Carry out adequate, in terms of number and
variety, feasibility sﬁudies that embrace
small-scale economic activity participation
as well.

3. Promote investment through advertising the
investment opportunities and also by making
them available to all who qualify.

L,. Provide industrial estates facilities and ensure
that the managerial and technical assistances
are provided with them.

5. Set up more msnagement 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 particulaf needs of
the communities.

8. Make and implement effective decentralization
policies for all the above-mentioﬁed 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 s&stem of basic education should be oriented towards
preparation for solving the economic and social problems

.Qf the country. In the early formative stages, successful
businessmen and businesses must be brought in to Jjoin the
patriots and military leaders as heroes to be admired and
emulated. Mﬁch can be done to help and develop businessmen
now, but the real development cannot become genefal until a
new generatibn of potential entrepreneurs ié réised 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 1 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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Ministry of Finance. This Ministry needs experts

to review the tax laws thoroughly with the small businesses
aﬁd ehtreprepeurship development taken into serious coﬁsid-
eration. The experts will needAto design a fair and
‘efficient system of enforcihg the laws and making

collections thereafter.

Ministry of Commerce and Industry. This Ministry,

throuéh its existing small-scale industries department, can
and should advise and guide new businessmen that come for
registration through doing the following: |

l. 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 to 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,

- either on its own or in cooperatioﬁ with the concerned
instftutions like the Invéstment Corporation and Development
. and Commercial banks, should establish small business loan
‘boards. The government can establish an Industrial bank
exclusively to fingnce small enterprises.

The government, with dﬁe consideration to the socio-
egonomic conditions of the couﬁtry, 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 small Buéinesses 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
induétries 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 pefiodic exemption or

decrease for the small, but growing aend important businesses.
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The govermment should wisely ressrve selected
economic activities which are best suited for small enter-
prises for the Ethiopilans.

The government must encourage and assist the younger
Ethiopians who have gcod 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 ﬁith the small enterprise development
programé.

The Center for Entrepreneur-
ship and Management

The Center, in its jurisdiction as thé 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 widef'participation in its activities.

2. Should cooperate with other similar and related
organizations like the College of Business Administration,
the Institute of Public Administrapion, the small-scale
industries departmenﬁs of the Ministry of Commerce and
Industry, Chamber of Commerce and the Economic Commission
for Africa. A committee of the representatives of these
ofganizations‘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
Aefforts toward the achievement of the common objective,
which 1is development of smell enterprises through promotion
of entrepreneurship.
| 3. Must conduct some feesibility studies in coopera-
tion with the Technical Agency and the College of Business
Administration and then systematically share these studies
with potential small business owner/managers who are ready
to start small businesses, and‘also.with the existing ones
who may want to diversify. The Center ehould seriously
develop and extend researeh programs along the lines relevant
to the Ethiopian small industries. |

li. 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 Development 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. Should create good contacts and maintain venefi-
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 objective of improving its
‘programs 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 proféssional staff of
the Center with their techniques of training. This also
will help the training officers 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 Industries 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 cleser contact between the banks and the small
industries whereby many normal commercial facilities of thé
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



200
appreaisals, and makes available fdllow—dp managerial and
" some technical assistence to recipient firms. The bank
serutinizes loan apprsaisals 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 ceilections. A small handling
charge (there‘is, of course, no handling charge where the
banks uses its own funds) is retained from the interest
received (interest received is credited to the Center for
Entrepreneurship and Management) on loans by the benk 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 specigl 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 neans from those listed in the guide in Chapter
i, 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 ss medis.
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The Ethiopian Association
of Smali Enterprises

The small business.manageré should, through this
association, cooperatively help themselves gnd the business
community to grow and prosper. 'Iﬁ is, therefore, reéoﬁmended
that the Ethiopian Association of Small Enterprises:

1. Must exert efforts to make it possible for its
members ito continue training voluntarily by means of
seminars and‘discussions un rmtually interesting topics
concerning common current problems and manégement'practiCes,'
It should motivate members to cooperate in organizing‘
management training programs and té.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 exbibitions 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.

li. May embark upon well-conceived and systematic-
ally organized widespread advertising campaigns in
cooperation with the government, such as "SUPPORT ETHIOPIAN
PRODUCTS!".... ...."BUY ETHIOPIAN!!!" Ethiopian Association

of Small Enterprises may do this periodically as seems
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appropriate, and should strive haf@ to promote patronization
" of local 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 cooperatien
with the Chamber of Commerce.and the Center for Entrepreneur-
ship and Manegement and avail the services to all the .

members.
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 cntrepreneurship deyelopment.‘
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Appendix A

Ethiopia, "The Horn of Africa"
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Appendix B

Imports and Exports in Millions
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Appendix C

INTRT FOR SNTREPRINGDURSHIP AND MANAGEMINT
SMALL THTTRPRISE EXPLORATORY STUDY

Te - NAMT OF ENTZRPRISE:

2. ADDRE3S:

—————

3. TYPE OF BUSINESS:

4, TYPE OF OWNERSHIP:

S5e¢ CAPITAL INVISTMEIT: ZTH.$

6. UMBZR OF EMPLOYZES: TOTAL

~ Full Time:

- Part Time;

-~ Expatriates:

Te WHO OWN5 THE ENTERPRISE?

8, WHO MANACTS THE ENTERPRISE?

-~ Name :

-~ Experience:

211 ,
/oL ROWSET ot mi £cE1 Cenlre For Entreprencurship & Management




Appendix C (continued)

9. MACHINZIS USED:

10. SOURCE OF TECHWICAL SKILL:

11 MARKZT SITUATION FOR THE ENTZRPRISE'S PRODUCT:
- Market Share:

~ Sales Turnover:

-~ Distribution ¢

12« MAIN PROBLTMS OF THE ENTIRPRISE:

a) Choice of Business:

b) Production:

¢) Raw Materials:

d) Skilled Workers:
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Accounting:

Apreniix C (com:inued)

Maclhines:

Organization & Administration:

Sales and its Promotiong

Capital:

ETC:
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o Appendix D

§ CENTRE FOR ENTREPRENEURSHIP & MANAGEMENT

SMALL BUSINESS MANAGERS
TRAINING PROGRAM QUESTIONN/IRE

NAME

POSITION: ARE YOU THE OWNER ALSO? - YES [} NO- [T

ENTERPRISE: a) NAME

b) DATE STARTED

ADDRESS : a) PHONE

b) P. O. BOX

c) CITY

TYPE OF BUSINESS

TYPE OF OWNERSHIP: &a) SOLE PROPRIETORSHIP [::]
b) PARTNERSHIP [ ]
MANAGEMENT STRUCTURE (PLEASE SHOW NUMBERS EMPLOYED). \

a) QUALIFIED ACCOUNTANT: WHOLE-TIME [_]  PART-TIME [ ]
BOOKKEEPER CASHIER

b) SALESMEN DISTRIBUTORS AGENCIES

c) CLERKS ______ TYPISTS JANITORS/GUARDS

d) FOREMEN __ ___ STOREKEEPER OPERATIVES

YOUR WORK EYPERIENCE TO DATE:

TYPES OF BUSINESS POSITION HELD YEARS
LANGUAGE KNOWLEDGE * AMH/ARIC ENGLISH ENG.
M
WELL FAIR PO WELL FAIR POOR NONE

SPEA.KING: ¢ e 0 e P an } 3 : ' L ‘

o

O s o S
UNDERSTANDING: .... [ [ T4 [T [ 31 [
WRITING:  eveveenes [ [ [ 1 J O

WE PROPOSE TO GIVE COURSES SHOWN ON NEXT PAGE,, PLEASE NUMBER THOSE
COURSES YOU ARE INTERESTED IN, SHOWING YOUR ORDER OF IMPORTANCE:

21l
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Appendix D (continued)

GENERAL MANAGEMENT ‘MARKETING _ ACCOUNTING SALES
MANAGEMENT PRODUCTION MANAGEMENT WORK STUDY
MAINTENANCE PURCHASING & INVENTORY CONTROL PERSONNEL
ADMINISTRATION

#¥IF YOU WANT THE CENTRE TO PREPARE OTHER COURSE YOU FEEL WILL BE
MORE USEFUL FOR YOURSELF, PLEASE INDICATE BELOW:

WHAT WOULD BE THE MOST CONVENIENT TIME FOR YOU TO TAKE THE TRAINING?
MORNING [ ] AFTERNOON [T7] EVENING [

THE METHODS OF TRAINING ARE THE FOLLOWING. PLEASE NUMBER EACH

METHOD ACCORDING TO YOUR ORDER OF PREFERENCE: (NOTE, HOWEVER,
THAT IT IS USUALLY DIFFICULT TO USE ONE METHOD ONLY.S
LECTURE DISCUSSION CASE STUDY PROGRAMMED

INSTRUCTION __ SEMINARS IN-PLANT TRAINING
#IF YOU THINK OF DIFFERENT METHODS, PLEASE LIST THEM BELOW:

WE ARE PLANNING TO GIVE SOME TRAINING THROUGH OTHER MEDIA. PLEASE
NUMBER EACH MEDIUM IN WHAT YOU CONSIDER MOST USEFUL AND CONVENIENT.

RADIO NEVWSPAPERS TELEVISION MOBILE UNIT
xIF YOU THINK OF MORE MEDIA, PLEASE LIST THEM BELOW:

HAVE YOU ATTENDED OUR COURSES BEFORE? YES [ ] no [}
IF YES, WHAT ARE THE DRAWBACKS YOU FELT. PLEASE LIST THEM BELOW:

¥PLEASE WRITE YOUR RECOMMENDATIONS BELOW SO THAT THE FOLLOWING
COURSES COULD BE DESIGNED TO BENEFIT YOU MORE!

DO YOU WANT OUR CONSULTANCY SERVICE? YES [ ] No [ 1

WHAT £RE YOUR MAJOR FROBLEMS? (Use the back of this sheet to write your answer),

~ny
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Appendix E

Registered Traders of Ethiopian Nationality by
Registered Capital and Type of Activity

Capital Eth. $

Manu.
and ' Flour

Procg. Trade Service Mills Trans. Farming Total Percentage

1
5,000
10,000
15,000
20,000
25,000
30,000
35,000
L0, 000
45,000
50, CO0
55,000
60,000
65,000

70,000

75,000
80,000
85,000

- 90,000

95,000

4,999
-9,999
14,999

24,999
29,999
34,999
39,999
U, 999
49,999
514,999
59,999
64,999
69,999
74,999
79,999
8,999
89,999
94,999
99,999

95 1,200 200 95 7 - 2,447
8 132 31 266 11 1 419
7 91 33 L9 37 - 217
6 26 1L 9 1 - 56

15 2L L 10 3 - 56
3 9 2 3 - 1 18
3 1y L 5 3 - 29
1 - 1 0 - 1 3
2 3 3 1 - - 9
- - 1 1 - - 2
L 9 - 0 1 - 1L
- - - 0 - - 0
- 1 1 1 - - 3
- - - 0 - - (0]
- 2 - 0 - - 2
2 2 - 0 - - N
- 2 1 1 - - L
- - - 1 1 - 2
- - - 0 - - 0
- - - 0 - - 0

73.46%
"13.48%
6.51%
1.68%
1.68%
0.5L%
0.87%
0.097%
0.27%
0.06%
0.h2%
0.00%
0.09%
0.00%
0.06%
o.12§
0.12%
0.06%
0.00%
0.00%




Appendix E (continued)

Manu.
and Flour
Capital Eth. $ Procg. Trade Service Mills Trans. Farming Total Perceritage
100,000 - 199,999 3 5 1 0 - - 9 0.27%
200,000 - 299,999 - 2 - 1 1 - I C.12%
300,000 - 399,999 1 - - - - - 1 0.03%
;00,000 - 499,999 1 - - - - - 1 0.03%
500,000 - 749,999 - 1 - - - 1 0.03%
750,000 - 999,999 - - - - - 0.00%
1,000,000 and up - - - - - - - 0.00%
Totel 151 1,523 296 1,293 65 3 3,331
Percentage L.53% L45.72% 8.89%4 38.82% 1.95% 0.09% 100.00%

Source: Registration Records

Ministry of Commerce and Industry
Addis Absba, 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 1,04 46
1,000 - 1,999 283 36
2,000 - 2,999 306 3
3,000 - . 3,999 1439 3
L,000 - 4,999 375 .19
5,000 - 9,999 Lh9 1y
10,000 - 19,999 273 2h2
20,000 - 29,999 un 130
30,000 - 19,999 . L3 92
50,000 - 74,999 19 82
75,000 - 99,999 10 < 25
100,000 - 199,999 9 25
200,000 - 299,999 l 17
[,00,000 - [;99,999 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 with $5,000 or More
Registered Capital

Location No. of Firms Percentage
Addis Ababa 383 L3.4%
All Other
Locations , 501 :  56.6%
Total 88L 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, 196k.
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Appendix H
Mobile Training Institute
(Adapted for Business Menagement Training)

NARRATIVE

A. CAB
a., Attendant'is 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

¢. 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,
2L, 1968, L6,

ILO Management Development Branch
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Appendix T

MOBILE TRAINING INSTITUTE
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Appendix J

A Sample of the Center for Entrepreneurship and Management's
Course Announcement for Small Business Managers
(In Amharic and English)

\ e
" \ ' )

Business
riéa;ﬁﬁso

Basie

nl\l\\
WORE P

Maragement

‘fvian; P

B X E)

to f* +04

Salesmanship
- plire CLAQ ®UTqA ALY

Accounting

€776 hoveC a*rm:"-'l' AXTOET £31L ANRPF
BUSINESS TRAINING FOR SMALL ENTERPRISES




