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CHAPTER ONE
BACKGROUND INFORMATION TO THE STUDY

This study examines the quality working life with
reference to the workplace and thé wider social context
within selected industries in Delta and Ogun states of
Nigeria.

In its broadest and most abstract usasge, quaiity
of working life encompasses all possible aspects of
work-related life including working environment, working
time, renumeration, career prospects, and labour and
social relations among others that may be relevant to
the worker’s satisfaction and self fulfilmentt. The
interest in quality of working life fits naturally into
the programme of the ILO which, since its founding
in 1891, has had a direct interest in making work more
humane. In 1876, 1ILO launched the international
programma for the improvement of working conditions and
environment (PIACT) with the goal of giving a new
impulse to 1ts activities in this field. Under this
programme, the quality of working life is a key area of
research and action (Spyropoulos 1985).

According to Delamotte and Takezawa (1984),
quality of working life emerged relatively recently in
thé industrialised nations where English was the primary
language. Parallel concepts and innovative steps
towards like goals developed, almost simultaneously in
several other industia}%,éoumtries. For instance,

"Humanization of work, iz often used in a number of
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Bver since the evolution of man and his tortuous passage

from ocave-age So date, the stroggle to gt the bhasic

needs had been  the wost intrinsic. oowever, 1t is
realized thet gqaulity of working life affects a vast
ares of bhumen schivities thet go bevond the basic needs.

JUSTIRICATION FOR THE STUDY

Guaslity of working life is &sn  iloprtsnt  soclo-

+

behaviovural dimension which can be used Lo evaluatbe

smp lovees stranghh of comaitment, wobivation,

*\

involvemnenth and produchivity in organizations.  Howsver,

sociclogists in Migeris have been exbracrdinsrily oslow

concepts  with Little dwpsct on policy in the public and

divorced

country

Oloko
(197231, Yet, this is one of the two objectives
underlying the aspplicetion of sociclogical concephs  and
methods +to  the study of people 3t work The other
ohjective is the inceasead =fficiency f work
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biectives osn  be
reconclled by the tacit Asg voptions that hether gqguality

of working life mesns bhethter jobs: better Jobs weasns



greater Jjob satisfacltion; greater job satisfaction means

bettar verformsnce;  and bebher perliormsnce e HNS
improved Tenctioning of the organizatbion (Patchen

187071, Thus, ioberest in quelity of working 1ife

dimen=sion is an abtempt bo it the workser to the Job and
the Job to  the worker. Most workers accent the
conditions of work bsoovse 1t fuifll one asspect of their
needs oy the othsr. An importasnt <charvachteristic of
gquality of working 1ife is that the worse we aim  at
promobing human valves in work life by lnmproving guslity

of working life, the more responsive we are to the valus

]

of echanges in our scclety asg a whole. For exsmple,

Delamobthe (1% P osees  qguality of working 1if 88
specific oconcephion ot the desirsbles by which a

particulsr scoiety or group judges festures of work to
be good or bhad. The bssic sseunphion here iz thalt  the
socico—-cul peliefs of certein ethnic groups iictate
how they define work within thel totzsl life coycle.

Thue, therse is the geed Lo Enow ths exbsnt  to  which

cultural percscticons of work influence the exvectations

Al

which AYE browght o work . Another important

(%N
w
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charascterisbtico of the guality of working life concept
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that it has to pro

attitudes and bhehaviounr of workers sgainst the political

W
m

aconomy of the country. This inplies that we must study

the political conseguences of onomic development of &
countyry in order to appreciste the guality of working

life of people. The emphassis on political sconomy is on
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the need for deliberate planning and for governments to

11

play major role ass enhreprensurs. Also, it 1

0]

reslizned  that political not  only . concerned

R

h
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5
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with how political varisbles and oonstraints asffect

economnic developnent bub . also, 38 a&an independent
variable, atfech socio-political hehaviours and

instituticons.

Diversity af opinions, o rolarisation of

represents the wisdom of mankind. It prevents 1lls-
PN S I . S . L N J T S z 5
considered changes in socliety in one direction or
another by “fressing”, the aituaticn or by forcing
people to atop and reflscet.  The cholce reats, with each
v At y Tty 7—‘\«- W ¥ 31 3 o~ 4w 1 e o1 J—}-. by I t 2
SOClEenY . AN TOS GrX 0T At 158 A1 L1 WAL presSent aay

k! E o g -, p g Ay A e ey ey A x A
Mo single mackage of policiss can adeguately meet

the guality of working 1ife needs of all the industries

concernad. A particular practice may have many merits
under cirumstances, but not neceszsarily in every

the best decision iz always
situational, and that without exception, it comes  from

iitted responzgible partners in the situation.
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a very large sezgmaent of the populations in each society.



The orientations of workers” valuses and aspirations may

ot be the game in all indoestries, and couvnter measures

b

themselves evern  1in response to the ssme  lssues may
differ across industries.
It ism against this hacksgroud that thiz study

s

proposas that {the cuality of working life n HMigeria

I >y r F gy - e = B  rmTY ] DR Y e e
emanates largely from the following source:s

-

1. The soclio-egconomic and political development of

2. the asocic-cultural beliefs of Migerian workers,
3. atructura factor: internal To the chosan

4 the sxterna

[

environment of the workplace,
B. the present  economic nolicies and programnes,

- % R x - ay ey My - R 5 3 o LI
particularly the present atructural adjustment

aconomic programme {(BAPY, and itz assoclated

hese gources, Lo a largs extent, influnce and/or

¥

determine the perceptlons of worlk, orientation: and

)

0

motivation to work among the MNigerian working clas



1. THRE SOCIO-RCONOMIC AND POLITICAL DEVELOPMENTS

OF _WAGE EMPLOYMEMNT IN NIGERIA

Carrvent trend in the lsbour wmarket in his
recessionary pericd, reninds one of the capital
domination. worker intimidation, humao degradation,

o thatb

r.Ja

inhuman working conditions and labour exploitath:
characterized the development of weshern
industrislizstion. As Onyeonoru 61990)33 obaerved, the
carly shages saw English King Edward III in 1348,

made working day  start  atb

5.a.m and end st 8.00 v.m. To the copltslist. the ideal
ig  the imoossible Z4 houvrs. Bub by the  18Bth  cenbury.

enterprenenrs had exploited the situvstion o heighten

working hours in English fsctories snd workshops to

about 18 hours Mern, wonem and even ohildren, were

forced +to work oitiable long hours, even on  weekends,

without overtime pavnent. Thus, the life of the worker

was srxpended  on work for the benefit of *The emplover.
Onyeonorn {19905 explained further that it was not until

1813, following +the progressive struggle of Western
Eurcpean workers, +that an  internaticnal agreenent
establishing . an eighh-hour working dsay was aigned in
Washinton D.C in the United shates of America.

It is agsinst this general bhackground that the
history of wage—emplovment in  Nigeris could he
apprecisted. During the precolonisl and pre-industrial

eras in Lthe countrv,. bthe sconomy was primsrily based on



subsistence farming, ancd the family was seen as

LI 3

intergral part of comminsl activity, devoid of pro
motive. Work wss s group activity snd people coe
the norus and values sssocisted with the work.
were able to control the time and'l Lace of work as
as  the products of thelr work. The existing =0
relation was  besed on mabuwsl help, cooperetion
socio-morel obligstion to the exteanded fomily  and

comminity st layrge. Howsver, the 14 centory indust

revoluticon in Europe and Americs as well 2s  colonia

which eclipsed Higeria snd obher Africasn countries w

the 191h century. changed bhoth

nature of work as well. Wage labour replaced the fa

as the bhasic unit of production in agriculturs and o

R PSR Ty S U S oy 3 "
rreigted CWOCUDETIONS . [3.‘5-:\111, euporf CRENO
= o S P & V. TR SR S
3-*1"0\3‘.14\. tion wile EDOwWin QE Hoaaern incustries,

emergence and development of the public ssctor and =0

alterad the btraditional

- > e o e o A AT e = v 3 ey b e S US|
work. Por exanple, the fachtory system curtalled
. JRR R T v A = P s T
freedom and movenent  of aince they
- T R B - 2 R, TR rmFil mtad Fimea [
regquasted Lo be 2t work as p Sl aneld Limes. Again

gad hunan bel

an
ofi
pted
They

well

Tial

lism

ther

CMty

the

condition of :

fanilities &and fonal factors  at  work.
This gituation lad tn a target labour with 1ittle or no
commitment  to  the new  occoupationsl  structur {Hlden
1974, Paro, 188G, Although  there Wi no



L.

empherical =1

tbudi ion,  mobtivation and

comnltment  during the pre-colonisl and esrly ooolonisl

Afonja (1888) argusd that one

l..
as
)

et

infer  from  the causes and freguency of working class

protests  asbhouat  the end of the 18th cenbtury, that the

and Hughes and Cohen (1871 findinge that workers were

highly dissa

the colonial period - with poor housing, insecurity,
inadeguate wage rabes, irre 1 vromotion aod  111-

The colonial administrators wiio came into Africa
to take charge of g0 meatal affairs, Jdid not appear to
hawv given much positive consideration o the negative
traditicnal attitude of the African to wage—emplovment.

Rather they engasged in the forced labour system.
Masan (1878%,  claimed that the Britsh Governmnent

rezolved to a system of forced labour system which they

disguised with the term "plotical lahour,

creating tiuv onditions for a Ifrese labour markeb. This
ayatem or ad and entrenched in the minds of thes early

anployment was sgen as white man’ s worl, the result of

which led +to a total psychological detachmsnt and a

9



negative attitude towards wage—employment. This
attitude has tended to linger on as to become almost
normative or inétitutionalized, because although the
white man haz gone, Nigerisn management team, sre often
perceived to have replaced the white man at work-place.

Hence, the same attitude that was shown to the white man

m

is bheing transferred to the “black”™ man management
team. Infact, although Nigérian workers now realise
they no longer work for the white man bub for themselves
as Ocho (1934) observed, the neme was changed without
any corresponding chenge in attitudes and commitments.
In our view, the history of wage employment in
NIgeria is one of the Sburces of valus that shape the
framewprk through which Guality of  Working life
dimensions are developed. Thus, while present quality of
working issues may srise as a result of workers” goals{
these goals cannot be divorced from the history of wage

employment in the country.

2. SQCIO-CUOLTURAL BELIEFS OF WORKERS

Working for Aanother man in Nigerian social
setting; unless when governed by custome was
traditionally associsted with slavery. Infact Lugard
(1922) contended that the existence of large areas of
fertilé a1 unpopulated» lands, the fact that  the
requirements of the peasantary were Tew, and the

existence of asbudsnce seasonal. crops which could ‘be

10



cultivated without much labour meant that in normal
‘circumstances of peace and security, the Nigeriaﬁ people'
take uvp land for themselves or engesge in trade, and_
neither remsin as slsves nor seek wages for hire. Also

Ahazuemn and Fslola (1987) argued +thet Nigerian

Al

villagers sow wage employment s a degradation from the
independent status of the farmer to that of a3 hireling.
Many scheolars (Swanit 1981, Davis 1977, 1975,
1981) recognise the fact that guslity of working life
entails a culbtuvrsl definition of work and one can derive
from that definition what workers want from work, their
evaluation of particulsr typee of work and how these
change overtine.

From the smocioclogical perspective, 1t is generally
believed that perceptions and expectations of quality of
working life develop primarily from a socio-cultural
context, making it necessary to investigate the origins
of worksers esupectations before relating them to workers”
perception of guality of working life. Alsn, Social

Anthropologist have often described African behaviour

19)]

as following prescribed courses which exclude the need
for éconamic and political declision making (Hil11,
19727, This belief dimavows the notion that African

reople are economic men and insist  instead that, until
they came into contact with colonialism, they were not
profit-oriented, rather, they were orienﬁed to the

support of socisty. The soclo-cultural kit which

11



workers possess, thus, becomes one of the determinants

of quality of working life.

3. STRUCUTURAL FACTORS TNTERNAL TO THE ORGANIZATION

Bvery industry conbains a nvmber of inberscting
persons, whose actioné and intersctions are coordinated
for the achievemnt of o set of purposively defiﬁed gosls
(Etzioni 1964, and hsve &8 7rabionalized set of
objectives within a well defined and continuous
structure. The esrly scholsrs who stimulated reéearch
interest in orgsnizationsl snsalysis smong thls  line,
wWere the classical Economists who were primarily
concerned in the economic ratlondlization of objectives

as a means of ensuring the reabtionsl allocabtion of all

the Ffactors of production - land, lsbour and cspital in

business firms. This set of scholars were less
concerned aboul  the =sctions and interasctions of
individuals in the firms in so far as profit was
maximized. From  this perspechtive of reasoning, Max

[y
1]
ct
o
o,
i
D
n

Weber (1849) =zet the way Tor the éomparaﬁiv, &

of organimaitions across different soclo-cultural and
historical backgrounds. In his analysis of bureacracy,
Weber was primarily concerned aboulb the bvee of formal
authority or organizstlionsl structure thab cpuld emsnate
in & formsl orgsnizabtion. He esw his  theorv . of
buresveracy a8 & hool of administretion in advanced
industrial socisties, although he also assumed

coonsiderable wvearisitlon between this pattern and  the

12



astructure of the ancient bureaucracies of China and
Jeapain.

Thi

n

comparative analysis of organizations
originated by Weber, later developed along two

dimensionz. In the first dimenslion, there were studles

Fa

on variations in the functions or the specific goals of
different firms {Blau and Scott (1963), KatzHand Kahn
(19868563 ar in the managerial astructurs of
organizsation (Simon 18260Q), Cronsier 1864).
In the zscond dimension, there were studles (Burns

1963; Leavitt 1851), on the study of bureaucracy

az a general concept defined in terms of structural
factorse internal to the organisation and such factors
inelude goals, mechanisms of contreol, types of authority
and 80 Gﬂ-' Thisz closs system perspective of
organlizations labter gave way to the open ayvstems
perapective, with factors such as size, technology,
market, environment, working conditions and =m0 on, all

interacting to  determine the degree of formality of

organisations as well as the quality of working life of
the workers involwved. With these wvariations, it

becomes apparent that the guality of working 1ifé cannot
e genéralized to  all organizational forms and
structures, thus, guality of wmrking l1ife hecomes a
concept that would have to be related to the specific
conditiaﬂs and . structural faetors'internal to specific

industries, even within the same envirommental context.



The open systems model of organizational structure
and process which currently predominates research on
ofganizations implies a structural-contigency model.
Here,'organizational structure is not primarily seen to
be arranged acoording to a single fixed set of rules,
but  rather, it is assumed to vary with the external
situation faced by the organization. This model of
orsgarnization is presented by Katz and Kahn (1968),
Thompson (1967), and has received empirical support in
the research of Aiken and Hagen (1968), Pugh &t al
(1969) and Duncan (1972) among others.

The application of the systems approach called for
a clear definition of the concept of environment. In
line with this, differentiated conceptions of
environment were given by Rhenman (1970) and Zupanov
(1867). Rheman .distinguished between the “task”
environment and the value environment, the political and
the mixed environments. In this way, he was able
to wstablish a theoretical typology of environments,
which makes possible a more precise operationalization
of the environmental dimensions. From another angle,
Zupanov stratified the factors of the environment into
stimulators and catalysers; stimulators exercise
pressure upon enterprises and effect their reactions to
the environment, while catalysers determine the way in

which orgsnizations react to external pressures (Rus

14



(1978).

Another dual method of éssessing the environment
may be identified in current theorizing and research on
the relationships between organizations and their
environment. One model used by Dill (19588), Weick
(1969) and Duncan (1972) took an informational
perspective on the environment treating variations in
information about the environment as perceived by
memhers, as the méjor factor in explaining and
determining their quality of working life. An explicit
interest in this model leads Aldrick and Mindlin
(1978) and Randall (1973) to the position that
environmental elements, such like other organizations or
individuals, are of no interest in themselves, but only
in so far, as information about such elements is
attended to by organizational members. |

The second model., identified by Emerson (1962),
Pfeffer (1972a; 1972b and Aiken and Hage (1968),
adopts a resource approach on the environment believiﬁg
that the level of resources and the terms on which they
are avallable in the organization’s environment is tha
major factor in explaining quality of working 1life of
workers in the organizations. From this model, the
environment is a source of score resources which are
sought after by a popﬁlation of organizations which
completes for as well as shares them (Yuchtman and
Seashore (1987); Aldrick, 1871).

Rus (1878);, in his definition of organizational

15



environment, endeavoured to integrate the advantage of
all the above mentioned models and aprroaches. Thus, he
defined environment as a commnunicative-influencial
domain. He contended +that the environment of an
organization is everything within which the organization
communicates and which can influence the internal
acltivity of the organization. The influence can be more
vr less reciprocal, and more or less intensive.

In +this study., we accept the phengmenological
hypothesis that the actual influence of the environment
o the organization equals the perceptional one. An
individwal actually reacts to an issue the way he
perceives the situation, and not to the situvation “in-
ilwelf, 7. In support of Davis (1881) and on the basis
of +the above discussions, this study will examine such

gquestion [among others] about employee and attitude as;

1. How strong are employee growth and achievemnet
needs?
2. To what extent can the employee take responsibi-

lity and directives from the organization when

his/her needs are less satisfied?

3. What is the employee’s attitude and perception of
SAP?

4. Does the employees projects a brighter future for
himself and family within the present socio ,
prolitical and economic set up in Nigeria®?

5. How strong are the employee’s drives for security

16



and stability among people from different ethnic
background.
6. Dves the employee prefer supervisory  authority

comprarad with peer pressure?

In order to provide answers to the set questions
above and get an appropriate picture of the quality of
working life . in HNigeria, the - following are the

objectives of this study.
A H O] CTIVES OF

1. To examine the nature and perception of 1life
which affect quality of working life in selected

industrises,

2. toe  identify the extent to which the present
Structural Adjustment Programme affects the
auslity of working life of working class,

3. to discuss how the -socio-cultural beliéfs of the
working colass determine their perceptions of their
guality of working life (QWL),

4. to explore  the inter-relationships between the
internal organiszational factors of the chosen
industrigs and the gquality of working 1life of
workers in the industries,

5. to evaluate the contributions of the external

-enviromment of work on the quality of working life
of the working class and,

6. To mee how workers adapt their. working envinront-

17



ment to their physical, mental, social and phsycho-
logical capacities, and reduce manifestationé of

alienation.

o

DRE TG OF WORKING LIF

The economic recession whlch eclipsed the world in
the early 19803 to date brought with it a decline in the
.g reral sacio—pelitiéal and economic development in
Nigeria. The oil glut in the world market and the
neglect - of asgriculture led to a total decline in the
foreign exchangs =sarnings avallable to the . government.
Subseguently, the country could not support heavy

wmportation of raw materials, food, spare ﬁarts, and
machinery. This led to a decline in industrial Qutput,
high rates of unemployment, loss of job opportunities,
the collapse of industries, high rates of inflation and
a decline in the purchasing power of tehNaira. The
effegt these problems 1s that there was a general fall
in  the standard of liviﬁg or quality of 1life of the
varvage Nigerian.

A Structural Adjustment Programme (SAP) was
introducsd by the Babangida regime to remedy these
problems in  1988. According +to Adeosun .(1987)45.
The structursl asdjustuwent programme consists of a combi-

nabion of measures directed at efficient restructuring

and diversificetion of +the productive base of the



economy in ordef to reduce dependence on the oil sector
and imports, to achieve fisecal and bhslance of payments
viability over the periods and to lay a strong basis for
g sustainable aon—~inflationary or minimal inflationary
growth. |

Cne major dimension of structural adjustment
rrogramune that has direct relevance to quality of
working life (GWL) of workers is that it has forced both
the household and governments to more rational in  their
consgumption, and soclio-political activities. Nigerian
wnvkers.have heen compelled to be more careful in their
spendings and to bhase their expenditﬁfe on the 'price-
aervice principle (Adecsun, 1887). Another dimension of

SAP that is directly related to QWL iz the present high

o

i}

of inflation in the country. The high and unguided

&

ar

rise in prices of most commodities such as food items,
detergents, mobtor cars, building materials, drugs and so

on, and the fall in the external value of the naira are
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partial piloture o inflationary situation.
Thege pletures becowe more revealing when compared
azainst the annual income of moast Nigerian working
ctaas. Yahaya (1987) contended that the preaent

inflation rate in the country has the tendency to create
sarious difficulties for those on pensions and other
fixzaed income earners. Such inflation, he argued, could
craabe tenslon  between those groups that are able to

rrobtect thenselves agalinst rising prices and those that

CAanTov.
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Ancther structural adjustment programme dimension
that has implications for quality of working life of
working «lsss is +the high rate of unemployment and
under-employvment in the country. While the magnitude of

this problenm is difficult to measuvre duse to lack of

adequate data base, it casn be sald that the majority of
the unemployed are 1dle and roam about streets
committing ifferent types of crimes and 1living below

poverty level. This has asbout at least three effects

Tor quality of working life of workers. The first

effect, although not +the most importsnt,is that an

average Nigerian worker has

n

at least a relstively close
family mewnber among these unemploved ones, thus, the
worker ig morally or otherwise binded to contribute some

money to the continuwed existence of this family member.

[53

U

Whabtever sasiebance the worker renders cannot be

divorced from what he brings Ffrom his own work. The
second of Structural Adjustment Progrsmme on guality of
working life is that Nigeriasn workers, more than ever
belfore, sre more coconsclous of the sagony of being
unemnployed and they now assess bhelr auality of working
with the fear of uwnemplovment countermeasuvres in life.
More importantly, the third effect of Structural
Adjustment FProgrsmos. on guality life ia that the present
level of salaries and wages, and the existing conditions

ol work for an average Nigerian worker is below

H
*

crpechatbion. According bto Byobong Itha ’1989),47 the
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aveprage Nigerian worker now cubts a pliecture of a

"collapsing striken” who could drop dead with the lesst
physical provocation. From his pocket money turned
salary, he is expecbted to bake adeguabe care of food,
traneportation, housing, heslth, educabion, clothing and
gu  on both for himself and his lmmediste family. Yet,
the salary ls far below his financial needs. Again he
iv in perpetusal fear of his landlord who is always
Lhreatening him with guit notice for faillure to update
his house rent. He is always indebted +to his customers

bocause  is salar always exhasusted even before he

<
o
n

receives his  pay packel. As a result of the current

economlce . recesgsion and the introduction of Structural

L

Adjustment Programoee, Soleve, (1988) claimed that the

general atbibudinal conbext of work 1is one of
“tedupness” arising from the fact that the expectations
of emplovees are nob beling reslized. Many workers now
spend  most of thelr time thinking sbout themselves and

vhelr families rather thalt aboub their Jjobs.

N
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CHAPTER TWO
REVIEW OF LITERATURE
For thorough appraisal of literature on quality of
working in this study is divided into +three sections.

These are;

(a)_ Origin and definitions of quality of working life
(b) Active groups in quality of working life
determinants and,

{e¢) Literature on quality of working life indicators.

There is l{ttle agreement on the origin and
definition of the concept "guality iof working life”
(QWL) . Although the expression is of fairly recent
vintage, a good number of the issues involved are noﬁ
infact new. In the middle of, the 19th century, a
ca&paign was launched to secure respect for what was
called -at the time "the dignity of the working man.”
However, the formation of Internatiocnal Labour
Organisation (ILO) in 1819 contributed a lot to the
issue through conventions and recommendations, aimed
specifically to imbrove the quality of working lifé
through the introduction on occupational safety and
healths. minimum wages and salaries, hours of work,
fringe benefits, leave bonus and other méasures aimed ar
esgtablishing a number of basic rights, encouraging the

workers effots to improve their conditions of work and

az



curbing the arbitrary power of management (ILO, 1978).
It 1is generally acknoledged that the climax of
sociologists” interest in the problems of work took
place in the 195053 while the middle of the 1970s
revealed a crisis of work socliology due to the economic
haom  and crisis of the preriod, industrialization and
urbanization as well as technological reconstruction
(uatomation). Most of the earliest studies challinging
work design and its related activities were based on the
combination of bureaucratic and scilentific management
theories carried out in the United State and Britain
(Taylor 1813, Mayo (1948), Trist and Bamform
(1951). These studies were feasible altérnative ways
of organizing work and workers. They were attempt to
rationalise production and maximize profit which started
during the industrial revolution and Adam Smith’s
comments about the most productive way of making pins
are well known. However, the most influencial theory
was elaborated by Taylor as evident in scientific
management theory. This theory has two major

complications;

{1 That, determing work method was too complex
to be left in the hands of workers alone,
rather there is the need to invite
“specialists”™ who should define the "one

best way" which worker should follow and.

(2) That, generally, the most simple and short-cycled

23



the tasks, the greater the chance of their being

performed in a correct way.

The implications of Taylorism made jobs to be more
fragmented and repetitive, with the assembly line as the
most spectacular development. This development
continued for many decades, without much protest from
jﬂdnsﬁrial workers and/or their union. Infact the
economic and  technical efficiency of the system then
cmild not bhe over—-emphasized.

However, after the first World war, interest was
shown by the soclal scientists in the sociél problems of
veople  at  work aé evident in +the famous Hawthorae
=studies, which was the beginning of the Human relations
thaory and were infact the first signs of some interest
im  the non-material gquality of working life  wilth
amphasis on interpersonal relations without any mention
in changes in the organisation of work.

It was later, after the seeond‘world wayr, that
some  Boclologists [Walker and Guest (1952)85 in the
United State Friedmanx (1961) in France] bhegan to
advocate the enlargement of jobs in industry. They did
noi. press hard for the idea, as if they knew that
industry was not yet ready to accept it.

There was a great turning point in the 1960s and
eraly 1970s when several strikes were carried out by
industrial workers.(most especiallt the young ones) in

reaction to what they perceived as mesningless or
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Job. Opportunities for full employment and

high level of education of the yvoung workers

immersed in the media of an affluent and

gocieties and had been brought up in a

atmoshpere. They became more demanding

was expected from work and were not ready to

in the old suthoritarian way. New needs and
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at this time
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Another source of intellesctual stimulation was

wark done at the Tavistock

While
incividual
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of asemi-autonomous

their

Herzberg

the possi

membhers,

increasing interest was shown in new

It was

that Herbersg (1966) published his theory

motivations intrinsic to the job.

the
Institute in United Kingdon.

insisted upon the enrichment of

jobs, the researchers emphasised
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ibilities associated with the constitution

groups, able to divide work among

to plan work and to deal with problems

raised by an unpredictable environment.
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Tavistock ressarch was
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sactors

certainly instrumental

idea that ther were different

ional cholces, and that some of these

greater influence of workers upon their

and more industrial democracy, as well as

to external changes. However,

in these areas took place mainly in the

and they differ noticeably from one
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organization to another, the state of industrial

development, the degree of unionsation in each
organization (Davis, 1971, Bluestone, (1877).

Although the origin of socisclogy of work as a separate,

Y

ashilonable discipline is usually connected with the

£~
e

X

roescarch  in Hawbthorne snd the Human Relstions School,
the development of orgeonomics (study of the relationship
botween workers and their envircamenl) as a separate

ne revesled the problems of working conditions

m

anl strengthened +the soclologists” interest in  thi
problem most especislly by the Envircnmental Determinist

ctice o

L)
ol

L

Socilologists. With regard to resesarch and pr
wr quality of working life, the 1links between the

suciology  of work and soclal policy is well pronounced

boeocavse guality of working 1life serve as a link bhetwsen

in—plant  varishles and out-plant variables within a
sweified social context. Thus, in various countries,

spoclal abtbention ie paid to certain problems in such a

way that the socleology of work snd soclal policy may he
itdentified with specifically defined problems. For

instace, in  France, it was the problem inltilated by

Froiocdman {1981) concerﬁing The congequences of

toechnolegicsl change in Britain, it wWa.s the
Lanterdependence between technological workers and
monagemnent. in the S<lPdlﬂdVJdﬂ countries, it was

roccarch  connected with living and working conditions,

=

o

and  induvetrial demooracy. In bthe SBoviet Union, 1l was



research on social planning, the scientific and
technological revolution, as well as the development of
work collectively. In the United State of America, it
waLs resesrch on human relstions, Bureaucracy and
professionalization and in Nigeria, it ig research
connected with living and working conditions, wages and
salaries, trade and labour unionism Ckwoli (1952).

Although, the continuation of Trist and his co-
workers  at the Tavistock Institute in the 1960s led to
the Tormalation of socio-technical systems and the
theorelical foundation upon which sophisticated efforts
to reflform  the orgesnisation of work wse based. Davis
(1977) in the late 19680s introduced the concept wuality
of working life to call attention to the private and
neadléﬁaly poor quality of life at the work place. He
used  the concept to refer to the guality of the
relolionship between the worker and his working
environment a8 a whole, and was intended to emphaéize
Ltrhe hwumsn dimension 8o often forgotten among the
Lechnical and  economic factors in Job design. This,
Davis argues, has to do with changes in the values of
socichy. However, the first snnotated guality of
workling lLife biblicgraphy developed in 1973 was a review
of 15 ywezrs of empirical research on the correlates of
prior wseb of gquality of working life criteria. Also, it
was ann abbempt to define gquality of working life
concepts Levine, Tavlor and Davis (1884).

Since 19680s +to date, the concept quality of
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working 1life has.contributed to a large extent to the
discuscions and analyeis of socio-political developments
of many countries. For instance, in Belgium, the
problem of guality of working 1ife led to the collapse
and  ovientual installation of a new government in 1977
(Picre:, 1881) and the government ' s Programnmne

contoined the follwoing statements: A major effort must

be Lo lmprove working conditions and uppgrade work in

gencral. ... A new policy of humanising conditions of
work Lo wseb in motion bhased on three (3) major
Ccopdiblons:

(&) HNumerous Jjob vacancies remain unfilled
becauae of the conditions in which the work
is prerformed; the workers™ dislike for
certain low prestige occupations calls for
concrete measures to upgrade work of this
s0rt.

(b) The new sconomic crisis is not making it any
gamsier to zatisfy workers”™ demands and there
is undoubtedly a temeptation o sacrifice
those asgeking gualitative improvements.

() Peaple are beginning to s3ee work in a
newlight; it has lost its ascred character,

particiilar among youns wWorkers whose
education makes them less receplive to

work organisation and a

-Taytoriat formzs of
is emerging which would be
& .

new work ethnic
dangerons Lo ignor

From the Belgium™s experience which is very imilar
to that of Wigeria, we can place quality of working lifé
on thres hraoad senses. These are degree of lilmprovement
in  the physical and paychological oonditions of work,

4 —_

modification nf the content or organisation of work and
finally +he =o0cial conhext in which work is performed.

Although Fngelen Kafer (1078) believed that gquality of



working life is not as new a concern its tropicality
might suggest, he recognised the diverse aspects of
these conditions which are now seen as part of a larger
whole embracing related matters such as relations with
work mates, opportunity = for self-advancement,
participation in decision making, social respect for
one’ s work and so on. Hence, quality of working life is
a very broad concept which embraces such matters as Jjob
satisfaction and work-organisation towards economic
efficiency as well as towards the humanization of work.
In a related development, Wurf, (18973) took a
businessman perspective gquality of .working life and
argued that work life does not exist in a vacuum, thus,
we have +to mention priorities and the priority of
business is profit. He argued further that what the
academicians call the guality of working life, those in
the labour movement are likely to call them wages, hour
of work and working conditions and doubted if there can
be any permanent, mesningful or dignifying improvements
in ‘the quality of working life in an environment where
workers do not enjoy the protections of wunions to
represent and develop a mechanism for dealing with their
day-to-day grievances.
From another angle, Jackson (1973) gave >an

organizational consﬁltant’s view about qualityl of
working life and believed that the evolving expectations

of workers conflict with the demands, conditions, and
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reward of employing brganisations in at 1least five

different ways. -Theae are:

(1) Employees want chanllenge and opportunity for
personal growth, but their work tend to be
used repeatedly in work assignments;

(2) Employees want to be included in patterns of
mutual influence, but organisations are
characterized by top hierarchies, status
differential and chains of command.

(3) What employses want from careers, they are
apt to want now, but organisations design Jjob
hierarchies and career paths. They continue
to assume that tpday s workers are willing to
pogtpone gratifications as were yesterday™s
work but they are not. '

(4) An employee’s commitment to an organisation
ig increasingly influenced by the intrinsic
interest of the work. But organisations
practices continue to emphasize material
rewards and employment security.

(5) Employees are becoming much less driven by
competitive ursges. Nevertheless, managers
tend to continue to plan carser patterns,
organise work and design reward systems as if
employees value competition just as highly as
they use to. ‘

There are also some scholars who arsgue that
conceptual framework undsrlying the QWL study emphasizes
the notion that employees behaviours at work result from
cholices they walke about being able to work (March and
Simon, 1958} and about role performance while on the
job (Lawler, 1973). All these arguments from Wurf,
Jackson and others assume that employees are more likely
to come to work and remain in the work if they obtain
high gquality of working life from it and they are likely
to put forth more effort and work more effectively if
they expect to be rewarded for their efforts and
performance, thus gquality of working life is to some

extent intended and untended products or by products of
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the socio-technical organisation Steers and Rhodes,
1278) as well as the social contéxt of the work
organisation as & whole. Infact, Guest (1979) sees
QWL as a generic pgrase that covers a person’s feelings
about every dimension.of work including economic rewards
and. vbenefits, security, working - conditions,
organizational and interpersonal relationships and its

intrinsic mean

B

ng in a person’s life. It is a process
by which an orgsnisation attempts to unlock the creative
rotential of its people by involving them in decisions
affecting their work lifes- A distinguishing
characteristic of the process is that these goals are
not simply extrinsic, focusing on the improvement of
productivity and efficiency per se, they are also
intrinsic regarding what the worker sees as self-
fulfilling and self-enhancing ends in themselves. Guest
even suggested that QWL efforts should not be thought of
as a programme with a finite ending. There must be a
‘built in momembtum that is dynamic, on-going and that can
continue regadleés of changes in the personal of an
organisation.

Levince, Taylor and Davis (1984) also attempted to
defines and assess the guality of working life phrase. A
represgentative panel of 64 emplayees from the
headquaters of a large insurance company in the United

tats

[

g of America was chosen bto take part in defining

€]

and agsessineg QWL, utilizing a gix  phase Delphbi
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Methodology which was developed by Dalkey (1968) as an
experimental method of studying grouwo opinions. The

result of 34-item QWL questionnalre developed from that

definitiﬂn was tested with a sizeable (H450) sample of

one groups opinions. The result of 34-item quality of
working life gquestionnalire developed from that
definition was tested with s sizeable (H450) sample of

the company’'s emplovees. Thelr results identified the
following seven (7) significant predictors of quality of
working 1ife, four of which extended beyond specific job

content (EBCJC):

(a) TDegree wihiich supervisors treat works with
egpact and have confidence in their
abilities (EBCJIC),
(b) Variety in workers daily work routines,
(a) Challense of work,
(d} How preszent work leads to good future work
opportunities (BEBCJIC),
)} Belf-esteenm
}  Extent to which 1life outside of work affect
life at work (EBCJC) and,
() The extent to which work contributes to
society (BBCJIC).

The different definiticons and approaches towards
underatanding quality of working life above pbint to the
fact that ¢ ig no well developed nor unversally
accepted definition of the quality of working life
construct from the vantage of orgzan 5atlonal theorists.

Alzo it seems appropriate  to believe that
different people have different perspectives of what
guality of working life is supposed to be. This stand

is supported by many empirical ressarches that suggest

that gquality of working life takes a different meanings
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for different segments of the working population (Eden
(1974, Koacham &¢ =i (1974), Boisvert 1977,
Tayior 18978h).

One ay of dealing with this difficult according
to Boisvebﬁ (19773, consists in assuming a common
meaning for al the workers concerned; in order words, it

tic assessment

consists in sssuming a global impressionid

T

of gquality of working life in autem ng corrective
actions as well as in observing differences, if any, on

the same globhal indicator of quality of working life.
Howsver, +thiszs strategy of bhlind actionz present two

ages: firstly, one doss not know before

hand if hig actions will reduce or improve qgquality of
working life and second managers of T competitive

organisations are not likely to approve of the wasber in
rescurces invioved in unproductive action of universal
idealist assessment of quality of working life.

Another way resolving problems associated with the
conceptual ambiguity of guality life ia based on the

o€

restriction of the concept to a series of operationally

measurable dimensions  that then become the focus of

.of this gecond approach resides in possible
misunderatandings between those inltiating actions and
thoge affected by them. For instance, promises of
improvement of gquality of working life will induce

axpectatalonsg  that if ummet, will lead most likely to

(€3}
03]



frus tion and possible even refus of cooreration in

the future. In an attempt to solve the two problems
associated with the two approsches mentioned above,
Bolsvert attempbted +to. explore the extent of the

correspondence  in meaning ascribed to the concept of
gaulity of working life by resesrchers and owrkers. A

quesntionnaire was distributed to all members (H155) of

a branch of s large govermnment organisatbion locabted on
the West cosst of the United tes of America. The
guestionnaire contained s global measure of Job
satisfaction as well as global measures of auality of
working Jife. Tzé Latter were drawn from alist

developed by Engelstad (18970) and from a series of
ntrinsic work mesasures included In a guestionnaire
developed by the Tavistock Institute of Human Relations
The degree to which esch gquality of working life
component wag vresent at work and its desired 1evél were
assessad by hhe ;HsﬁOudt ts on a 9 — polint scale.

sighical ana

vasils and manipulation,

U
i
N
i
T
®
0
,
{n
)

he came vy with four components of multi-item measures

fu)

guality of working life. These are:

1. General Gualilv of Working Life
(a} Imporbance of declslion made,
{h)Y Learning cpportunities at work,
()Y Use of sgkills and abilities,
(d3 CﬂJllP”fP 3 the job,
(o)
() ith co-workers and,
([5:‘ L WOrK .



Ly}

Z. Autonomy

y  Conitrol over work,

) Exten atf ueese of own Juodgonent,

Vo itontrol over criiteris of work adeguacy

LN

(a
(

b
g

L ) .
Lack of use of oW 7b cement and,
Lack of control over criteria of work adequacy.

in many writings on

gquality of working szweption . thet  this

concept connobes Lthe same meaning for bhoth  researchers

and workers mabt be ssriculy reconsidered. Ianfach, the

heyond the workers” sypectaticons. It is  anticipated

3

that ;

1y

. bocome  aware of  the SICODe of
reseasroners’  aohions,  they will furdther sbteopt Lo

renchtishe o ‘concert” or refrsin from further

cooperation

develommental approach to gaullity of working 1ife study
In a comparative and longitudinal analysis of quality of
working life in mix establisghed manufacturing factories
in the United Soates, his study ravealed Lhree
contrasting patterns  of auality of worlting life
davelomant, =2ach of which waz made up of =similarp
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component through

(a) improving climate

(b) generating commitment and

(c) implementing change. His three contrasting

patters of guality of working were:

1. Planned Quality of Working life [Climate/Commitment ---change
2. Evolved GQuality of Working Life |Climate-—-change——-commitment
3. Induced guality of working life |Change-—climate/commitment
He defined climate to refeer to an organisation’s
atmosphere - +the whole of its communication flows,
interpersonal relations and working conditions. In
other words, its ambience. A healthy climate is one in
which significant negativea‘(for example, adversarial
habits, unresolved day to day issues, nagging
grievances) that might interfere with change are largely
absent. Climste has to do with organizatinal conditidns
conductive to change that are external to the
Aindividual. Commitment refers to the degree +to which
management has internalized the humanistic values
underlying gquality of working life. A serious
commitment impliesAappreciation of quality of working
life intrinsic worth. @Quality of working life is valued
for its own sake, irrespective of its instrumental role
in iwmproving organizational performance, hence quality
of working 1life is regarded as a legitimate end in
itself, +thus commitment describes individuals”® core

convictions.



Change refers ro structural modifications at the
work system level, that is, to systematic efforts to
increase Workers descretion. Familiar examples are work
redesign programmes and productivity gains—-sharing
arrangements in whichh workers help to generate
improvements. What ié common to all change intiatives
is tht workers mske or actively influencé decisions that
previocusly had been exclusive power or management.
Infat, change is an opefational expression or
commitment.

To further substantiate hié belief in a
developmental approach to quality of working life,
Keidel developed specific features oforganisation that
practice each of his three types of quality of working

life. These are presented in the table below:

Features of 'Planned ! Evolved |Induced
organisation QWL 1 QWL | OWL
1. Initial conditions 1Opportunity

1
[}
impetus for QWL H H

3. Level of union !
participation ' None
4. QWL - Plant !
culture fit '

5. Overall patterns and | Union and |Management
locus of initiative Management |Management |Management and
! ! 'Employees
6. QWL trajectory ' Top—down !Bottom-up !Top-down and
! ! 'Bottom—up
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One of the limitations of thié approach is that it
givas linear representation of an -muiti~dimensional
face of gaulity of working life. It ignored the fact
that ascpets of each component or feature may be ppesent
throughout in any given work organisation. Howéver,
theb disparity in time spans between the three types of
QWL may make the problem of pvhase compartison across
organisations or occupations possible or real in any
given social contexﬁ.

Again, in understanding QWL, the approach supports
the fact that we must make sure that authority patterns,
reward systems, and personnel procedures reflect and
reinforce the valuss underlying guality of working
life.

In an attempt to give hi approach a

1]

universaliétic or global face, Keidel attempted to
relate initial features or conditions of organisations
énd change trajectariés by collapsing the initial
conditions into global dimensions through

(a) the heed for organisational change and

(b) management ability to produce change, which he

presented ain a tabular from as represented below:
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Change-— 'Initial Conditions of organisation|Segquence of

Trajectories Need for organi-| Management to ‘quality of
'sational Change ! Produce Change |working life
: ! 'Components
Planned QWL | Low ! High 1Climate/Commit
' ! 'ment -- Change
Evolved QWL | Moderate H Moderate 'Climate - Change
{ } 'Commitment
Indiced @WL | High ! Low | Change —-Climate/
: ! | commitment

Although, Keidel recognised that his model is
rigid and rudimentary, he demaﬁétrted the importance of
taking a developmental approach to GQWL, rather. than
treating QWL as a before-after phenomenon. At least,
the @QWL, rathser than dbeing a simply a before—-and-after
measure, is in itself a catalyst of continual change
and development of the workers, organisations nd the
soclety as a whole. Thus; the vaiue of a QWL” programmne
should be seen in its immedife and future gains, and in
the innovation that it may stimulate within the social

context of work.
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CHAPTER 2

ORGANIZATIONS IN THE STUDY AN OVERVIEW

2.1 THE FOOD, BEVERAGE AND TOBACCO INDUSTRY

The Food, Beverage and Tobacco industry in Nigeria accounts for an annual turnover
that constituted about 6.7% of the country’s Gross Domestic Product (GDP) according
to the Fourth National Development Plan 1981 - 85. The industry also accounted for 50
- 60% of total manufacturing turnover in Nigeria within the period (current data é_n the
industry is not available). The manufacturing sector’s contribution to Nigeria’s GDP was

9.17% in 1981, 11.4% in 1986, and 5.5% in 1990 (CBN Statistical Bulletin, June 1992).

2.2 THE NATIONAL UNION OF FOOD, BEVERAGE AND TOBACCO

EMPLOYEES

The National Union of Food, Beverage and Tobacco Employees (NUFBTE) is
made up of all house unions in firms involved in the production of food, beverage and
tobacco products. The union came into existence in 19;78 as a result of tﬁe restructuring
of trade unions in Nigeria by the Federal Government. It has its National Secretariat at
No. 9, Mortune Avenue, along Lagos-Abeokuta Express Road. ‘

The objectives of the union are primarily to protect and advance the interest and
aspirations of its members. These include obtaining and maintaining a just and equitable

hours of work, wages and salaries, and other conditions of employment, as well as
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encouraging the participation of its members in decision making at all levels of economic
enterprise.
The National Union of Food, Beverage and Tobacco Employees consists of

various organs as follows:

(i) The Quad-ennial Delegates Conference;
(i) The National Executive Council;

(iii) | - The Administrative Committee;

@iv) The State Councils;

v) The Branch Executive Committee; and
(vi) The Unit Executive Committee.

The highest authQrity of the national union is vested on the Quad-ennial Delegates
Conference which holds every four years. It is made up of the Principal Officers of the
National Executive Council, the State Chairmen and Secretaries who are principal
officers of the state council, and the Branch Delegates which also include the Chairmen

and Secretaries of the Branch Executives Committees.
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ORGANIZATIONAL CHART FOR NUFBTE

NATIONAIL DELEGATES CONFERENCE
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From the discussions so far, we can suggest that
agquality of working life is 2 process. It i not

something one can turn on bodsy and off tomorrow, nor is

it & package in & nest little presentation. It is
utilizing all svailsknle rescuwrces, but most especially,
our humans resources. All these are the key elementes of

e

quality of working life philosophy.

LITERATURE OW QUALTTY OF WOERKIMNG LIFE THDICATORS

The problesm of deciding which indicators or
determinsabLs ko e used 1o messuring £ concept

a lobt of problems. This is bhecsvse thers is  hardly a

indices of messuring iths. he problen has alwavs been
solved st the individuslistic levels. Thus, the

messures of guality of working

“d
.
o]
Q
[
[0
D
54
o
Q

10T The oomssnsus has bhesn

provide working conditions, ensuring humsnization of

rn
iy
b
jo

work and lmprove WL, the specisl chasracterietic
tegorise of workers heve to be
taken dnte  sccount: categories as  gender  (men and

womeni., oocupsabions  (Dloe and white oollar  workers)

differant aEeE LETIDE, level of edpoatlonal

gqualtitficabionss well a8 menv subjective indices  like

L]
19725 . Infact, the L0 world smplovoent oonfersnce  of
-
1975, as= by Secusles  and  Freedoman fl??B)lld
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highlighted the lﬂPOPLHQPE of employment as a generator

of  output nd incomes  In & basic aeseds  strabegy.

Al
[n

Iy

i

However, +the relstionshiy belwesn smplovment and  basic

‘needs is net uvnidirectlonal, rather the linksges between

the khey varaibels exiend in hn;h directiocns with the

il

potentisl +to reinforce one  another as  part  of
cumrlative process.

Roustang {1877% attempted to measurs WL with

wh manifestations asg absenteais

n and rapld labour trun

LN X LA v > 2 e P X
over {(Job satisfeabion wvarizbhles) as ingredients to

achieve Dbetier productiviity and gqualtity satandards as
well  as to maks mare officient usecf human  resourc

Also, an article o the 1873 jobh satisfaction =survey in

Unit State of Maerica was entitled (Evaluating working

Condifions in America” {Qu
(1874} PrOposes mess suring bthe QWL with iaodices of Job

satisfaction. Infaob an OECD report eugstes the guality
of working monditionﬁ with the egatisfzobicon they

produce, wobt thse guestlion arises whether messuring  and

b

'improving TOR are ahemonnt Lo messuring and  lmproving
the olther.

In a like wise maumer, Setterberg at the Swedish
Opinion Researcg Institute has shown that few  people
expraess the view that work mives the grsatest meaning to
their liwves compared to two decadses  ago. To these

o~ s =T 3 = PO TP S SR e~ 3 < LA —~ o 3
and thisz cannot bhe =2aid of Job =atisfaction.



Seashore (1973) argues that QWL should be approached

and practised Lhrough three bosic themes;

(&) Collaborattive plaaning and action beltween
management, the enmplovees s and their unions.

(k) Fe-design of Jjobs and work eoviromnents and

{c) nlarged zress of individvael self-dashesrmination or

participation in owrkplece decisions.

Based on thess themes, he enbarked on his  Boliver
study and developed thirtesn indicatgrs o messures  of
oy sabizsfacticon, allenablon. Job offer
opportunity  to  persogsl growbh, workios conditions,
falrness of work losd, btrested job via wmore personal
way,job  involved more or use or nigher level os skills
(oecupationd, and Job iz wore secure a1l these are

positive rdicators of OWL while he called more report

of phvsicsl etress svaptoms. less satisfschticn with pay

indicators of BWL. From these Lhriteen indicahtors he
developed bwentv-four  indicators of  Job arnc Job
environoeny Enowns Lo be associated with higher gquality
of working life. These are Supserviseors are more
participative, more work grove perbticipation, mora

worker influence on declesilne. wmore adeguahe work
resources, more work improvewment, idess provided by
aenplovees, superyviscory feedbsck Lo workers, work group

feedback, emploves influence on work schedule decisions

and general organizsational climsthes.
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Davis (1977) listed a number of elements which

e

quality of working life is svpposed to cover. These are

availability aad.  gecwrity of emplovment. sdequate
income, satfe and pleszant workiong conditions, resscnable
hours _of work, less red tapeleom snd “buresuerscy”, the
poseibility of sslfi-developumeny, confbrol over one’s

work, 3 sense of prode in crefbemanship or peroduct, wide

carrer choices. and flexibility in mabtters such as  the

@
H
]
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time of strating work, hthe number of working d

Q
ll‘

W€

In & related 2ffort to develop GHL  measures in

Nigeria, (Scleys {1888) gave bhasic determinants which

could enhance WL in the country. Thesze are the nature
of government policy and the legal framework for

employment, the presoridbed gualification for entry into
employmant, the conditions of service which ineludes the

pay abtructurs direct and indirect. welfare sbructure

including holideys, housing. madical and transport
facilities, the  work/ S jobh content and occupational

and finally the “"sslf" of the worksr which involves his
family experience, his education and his refearent
others.

All  these acholars emphasgize more of in-plani

variables th
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bring to
thelr workplaces. Agalin, as moat of the definitions of

QWL  used subjective approczhes in their definitions,
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most of the varalables which have been used are

subjective veriable with little orx no objective
varaibles. However, This study athempts theo consider
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noorporats ne
objective evaoluations with subjective indices of work

with the socisl context of human society. Bassed on this

he arguss thet the bterm QWL means wmore then whalt  the

working weal orovides, and  mors than workmen e
compensation  lasws and Job gurentess through collechtive
bargaining, sven mofe than equal employment  opportunity
and  Job enrichment schemes. He incorporsted itno his

conceptual  echems obther hwaoans needs, asnd  aspirstions

and came ve with oconceptual cebegories wnich Iinbegrate

adegquate and  failr ocoompensation, safe  and healthy

envircnment, development of homen capacities, growth and

secuyrity, soclal iobegreiion. conshitubtionslism the

total life space arndd soclal relevance  (Afonjs

We can continus to discouss measurss of guality of
working 1ife without ending. awavar, some facts emerge
4

from the literature about Q@WL. Guality of working life

antials for intersrating the ralues
AL AA LS 20 INNErgSraving tag vairues

5 O T T 5 - T T 30 . 5
of nrzanisational mambers  into the pProcess of

— e vy oy Loy ) I Pl T R AR - X ey e 4 ey vy 4 e 8
organisational design and the ocuter amocial context of
work. Thisg, in ite=lf, podint teo an important guesntions



what aspects of QWL do organisational member consider

mportant?. Algo, it seems that the more we aim Lo

a

promobe  human values in work 1ife, the more responsive
we must he re ddv o raelats work to ths value chenges in
sociaety. Homan valuoes ohnage with technological,
economic, socisl political and demographic developments,
thus, wae need to e aware of theee changes in our social
understanding of QWL. It is obviowus that the modern
working man neaeds 3 sense of purposs and satisfaction in
his work. Iz fasla the need of helonging ho 3 teanm, of
being able +to dofeel st home in his surroundings, of
being sble Lo identify himeelf with the goods he produce
and of beiﬁg able to feel that he is sppreciated for the
work he performs

The understanding of WL iz a wery szsignificant

tool towards achieving and assegssing these aims. thus
QWL reagarch i1z necessary and  fruitful for tghe

understanding of the workplace and the entire social
context at large. Ths core dimensions tend to serve as

motivational, s=abisfactlon angd guality of working life

indice=. They include;
{a) VARIETY
Variety allows employess to perirom  different

operatiocsn that often reguire skill. Jobs that are high

in variety-- ars seen hy employees &8 |, mors Ph\llenﬁlpg

hecause of the rangs of skill involved. These jobs also
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relieve monotony that develops from any repetitive

actbivity. If the work is physical, different muscles
are used, so Lhat one mescowlar sreas is not over worked
and tired a8t the end of the day. VYeriety gives
emplovees s greaber esase of compehbencs, because they

of work in different wayvs.
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(b) I uﬁ LDENTITY

) , . N : ‘
Alldows s=mployees to pasrform a complete plece of
the rork. Many job enrichiment and gquality of wowrking

life efforts have bheen focussed on this  dimension,

i

because in the past, the sclence managament movament led
to over specliali=zation of routins  Jobhs. Individual
employees worked on such a small part of the whole that

they were unabkle Lo identigy any product with helir

responsibhility for the whole product. When tasks are

broadensd to produce a whole peoduct or an  idgentiable

make a whole or a sudb unit of it. then that person is

performing a natural worlk modules. The work flows
natuarally £rom start to finish.

~~

c) TASE SIGHNIFICANCE: refers to ths amount of impact,

as .percieved by the worker, that the work haz on the
other people. The impact can he on  othera in  the
organisaticon  as when the workesr performs a key xtepr in

the work procssas, or it may bhe on hwoase outside the



organisation, -as when the worker helps to make a life
saving wmedical iastramsnh. The kev polot iz thst
workers helieve thev are doing somebhing impsct in their
organisation and/or scoletv. The ato:v has  been tola
many times about workers who were instructed to  dig

holes in wvarious parts of 4 storege  yard. Then the
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supervisor looked e holes and tola the work
£ill them snd dig more holes in obher places. Finanlly

the workers revolited, becsuee thev saw no usefulness in

their work. Only then did the supervisor t2ll them that

they were digging the holes Lo bry ho locste & wtare

pipP .

{(d} LITONOMY - im the job characteristics that gilves
emplaoyaess  some control over their own affairs, and it
appears o be fundamental in bullding & sense of

degres of fresdom.  The popular practics of  management

fe 8 ey { Nt 3 PR R i X - -
by objective (MBI)Y iz one2 way o establishing mor
autonomy becauss i Aa greater role for workers
<o

in sebting their own goals.

,
fa oan way
< 4
Beres emnployses may
. .
Tl iy ow Life styles
or to mesi uansual suctht a vwist bo oa fried et.  The




Employees always work within the restraints of the

team work, smplovess on & b
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togethear. The w@wain benefit perhsps, iz that greaster
auvtoncmy lsads to greaber Job satisfsction.

=

(&) FEEDBALCK - refere  to  informsition that tells

workers how well they sre performing. It comes Trom

v
=
oL

woth +the Gob  itself manogemnsnt . The idess of
feedbsk i= & ﬁimple ones, ot 1t is of goch significance
Lo pecple at  work. Since  they asre loveshing &
subetantial part of their lives in their work, theyv want
to know how well they doing [(Grellesr 1580, Herold and
Greller 1877). Purther. they need +to koow their

rerformence  rabthe often becsuse they recognise  that

performance does vary., and the only way they can make

diustoents iz to known hwww thew ars vEorming now.
Woekersa recelve complete  Job  feedback, both

positive snd ne if thev receive only posibive
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feedback, it may not be mobtlvabing.

(L) QUCAIPATIONAL SAFET Tl_iﬁ__f SALTH
ith

riske emerge and new rules are set {(ILO, 1975).
hest

. Tumes and similsr rmalssnces have long  been

considered more or less inevibable sittribubes of work in

industry. A consequence of this fatalistics zoproach
was that unions and workers would bargoin with smplovers

for soms wmonetary counberverdt bo these mwisance,  and

i
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many of the different premiums or bonuses which are
introduced in varicus industries sre gbill in practice.
This tradiiticonsl spprosch is now being gusstioned  (ILO,

1980, 1875, 1879,

woezkars’ mors  aware o2Ff yhe obsolescence of the
industrial énviranmend.

govermnmants  have taken
some steps in order Lo promote improvements. There is

Nnow mors and more =2aphasis wpon the rols which should be

1

assigned to wroksrs themselves and their representative:

G

: 5wy op [P S B SV O T , “
in preventing accidents and increasing safety, as wellas

ilmproving the working environments (Roben

(g) WOREING TIME

Recent astatictics and studies concerning the
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countriss  the problam of t

week has been ftackled directly in the last decade,

either hrough  smphasise, a3 & likely prospect, the

. | \ _ U e .y
eventual consclidation of hoursa into a shorbter week (see

Cuvullier 1881, EBwvans 1975H, Maric 1877, Spyropoulos

1978). Unemplovment rates in  individual oountries
have often beeon mentioned as making thiszs reduction even

mere necessary, with the idea that the existing  amount

of work should be apread among more people {(ILOD 1979).

3 T Ty e oty .
More paid wvacations or honlidays iz another way to reduce
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perspective, ¢

(a) Tgsues of probechion agsinst wnizir dismisgsal and

(W) Iggues of discriminstion against women, religlons,

)
H.
jul
o
I_la
9]
=
f..J
)
[
Q
c-%
'D

w
'

Several laws was promulgated in the 18703 by ILO
aim at & hetter protection of the individual worker

against unfalr treatment. For instance, in  France, a

r"ﬂ

. -~ T g . ~ wariemd thooar . e .
law prescribea that any discharvge must have & "real and

K oy s and in United Kinsdom a: - T
serious TEUISS, &mnd An NILER AINZEaom s SMmployes Wwino
has hean dismissed must he given 2 written statem 3- o
IES Deell dlSNisssd ST DE8 ZiVen 4 writosn stanementt Qr

the reasons of his dismissal. Another trend concerns
the creaticon of aome Xind of grievance procedurs which
allows individual employeses to probest  sgainst  any
injustice done to them, and  to obtain satisfaction

within a short pericd (IT0 1867).

have an interview
dizgciplinary measure. Ths employes may be asalisted by a

union official belonging o the peraonnel of the

i

Gdons must he notifiss to the

enterpriage. All amanct

[

emploves iﬁ writing.

Maring 1ife abh work, individual esployees do  not,
noy should they, belong completely to the company.  In
France, though asaigmment to Jobs and transfers is still
regarded as a manggaemnsnt one job to ancther, or from one
-.ﬁ3

clace  bto  another, might be constusd by a court as



constituting wunfailr dismissal if the employee were
discharged beoause  he.she refused the move. The

resistsnce to  the wmove coan s well come  from  the

worker s familv. I+ is ssid that laree U.5. companies
are now reiuctanh to switch an execubive from one placs

The right of 3 coopsoy o have  smplovees

searched on lesving work, hto prevent stealing, had been
aqueshiconed in France. The French lsw of 1BEE prescribes

that the rules of the aovy showld noh

C
o
&
on
Pn
c-

slons-

"which wouald restrict the rights and of people”.
.The regpect of oprivascy can e shown too through phyaical
amenities. An sxsmpole is offered by the volve plant  in
¥slmay, Sweden, where @ach work Lesm has ihs own rest

@
=
[

ares with is own personal fecilitiss directly  adisc

at the internal and

that has ratified the conventini: to pursus a national

policy designed to pramobte equality of opportunity and

3
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bodies other than the bosrd or
meetings. Whatever msy be bthe case, the ides of
Participation in Compsny bosrds seems to ke more and

i. it iz only one aspect of Co-determination” undsr
the role of ocwrkers’ representsbive

is - have the right to wvebo on

H

ii. Works  Counc
management s decisions (discipline., length of working
day/vweek,., safety snd healih, wasge syvabem). Survévs have
shownn that workers give support to the works councils,
and that <+the wmemebres of the council +themselves are
satisfied with thelir influence concerning wost issues.
The most populsr oriticisem sgainst works councils is the

hd 1

lack of freguent commmication bketwesn the councils and

the rank and file workers (Adsms and Fommel 1377)
iii. Joint  conswulibation Shemss - do not  imply  much
legal powsrs. The ides iz toc share infromatilon and

views bhebtwesn mansgenent and workers representatives.

Perhaprs & consensus may not be rescted upon final
decisions, which remsin management’ s sole }Low3pd ot
the facts, and the workers will heve had the poessibility

»

%,

to express thelr viewpopinbs.

Joint consultation can bhe dnstituiticrnalised through
works councile as in France or thouwrgh some sort of
labour managennt commitiess as in Japsn.

e et

sultation aysvem
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The exparience of

established in Jzpsn shows that changinh coaditions  and



values of Japanese workers have stimulated their

menagenent . Shudiss  show thalt  labwour  repressentative
actually have the right of vets and successful induce
mansgement Dolicy changes on certain  lssues  (Japan;

1973, 15882

(k) CHALLENGE OF WORE CONTRENT

(13

-

¢
(¢
Jadv

&1

T

18

U

with guality of working life in the narrow
sense of the term, the focus being placed upon  work
organisation and Jjob content,

. e s gy e s 3. PP, T SV . i % wey e vm = . Y JRp
(23 Changes in mrking organisation: trends and

results



(a) Job Rotation

(b)) Job enlavgement

() Huality control clrocles

(C) Job Enrichment - is an abtempt to involve workers
in planning. work assigmment, discipline, gquality
control  eto. The length of the new work ovaeles, the

amount of training and vpgrading of skill., and the séope
of aubonomy are oriteris  for gnqging the more or
lessionnovabive character.of the operation.

It is worth noting that ressarchers with great

woentrate much of their

o

prachbicsl evpariencs

'r

eflection snd writing uwpon the way chenges  should be

introduced {Hnery snd Eoery 1878, Thorsrud 15874).

(L) Qﬁmlﬁgmiﬁﬁﬁﬁgf'ﬁlél’Y OF DRGANTSATION
In many oountriss, pressure has been ewsrted uwpon

themn more aware

mainly in
ate social
For instance,

firms - should

otion, reduce
havond  legal
In ths area of guality of working 1ife, it has



veen suggested that companies evaluate, the impact of

their policy by messuring, at reguslr lotervals, Lhe
satigfaction of  their eoplovees through data on

absentesicsm and bturnover, and through atbitude surveys.
However, some scephicism hes been expressed recently
avout Job satisfaction as a relisble criterion and sbout

the wuse of guestionnaires. Against this "subjective”

approasch, it has  been stronglv recommended by sone
practitioners and resssrchers that tocll be devised in
conditions

order Lo obleschivelv” evalusle working

(Roustang 1977).
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are already practising some  kind

of "zocial audit” or "social report’, usually icluded in
or annexed to the annual report of sharsholders. These
reworts  gilvs Jdataz on the mumber of  emplovees, their

. x e 2 v e el Yer e A e oy s 3 oy o _ e
distribution by =zex and by categoriss and data on wages,

accidents at work, length of paid wvacatlions hourly wage
cost.
{m?3 WORE., PFAMITY AND LEISURE

Some  people like to be totally impersed in thelir
work. Thevy do not fesl at sase when thiey ars away  fTrom
wark. In Jdapsn, nost managers  reduce thelr  vacatlon

gttt ars Tere o mrdicrs mnte Fime B e iy
JSOLUNMLE&r I Ly L0 Zivae mole Limse To DIsilY

A

T Yt £ Frr tHha ms deelitr af molo B mberorise
SowSvar, IO e NSaJOrity OY empd 2ss 1N AN enterprise,

. ‘ . L
who arse not imvolvad o such an extent, the availability

of free time iz part of the ouality of working life they

. LR S falre adsrantooes oF EXS N Lomam
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others, a private office, deep chairs, thick carpet.
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tural bhrend within orvgsnisstions  towasrd

MOTE ared TS differentisgtion: tisw BIE ot
gpontanscus Tar.

The hatween whibte and hiuve oollar
workers, from  the point of view of income, right and

input aspect of the sccial gap which

A o g PO o Y
astatus., ars anobeh:

can ne opservad in experlences.

(O ADVARCEMENT IN & CARERER: WORE AN LIFE CYCLRE

A

]
I
Sorendd
d
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m,
ok
M
3

The hops of heing promoted, of recelivin

r[;

income, mores preastige, and more powsr  is, for most
young peopls entering an  enterpriss, part of the

anticipated gquality of working life promotion oriteria
and - caresgr pakbterneg differ from one organisation to
another and from ong country te another countey.

In Jdapan, income increases with aze, which is
almost egquiwvalent to the lsngth of zervice, o far as
pernanent  worksrs  in govermment and largs and medium
companies are concernad. The “hase-up” or across  the

bhoard, inereasss and  amnual increments apply to

everyhody. In any large Japaness enterpriss, puablic or
private, voluntary hurnover among organizations is still

virtually non-existent among managsers. Most of the top

Managers of large corporations mads their way up through

succegsive promotions within their own companies. Just
as Universlity sgraduates must Qo today, the senilor
axecutives alzo  onos  took  the company’™ s entrances

64



examination on leaving university and started to work as

rank and file smploveses. In suach o conbexit., no emploves
is expossd Lo having an oubtelder parachubed into  the

sgsignuent he hoped for: ong cause of resentment is thus
eliminated. The priviledges of educsticon arse rduced
(even 1f a graduste student isg wmore likely to beceoms an
executive that a worker with lese sducstion), since

everybody etarts st the bobibom. And for evervyvone there

ag6e. Bven 1f bthis may not mesn resl access Lo power
the oomoany, 14T will at lesst satisfyvy  sowne
of the individual 'z needs for consideration.

Compared with Jaosn, Western countriss seem Lo

give more welght to pricr formal btraining, which can
influence the levael of entyry into the enetrprise;  and
the level of enrty freguently sffects the subsequent

developmeat of & career. In a Job Q*rheiurc mnore

stratified +thsan in Japan. loorovements wmay, however,

RN s, 2 AT T T WO R F= N b A P R
Firat, thers will bhe an eoFffort o rationalise
"Wy LR, T R L., NPT s g JE—. -~ LR S S
promotbion &t andards. Do oduction workers, SENLOriTY
is & very widespread coriterion, especially in organised

problam an
obhjective beaen

JE DR SR |
GQEVaLOoDed



Second, - The second direction is the development of

training. The poseibilities for adult education have

spread in most countries in recent vears. Howeveaer, Lwo

probleams arise in this context: firstly., the propensity
to make uze of these braining facilitiss ie higher in

the wupper levels, snd produchlon worksre do ot take

advantage of them to the same extent s=2 technician,

m

enginecsrs and mansgers: snd secondly,. it ie not  ceritain
that wmanagernt will be willing to  1link premotion o

training. Training is recognised as & mean of

U ]

acculburanion {(that 1s assimilsticn of the corporste
life, superviscor’s life, masnager’s life) as well zs for
ite value as 5 sourees of btechnlicsl c@mpateﬁce. A career
is merely the forosl process of Job succsssion. The man

or  woman  who undergoss this suoccession of Jobs also

¥ 3

There are some key periocds in =2 life oyele:  from

school to  work from voung adulhood to marriage. then

children, wmiddle age. the vesrs before retlirvement and

then, peogsibly, bhecoming old. GQuality of working

ing 1life
should alleow for soms adaptabicon of work Lo the specific

m

demansds of ezch phass. Roognibion of the life

[
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-
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an  importsnt concept to the guality of working

Jepan {Marakami 4 1975).

Por youngsr workers in many countries, oompulsory

aducation usually excludes them from the workforce

hefore the age of 1bH or 18 vears.



.'

It has bheen observed that the present school

system does not mseh the neesds fo all sdolescents. Bome

of them felt that they are wasting hthelr timé and  would
like to lesve zrnd enter working life, considering in any
case that the schoo programme hes not properlyv  prepsred
them form work. It has been suggested by  Chalender

(1978 +that without guestioning the threscld of 16

vears for entry inte the workforocs, some facility shounld

([1

be developed within the educationsl system To  prepare
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voung pecple for working life the age

i}
e

of 18 provided of of course that wore sysbtematic
recurrent eduocation wowld make it possibls for them o

return Lo their gensrsl sdocation later.

The possiblliby
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countries.
to othery needs of the indicidual and to other events in
his or her life.

In the final phase, for smployess who are growing

older, it is usually recognised that they become, with
age, leas  and less mobtlivated to follow training
DrOgrammas. Howewver, it was observed in the Federal

Republic of Germany that thiz was not =0 marked for

those employses  between 45 and 49 who had completed
sacondary  schooling. For this perio of 1ife, some
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fact that evry>worker ia a member of a group and as a
grove member, he fesls zoms de to be acopeted by,
and hence to like the group. gocial conditions of
work 1s defined to mean the extent teo which a worker
sees himesll as heimg 5 member of group in  taking his

axpected role g The dominant valoes of work

environment .

5. OUOUBPATION: It iz defined as relatively continou

]

patterns of activitiesm that provide =a worker a
liveliheood and define his general zooial atats.

Sociologists Thave attempbted fto classify occupations
according to  their general standing or rreastige.
However, mosit of the scales used are sensitive to. socio-
economi gradations :mana' the occupations Cand that

D2 gcals nor  the general

6. SATIGEACTORY WORE SUTHUATIOCN: It ims an analyszis on

the neeads for status, for indespendence and Lo presarve

the intergrity a3 workers at work place and for  the
3 Frup g § g A R T e b ey g W EEE SN e i 4 o 1e ] =
pleasant and efficient working oconditions which 1s

degired for personal adeauacy and for respect from

working life since the relevance and importancs of  each



explored zeriously. Also, these measures are
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CHAPTER THREE

LHEORETICAL ORIBNTATION OF THE STUDY

The weapon of theory liems in its capacity to guide

i

gocial inguiry in posing the question dwhy a particular
phenomenon manifests The way it deoes. It anables the
analyat to ask not what consegquences of an action are

but rather, it iz interssted in the causes of a

to ask for sxplanation and to relate phenomenon in a
cause—-affect paradigm. Algo, to unasrstand  what a
theory maar iz at lsast in paert, o underatand the

unigue azociety to which it refers, the  purposes  for

which it was constructad, and the gquestions 1t was meant
to answar. In otherwords, thesory allows us To

P P o - I [ " oo

Many theories have been made to analvze workers

By PO S —— et g % . = [PTpU, S 3. s £
behaviours and attitudes at workplace mueh as scientific

management theory, human relations theory and theory of

bureaucra: o Unfortunately, sxplanabtions  that emerge

poie
l'b

from these the§r' 3 wera not adeguats enough to  account

for the wide, complex, and multi-dimensional facets of
workers hehaviours and attitudes— Basically bhecauass
most of theories are too mechanical and without

reference to scciolocultural wvariastions as well as

socisties and ococupational groups. More wanfortunately,
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reference seeks to explain both the "micro
the ordentations and behaviouvr of particulasr ac
the 'macro” problem of the pabiern of relabions thah iz

sastablished by thelr loteraction. It thus coumbines both

the internsl asnd exhernzal logil of organizationsl
behaviour.

At the micro-level., insgtead of explalining action
as a wmechanistic reaction to the socio—fechnical

atructurs of the orgasnigation or ag a mere reflection of
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relations, it explains action in

terma of the definitionz of the situation and views

orientation from their extra-corganiszsational statuses and

non-worl spheres of 1life. At the macro-level, the
social action approach stresses the need to understand

the system of expectations that is established as

>

individuals purpage their objectives 1n the context of

P

r

the meanings and symbolic regources which they and other

actors incleate from the largee structurs (Ains, 1981).

YI‘I

supectations and subjechtive meanings which workers give

to  thsir works and how thesse wmeanings dictate  their

The action frame of reference lays emphasis on the
goals, motives, intentions, constraints of the actor as

well as the percephbion and evaluation of the =aocial

74



situation in explaining the quality of working life of

Nigerian workers. The socizal sction approach pogsii
actors ag  rationsl huomen  beings. For instance,

behaviours and commibument 2t work demand explenstion and

action. This agtion is concelved oi as an sctor’s
reslistic perception of the weans whereby to atftain his
oGS . Action, iz thus conceived as a process dire;Jed;
towards the realizstion of goals. The goal of a worker

would . be to schieve his/her self sctulizstion needs in
life.
Weber, (1848, 198684 defined sociclogy as =&

aclience which attemps the interpretative understanding

of mocial action in ordsr to arrive at an danation of
its vcauss and effects. Action iz the basiz of  any

analysis in Weber s view. As Sahay (1971) rightly

obsgserved, Weher's action 1s not the =ams term

L

[

“kehaviour”™ a5 it iz in parsonsian’s sociology,  but

Y

coreert of

jete
s
]
e
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. g .
gpecif, olear. and  irrefutable pr

sociclogical analyszis. If we analyse the concepts

i

ct

behavicur and action, one finds that bhehavicur isa wha

one obhaerved and action is what one inters. Action, to

Weber includes all human hehaviour when and in so far as

the acting individual attaches subjectiwve meaning to it
Action is oorial aocording to Weber, in so far as by
virtue of the subjective meaning attached Tto it by the
acting individuali{s}l, 1t takes account of others and 1is
thereby oarisnted in its coursse. The Weberian action

~
&
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paradigm 1s premised on the value structure of the

society in which the aschbors find Themsslves, on hthe

individual schors and actlons and on their intentions,
motivea, B inspireticons -~ Afornia 10 Pesrce,
(IJB Y. Acoticn theoryy implies that the ezplanstion

1,

of work given by a2 worker is in line with bthose approved
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his concepbion of all huomen heheaviouwr and motives in &

mesns—erwd relationship. Dixion (1373} contended that

the Tmesns-ends dishinotion cannot bea morenicslly
associsted with the “"rational /ron-reticnal”  distinction

not only becsusse it is difficult to assgsimilate =11 human

any  investigastion into human behaviouwr i1sg necessarily
commitbted *to the esupericrity of his own cultural

definition of rahio ;olLtJ Dixon steted further that Lo
act rationally is to meke one’s schion in some sense
congruent with one’s bheliefs.

According to Webew, the mebhod of “"Verstehean”

involves the interoretabtive or imaginabive understanding

of the subjective weanings that actors athtach +to  this

action, whnich sccording to him, i1s  the key to
"understanding on the level of osusslity’. Cooley

(1930), while supporting Weber, argusd that the
individual s image of himself is simoely whet he sees of

himselt reflecting in  those around him. thus  this

concept “looking class self”. Aleo  dMead (188684,



belisves that self consciousness of human helings
generates Lthe mobive and erxpechtetions which pre-emph

human action and conduct. and thet sueh 3 consciousness
i mouwlded within struchures which individuals help to

-

g philosophy., hunan belings have a
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construct. In Mes
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propensity . for being able to stand

chjectivity, but Mead’s formulstlion does mean that we

are not totally trepped in & narrow subjechtivity. We
can see oureselves as others see us Lo some ewbent. But

Im other
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at the same time, ws can obeer
course of our dailly intersctbione with other people, we

receive messages and communicabtions  from  them which

influence ooy own self imsge. What we are ig  ginply

whalt we éeé of owrselves mirrored in other hence a8
others &

Action freamse of reference, based on Wehers,
Cooley’'s and Meed s thesis, esteblished 3 s=ociological
tradition which emphasized understanding human belng
through the asnslveis of the subjective meanings derived
from cultural order and soclietsl stbtibtudes, hence there
cernot be s aolitsry self, exsting withoul reference  to
others. For sctionist sooiclogist, =221f is & concept

.

which 1is only meaningful in the context of meny selfs,

1,

precissly bhis point which maekes self =

Fods
in

indeed, it

ciologinal concept {(Brown).
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Silverman (1970), summarized all the
theoretical and methodological orisntetions of action
approsch into  seven oropostions, three of which are
direchtly relsted +to the undershanding of worker s

attitudes B behsviours in industriss. Thase

(a} That actlion arises out of meanings which
define social reallty.

(b That meEanings are given o men by thelr
soclety, shared orientatlions therefore become
institutionalised and are sxparienced by
later generations as smocial faects, and

(o) That explanations of human actions must  take
accout of the mEanings witich those concernad
asslgn to  their acts, the mannar in which the
everyday worlad iz aocially canstructed, vyl
previewed ag resl and tLthe routine Deoomes a
crucial concern of socioclogical analyais.

Silverman has identified =ix major aments in the

{13 individuals have personality nesds and/sor
generalised mobtlives which may e arranged
hierarchically:

{21 these nesds and motives exert dirsct influenc
upon bhehawviour;

(3 behavicur iz explained when we have snown  the

need or motive upon which it is bhased;



(4) there is a basic conflict between the needs of

individusls and the geosls of the organ

(58) Ehis oconflich iz best resolveo by changing o
resbructuring the ovgenlsobiorn; and

(6 the beast form of organisation is ons  which
attwmgt 5 optimise The satisfaction of
individusl 3e0% crganiasstional neeads .

2T oup differ in thelir points af amehasis  and

o1 the perecnslity digpositions around whiéh
their contributions revolve. i5e) the basgis of
this, 5ilvermsi {1970 identfies Lhiras node 1.

of e Lo include; social AT, self-
actualising nan, ard COWp Lax warn oo «ephions

of hvman behaviour.
The action approach, asgsumes, and atitributes to
the acting person a cognitive capacity to take roles and

initiate actions, in every asphere of human activity,

which have a meaningfvl intention {Chila, 18972
arliisle, 1873y . In swiew of this the actionist
sociologists hawe statsd that a proper explanation of
work  hehaviour must, of necessity, tale account of  the
meanings wnich  thoss concernsd attach to their acts.
Infact Chinoy (18L5)Y summed up the action perspective
when he concludad in his stuady of  automobhilw  workers
that:

“men need more than the satisfactions Jderived
from vredicatabhle patterna oif” zocial



interaction on the Job from working with a "gocd bunch

£ g i 1 SR S QO I I
of pguys’. They seek in their Jobe to satisgfy  desires

1

derived not only from thesir co-workers bot alsco  from

Family and Triends and wider soclety’.

One of  the populsr shodiss which beanefitad
immensely frowm  the aotion frame of reference in
Indostrial Mansgemendt is Goldthorpe and Associates

(19883, study smong Luton car assembly workers.

o

In this study, Goldbhorpe and ﬁsqr;iaueg {1868,
found ocub ﬁhat, smong the asgembly line workers, there
was 3 high oversll sstisfaction with their work as well
as & high order of indoshrisl pwace and hesrmonyv; a high

level of satisfacbion with supervisor, management and

congruence of interest bhetween menagement and men.  They

were aunle to establish, that asbsentesism asnd  labour

torover were low, wWas nolesy indication that Luton

workers related their atitiitovdes and behaviour Lo non-

created sl valuess are
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emphasized Lthe lnportsnce of subjective beliefs which
workerﬂ bring inte their workplece in deterwmining their
guality of working life.

Goldthorpa ™z {1856, 1968) coneclusion suggest that:
in ' any attempt at explaining and

uderstanding attitudes and behaviour within
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o
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modern  industry, the orientation:
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which employees hold in common will need o
be treated ams an Important independen

variable relative to the in-plant situation’

what goes on inslde factories we must look oubzide them.

This thecretical perspschive has aiﬂme 18603 heen
acguiring support ag a framework for regearch into, and
analysiz of industrial organisatiﬁns and work behaviour.
Propone ta of +the action approach according ko Mghe

3 that other fashionable

m

{(1981) have, bhasically, arsgu
theories and oDresoriptions  ars  eithsr inadequate,

misleading or Iinvalld because they congentrated too much

on what harpens within the factory sgates and ignored the
expectations, communitbty experiences and meanings which

different types of workers briang to work and their

shift ©o social action theory which projscts each  act

againzst goals and sxpectations derived from a gsoclo-
cultural milieu. Thiszs, he. BaVE, raquires the

r

integraticon of ths personality of the worker with =ocial

system formed by f=2llow workers on the jobh, others in

4 p!

the arganisation structure, members of btrade unions, the

imnmediate family of the worker and the ocubt of work place

social groups who conatitute significant others to  the
workers. Thaese azocial syatems are  inmportant  because

81



they provide the beliefs and values which shape needs,

rewards for efforh, goals =nd expechations.

Bevon and Blackborn (1872), reliszd on asction

3 .

frame of eference in hthair study which they used in

m

explainiag variatiuna in work attitudes in terms of  the
different orientations which workers bring Lo their work
place and which in essence determines thelir guasliby of
working life.

a2y, found ocut that among modern

o~

Blauner

[}

aortional to

[

workers, satisfaction alt work iz roughly pro

the prestige of one’ s oceupation in the workplace and in
the wider society. o the control a worker has over his

physical and social esaovirvomnsnt, pacse of work and

fi)

decigions affecting his work, and to the relations he
has with his workmates on and off the Job. The

implication of the ahove studies to gquality of working

1life is that the prior orientations to work, workplace

interactions with other members of his wman ity .
£~

According to Afonja {(18883), the action frame of
reference iz matched by a classification of orientations

to  work and each type is met against a standard set of

attituded and behaviours. Although the generally used
typology is ths division hetwsen inatrumental
(extrinsic) and expressive {(intrinsic) orientations to

work .



Goldthrope et al came up with three types of
orientations to explain the different attitudes of
industrial workers to work and we suppose that sach  of

these orientations in essence represents three types of

(ay INSTRUMENTAL ORIBNTATION: It occours when a worker

sees  his work  ad means to an end or  ends which

)]
m

are external to the work =situation.

{h) PURBAUCRATIC CORIBENTATION: IHere, a fwmrkgr is
bureaucratically arisnted when hs. percaivés work
aimply as service o an prganiscti@n in return
for income, =ocial status and Qécurlty.

(e} COLIDARISTIC ORIENTATION: Yt ooours when a worker
SEaRs emotional support from group and there is
strong enotional depaendsnce and SED involvement
in the work group.

Etzioni (1981), concept of wvarlous kinds of
invelwemant  in Drganiaaﬁions iz very aimilar to  the
above, though a distinction is Jdrawn bhtwe

= allienative 11Vﬁi&wment where the membear has
little desire to remain in the organisation
bt is forced to do 8o at least temporarily

by foroes of ©

whara

Fos
P
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organisation has little
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intensity a1k ig  wviewed primparily  in LETmS ot

() meral involvemsnt where the menber has gaoitbe

high comuitment te hthe ovgoanizabion itself.

It may bhe becsuse of these thres tyvpes of
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Sistachion st work hese not only dio the nature of
conditions of the work itself, the sttitudes and

values which the men breovght to their work from ountside.

The value of Goldthorpes’s gh 2l contribotico | Lo
industrizl mansgement  liss  in hhelr rejection of

asttenmpte to explain work behaviour and stititudes purely
in  terms  of ths working conditions thenselves. Work
places are nob close systems, and abhhenpis ab explaining

work b ard

i0

ehaviour mst range outside the Iactory gate

particularly

of  technology  on

rt g T “ o
ard abbhltudes.
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By foousing on the nobion thebt worksrs, Liks

R o 14 - vy o S R L . Y.
In the fiyst . i1t has helpsda to bring back  the
P W S, ISR, RS B - S T T T R -

achion tendencles of Lhe worker inbho the analyvsis of
T [ [ PR | B ERS RN H R LSy | ., Sy ey
work  behavionr. Secondly, it has  helped to  foous

34



reveals an  underlying sssumpbion. The e.umptlnn is
that hamar beings aot an@ reach within given
envirvonmentsl sebtitings in a patterned and  purposive
manner, and that such behavicour i modifisble and
direchable.

From the &is@usaion ahove, it iz apparent that the
action frame of refersnce is a reliable approach towards
sociclogical understanding of guality of working life in

Nigeria. It iz argued here that some  activities and

attitudes at workplace are placed either directly or

indivectly hamged onn societal wvalues and cultural
orientationzs of psople. More often than not, thess

values and orientations ghape workers aspirations and
ine thelir

rgue thaé

direct and

values.
worke s

their

e e PR T A e e e T om & P TR
orientations  to work and as well dictate thelr gualltby
e oty 4 . : =74 E R dr s S Yo .y PSR S
of workin = 1if. In Fal {1972 M 168, in her Ghanian
F oy o F s R, T sty Tevirned el b nEt W Ne s v e oy 4
Lacunory WOTERY STy TOUNG LAt R WIS T ratalin

home bowns and
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scnool  has accustomed many of them to working regular

T

hours  and abh =zat

lLabourers, mare on bhe own shili

and. less oo meohvines snd forosl orgsniszation., are less

tied to industrial roubine than semi skilled workers
This Tinding gives credit to Cotgrove (1872)

and Fox (1878)., studies where it was found that

public scientists desire avtonomy, personal commitment
and digeiplivsry  comwranism. The bhyvepology  adophted by
Cobgrove and - Fox sppesrs  Llexible enou
analysis of the gueality of working life for mnost
ccecupational grovps. Thelr main distinction is between
substantive and proceduoral orientaticns. While security
and more challenging work, procedoral orientations

reflect the desire bo participate in decision making

procedures  in  the organisation. Aiurj {1288) once
argued that Fox's tyvrology dosg not rule out  the

o ~F

possibility of +the insbrumentslism of pw fessionals,

rather, it  shows  that the desir o participate in
decision making may be Lo ensure the fulfilwent of

in'frumpﬂtal neaeds, thus both substanhive snd procedural
orientaticng to work contribube towards determining
quality of working life of workers.

Afonja [(1881). =dopbing the action spproach, in
her study of job sabisfaction and job commitment in & -
textile factory. found that the individuval choices of

heir wants and
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expectations which derive from the non-work sphers



principally from the prevalent economic conditions and

socisal needs for stabu

!—4

nd mobility within the socia

ry

structure, all of which are dictated by the political

argued for  the uze of the sppreach in anzlysing the
dyvnanlice of workers orientations espvecizlly in A
country like wher orisl  chaage ig highly

dyvnamic and whereée traditionsl and modern values permeate

the whole gocisl structure. More Torosdly  speasking,
Afonjs (1378) has suggested that we sihwould always

conslider the imnportance of the peoelibical economy of

African people (which defines bthe contbext wiithin which
African valuas aned  expectablions  are formed) in
explaining the sabtbitudes and behsvioursa of African
workers Lo industrial smplovosnt., thae smpnasizing
societal values and beliefe as imporiant indices towsrd

st workplace. The concept of interaschion defines the
life snd behaviour. It is one of the tensts of
indnuu§i3l managenaent  that the behaviour of human
belngs cen nevers be fully understood if one does not
realize that work sctions of individuslis are always
oriented towasrds other s beiﬂgs, zrid that it is  the
interplay between the asction of self (ego) and the
expected or achtuasl reschtion of cothers that occuplies +the

S
L

centre of human achion at  workplsc ce arnd ctermines

87



quality of workling life.
The action approach haz 13 own meriis and

demerits. It iz particularly well fitted to explain the
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or19n1at1 nE  and

groups  in particular organisations. For instance,
instead of exuplaining actlion away say as a mechanistic
reaction tz their place in ths organisation or as a
mere reflection of the nature of class relations or
technology, Lt can show how it derives from the
definitions of ths situation and the ends of the actors
as shaped by  thelr pricr expechations and rast
experisnces.

Desmite its usefulness, thiz approach has  its

weakness., It has been argued by some eritics that the

k=

action approach commits the fallacy of payehologism. By

zsociological gquestions are iplicabhle only in
Yy ey e - Py e '11 et s “henamsnae >
peyenological LEINNS ., S[INCE ax [QoLIaL menomensa are

»

ultimately reducsabkle  to the properties of the human

L, Y Y g p ) 1 P DO s —~ 3 - P .
mind. A second wealriess, is that the action  approach
T = I g . Jo T T T Ly T Aoy L 2 A3 b 3 Ay
tends to assumes an =2xisting avstem in which action

m
h
o
[
s

ocours  but  cannot sucoes: ¥ axplain the nature of
this myratanm T Aathey criticisn against th VRO 1
[ SysTent. pei=: QTNEY 2P1ILICI8N 3281080 whie approaci

ig  that while placing too much emphasisz on the actor’™s

or human dimension, it nesglects non—hunan factors such

az the type of technolosgy used, and the role of  the
environment.
Methodologically, reservationzs have heen expressed



about the action approaches in their operational
definitions end wmeasurements of work shbitudes. The
fact that research within the action frame of reference
have lasrgely been concerned with the individual’s choice
of particulsr work situstions., why workers remsin on a
parbiculasr Job uﬁd o wniat fzatures of the job are more

valuaed., to derive answers thet sre categorised according

to  some evaluative distinction between an  instrumerital

Tt
b

and expressive srientsiion, and from which it

s
2

aescertained thst the respondents see work =ither as 2

o

source of  intrinsic or exbtrinsic rewsrds, does not
provide adeguate grounds Ifora theoretical understanding
of work attitudes snd behesviowr. More evidentlyv, such a

methodological procedure falls to take =zcocount of  the
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satisfactions or those that meay meke him to  leave the

It dims in realisaticon of the limitationzs of the
action model that this astudy relies alzsc on the

contingency modle as well az the interlink between the

89



CONTINGENCY MODEL AND QUALITY OF WORKING LIFE

A more rscent theoretical perspective to the study

~

of worker attitudes and bhehaviour ia the contigency

model, &l a0 callaed the altuational approach.

Contigency views are based on  aytems concepts but tend

to be nore. ooncorete and emphasizes - mors specific
bl

’s} aract awd et s oy et 2 ) TSI e 'i‘ i ¥ela =] &3 7"\11 5

cnaracerigsguinss QX BT 1A QPXrEZgail183aTi0ns &g wa as

patterns of relationships among the subsvastems with the

enviormment in which an organisation exists. The central

arguenant of this model therefore, ia that there is  an
interylay bebtwsen the technology and enviromment in
which an organisation exists.
Associated with the contigency model are: Burns

and Stalker {1961) Léwrcﬂue and Lorsch {1885%, Reudli and
s0 on. Lawraences and Lorsch (1885Y popularised the
contigency approach with thelr study of organisations in
stable and changing envirvomnents. They showsd that in

4

certain stable environthents the classical forms tend to

should be used.
A Reudi {1972) followed the Lawrencs and Lorsch

tudy =iz American and one German plastics

2
.}
o,
D
aed
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8

companies in order to explors the cultural effects of

>

organisation contigency theory. His data, based in  part
on interview with 80 German managers in four different
functional areas of a large German plastics producer,

led him to conclude that cultural factors play a large,

90



inhibiting factor in the development of organisation
structures syl procsessess which had been found to  be

Eag
LN

associahed withh highey performsncs. levels in the
American firwme sbudied. He found out that in  both

Germany and bthe United States, the integraition process

elv relsted +to culbursel orientations toward

is closely

authority., leadship, self-motivabion, interpers mndl
feld itons, srcd the informal communication o £
informsbion. Hig finding alsc indicates Lthat for
omplex EXols ) unoertain environments, the Germnan

1 ‘

culturally determined procese of integration is not  as
effective sz that used in the United States.
The contbingency model  has ite origin in

orvganisation Lheoryv. It developed in resciion to  the

w
[
ﬂ.‘

classica concmists  abthempt to find universalistic
principles of mansgement and Lo present their idess =z2s
ponacess for securing effective orgaanisations.

4 1

Lhe wmodel 18 that menagers

The tbssic hHenst of

should +ake socount of the particunlasr envivornment in

4

0]

which their orgonisations are sibtuabed in adopting any
chnange . The conhingency nodel has won as many converts
as critice since it was vproposed. But 1t has been
aprlied organisationsl behaviour apart from organisation
T from which it developed. It has heen used in
studlies . of lesdership stvlie, decision wmsking, payment
systems, work mobivabion snd work attitudes.

The contingency model nas been agsccliated with



system theory because of its emphasis on all contextual

variables. Critics thersefore argue that it suffers frowm

all the limitations of the o lder astructural
functionalist  approach. Az indicated by Wood (1879)
the most inportant of these coriticisms desl with

guestions ooncerning organisstional goals the problems

of goal conflich, wultiple contingencies., the problem of
multiple parties, and the problem of secticonsalism. Wood

too obser
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view crganisational chende as unproblemstic and as
essentiaslly an intellectuzal snd technocratic exercise;

that contigency htheory underplsys the asmount and scope
of choice by smphasiaing environmental faobtors simply as

tionsl ©

(_n
LL!
o

constrasints whic h determine orga

a2 do  nobthing  about

i
ar
}.JA
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things which the organis

More writers have however argued for its usage.

Legge {(1878% draws attention to the need to distinguish

contingencias in  the environment on  the internal
sbructure and procgaszes of the organisation. The
impl tion of this is that the hest way to organise or

tackel a problem depends on the apscific nature of  the

organisation and its relationship with its environment.

The normative dimension of cantigency theory
atreases the nesd for managers to design their
organisation o fFit  the context in which it i to



oprer Legge advocates the integration of these 1two
dimensions in order Lo offset gome of the limits t Ons
of the model.

Warmington et al (18977} alsc faveur the use of the
model on account of its flexibhility and of the relative
abzsance f hiazs as hetween diffserent atrata of
authority. But  PBowsy (187Y6) claims that contingency
theory is inadeguate largely because it has baen
seriously handicaprved by its "reliance Dﬁ the kind of
model of behaviour in organisations proposmed by the

structural functional schoel of socinlogy. ... '. She
olaims :qat this can be overcoms 1f contingency theory
iz bassd on a more realistic view of organisations  than
e syatems  approach is able to provide. She thus
suggsests  integrating the theory with an action theory
approach in order to account f@r the interaction of

organisationa

owey did not

1 and individual goals.

show how this integrations
472

can be achieved, Afaonjs and Alo (1885) they 1link
contingency theory Gto  the action approach as  they
examine personnal performance in the Nigerian public.
One of £h atrongsst arguments  in favour of the
contigency model is that it draws attention to the
interaction hetween internal structural factors and
external facters {(Afonja 1981Y. It also points Lo the
need to review managerial principles Lo suit the
particular case. in guestion. Such a flexible managerial

S3



orientation is desirable
change ‘in +this countrv.
changes in the counbry si
previous ly detfined aualitby
enforced & restruchturing
the orgsnissations direch

Afonds asnd Alo, (1835) one

considering the rapidity of
The economic and politicsl
nee independence have altered

of working life and sometimes

0
t.h

of the inbternsl structure
v  concernsd.  According Lo

ot the latent consequences of

these changes shem from bhe inability of the evstem  to

provide bhe resources need

new goals and for the

orientations bto work,. hthel
level of effin . Bgain
in the 18th TR
avists betwsen the welis

Teng T e
Y hhiely

on hand and Lhe W
narnd what Koyl
labour ==  the wmajor sou
gignificant impub to the

ieproved conditions of

ed for the achievement of the
maintensncs of  the existing
2oals
TOOY
their

r percevhicon of work snd their

grnised the relstionsnip that

eaitn of tabtisng onthe other

roe of  weslth and the wmost
produchive effj‘ of wll the
Both of then sasrguoed for

work for waid labour having

assured themselves +that the annusl  labour of  every
countrv determines the degree of economic development of

that country. From this =

setablish a relationship b

94

revment, 1t ls essy to see o

etween working conditions and
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the economic policles of a country like Nigerlia. For

vourable Lo

Ui

instance, when the economic policies are £
the working olass, and the conditions of work is
favourasble, it 1is expeched t the level of iabour
productivity would be bhigh and yi;e vaersas. Also where
eges are high, the workmen will be more sactive,

diligent sund expedibous and vice-versa.

Action theory, reshts on the assumpbion that the

individual in & work situation has s=2 a set of goals and
expectations; orientations to work whichh wmidiate the

relationship between his percepbtlon of work snd his  Job

{

perfor {Goldthorpe et =21 18963). Irn  contrast to
Blavunets) sssumeption that technological factors
determine Jjob aibtitudes and behaviour, Goldthorpe (1888)

gives prominences ho individusl orientations and argues
that these orisntahions are derived from the extérnal
environment of the firm. Although the major challenges
to this theory are methodological, quesbions hav been
rajised in respect of the significance of the context and
stability of orientations. Whelan (1878) for instance

ce of situstional factors and

[‘D
L’)
H1
'.1‘

que btlbﬂu the =ig

o

demands Lo know whether orientations remain fixed once

T,

formed or whebther +they change as the worker moves

Y

through his career. Bubt Bennette (1978} rescolves these

Y

igsues by arguing thalt orientations cannot be considered

2 3

fixed neither can they be viewed as totally xible.

k‘h
ot
m

He argues thsat “the desires and expectations of any

95



individual are the result of many. different influences-

his wpast exmperiences of work snd lifte, his current

situstion at work and home, the nabture of his
personality, his skills asbilitiss etoc. Some of these are

relabtively Stabie whilst others may change rapidly and
violently. "The scbors definiticn of the situabtion 15
thus based on =several contingenciesg in wmuch the é'me waYy
a8 the organisation of the struchture in wiich the action
takes place. One can therefore View the link bebween
contingency and achtion theory as an atbtewmpt to
organissbions not simply as constraint on behaviour but
as sccial oreabtions, creabted ouh of the sctions anc

intentions of particulsr actors”. Wood (1879).

According +to Afenjs and Alo (1885), there are
several asdvantages in using the contingency model linked

with action theory in the analveis of uOPlOngY of work

which includes: It drews stbttention to the four wmajor

constituents of the work situation: the worker and his

work oriectahion, the determinsbhle poysical
characheristice of  the Job and the accompanyling

structure of rewsrds, first three are formed and within

which they intersch. Anyv attempt to svaluate or improve

oerformancs  mwuast  acknowledge these four elements and
their intricets ralationships. They went further to

argue  that the two sporosches complement each other
BN

becusea the firet desls with iLthose aocietal and
organisstionsal shrubtures and cocalbturael fsctors which

shace the scotor himeelf and the second with the actors

[£o]}
JJ



verception of work in that structural and cultural

milien. Thase aspprosches sye methodologically adegquate

for assessing Lthe guality of working Life since the

u

cmphasis  in this sres of resesrch
are cultoral relevesnbt. As shown in  the discussions
above, the approsches are particularly useful  in

understanding  the gosls and asspirabtions of workers as

defined by the workere themselves.

a7



CHAPTER FOUR

RESEARCH ?E HODOLOGY OF THE STUDY

stics of ascblon

e
in

3

One  of the hasic character

frame of reference, which is the thecoreticsl orientation

of  this study is thseb its yesezsrch strategy tends to-
favour <gquslibative yather than guantitative data ans

this hes often led Lo the use of gualitative studies of

particulsr casss., Tris., in an ashtemph o to collect
necesssry snd comprehensive informstion on guslitvy  of

working life, thnis sbudy combined 8 lot of research
methods asnd tock the following steps:

4:1 SRLE e TN OF SAMPLE

(28

(al A random sample of akilled, semi-skilled

arnd wnekilled workers were selected from the following
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1. Delta Steel Complem, Aladja, Iielta State.
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complex.
The industry is selected because it has a

reaidential estate for its staff near the

factory aite. This estate is devold of any
village or town affiliation.

It dis our assumption inthis study  that,

i T L S T LR T - X ey A o -
rorkers  in  this  industry  interact hoth

jue]
n



formally and infomally, primarily among
themzselves. This primary monotonous”

interaction would affech

of

working life of the workers in this industry.
and make thenm telhave their own peculiar
quality of working life.

IT1. Premier Paints {Hig) Ltd, Ifo, OQOgun State.
This industry i3 a privately awned
company. located in a village and has no
official reaidential eatate for its astaff.
Majority {(if not all) of the workers in

live in =&

guality of 14

their own

(QWL) .

uanigue perceptions of

the village and enjoy

the village life with the villagers.

ur aszumption that worksrs inthis company

‘world of their own®™ with relatively low
fa, thus, we sxpect tat they would have

1ife

National ©Salt Company of Higeria

{NASCONY Igoko-0Otta,lgun State. Thi

0]

n

industry i 1so a Federal Government

.

37}
a

owned organisation. It is located on
a neutral sesttlement {(1like Aladja
Steel Company ) ancept that the

reasidential

eatate for its worksrs at the factory
site Hence all the workers live in
ecattered rented houses in Otta an

9a

B



industrial, city which is about six

-

kilometres away from the factory asite.

an

fose
m

Apart frm this, Otta township
industrial town, with over 100 asmall
acale, medium scale and large scale
industries of different produption
interests,. provristorships, and sizes.

Sango-0tta, the gateway between Lagos and
tates of Higeria has turned out to becoms one of

i

Ogun

the major industrial areas in the country.

1 I0UE o gL-~" LA ndustria &
Though Sango-~-Qtta Industrial Area
coenorarhicosllv malongs  to Oour Stat: industrial
ESQErapnicass e Qngs [P L EUN DCAaTE, inqustria

ventures around the place are ownsd by industrialists

and buszians entreprensurs of variocus nationalists -

5
1}

Migerian and foreigners alike.
The industries located at Zango Obtta are
thozse thait are involved in the production of essential

comnodities ranging fram housshold and offics materials

N
o
1
T
I
!,—J -
i
[
O

to  industrial eqgquipments and =28ibles.

Sango-0Otta oan

o R R S e @ o 5 A - [N E P 3 - O 5 R LI W)
discerning wigitor that the arsa 1a burstling with

-~ . ~ R -~ Y P oy TN B —_~ - -
v both day and night, and products

industrial activi

manufactursd by the warious industriss at Dango-Otta are

of high standard guality which compete favourably with

P
|5

nported ones in all respects.
No wonder there is & dally rush from different

parta of the country to the place in search of "made-in-

,...S
O
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The multitude of industries atb Zango-0Otta
include Eolorkoto Wigeria Litd; Aluminium Roiling Mills,
Food Spacialities Higeris Limited, Bagle Fackage

s £ w4 e gy 2 W Q- Ty a e ey S e T wan e o
Printing Limited, Shonghai Packaging Industries Limited,

o

r o = 3 - PR E TF A rem w0 ) S G- RO | —~ - R
Trufonds Intersardines Nigeris Limited and a host of

othera all of mﬁiwh are contributinzg =significantly to

~

Puild 2 sound technological and industrial base  for the

future. Workers at MASCOH industry have to  live and

interact with other industrial workers from these
nelilghbouring industriss, with differsnt perceptions and

orientations of gquality of working 1ife {(WL). It iz the

iy

agsumpbion here, that, workers in our chosen industry

would always com thelir own perceptions, aspirations

e
m
[
i

and orientations of work with those of their colleagues

4

in other industriss before they assess thelir own gualit
of working life.

It was assumed that a largs percentage of
membears of working olass grour in Nigeris afe

knowledgeahle enough to know their auality of working

Lo

life, thus random sampling tecochniqgue was ussed to guard
5 — g e <l 4 s ] amy e =7 E O SN R I e | e S oy an L

against bias whils assuring the identifation of guality

- rorem v e 5w e - a2y e T N, I <2 ’

of working life opinions scross & 2 wide aspectrum  of

Workers.
P A P T - . T P 5 am de crd
The »nlan of this study was  to interview

representative nunbar of worksres inthe chosen industries

[¥]

=0 That compariscns shall be made  across  Sams or
different quality of working life in Nigeria. One of



the chief concerns of this study is to learn more aboutb
the abttibudes, sspirvebions, nseds and belisefs of workers

as  thev affect thelir guality of werking life in their

various industries.

The following method of =mocial BUTVEY
research and the number of workers involved in  this
atudy are shown In table 4.1 bhelo

Tabls 4.1 showing the methods of social
survey rasearch and the number of respondents  in  each

hogen industey.
 Industries | Questionnaire | Questionnaire |

Delta Bteel ;
Complex Aladja |
H
i

Delta State. 170 l”(? C08)
National salt ! : . :
Company., Ijoko-! i . i
Otta,lUgun Statel 170 ! 123(71.2%) i
Premier Paints | ; i
Nigeria Dtd. : : i
Ifo, Ogun Stats! 170 : 1Q0(58.8%) :
Total v | 510 ! 340(66.7%) |

research assistants in sach industry. These
interviewers were people who could speak the local
languages around and have adeguate eehtr@l af oral and
written English language. Also, they were peoplée who

9

did not stand out az "outsiders” among the workers.

been found to fall into one of two distinet approaches.



i. the zubjective manifestation of bhehaviour

arising from the euperience of work:; and

ii. the ohjective characheristics of
organisational forms, authority and
']
production technologies. - This astudy

recognises these two points of view and

af  work place

appr ohes in the atudy of
behaviour and brings togethsr emprical

avidence from three different technological

ayvatems of production.

The key wvariable in this study "quality of working
life" is operaticonally defined az all attributes of

functional activities that make for fulfilment of anyone
whose existence depends on working for a living. It was

I3

treated azs a mullti-dimensional varizabhle and was used in

[

ings, perceptions,

0]

a sense Lo measure the workers™ fee

and aspiratio ane within the total work and 1life places.
he data presented in this study was bassd on  the

3604 completed questionnaire reviewed out of the 510

administersed in the three industries. J

A brazkdown of these responses hy ocompany shows

percent in Hational Salt Company of NHigeria. Otta and
58.8 percent in Premier Faints (Nigeria) Limited, Ifo,
Qgun State actively participated in the study az shows

in table 1 above.

Ay
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4.2 TECHNIGUES OF DATA COLLECTION A

Field work for this study was carried out

between the monthe of September, 1923 and January,
1994. Dats were gabhered mainly by mesns of & pre-

tested aguestionnsire. This was supplemented by focus

group discussions, indepth interviews znd direct

observations carried out in The indushrie under study.
The questicommaire was designed to cover a set of

nformastion items values,
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xxperiences, mobivatlon and feelings of the respondents

on the Job. In 311, & total of 73 questions were
included in the gueshionnsire. Mogt of the structured
gquestions  were presented in the form of simple
statements describing varving tyvpes of perceptions and
experience to which respondents were to register the
degree of congruence with thelr own personal feelings
and experiesnce on present Job. BSome of these guestilons

and attitude statemants wefe‘drawn from messvres CcoOmmon
in studies on work attitudes., bpehaviours and perceptions
in Nigeria (Fashoyin (19591), Olcko (1593). Amachree
(1968), Ogienwo {(1571), Boleye (1870), Alc (1984),
Fadayomi (1988), Ogunbameru (1882 Mghe (1591)., and

those developed for effects of soclo oultural heliefs

studies art work by Oloko (1822 (Ahilsuszu (19

s}

1,
1983) ,Akersle (18972}, Ocho (1984) Peli (1972).

< f

Questions on Structural Adjustmen Programme in Nigeria

P“"
Cl.

were der frowm the measures degeloped by Fadayomi

(1988), Umotaye (19903 and Falae (19

39) .
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The qﬁestiannaire was divided into four malin
parts covaring bilo data, work history, work life, 1life
style, and me=asures of guality of working life. The
first part of the aguestionnaire contained guestions
rimation onthe social

which were aimed at tapping info

sconomic charactersistics respondents. Information wa

m

sought on the =sex, age, marital status tribs. income,
number of wives and ohildren, eaducational backsround,
Job  title, and languages mostly spoken at home and at

work.

The second part of the guestionnalre contained
questions on the respondents” work history. Guestions
~were asked on previous work experiencs, raagons  for
leaving last Job and how present  Job  compares with

of the gqustionnaire, a =zet of
w@nnla opan and closaed anded questions ware asked about

goclo—saeonomic changss in Nigeria, how these affect work

in the company and how they affect the personal lives of

The fourth and final part of the guestionnaire
was daovoted o an sanination of  the atructural
adjustmant  programne on guality of life and gquality of

working life of the resppondents. Aspects of work

skad 3 1uded dob values o b Fa e § ey ey 3] auwtinsd
askged ACAAed JOon VvaLuss, Savigilacitlion, wor: SHGInsic
Foaeb e atrusts 1 e = Trima e ] t
TACLOME, PR ROEE PR N A COMPeTEnsE | Coanan yelia J.OILL-»
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bility of Job, challenge of work;

v'?
i—-“
"

o mind, fles

esteen and guall

N

Ly of life factors. The factbors

measured by 2 5 - point scale evaluation {(Questions

49Y to which the individusl worker aibttaches grea

test

importance. The factores of work values were inbtroduced

by Afongds (1878, 1581, Goldthrope (18988 Bisphsm (1
Osunde  (129891), Mghe (1821} and others as an aproach
the study of the mesnings which work had for workers
the satisfaction derived from their Jobs. In
contes of  this study. the reapmﬁdenﬁs were  asked
indicated +the importsnce and degree of satisfsction
such Job sittribobes in determining their gquality
working 1 fadtors

measured from

stisfied they were with different asvectse of their

including satisfac fre

=

of movemernt doring work flMCq. conbrol over work pro

and pace, salary and wages and nature of work.
As 1t las customsry 1o most =eocilsl survey
identify the indesendent and dependesatb asviables

gasy clarity, the independent and devendent variables

this shudy are identified and discussed below;

2 independent varizsbles used in this

964)
to
and
the
to
of

ot

were

very

T In

Jobs
edom

cess

study



are cstegorized into:

o

ersonsl abtbribubes,

structoral varisb

!
m

svestemic variables.
It 18 assuvwmed +that organisstional opportunity

structure iz dictated by personsl structoral and

Persgonal attributez are me sufed by looking at the
following variabhles: Age, Gender
-  educational status
- marital status and
- whather or nor married with children and

wumber of members of respondent’s household

0'1

including relatives and stewards.

The siructural wvariliables are wvariables that directly

-3

3

influence workers atititudes and behaviour at wark, for
example, It was established that aspirations, work

-1

commitment and other attitudes which show atachment ©Go

the organi=zaticon oould bs  aroused by =& dramatic
improvement in  organisational opportunity gbructure

{Aina 1981%.

Inportant structural wvariahles measured include:-

hefore Jjoining the industry

f S v 1 0 S R I
- incoms level, thair present work places,
oy gy e oy i~ - IS P R v -
-~  promobtion progpechts and advancemsant., how long

107



without worlk and type of work ever done before.
In order to measurs the influences of ideological
influsnce emanating from the larger social syvstem,
guestions were asked on regpondents =mocio cultural
bhackgrounds and heliaefs, state of origin and tribe (&)

with

I Sy o A o 5, P n
both  at  work placs

1on—indigene

assumed that

cultural helief= on ths acceptahle definitions, roles
and meanings of work has a gtrong role to play in
individual s view of work ouside the family environment.

4.3b DEPENTENT VARIADRLES

e following measurss of guality of working
1ife ars treated azs dependent variabhles in this astudy.
They are:

a. Structural adjustment programme,
b. Soclo-cultural bheliefs,
c. Work orientation
d. Work satisfaction, and
e. @Quality of life.
The measures of each of the above wvariables are
discussed below:
i. STRUCTURAL AﬁJUSTMENT DROGRAMMES (SAP)
Wnile wvarlous sconomic snaeguencas of the

structural adjustment prog

1lips and Hdskwu

[

the Economists (Ph

ramne have heen articulated by

{1987 Falae



(158%a), and are slresdy manifesting on  the different
sectors of the economy (Omobayo 1850, Falae 1839b), it
effects on the lives of the people are .vet to be
apticualted (Fadavomi et =21 1838). Therefore, the major

concern of this study was to mske an assessment of the

social conseauences of the programe by ildentifying
changes which SAF hag cresbed in the lifes of Higerian

workers. Socisl change according to Fadesyvomi (1888) is
associsted with a npmber of psvchological costs such as
anxiety , insecuriby, stress, crestivity and personsal
identify. These cr&ts'sre svernly distributed.

Infact, in the words of Pester Berger (1874). there
is 1o chenge without opsts. The guestions to be asked

with intense sericousness sre Just what the parbticular

costs  are, who is being asked to pay them, and whether

it
I_J.
]
0
d

the putative gains meke Lthese cosbs accepbable. Ags
this background., eleven guestions were asked; what are
the three important problems thet vou face these days in

order of importance?

Generally apeaking. how happy are you these days?

Would wyou say your life ha hecoms better  or

A

worae aince BAP was introduced.

hink wour iife will improve with thia SAP
How often do you feel you are really enjoyving
life?

Ed

Below ia a plcoture of a ladder called “the ladder of

life. At ont and of the ladder isthe bhest possible
life for you and at the other end is the worat possible

10g



where on the ladder would you place your l1life at

Step Mo —eeeee e e
Think about wour life hefors SAP, where did you

Wow, think ahout your futurs, where do vou

Do wou think that l1ife in Higeria is getiing better,

‘_._l -
rn’
i
2
i
S
]
ol
=5
—a
-
i~J
3
‘-z-J
=
5
i
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Many acholars {Travis 1877, Saviski
(1981, Delamotte {1884) recognise the fact that quality

of working life entails & cultural definiticn of work.

n

In a similar vein, Ahlausu (1885:8) argued

v
Hy

that any move towards the understanding the poor

attitudes to work of the African, which will snable in

digenous organisatiocnal theories to develop. . ... should
start with the 1dentification of ths influsnces that

shape the behaviour of the Afrieaﬁ at work place. These
influsnoes ... are sure to emanate from historical and
cultural origins. Thus, the fact that culture
influences workers” percepntion of guality of working
life canncot we over lovked. The approach used to  asses
the effect of szocio cultural beliefs on aguality of

working life was adapted from Ahisusu {1885) and Osunde
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guestion 44:4
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variables and guestion B4:4 variab

WORE ORIENTATION/VALUE

pte
[
Lada
‘.

A major feature of the sction approach is using

he situation to explain actor’™s

The approach to bhe used in measuring work

orientation 1z finding ocut how each worker defines and
deacribes the activity he regards as “work”. This
approach  is developed from Alo {18843, Mghe (1891) and

Aina (1981} in studying the meanings individuals atach
to thelr work. This study provides e2ight Jdifferent

definitions of work derived from ths astudies named

above .
Bvary  respondent was asked bto pick one out of 4
option {strongly agree, agree, Disagree, and strongly

dizagree) for each of the following assessements of

work. They are;

igfaction comes/sdevelops from work

i

-  Life

(]

=3

—~  There i3 0o life without work

bt

- Live, esat and breath yvour work

- Work is the only =sclution to poverty

O

- Derive more Joy in your work than in  your

~ A day at work is longer than a day at rest

- Work is only necessary but not compulsory

111



- You feel your real self when vou are away Ifrom

work.

iv. WORE

SATISFACTION

Jab atisfaction refers to an overall

!

affective orientation on the part of individuals towards
work roles which they are presently ocoupving. The

concept of job smatizfaction 1s measured in s variety of
ways, for example, explaining jobh satis

of personal variables:; in  terms of woark role

ﬂ,
]

caharacteriastics and in terms of motiwv for working.
BEven though causes of Jobh satisfaction are
multidimenstional, while it is possible to he =atisfied

fied with

[0
0

with one dimension of the Jjob and he dis-azat

the other it i1s =2till asszumed here that it i3 pos=ible
for individuals to bhalance these specific zatisfactions

againast +the zspecific disp-satizfactions and thus arrive
at a composite gatisfaction with the job as a whole.
To measure job satiasfaction in the present

Several guestions were asked such as;

]
cll-
-
T
!
R

- Are you satisfied with the conditions of work
1ife in this study.

-~ What do you like most in this industry?

- What do you dislike most in thi industry?

-~ Do you think l1ife has become bhetter or worse

aince yvou became a worker in this industry

Hare, avary regpondent was Lo pick  one out 3



options [(Betbter, same., worse)
- Which aspect of a Jjob do voun consider most

important? (one ophion out - of Job

1

G
e

satisfaction, prestige,incowse and promotio

o
4

orospechts) .

v. QUALITY OF LIFE
The world we live in presenbs a2 pilocture of
apepalling constrast in buman sctivities. While a few
individuals are lmaensely orvosperous, majority subsists
on subh-standard asnd dehuanizing conditions. Guality of

life donotes a set of wanhs, the satisfaction of which

makes people happy. It refers to such elements in  the
soclal conditions which sre pesychological on a macro

scale, but observeble within the existing knowldge and
either improvement or
deterioctaticon in the lives of workers.

It reflects a combinaticon ofthe subjective
feelings and status of the wellbeing of pecople and the
environment ire which they live {Adesinag 1986).
Theoretically, there is an infinit

ife domalns.
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which cowld i
However, it is &8 g
being snd satisfaction with one’s life. Therefore, the
only way qguality of life could be sssess in this study
was through & survey of opinlon of workers on their

perceived life. My aim in this stu wase not  to make

H

guality af life the main focus of the study. but rather,
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[N

t was inteded Lo provide some informabicn, 0o mabtter

how small, inteo workers  percepbions of their life’s

asked to pick one out 5 opiions (Mot satisfied at all,
not satisfied. somewhst satisfied., moderately satisfied,
and very satbisfied) for the following guslity of 1ife

domains. These are:

- To fe zood  physical

"‘D
4]
fomd
%}
O
o]
[oh
pré
ot
i
o
o
-
[
o

condition

- Ta have a comnfortahle and peaceful home

- To have a government that is managing the
gconomy wall. i

- To have a government that iz providing

emplovment and curbing inflation.

- To  have a socliety hat  is free of
corrupbio

- To have a @ociety that rewards the
individual for initiative and achievement

- To have a good relatlonship with my
- naighours

- To have close friends and companions

- Ta enjoyv every moment while not thinking

of tomorrow.

- To be liked and appreciated by my friends
- To have imner harmony and peace of mind.



- To have a government that provides basic

neads such as good water, roads,

electricity.
- To be able to give my children the best in
life.
4.4 PROCEDIRE FfR ANMALYSIE OF DATA GENBRATED FROM THE

A number of steps were taken to convert the
raw data collected from the three industries into a form

appropriate for guantitative analyses. Four main stages

were involved in data processing. The first was  the
design of a code for the questionnaire and the
asssigrment of codes to the different questions and
various attributes of the wvariables listed for
examination. This step gave information on the general
disﬁributi@ﬂ af the respondsnts with respect to about

173 variables in the gquestionnaire.

g5

A mecond major step baken in data processing was

.4"

to assign columns on a standard data form to each of

ct
o
B

guestionnaire and 173 variables included for analysis.

We alsp assigned values to each item of the response
categories provided for all the closed ended guestions.

.

The third major activity in data processing wa

n

the actual coding exercise. Using the code book into
standard data forms and were enterad into the computer
using ths Pl-bassed statistical package for social

scliences {(SP558) software. The code data were later fed
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into the computer for final processing and generation of

The fourth major =tep we took was to analyse
the data using the BFPE suits of programmes. The
different DrOZIranme s usad to facilitate the
interpretation of data were absclute and relative

cross-tabulation of

jay
t
I,.J-
..,4
lu—-J
r

frequency tabulation of v
selected dependent and Cindependent variables.
Cther methads used in this ztudy were foeous  group
discussions (FCED and direct cohservation of Respondents

at work places.

4.4.1 FOCUE GROUP DISCUSITION

Four focus group discussions were conducted in
each of the astudied Industries. In most cases,
participants in =ach discussion varisd from =six to eight
while the researcher himself served as the facilitator.

»

The service of a well-trained note taker was emploved at
cach industry. Howswver, most of the FEDS could not  be
recorded because most participants objected to the use
of  tape recorders. The researcher made sure that each
group was nomogenous to allow for free participations of
all members. Alasoc, all the FEIDE were caonducted outside
the industrial gates and on neubral ground found
convienant for all the participants. Infact all the
focus group discussions were conducted in the evenings

and/or on weekends. (One of the objectives of the FGD



was to determine workers® perceptions about their
quality of working life and to gsin bebtiter uwnderstanding
of why they feel, believe, and act the wayv they do.

FGD was aslso helpful in understanding and

eveloping sensitivity towsrds those asspects of guality
of working life thet were ot covered in the

guestionnalire.

4.4.2 DIRECT ORSERVATION

Divect observation of smplovess in the selected
industries was also made bhoth during the working periods
and after. This helped to document the cmnﬂitions under
which workers in the selected industries work. A review

of available industry = news letters and documents were

made in order fto obtain information on e general

conditiong of asrvice in each industry and to be able to

compare and contrast the asimilarities bhetween the
working conditicons of the sslected industries.

-

ted from the focus

o]
i

The qualitative data colle
group discussions and direct observations among  the

respondent were analysed and summarisaed. The findings at

this level shed more light on basie concepts measurad in
E Yy TR i ok oI T TN S O DT L T STy | R LI S S 4 -
the more strachured auestionnaire. The gualitetive data

ravealed the unigue experiences of the studied.

ROBLEME BHCOOUWNTERED IW THE FIELD:

s
.
[ 3]

. P o 3~ vy
Generally, sgaining entr
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i Nigeria for research was nolt withoug problems. The
three indushriss aovered were 0o axcephions. Most
employers fearad interference Bl BNDOSTTE by

regesrohers, wnile others thought bthelr esmplovees wmight
be uvnnecessarily ewposad and incits
thus distsbilising the work process, most especially
ig sbtudy cenbtres on one of the ocrucial sspects
of work place during s most trubulent economic hardships
{(BAP) in Wigerias.

The Structural Adjustnent Frogramme (SAP) had
and continuez to have geveres effects on the income and
ability of workers to provide for self-sustanance and
family upkeer. This may have influenced thelr feelings
on  present work. For instance, the high level of
faction expressed in relation to financial
garings. may not be unrelated to te high cost of living
and frustrations from all fronts experienced by these
workers.

Fortunately, Thowever, as soon as the employvers
were assured of our genuity, they gave necessary
supports and allowed thelr workers free participation in

the study. Un their own part, amployees
exhibited lovality to their employvers and would not do
.

anything that would make them lose their Jobs. It

therefore took sometime before we finally gained the

confidence of the aemployess. Somea showed
dimappointment in earlier researchers, since, the
findings of such researches never made direct impact on
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their work

life.

Ancther major problem was inability of some
regpondents Lo take good care of the questicanaire given
them. some logt them outrightly those glven to  them
originally and had to be gilven fresh coples o complete.
Some returnsd the questionnaire half way glven flimsy
execusess and new respondents were recruited to  take
their places wiiile Soms diad not return the
guestionnaires given them aven after assveral trips and
appeals he researcher. These difficulties rendered
the random sampling procedure originally used a 1little
hit  inv d However, all sffors were made Lo ensure
that the data collected from sach of the industries was
not biassd in whatever form.

Agaln, all the foous group discusslions were
caonducted after working hours in all the industries and
on neutral grounds which met that the researcher had to
provide refreshments for all participants and at times
provide transport fare to some of them before they
voiunteered to particivate.



CHAPTER TIVE

ORGANISATION PROFILE OF THE THREEE INDUSTEIES

b.o1 DELTA STEEL COMPLEX, ADADJA. DELTA STATE (DSC)

Daelta Steel Company operstes the first
integrabed sheel plant in Nigeris. Officially

0

comuissioned in Janwsry, 188Z, it is designed Lo produce

1 million tonnes of liguid steel per annum  at  full

capacity. The plant ig situsted at Ovwian—-Aladja, a
location which presents sbtrategic advantzges from

nearness to anstural gas fields, 8 navigable ses achannel
and large sczale electrical power generating stalbions.
Following an sgrecment signed 1in October,

1977, comnsortiuvn steel plant A/Nigeris - a West German -

Austriazn Consortiovmn undertocok the coastruootion and
erecticn work. Metallurigical and Engieering
Consultants [India) - MECON- provided cconsultancy and

monitoring services during conshruction and erection.

The Delta Steel Plant is de

o
i
ol

Ll'

igned to produce
960,000 tonnes of billets st full capacity, two  thirds
of which arse for the consumpbtion of the goveroment -

owned inland yolling cowpsnies st Jos, Usogbo and

Katsina. The bhalsnce of the billets sre yolled in -
plant to light sechions snd reinforeol bars.

Delts stesl is MNigeria s oremlier large scale
producer of high gualiby ghaal . Accordingly. the

company lg in the forefront in the provisicon of wvarious



+

Job opportunities as well as the development

suetanace of varied uvpstreamn and downstresm

and

industries.

The gteel industry is indeed highlwv

capital

intensive and over BD perscent of production inputs

imported. Faced with bheis reslibty, the invelved

companies inciuding the Delta Steel Plani,

have

actively involved in reseasrch and development

view +to developing local substitutes for

S0omne

imported iaputs. To this end, well egquippied

and Develowment Depsriments have been  est

.

researcen lnte and develop Jocal altermnatives

the lwmported raw wmaterials spares snd consumabl

high gear, particularly in terms of the substi
local wmaterisls Lor inported consumables as
inthe consolidedtlion of high guality steel makine
optmization =zad modernizetion of production proc
To this exbant, the company keeps abr

current Lrends i1 shaal development

vyl

of

are
steel
been

th &

Besearch and develcopement programmes are on

. of

worldwide,

cspecially  through its membership of the internstional

Trom and Bteel Ionstibure (II5I).

VITAL STATISTICS

Plant Units Capscities
- Pellet Plant 1.5 million honnes

- Direct Heduction 1.02 million tonne

i
m

34

SOTNAMEN

of



Plant

- Rlectric Arc
Furnaz 2]
-~ Continuous casting

- Rolling Mill

- Lime Plant

AXULLARY UNITS

DRI

1 million tonnes per annum  of
ligquids

h00.000 tonnes per annum of
billets

220,000 tonnes  per annum of
rolled pro

86,000 tonnes  per  annum of

burnt lime.

These plants include: Plant Harbour, Foundry, Alr
Separation Plant, central Lahoratory and AQuality
Control, Power Supply and DMatributions. Repailir and
Maintenanc Bhons, Communications, Water Supply,
Treining Centre, industrial BEffluent arnd Sewage

Treatment, Computer and Fire Service.
INPUT MATERIALS:

come of the Delta Steel input minerals are:

Iron ore (ab 1,500,000 tonnes/per year), Lime

Stone (130,000  tonnes/rper yvear) Matural Gas (et al
Hh86.82 x 10 tonnes per year), Coke {(at 6,000 tonnez per
vear), Derrous alloys at 25,000 tonnes  per  year)
Refactory Bucks (at 43,000 per year), Others (27,000 per
annumnl, Seneral Goods i.e. spare parts {(at 15,000 per
year) The figures in the bhrackests are the approximate
reguirement of hite materials per yvear and tonnes.

Liberia and Brazil are their current sourc of
Iron Ore which i3 delivered directly to the plant



Harbour. The

long-run

source od supply

usually

come

from Iron Cre deposits in Geines {(Conakry), where the
federal goverrment of Nigerisa has acgnired equity
participation of 17.5% in the mining concern.

The company obtains its lime stone from  local
deposites at Mfsmosing ar Calabsr in Cross Hiver Btate
ususlly delivered hy ship/barges of up to 3,000 DWT to
the plant Harbour. And the natural gee supplies come
from Ughelli QOil/gas flelds.

INDUSTETAL GASES:
Delta Steel produces and sells the following
Induastrial Gases:
1. ARGON
Mode: Gasges and Liguid; Purity 99.9%
Uszes: Mostly in welding and steel analysis.
2. DXYGEN
Mode: (Gaseous and Ligui: Purity; 99.5%
Uges: In steel production and hs hosplitals
3. NITROGEN
Mode - ZGassouvs and Liguid; Purity: 99.8%
Uses: A=z A passivator for DRI in closed
storages, fertilizer mamfacture and steesl production
THE FCUNDERY DEPARTMENT

The foundry at Delta Steel Complex over  the
year produced over 700 different spare parts. It now
cagts, on reguest, variocus sveclializsd machine parts for

1o
Ll



ligeria s comment, Quarry, Minning and other industries.
Delta SBteel has entered the export merker with a
variety of guality steel and miscellansous products,

B2

produced to international standards ranging from  direct

reduced  Iron and Cold Brigustted Iron o rolled steel

gazas and hydrated lime.

produchts,

LIME FROISICTS

"Telta lim=" is the brade name for the burnt and

hydrated lime produced hy Delta Stesl. The bhurnt lime

useful for watar traatment, reaticides, road

The company is operated from the perspective of
positively participating and leading the way in  the
development of Higeria' s stesl industry. Corporate
perfornance iz measured nobt only in turnover but also by

the asucoess achisved in educating stesl dealers anthe
proar application of steels of various gualities.
Not only that, ths company runs a comprehensive

health care services Ffor its employveeds mamned by

gualified medical, para medica and administratiave
personnel. Thege health facilities are located at  the

staff guarters and the plant site.
Delta steel also operates a captive steel township
of high standard comprising of over 5,340 housing units.

On  the hasic of the average Nigerian family =ize, the



eventual population of the steel township iz estimated

in excess of 50,000,

Additionally, the company provides educational
faecilitien for thea children and Jdependsnt of the
workers The oompany runs 3 well staffed and full

also gave pricrity to manpower development through co-
= 15 5 =

ordinated training especially of technicians and
craftmen for eventual deploymsant to the steel plant
operations. Some are usually given achorlarship to  be
trained  in stesl plants in Burope, India and Hrazil on

"leave with pay
0 Improving the standsrd of living of
the warkers, Gthe asteel ocompeny  handles  the bhulk

marchasing of commodities for staff, runs a cooperative

and coredit syastens and work to  enchance  integration,
education and goond neighbour—-liness among staff,

orperate =3 family welfare section which handles
counselling, arbhitration and support.

Alson, as part of welfare zervices, the company
provides a fleet of bupes for ataff use to and from
work. Reersatlon, a most important aspect of community
life 3is taken care of with the operation of various

acti

3]
43}
QO
[
1
m
o
er
[._. -
J
b
£
fod
Lamy
Q 33
0
fie
-
[
ot
[
o
v}
Y
=
oo
Iy
et
Yod
3
0
0
I—«J
f
Lo
a3
Fed
[
]
[
i
6}
Y

rities,

C’

standard swmning pools, a Jogging olub as wellas lawn

tennis courts and a National league foot-hall team.



STAFE RECEUTITMENT. SELECTION AND RPLACEMENT

Where experience gtaff are reguired,
advertiement have +to he inserted in  the national
newspapers or in the television stations. Apart from
recruaitment of steff Job zdvertisgsing is a3 form of
selling the company as it ;a:ries a tremendous amount of
general imsge building., blicity and prestige.
Interviewing snd selection are tivities enbrusted Lo
the personnel department of this company.

I858A]
Like Many other industries, on

duty as a worker, workers are given a copy

Ky

a document called the "code of conduc

v“}‘

. It is a
document which spare the dos and donta of the industry.
Non-compliance with these state codes (viclated on

several ocaszssions and with ssveral gualities) amount to

dismissal of such a worker The essences of punishment
iz to make workers to he more serious with their job.
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NATIONAL SALT COMPANY OF NIGERIA LIMITED.
' OTTA. OGUN STATE (HASCOMN)

=  historvy o ationa Salt Compan of
The Thistory £ National Salt Cowmpsny pi

Nigeris Limited, NABCON, is a cheguered one. It dates

cn

CL
o
o

back to 1271, when the federsl goverrmenh decide

egtablish 2 s2lt refinery in the countryvy. Following the

decision, the government entered into technical
partnershivy with Messys Abtlantic Salt =snd Chemical

Company of Log Angele, California, USA. A

salt refinery

I

was susequently selt e st Lioke-Otts in Ogun State.
The refineryv, which was commissioned October 9,
1975, with a cepacity to oroduce 75,000 tonnes of salt

in tis

oo
ot
0
.
o
o
n

rer vyesr.managed to produce only 21,835
first two-znd- half vears. As a resulh of this obviocus
roor overformence, & mansgemnent sudit wes insitituted

into its affairs. The report of this mansgement sudit

{'l

-

revealed a3 high level of various desls and wanh on  rape

of public funds Conseguently, +the parbtnership with

Atlantic Salt aad Chemical Compsny wss berminated. In
its vlace, anchbher foreign coumpany, Salitec of Itsly, was
appointed as  technical pariner. In epite of the
changes, the expected improvement in rperformance  and

management was not forthcoming. In fact, by early July
1978, the plants had completely broken down, thus,
giving the federsl government more worries. Wrote

General Olusegun Obsssndio. former hesd of state, while

vieiting +the factoryv, July 6, 1873. "It is a mnational
disgrace that this factory has to be laid to idleness



for such a long time, yet.,there is no definite time to

put it back to work”. He then charge +the management:

}—_
o
LS
s
b
D
0
|“+'
o

o immediste sction and report on when and how
this vital industry will 20 back into produvction and be
permanently kept in produchion”

Soon after General Obasanio’s visit. the federal
government took over full ownership and mansgement of
the company. Boubt in orxder to put the plant back into

production,. Tthe federal government decided to hire the

services of Glovanni Savic, an Itslian expert in salt

ﬁ

«finning a8 & bechnicasl adviger. Savioc, who still
works Tor NASCON, with the assistance of +three other

experts suc

x’D

ded in resuvscitating the plants.

Although. these sxperts bhrought life Lo the once
idle feasotory, low production and lack of raw wmaterisls
continued to remain the bsne of the company. The result

was  that  the cowmpany found it exhren

L.,:
i
[
}.‘.I‘
?]
I
',_JA
0
~
ot
-]
—
Lt
o
Q

ing out of ilite ool of oreblewms which ranged from huge

& =0

debt vortfoclio, alsruaing and contloous corvoded plant
and  machinary, lack of raw matbsisls to  insdeguate
vehichles for hransport and poorly motivated workforce.

Thue, it became inevitable for the mindstry of

industries, under the leadership of Alsni Akinyinade,

m

retired lisvtenant-general, to regquest for a2 wnilirary
administrator fTor the company. Inn line with the

reguest. the governor reported in Januvary 12938, Mustapha

H. Jokolo a retired major, as the sole adminstrator of

_‘.-
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of HASCON =zalt  is

The production of

that involve the use of modern and

machinery and eguilpment.

1. BEFINNING: The crude salt undergoes a total

al 2O IMemove heavy

)
ot

by treatment with chemice

r.J

metal impuritisezs like Meroutbty, Arsenic iron, Lead and s0

on which are very dangeroug for human consumption.

C

ther impurities like Caleoium sulphate, Magnessium  and

2. IDEYIWG AND SEPARATING: The refined zalt is now

subjected to drying. At this stage, metallic impurities
that escape the refinning stage are extracted with free
Flowing sagent finally icdized for the prevention and
cure goitre.

. PACKAGING: The pure zalt is bagged with the

jatd

Ultra modern packaginzg machine of NASCON. The packages
are in 1Kg., 20Eg and 20Kz for all grades of table salts.

The industrial salt and kitchen salt are in HOEg bhag

From the ancient times Lo the present  day, the
importance of salt for man and animsls has been
recognised. The human body may actually be kept alive
for sometime if & salt sclubion is substituted for loss

of blood. &alt was alsce usged as money in ancient +times

=

because of ites valuability. Roman soldisrs werse given
special =alts rations called "SALARIUM  ARGENTIMY from



which the English word "salary' has got ite roots.

In ancient Greece, salt was traded for slaves and when
such slaves were not productive they were =said Lo be not
"worth their salt”. Today, salt is used in homes and in
industries and also for the following:

1. In chemical manufacture of soda ash, caustic
cnlorine, hydrochlorico . acid, s=odium aulphate and
hydrogen.

2. Az nutrients for flavour prapvaration.

3. As food processzing raw materials.

4. Az freezxing point depressant.

H., In metallogical processing.

6. Az premervative.

BRAND

i. TARLE BALT {(Iodized and free Fflowing?d. High
purity free flowing s=alt with vwvery fine uniform
granulation contalilning free flowing agents and iodine.

TABLE SALT {Plainy. High purity dried salt of fine
uniform sgranulation. It contains no halogen additive
(it is usually produced on requast)

3. SUPER  FIHE TARLE SALT. This isa high purity
salt powdsr cont it is
usad in bakerias, dyveing
food preparefion and othesr industrial uses.

4. INDETRIAL SALT {dried coarses). This is hisgh



. EKITCHEEM SALT {Iodized and free flowing). This
ig high purity free flowing salt crystal size of between

1.0mm and Z_.5mm. Contains mineral traces of iodine in

4t

addition to free flowing agents. t is used both in
homes and industries.
Finally, the company 1i1a the Hation™s Ho. 1 salt

manufacturer and the best salt producer nationwide.

PERSONNET, AW INIAISTRIAL RELATIONSHID

The relationship bebtween the management and staff

of the company has been most cordial. The petty
wranglings amaong managers and the conseguent

demoralisation of the workers had since given way to a

gogs “when things gelt tough, only the tough can  keep
soing". The result iz that szome of the human
impediements that hsla the mpany back in ths past have
ha to  throw  in the towel. The workers have since
identified with the new dispensation, particularly as
they are bsing zgiven a senge of belonging getting. An
example 1is the provision of work uniforms, industrial
helmets, gloves, masks and boots, without which their

implement  the 15 percent sgovernment-autorlised wage
increase. Sald RUA. Daudu, a Production Superintendent,
on  the developments in the oompany: Our  production

2

leval is fipe now. Before, we had no fork-1ifts, no



loaders and no raw materials

to work with.

But now, we

have a#11 these things” Piug Drnwughohlem a2 mechanical
foremsn, who joined the company since 1878 asgreed with
Daudu.

PEYSICATL DEVELOPMENT

The reorganisation of NASCON did not stop at
personnel changes and development. Adminlstration has
developed and comniszionsd a  aumber af physical
atructures.

AIBMINISTRATIVE BUILDING: v is modern
administrative complex with quality furniture, filxtures
and fittings, 24 offices, a Yboardroom, filling room
libhrary,recevtions, Tea room  and adsgquate olet
facilites. The construction of the building started in

1888 and was completed in 1889, at a cost of NG00,.000 by
Admite HWNigeris LDimited. { imileay bullding now. would
cost about B1ID million.

Warchouse: The former stock-pile building which the
company Saw  as & death-trap waa mulled down and
replaced with & modsrn and strong warshous with a
capacity for 12,000 metric tonnes of finished products.
The warshouss waz bullt by Polymart Nigeria Limited at a
cost of HEHO,0Q00.

Workshop: Since  inception, the company nevsep _had &
standard workshop for maintenance services. e new
workshop iz a complex Ffor mechanical, electrical and
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carpentry services. There is also a vehicle wahsing bay
as waell ss six major stores for spare parts of five
e conshtruchion comnenced in July 1889 by
ligeris Limited. The aost of the workshop is
approximately H1.5 million.

Fence: The height of the old fence of the company has
been increassed with security wire. The fence has also
been plastered and painted.

Bole-nole: tUnlike in the ?ast, when the company had  to
contend with =zalty water, a fresh water bors-hole  with
treatment plant and overhead tank has hean  caonatructed
of the company.

Gatehouse: A complate renovabtion of the existing gates

N

has heen carried oult. In addition, a new was provide to

i

re-proute thwe  commerclal  wvehicles coming  into the
premises  to  enable thew pass through the new welgh-
bride. "This is a major improvement onthe company’ s
internal security =system' .

Plant and Machinery: In order Lo ansure regular supply

of power, ths administration, completed the installation

of a 1000 Kwva generator at a cost of & similar plant
now is about N2.4 million.
Transport: To facilitate the transportation of staff

to and from worlk, the administration bought three new

buses, thres B4 cars, three pilcek-up vans and zix motor-

cveles. The existing bus and two other cars were
rehabilitated. "For this spontansous decision, the

managament was able to save the company a lot of money,



.

considering hte spiral r

n vehicles prices and

I.,..l.
Q)
@
-

The production ccapacity of the company,
according to Major Jdokolo, n=seds to bhe  increasmed from
60,000  to 100,000 metric tonnes of consumable salt per
annum;  1f we are to continue to meet the increasing
demand for our product.” To achieve fthis, a new product
line, he =said, would be necessary. He also hinted that
there iz the possibility of diversifying into bag-making
which would make the packaging ofthe company & producats
easler. He =aid that as part of our programms, surplus
bhags would be esxported to the West African sub-region,
where the demand for such bags is very high. The market

1f  encouraged, will improve Nigeria s present sluggish

foreign gxchange bhass and  enhance the country’s

political and =conomic positions.
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5.3 PREMIER PAINTE LIMITRD,
IFRO, OGUN STATE.

BISTORY OF THE COMPANY:

Fremier Paints Libd. was incorporated in August 1982

k)

as a small family business. It was then Thased within
the family residence at 6, Egbatedo Close, Ifako,Agege.
By 1885, ths company moved to the present =zite at Ifo,

Ogun  State and commenced production with a staff

strength of 8b workers. As at the commencement of this

survay, ths ataff astrength was over 200 workers.
PROTUICTION ACTIVITIES: The company manufactures
decorative industrial and woodfinishing products. From

a production level of 5,00gls (20,000 Litres)} in 18865,
the company 2 current capaclity now is about 40,000gls or
.

160,000 Lis. per month or 2 million Litres per annum.

INDUSTRIAL  PATNTS: Industrial paintz congtitute about

80 percent of her total production. Ths company is  the

number one leader among the 180 producers of WOCDEFINISH

rroducta  used by the furniture industries. She also
urplies copanies like Costain, Harmony house,

Woodpecker, Retter living, EKaduna furniture, Alibert
products, Builders products, Jos, G. Gépp furniture,
Vono furniturs, S C 0 A furniture and so on.

The company 1s also the brand leader for RED OXIDE
PRIMER for the Bteel and Iron industries. These ars no
mean achievements considering the fact that the company
copetes with sultl nationagls in the industry.

The decorative paints account for 35-40 percent of her
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production activitieg. The brand of decorative products
nelude HILUX GLOSS, HILUX EMULSION, UNDERCOAT AND ZETTA
&  ZETTALUX EMULSION. These are all successful brands
and doing well in the market.

THE WALL MARSHAL TEXTURED PAINT: There is also the Wall

Marshall Textured psint which is the fruit of over 2

vears of research and development carrised out by  their
teamn of Chewmists and oubside Paint Consultants.
Textured paint was introduced into the country about a
decade ag Taday, there are sbout 10 popualr varieties

of the product (brends). 0Of intere

&

ig the fact that
WALL - MARSHALL TEXTUBRED PAINT approasch to palinting is
anchored on long term protection rather than the short
term decorative value. The company offfefs twenty-one
{21y stsndard colouvrs (which is & record by  1teelf).
The Wall Marshsll bextured paint slso carries a 5 - year
QUALITY WABRANTY. This is the first *time a paint
company in MNigeris will ploneer such fzecility to  the
consumer based on its excellent resgistance to algas and

fungl growbh.

EESEABCH AND DEVELOPMENT:

Premier paints limited has a well sgquipsed research

and development laboratory with well gualified and
competent industrial Chemists. Her laboratory is
equiped with a compuberised Accelerated Weathering
Tester which is capable of giving result of painted

panel within few dayvs of exposure. For example, 300hrs



exposure in the cabinet is equivalent of 12 months of

TRAINING: The company attaches great  importance  to
staff development. PFremier paints limited is the first
indigenous company to be registered with the British

KN

paint research Institute. In 1992 two of her technical
staff were =ant on industrial training at  the paint
reacarch laboratory  in Teddington near London. They
also apent zometime at the University of North London,
school of Polymer techmnleogy Holloway. Their fraining
covered all areas of painnt manufacture and testing the
production of adhessives and sealants.

PROMOTIONM: PFromotion in the industry is based largely

on merit and efficiency. For example. somebody who was

at the tims of this survey. Senior ataff of the company
are given official cars while cothers usse the company
staff huses. These vehiclez are palinted in the

offficial colour of the company.

The 2oy 3 L I ey L T rhemasess lves
lne Wwaomiaers DOV LOS S0 DR i3 wiemEsesiaves
ey - 2 T P T g Wt e o~ R 11N .
mostly in Ifn  townshinz., In view of this,they are
i B N - -~ - Ty e 3Ry - T o rer Y oy g
entitled to moderate housing allowances.
AT e Bl TR P O M ;e b ey o e T s s b itY -
AR =18 IS DNWOINRAany das o oonuracuual agrMecilisnin WG a
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nedical ocerire in Ifo where workers ang their nt=
Medical OS2ursE 15 1I0 Wahaarss wormay anag their de e ndan
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CHAPTER SIX | “
BACKZROUND INFORMATIOR O THE WORK ATT]?HDAU
GF NIGERTANS IN THDUSTRIAL HHTAPII SHMENTS
Chapter  four of this sorvey foeuseed on the .
methodology which included the procedors fhat wefe
folloewd in the selection of cample. Also, 1t was stated
in Lthe said chapter that the survey invoived the use

“

of gquestiomnmaire, perhicipant observation, focus group

digcussions  and indepth interview in gathering data  on

Lhe workers” soclo-demographic charvacteristics. work

Vite os -

history, =socin cultural beliefo, gualiby
well as working Life swoong obhers.

The data Lhat were gabhered from  bthe shove  sheps
are pwesanhéd,'amalym@d and discusosd in this  and  bhe

next chapher.

EOCTO-TEHOGRAPHIC - CNHARACTRERTISTICE ARD WORE  HISZTRQY OF

THE RESPONDENTE IN THE STIHMED INDUSTRIES

The socio-demographic chapacheristics of the

regpondents give an insight irto  the compositlon of

workers in the studied indusbrlies. Tt also provides an
opportunity for fitting tho workers reraonallty

characteristics wilth thelr responsaa to the  quest

i.a-

One

3

vaiged in  the  stw

fmportantly, it provides
background  informatbtion that Influnences  the o attitudes
aml  pevoaphion 'wflxmn\d'ilxg life in pavtiowlar and 6] ;:'11'
gquality of 1ife jn general. . .

Some  of  the  osocio-demogyaphic characteriatbics
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covered in bthe survey included age, sex., marital status

-

educational athainment, ocevpationsal’ statue,  incomne

a

rnugber ot dependents tribea, length of service  in
pregent employment and so on.  Below are the findings of

this eurvey.

Table B.1 Age distridbution of Rﬁqpanwnt‘ by industry.

! Premiasr ! NeEC - NASCON
: : ' -

Aga(yeara) | NMumber !Percentage!Number!Parcentage! Number!Percentage
‘ ' | et H :

18 = 25 H ! 17.0 B ! g5.7 booAah ' 7.2
] ' : 1 ) ] |
t { 1 H 1 1

26 - 3b VaD ! £, O V68 S P v h9 ; 48.8
1 | t ] H 1
] { 1 t 1 1

46 - Bb RS ' 15 1ok V294 I 04 ' 9.9
1 } | J 3y {
! ! \ { s i

Above DHE G ! 3.0 I ! g9.4 ! 1 ! 0.8
) 1 1 Al | ]
L} 1 1 —— b § 1
3 ] ! 1 i 1
! 1 ! i 1 I

TOTAL VAo VroGLn V119 V00 R ] b100D.0
! 1 1 ) 1 t

e st € iciorts e varere i 1 i [} [ 1 1

Age iz an imporbtant riable in every soclal

s
»’

analyasias becauss 1t conributes to human 2xperie=nce about
life. Information i-_n Lable 1 showad that factory works
tend Lo draw young men and women. For inztance, majority
of the workers sampled in the three industries are
between 18-45H years of age. The table also showed that
there iz little disparity in the age composition of
workers in the three industries. Infaclt, many of them,
AGO.O percaent in Premier Pailntas, bHE.3percent in IBC  and
48.8 percent in NASCON fell betwasn Jb~ﬂ5 vears of age.
H.0  percent, 4.2parcmnt and 3.3 percent  in .Premier

Paints, INC and HA DN respactively were bhetween 4655

145



vears while 3.0 percgnt, 3.4 percent and 0.8 percent in
Premeir painte, DSC and NASCON were above. 655 vesrs of
age . Few ewxceptional cases were reacorded in  18-25  vesar
and  368-4H vesr sge brackebs. For inelbsnee, while 37.2
rercent, and 7.0 percent in HASCON and  Premier palnbs

were betwsen 1B-25 vesrs, only 8.7 percent fell in  the

3

same  category in DSC. Also, 22,4 percent and 15,0
percent.  in DSC and Premier paints were between 36-405
years as agsinst 2.9 perocent in NARCON.

Thisg information confirwmed the earlier findings
that & majority of the Nligerian induetrial labour Fores
is made wup of relatively voung workers (Mgbe 1991;
Afonja 1981; Qloke 1873; Soleve 1270) and wers cmmmitted

to urban emplovment (Oyeneve 1884; Peil 1872).

Table B.2: Sex distribntion of Begpondent by industry.

Premiex

N A

S0 0N

Momber | Percentage

{

Humber | Percentage

TA 1014

Female P 220 15 N ) 14

33.4

11.8

TOTAL 100 NG 119

=
@
-
D
~
3]
.
e

{
¥
t
!
t
1
1
!
H
i
t
'
1
$
1
'

T,
.
T2

10070

The information in table B¢ showed s predoninance
3 f ma. e over fems la vworkers in e Lhree
industries. Infact, it was found that a2 high percentage

wf  workers in Premier paionhs (7.0 percent) DSC (87.4
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percent) and NASCON (88.4 percent) were males as against

22.0 percent, 12.8 percent and 11.8 percent fewmales in

Premier painte, DEC and NASCON respechtively.

The ypredominance of males over fewales in  the
studied  industries could be traced to  the fact that
African women have & loong tradition of working to
support themselves and their husbands mainly as  btraders
but also as farmers. It dould also attributed to the low
proporbion of MNMigerian females in irddnetyrial emp@myment
due to  the nabture of the tasks involved and thé fact

that factory jobe sre nobt as stbractive Lo women as self
emplovment becanse of leack of adegquate doy care narsies
for chilldren. Evidence of wyle predomipance over females
in  indostrial  sebbtings  has been  documented by Peil
(172, Afmnjavand Dennies (19757, Alo (1935)Y,Adna (18991)
among obhers.

The relative high percentage of women in  Premier

Y

Paints 22,0 percent) could bhe attributed to the  faot

that Paints induastries genarally use madium tending

technologies whioch are physically lishbt in operation and

eany to handle by women unlike s2hoael and zsalt industries

which relie on heavy machinariss and technologies.

23
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Tabhle 8.3 Maribal status of Raspondenbts. by industrey.

M A S OCON

Premiar

Marital

status Momber | Percentase

Peroanbage

[

Humbyear !
1

B1.2
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45 .5
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Marriaze Lo an average Higerian is

ambition (Qdo  1985) and ocould be dinlked

actualization (Maslow 19543 althomgh thers avs

agtresses and abreaing, a lob of problems sand enjovment

whinl  tho peopls oonecerned andopso. showny in bable

.3 nformuation on the maribal an o of the workers

.
4h b P HARCOMN . Th R af  HARCOH
could not he Alvoposd Trom bhe fact that sz muach 37,2
percaent  of the workaes in vyl 1
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bracket for marriasse.
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The rate of divorce iﬁ the three industries was low.
Specifically, 2.0 percent, 4.2 percent and 3. 3percent in
Premier‘ painte, DBC and  NABCOM respachtively were
divorced.

Table 5.4 Humber of Dependente, by industry.

' Premier t e ! M A G CON-
Numbers of | b e
Dependents | NMumber Percentase!Number!Percentaps! Numbar!Fercentage
\ ! ) ) ' 1
i i t e £ f ]
1 g ! 9.0 L Poololl 2D ! 16.56
1 1 1 H ] 1
] t 1 1 ] 1
2 R ! 230 PoEh RN I | booola ! 15.7
i H H H : 1
] ! 1 [ i
3 A H 16,0 HI R & ! 10,4 ¢ In ! 12.4
i ' 1 1 i 1
] 1 1 1 ] ]
4 oan ! 15,0 PR ' 7.6 N ' 11.6
] 1 1 t H 1
1 ] 1 { { [}
3] VAT ! 7.0 N A e tooRE ! 21.8
[} H 1 H 1 1
t { i 1 1 {
& P B : g.00 120 168 b7 5.8
1 ¥ 1 I 1] '
1 i i t 1 1
Abhove 6 I i 12.0 LoD S N S W ! 4 ! 3.4
] ¥ 1 L] 1 ]
1 i ! t 1 ]
W Depen- 0 0 2 ! 20 ) : 2.0 Y & : 13.2
dant : ; 0 ‘ i !
1 ] } 3 ] )
H { i o | 1 (
| : ! : : :
TOTATL P00 N I IS 1119 bolen.o ] boo10000-
{ i i e : "
H 1 {
§ ] !
MEAN ) 670 ! 4,180 ' 2.975
1 i 1
t { ]

Within the indegenious Higerian setting., the lead -
of houzsehold provides for the basic nesds of members of
his/her housshold be it wives, children or relatives. It
iz realisation of this that the workers were asked to
sive the numbveer of people whe atav with them  as

dependents.

Tha  data  in kable G4 showed  that o large
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proportion of the workers had dependents which included
wives, children, and relatives. Infact only 3.0 percent,

2. 5percent  and 13.7 percent in Premier painbs, DSC  and

NASCON  respechively did not have any  dependents. The

proportion of high oaumber of depasndents (above six
dependents) werse higher in DO (168,88 perc ﬂﬁt) and
Premier palnts (12,0 percent) as againet 3.3 percent in
NASCON .
.

Children arve highly valued in HNigeria and a
marriag: without c¢hildren will not be considered
succegsful  Moztof the dependents in thiz  suarvey  were
actually aohildren of  the wovkers and nacassarily

relatives. The maan number of dspendsnts vanged hetbtween

3.6870, 4.1680 and 2.875 in Premier paints, DEC and NASCON

espectively.

Table 6.5 Traguency of visitors, by industry.

' FPremier ! FRENCER W ! NASCON
! _— ;
No. Times | NHumber !Percentage!Number!Percentagese] Number!Percentage
t ; i i i 4
1 ! 41 ) 41.0 Pont A A VB4 ! 44 .6
' ' i " : :
2 ! 7 ! T.0 oA ! 5.7 ! 2 ! 1.7
' ' H ' ! l
3 ! £ ! g.0 . ! A ! o ! 7.4
z | : | : : )
4 ‘ 12 ! 12.0 a ! 7.6 ! 3 ' ]
}
, I | 5 i }
Ahove 4 ! 14 ! 19.0 | G B S ] ! 42.1
Timas ! ! ! 1 : }
] H 1 t 1 1
. t 1 1 1 1 '
Mo Response | [R$] . ih. o G B R N : e X 1.7
H 1 1 ) ) 1 el
R —— SO - S JE - [ —_— J— ] SR - - e
1 1 1 1 t 1
= [} o 1 ] 1 ) 1 o 1 |
TOTAL VLY J 100 .0 Y114a Vo100 .0 N RS : 100.0
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Information in table 6.5 showed that majority of
the worker in thew three industries receive relatives
from ounbeide their plan@é of work.

Very few migrantes oot themslves off  from  their
relatives and hownzoen.,Coaldwe]l (1269) reports thabt moshb
rural-urban nigrante vigit the towns  betfore they
wigrate. They wueuslly go toe a Lown where they  know
someone and spend thely asrly weehs or monbhsthere with
these contachs. Abimes, they come as vislhors bub J rher
find work or school and sethle permanently.

41.0  percest,  17.8 percent and 44,8  perceant  in

Prewier FPasinte, IS0 and NASCOMN rerorted that they had

o
S

I

&

bean vigited by some relabi rom cubside their place

5
0

of  work once  in a year against T.0 percent,8.7
percent  snd LT percent in Premiey  painbts, DSC and
NASTON who reporbted thatrelatives visibed btwice.

8.0 percent, 5.0 percent and T.4 percent  in

o pme

Premier paints, DEC and MASCON reported that bthey had

been visited three bimes Hy relatives doring the
previvos  yvear while 12.0 peveenl, 7.8 percent and 2.5
percent in Premier painbtes, DEO and NASTON mantioned four
times during the same period.

As  mach  as 4201 percent, 34 .4 percent  and 190
percent‘iu NASCON, DSC and Premier painbs reported  that
they had been visited more then four tines dﬁfing the
previous  vesr by some relatives  Lrom outﬁide their

prlaces of work. .
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Table 6.6 BEducational Background of workers, by industry.

! Fremier ! [N ! NASCON
Qualification ! ! !
NMumber 1 FPercentage !'Hunber ! Percentage! Humber!Percenta
_ | — B | - |
No formal ' - ! aun V2 : 1.7 118 ! 14.9
Education ' : . ! ' !

. ' k ;. ' ; i
Primarvy Modern | &l H £.0 I ! 7.6 V44 t 3G6.4
Certificate : i J ! ! j

: L ! ; ! .
Secondary/Highar! 29 ' 200 A G ¥ IS A0 ! 24.8
School ' ! ! ! . : !

, : | ! : : :
NCE,/CGNID : A0 ! a0 0 oA Vo269 R ' 12.4
. i i 1 1 l ;
Iniversity : ' ! : H !

Degree /HMD J 12 ! 120 A RS VoAb ' 4 t 3.3
' l i ‘ ‘ !

Others ! 23 : 2300 YA R G ' 9 ! 7.4
t ! : ' { '

Mo Responss / - ! Q.0 A | ; 08 ! 1 : 0.8
1 1 } 1 1 i
{ f 1 { I 1
i ' ' ; H I

TOTAL o100 VoD L0 Y118 R RIS 4] o1z V1000
1 1 1 1 1] 1
( t 1 1 1 {

Educational attainment i3 an  important =oclo-
demographio and economice  characteristic among the
inductrial labour fores because it helps to build an
enlightened and rational citezenery, abhle and willing to
exercise its rishts reasonably. 16 alse provides some
backgrounad information which help the workers to
determine and amssass thelr quality of working life.

Data in table B.65 indicated that majority of the
workers had one form of formal education or another.
Infact, none of the workers in Premisr  paints, 1.7
percoent and 144 pereont in EC and HAZCON had no formal

education. Conmparatively. worker ab Premier paints  and

1650



DSC were shown to be more educated than those ab NASCON.
Those with primsry edoacabion conabitubed 6.0 perocenh,

7.6

percent and 3604 percont in Premicry painhs, DEC and
NASCON while 29.0 percenl, 310 parcent and 24.8 vercent

nly.

in Premierv painto, D aral NABCON - respechively had

A

eoondanry weation. Premiery palots and DEC  had

O percent snd 26.9 percent who had  attained either

National Cebtificate of Bducstion (HNCE) or Ordinary

»

National Diplows (QOHD).

A =mall proportion of the workers in HASCON (3.3
rercent) atbtained University degreae or Higher Hational
Diploma (HED) as against 12.0 percent and 1bH.1 percent
in Premisr Paints and DEC. However, those who had
acquired other professional Lraining relevant to  their
Jjobs  conatibtubed 28.0 percent, 12.4 percent and 7.4
percent in FPremier paints, DEC and WAZDON respectively.
Table &.7 Income ribution o {empondeants, by industry.
Tahle &.7 1 e diatributlio £ Respondont By industey
Pramior ! s ! NASCON
Wagen —t i i
Humber ,Peruentage:Numhwr'anﬂnn-q; i Mumher {Peridentag
1 )
— 1 1
Below N2BOD, 00 28 2800 v 2R AT 44 .6
1
[}
M2LO0 - N4DOO ., 00 12 12.0 3 250 Poooan 24.8
N45H01 — Nabhioo. oo 19 19.0 W 21.4 3 2.50
NE8h0o1 ~- N12,500 17 17.0 A0 G 4 3.3

N12001 - N16,Rk00

Above N16,500.00 7 7.0 15 12.6 18 14.9
No Response 11 11.0 1 0.8 1 0.8
TOTAL 100 100.0 119 100.0 121 100.0

1
1
1
!
1
1
1
i
H
(
1
!
1
4
1
{
1
]
t
§
!
t
!
{
1
{
1
i
1
1
!
{
1
t
!
1
!
'
?
I
1
- 1

1
¢
1
{
!
1
!
t
1
1
1
i
'
i
1
{
1
t
!
1
)
1
I
(
1
i
1
t
}
i
i
!
1
|
1
I
i
1

163



Table 6.7 presented data on the present income
level of the gsample. Information on the table revesled
that more than half of the workers in Premier Painte and
MASCON earned below HES00 00 as income per anmun. Infact
59.0  percent in Premeir Painbs, 71.89 percent in  HASCON
earned below MBOHOO .00 as agalnast 47 0 perceot in DSC.

Comparatively, workers lo DSC and Fremelr Painte

earnead el income annoally then those at MASCON.  For

example, while 28,0 percent in Prewmier Paints and  22.7

i)

percent 1o DSC earned helow W2H00.00, sz mach 44 .6

s

percent in NASCON esrned the ssme. 12.0 ercent and 2.5

earned bhetween NZHOO-~

percent in Preemier Paints and
N4ASOO . 00 =8 against 24.8 percent in NAS (UN 19.0 percent

in Premeir Painte and 20.8 percent in DSC earned between

NABOO-N3H00 00 as sgalinet 2.5 percent in HNABCON. 17,

e l--;

percaent, 33, percent o oand 3.3 percent.  in  Premier
Paints, DSC and NASCON sarned between HBHOO-M1Z,H00.00
as anmaal income.

1t may be noted that a few of the workers earned

above NI16,800.00 as annual income in the three indus-

tries. Infact, only 7.0 peroent, 12.8 perveoent and 14.9

percent in FPramier Paints, D0 and NALUON  respectively
earned above H16H00. nn as annual income.

Although the annual income earnad hy most workers

Y

in Nigeria ar low by the standard of developad and some

developing cnunlv’ﬁw and may nobt be enough to supply the

eszentials of basic 1life, they aften represant  the

oppoertunity of improving one’s  astandard of living
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considerably beyond the village level. This

meall that income are not a cause ok Jie

Income differentisls are an lnporbant reasorn for

one Jjob morese than anobher.

Table 6.0 Qcoupational astatus of Hespondents,

does

by

not

satisfaction.

valuing

indus

try

o

Promiepr e &

WA

<
uj

("1

O N

Humhbaer

DR

Forceentage

Numbaear FPercentage | Number | Percontags
| .
[P A O oY ]
Skilled 24 34. BT BE LA
Sen G 21,0 S0 an.30

11~
skilled

Una 12

2.4

Ll o

Clerical 13 13.0 10 .4 13 10.7
TOTAL 1080 1000 118 100 12 100.0

i
f
)
1
1
t
1
t
:
}
t
!
]
1
1
|
]
f
)
(
1
1
!
t
1
Ll
]
!

One  of the major concerns of this survey was Lo

more  about the attibudes and perceptlions

various oooupabional structbiuras Thea

aatablishments. It i3 assumed heps JAICTRYE

different

oocupations have varyving atbibodes and
bhahave the  sams way  bocauss2 of 0 fShelr BRI

bhackgrounds.

In s} Ty ln

ent degres of incoprporalion iy oodesen
technology.  For o dnstancs, unskilled workers arve

Jirbrr whig ohriszed

l

doirg it

a  tong  poeriod of tioe . SZkilled workers wmaye b

vy

modern machinery and mass product lon
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of  these may be working in moch the same  wav, thongh

under  gregbor presocure Loy qealdiby and prodoction. The

semi-skhilled workers  are syvmbolic of a new . ers while

done.

@

clerical  work iz largely the sane whervere it
This work is seldon pechanized in induostries.

In this study, bhe bhaseg for classification were

LJ

training and vey. Jobs which require no  training were
considerad voskilled. Ezamples are labourers, storesmen,
cleaners  and  wobtchmen. 8killed workevs were those  in
jobhs  for which hthere is a Lrade test  or rrofesasional
training. Exsmples are wmpachine opevahbors  such 2.6
casters, riveters, pollshers, acocounts officers and 5o
on.

cemi-skilled factory work attracts wmiddle  school
leavers who arese unable. bto  continue their education or
arrange for an apprenticeshi They ses it as relatively
well paid work in the modern sector of the goonomy. It
iz probably the bezt job avatlable to them given their
lack of qualificatien. All non-manual joba except watch-
man wevé claszsified az clerical.

Information in table 6.8 showd that there were
more skilled workers in DEC (B8.3 percent) and NASCON
(H2.8 percent) than those é@ Premier Paints (34.0
percent}, although ther were more semi-zskilled workers
in Premier Paints (31.0 percent) than those at DED (2H.2
percent) and NASCON (12.4 percent). The reason for this

disperity oould bhe related to the fact that DISC and



NASCON in that order exhibited more advance machineries

and technologies than Premier Paints.

220 percent, 10.8 percent and 12.4 percent  in

—~

Premier Paints, DSC  and NASCOH 1 that order were

foda
-~

nekilled workers, while 13.0 percent in Premier Painte,
8.4 percent  in DS and 10.7 percent  in HASCON were

clerical workers. There was no wide spresd disperity

renerally  in Lthe occupational status of respondents  in

JIT.

the three establishments.

Table 6.8 Tribal background of Respondents, by industry.

! Premier : s ' N S CON
1 1 1
I { 1
Tribe {Humber |Percentage |Number | Percentage| Number| Percentage
‘. ! i . i !
Hausa : £ : 6.0 P28 b2ah RS i 19.0
| 1 ] 1 ] !
[} { f | 1 |
Ibo : 12 : 12.0 LRl HEE - yo18 ' 14.
! i 1 ! H |
‘ » \ . 1 ) 1 ' . t 1 .
Yoruba | 67 ' 67 . v17 yo 1403 poo2d ' 233
! : | | | |
Othora : 15 : 16.0 v 47 G2 D ¢ b : 43.0
1 | 3 ¥ ] ?
f i f f I I
' ) ! ' 1 1
1 { { f 4 1
TOTAL b3 oolanlo (11e ¢ 10000 Co121 P 1000

Information in table S.Q revealed that mn»t of
the workers came from the immediate tribe(s) around
their industries. For instance, B7.0 percent in  Premier
Paints and 23.1 pervcent in HARLON wars  Yoruba tribe
while 39.5 percent in DRC were from tribes other than
Hausa, Thoa and Yoruba. Only 14.3 percent in SO were
Yorubas. The case of DEC comld not ba divorced from  the

fact  that  the host States ~ Bdo and Inelta States are



multitribal States. Some of the tribes in the States
include Bdo, Isowm, Esen, ILbshekivi, Urheobo, TIisw  snd
Etesasko. B.0 percent, 23.5 percent and 12,0 percent  in
Premier Paints, DEC znd HASCON respentively were of .Ibo

tribe. The Gxﬁeptimmal cage of 43,0 perocent in NASCON

whe  came Trom obher bribes apart form the  three major -
tribes comid be erxplained by Lhe fact bhsb  Obbts - Lhe

host ity of HASCOH s ap indushrisloiby which  accomo-

dates people From 311 walks of lite and gleso becduse of -

her proximity  bto  Lagos Steate-~  the  dndoshbrisl oerve

cenbre  of Higevia. It woet be nobed thab a2ll the tbthree

iz}

major  tbtribes  in Nigeria were present in o bthe bhree

fi

indushries studied althouvegh their pumbers  varied  §from

one industry to another.

.

Table &._10: Attitudes Towsrds Working with non - indigene, -
by Industry.

Working with Fremier HAECOHN
non-indigene

always

I

il

Huwnbher | percentago | Humber | Parocasntage | Humber

Fercentage

....
fax)

Happy 82,6

htd

Not Happy 12 a1

"No Responss

TOTAL 100 .0 1000 18

100,

hY
—
>
.
o~
=

1
i
!
'
'
L
'
{
H
!
'
1
1
1
}
!
I
1
1
1

o~
)
2
2
N
]

a multi-tribal country connot

(D iy M m > e = we Fm o am = e e = - e ra e em

Nigeria, baing a that

3

people  from different tribal regionz would have to
intervact fraequently. Iaring much interactions,
different opinions about each other are* formed and

different attitud@s' are developed. It was in
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rea)isation of +this that we agsked our respondents
vhether or nobt bthey feel happy whenever they work with
people  from theidr own tribes. Information in  table
6.10 showed that madority of the workers in  the three
establishments sxpressed  bLhe feelings that  they felt
happy  when they work with pedple from  obther tribes.
Specifically, B2.0 percent in Premier paints, B9.1
percent in D30 and BZ.68 percent in  MASCON expressed
affirmative feelings abdut people from  other tribes
Only 18.0 peroent, 10,0 percent and 9.1 percent in

Premier painte, DIC and NASCON respectively expressed

contrary views abount people from other tribes.

Table 8.11 Attitudes towards working with own indigene, by Industry.

-

Working with! Fremiar ! s o CCONASCOMN
indigene ! { ! !
always 'Muamber | Percentage i Nuonber ! Percentaoge Monber ! Percentage |
t t ] ] 1 i 1
1 } ! ! ! ! . i
Happy oo Q0 L R 94 .1 HE N6 10 I B2.H J
1 t t t 1 t 1
H 1 ) t 1 ' ]
Not Happy | 05 | 5.0 oooe 1.7 { 15 | 12,4 !
; f i ) ; : |
No response | 020 ) w0 o0 4.8 : 05 5.0 !
; ; ' ' i ' ;
' : : ; ! i i
TOTAL 0o Y 10000 N U . RS ¥ 010 Voor21 b 10000 :
1 { { { H 1 [}
1 ] ] t H I ]

The notion that "blood is thicker bthan waher ™ was

geﬁerally displaved in btable 6.11 as majority of the
respondents  contended  that bthey felt happy when they
work with people from theilr own hribes. s specitically
shown in the toble, 920 percent in Fremnier paints, 9401

percent, in DSC and 828 percent 1o HASCOH expressed  the
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feelings thabt btheyv felt happy alwavse when they worl with
E E
peorle of Ltheiy own tribes. Oply G0 poroconb din Premier

Tl
AN

paints and 1.7 peroonl in

copthracy view.,

The exc Y ocomld be

sLUtrithoted be bhe fzoh

1
R

where  hhere  io Ldgh bribsl and coltoers]  diverslibies

among inbmbitanto. T4 ls npossible thet woosh people  in

t.he cibty  had

AR CHL

heterogenons nahbare of the it
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Table 6.12 : Langnage mostly spoken al work, hy Tndustry.

Premienr

Lr‘n‘:‘ a
mosLly

AR

Yorubha 27 BTG - 0.6 01 0.8
Others - 0,0 {3 0o ] @

P,
O,
B - [ K3 s E .
o,
et
P o . . : B : !
e m o men e i AR e am A e e e am — e

TOTAL 100 12

-
b

English language is the official language avery

moadern or:

in Nlgeria, most espacially whers

the workers are mulbti-tribal in nature.

Howaver, Ghe data in table 8,18 showed that only DEC
demonatratbed  that  feature. whdle Q7.5
pevcent. of the workers i WO mostly at

b *

work, aa against L7 .0 percent and 280 percent in NASCOW

=

and Promiar palnts vespectively. On the obther hand. it

was found that oo D operesnt in Pramier paints

apoke Yoruba language mozmbtly at work while 31.4  poercent
L aAC 1 e T g
in MASCOH bu?” Hiwss poreent  of

N

those  who apoks English languaass 3 N eould he

relatad bto Phe oulbl-tUribhal pature of Lhe workers as
shown  in 14w]u 5.9 while the high perocent of thosas  who
apoke Yoruba language in Fromier paints could be related

i

to the fact thalt the factory is located in a core Yoruba



speaking area and also it is A privately owned factory
by & Yoruba business msn.

Tahle 6.13 : Proportion of respondents with work experience, by Industr

' Premier 1 a0 ! NASCORN!
. R i l
Wumber ) Parcentage | Number ! Percentage | Number | Percentage |
! ! ! ! ! —— :
Yes & G4.0 Vo107 £a8e.9 V1ol galh :
i ' H i i ) 1
§ ( { H f 1 {

No 1S I .0 I IS 10.1 V20 16.56
1 3 ! H H 1 1
f t l 1 t { i
TOTAL VAo b 10000 L % S R N 610 B § oz Y 10000 !

\ ;

H 1 1 ] 1 1 ]

T { - { l \ ] ]
Most of the workers in. the thres Industries
contended that they had workead -b&foré Joining their
present establishments. Az shown in table 6.13, 94.0
peercent in HNASCOn expressed the facet that  they had
worked somewheare hefore Joining their present places of
worlk. NASCON  had the highest number of new  entrants
with 16.50 parcent. followad by DEC with 10,1 percent
while the least was Premier péints with 8.0 parcent.

Table 6.14 : HNumber of yearas without work,by Industry.

. Pramier G ! HASCHN!
Number of years ! — "
without work tHumber | Fercontage arcantage ! Numbar | Peroentags |
: H : t o ‘

0 S 1.0 GH A L 1 4.1 !

) ! . ! ! |

I f . 1 5 } ~ §

1 R SR 24,0 R7.1 HE O I 10.7 '

L ¥ 1 1 !

¢ { | 1 (

2 boo2s 28,0 5.4 L 35 T 4.1 '

1 ] H 1 1

i 1 { ¢ |

< N T 5 B 150 0.8 VRl 42.1 '

[} i | ] [}

' { ! f t

abhove 5 yveoars VooRR D80 2.0 I A6 .4 '
1 ] . 1 1 '

t | - - ] o 4 1

No rvesponso N ! 4.0 S N '
1 ¥ ) ) |

s e = b L L [ S — L. NENREN |
TOTATL Vo100 ! 100 1 L0 D N DS ) : !

N
1 1 H Y 1 1] ]
— — J— _ — ) - - _ f e | IR — SRS S - — | S e ——— t



Majority of the workers in the three Industries had
gstayed for more  than one yvear abh  home v"fhou’c work

Infact as

he faore thailr present work

much as 26.4  percent in NASCON and 28,0 percent in

Premier paints stayved without work for more than three

vears. Howavar, 31.1 percent of WOk s in DEC stayead

for than a vear hefore they

percent, HB7.1 percent  and 1007 perecant in FPromier

stayed for s minimum

S w

painta, IEC and HARCOH veapective

of one yvear withoul worl whils 280 Proemioer

s
~
Y
P
“
e
[
—
—

gl 4.1 pepcant in HAZCON

co, o An much oasnm 42010 paroent

pesivba stayed
e dalning bhedin

sy oabows, 1t i

evident Lhat wmeat worhers in the threo eobablicshoaents

with unemplavarent In

S| mmatable and deolindpryg economioc and political
climates  of Hio Chey pervoslve Lheir

quality  of working 13fa, the sgony of boing  unemploved
boofve would play a decisive role.  As show in table
.14, workers at WASION have had more unamployment gap

than theese in Promlar paints and TX. 2.

10

it



Takle 6,15 : Iensth of service in presant

employment

by Industry.

h’a

Number of vears Promier e

in present

N A

o
b}

C ON

=

Eastablishment Nunther | Farceentage | Homber ! Farcantase

Number | FPercentage
|

s 0 2R

AR
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el
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TOTAL 100 1000
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100.0

-

gatherad on s rvios

rrement applovmants auvggents a

work oy percant of

Ty

2 paroonnt

o
e

]

paints, b, It T3E0 and asm much as

in  WAZCON  hewding spent morsa than 4 wvears  in

proasent  work placas. 190 percant in Premiar

Ty oA
Aol ot

14.0 porecont in R0 and parcent in NASCOHN had

thelir present industries.

<

gserving workers, only 3.0 percent and 2.5  jpercant

Premier paints and S0 respectively arent less

one year in thelir present industries. As shown in

6.15, there azsem

to be little disparity i

o

service across  the three industries. 16 is

that

ffoots

length of service would have zsome e tats}

work yxpericncen, attitodes, bohavionues and

of  the workers on a romber of work related iasues

most eapociasally on tholr guality of working life.
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Tahle 6.16 : Degrese of satiasfaction with present work place, by Indur

Degres of satia-| Premier ! g G ! NASCON
faction with ! J '
prasent work ‘Number | Fercentage | Number | Percentage | Number | Percentages
place ' ! H l : ‘
b ] H 1 1 !
1 ] [T - 1 1 1 =
Satisfied VoLno o 1on Lo } iz N 3 Voohe Y 46,3
' ‘ i ' H ‘
Not Satisfiesd TR 0.0 L T R 1 N <15 W 5 ¥ S 4
i ' ! 5 . i !
1 1 ' ] | t
[ 1 1 1 H t
TOTATL yoAn0 Y 100, S e B B A ST D L B A S R 1 B
( ) .

The relatively stable workforce in  the three
atablishmants as  shown  in table §.015  bhecomes more

@glgnificant when it ix considered from the polint of view

of the Ievel of job

reapondents

i
-
—
)
-
T
B
fov
bz
.

present worl placeas. Az shown  in

tahle 6,16, information gathered on the degrea  of "

satislaction that moat of the workers in the

thres asmtahl; sors satisfisd with thelr present

1

obe . The level of sabisfaction was highest in Premier

paints. wharoa  all  the vuvkvr“ interviswnd P"“POﬁLpd

e b2 O T
aatiafaction an

RO.7 percent in W0, Only 46,73

pereent, howaver, axXpresso mabisfaction with their

work places in FASCOH.  The rantional case  of

NASCON  could e attributed to the faet that Obtka is  a
big industrial city with over 100 industries and wufkmrs
in NASZCON  would definitaly vasaesﬁ theler  levels éf
satisfaction relative Lo what operates in ather

eatablishments around them.
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IMPORTANGE QF WORE VAL }i:,‘

Ari insight  inbo the attitudes and peveepbions. of

quality of working life among Nigerians  in Industrial

f.

tablishments 1o ofben provided by the valuss placad on
the various work and 1ife attributes in as mueh as these
atbtributes ave reflacted and explicit in the meaning and
importance  which workers attach to  thelr qaguality of

working life in particular and quality of 1ife in

genaral. atbtributss and percaepting are

reflections of the workers awaransas of the conditions

under which they carry out theily 4iflevent gnmente

abt work, in addition Lo regualtlng the workses acllons in

S bade

purauilt of  btheir goals both at work and  outaside work

place.  In examininpg the work attlitudes and reaptlions

of the respon

ware askad ander toen diffecvent extrinsic and intringic

indices of a Jjob. They were

3
A

b which those indlices weres importanti to Lhelr gquality
of working life. Below were the findings from the  data

obtalned.

DIMENGIONS OF SATISFACTION AT WORE

The phenomenon of satisfaction at worlk have attracted
a greabt deal of interest in the fields of industrial

management and human bebhaviour at worl. Taweke (1897869)

for example, sugzested thalt over three thousand articles

oy Wave beso producsd and the number is of

}...-

or disgortat:

g vearly. This was due primarily Lo the



importance atbached to factors relating to bath
extrinsic  and  dnbrinsic sspects of work life. Ag  an
important compeonent of  hhnman behawviour ak work.

satisfachkion alt work is seen as the posiltive feelings of

,'3

the emplovess in 3 group aboub bhemselves and thelr work

e

situabion. Boaides, i rplbi-dimensional.
Satisfachion &t work is malbti-diwensionsal in the sense
that thare are many Lactors of it. esch of whicﬁ has
significant role Lo plav in determining employee’s
satisfaction at work. This implies that for emplovees

to show pogitive Teelings about bthelr jobs, thelr needs

l'.“

have to be eabisfied. But eamplovees have often been

4
Q.

viewe e he unshable. The reason foro this  complex
nature of eoploves’s athitude could be related to  the

1 at  work

E‘J‘

o

,..'

fact thaet smplovess; behaviour or sasbtisfach
vary asccording to variables in the employment situation,
in the individoal sitvation as well as varisbles outside
thé employoent situation (Olebo, 18983%.  These variables
a6 often plained i termg  of extrinsic and

intrinsiceatisfactions. The exhrinslic facets of

‘—

satisfachion alt work cover feelings sach as pay, frings
benetits, securityv  of job, prowobion progspects  soong
otbthers. The iphrinsic facels include feelings such sas
interesting work, opportunity bo develop abilities,
freedom  at work and aubtonomwy snod SQAQH. It ig in +the

light of +this uwnderstanding of bthe multifacedne of

sabisfaction &t work that guestions waere asked on nine
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dimensions of work factors consisting of fiftyv-sixz iteme

covering both extriosic ond inhtrinsico faﬂtmrel ot the )
Jjoh. These factors are discnesed under  sub-hesding
such as material  extricsic, shractorsl) competence, buman
relations. inkrinsio peraonal st mf mind,
flexibility of job,challenge of wmrk,-&eLf patbearn and
quality of 1life facbors. Geushions were shructured and
presented  on & ecale of four options from  which . each
respondent was to pick the bheebt opbion :that
represents  his/ her fﬁmllﬂﬂus The four opbions were
asseigned rabings as shown helow:
Very sabisfied o 4
Satisfiad o 3
Digasatiafied = 7
Very diszatisfied = 1
The values of very sabisfied and satietied were added
to  arrive at the proporbicas of respondents who are
gsatisfied with each of the factors while the values of
very dissatisfied and diseatizfisd were added to arrive
at tLhe wroportions Qf those wiho grpressed

digsatisfaction with the factores. The aoverall responses

of the workers are presented in the tables bhelow.



ble 6.17 : Index of Material/Extrinsic factor.

FASCONX

Premier paints AR

terial/Extrineic factors

12.0) 28 1041 86.0

o

inge benefits K 2.8 74 1 61.2 38.8

od working hours £6.07 3 21.8 §2 | £7.8 32.2

1
!

60.01 40

b security it 4.0 42.9 87 1 71.9 28.1

Y

Information gathered from workers the three

establishments showed that industrial worksrs in Nigeria

#Zraat

attributed importance to exbtrinsioc  aspects  of

their work. Az shown in table 8.17, as hisgh g 72.0

M
-t
fy
)
A

perzont in Premier paints, 78,2 percent in DEC and 860

percant in NASCON attached great importanos to thelr pay

at work while BH_ O parcent, B7.1 percent and 61.2

percent in Premier paintes. DEC and NASCOH vmwreetively_

abtributed great Importance to their entitled fringe

fEL0O at

much as

henefits at worlk.

Premier paints, 75.0 percent in

NAGCON attributed g

at impor

hours while mors

paints (60.0 percentd,

(71.9 percent) atbributed great

work. TFrom the data disousassd

Similarly, as
830
Lanoe
than half of the

EC (BT

above,

percent

and 678 peronet  at

to  thelr working

7
"

vreapondent Premier

1 operecent) and  NAICON

importance to securityat

it could he argued

that among the workers coversed in this study, extrinsic -
factors are as imporbtant as how thesse factors relate to
169 .



the respondents’™ actual or des
life.

. rml40

Table

)}

e

oo
.

Indesx of Structural

Premier paints

Important | Unimportant

ructural competence fachors

ired guality of

oonpatenna

faotors

working

ipervisor conpetent 61 ! 61.07 39! 38.0 B2 1 68.27 37 ! 311 7806450 43 1355
| 1 1 H ) ! H 1 1
| ( 1 1 i I ] t {
lequate information to do job 83 ) 83.0! 37 1 37.9 741 62.20 4 1 31.8 710 58,7 50 1 41.3
I ] H ] ! I ] ! 1
{ { 1 ] | 1 t | i
sponsibilities clear by | 54,00 46 46.0 69 1 R7.40 B0 1 o42.) 80 ! 66.1 ) 41 ! 33.9
i t ] I 1 1 ] i H
! ! ] 1 $ 1 1 1 (
0ugh help and equipment 61 1 61.67 29 30.9 70 ) 5881 49 | 41.2 73 16037 48 | 39.7
I 1 1 ] ) t t ] 1
I ] t t 1 1 1 { 1
ipervisor able to geb a work team 63 | 63.9% 371 37.0 63 ' §7.17 51 | 42.9 56 ) 46.3 | 65 ! B3.T7
) werk togather H : \ ' ! ' ! ; !
. PN R
i-yorkers compefent 60 ' §0.01 40 ) 40.0 70 BB 40 1412 72 1 58.5 7 48 1 40.5
Respondents aLPUbb the atudied catablishments

displayead aiwmilar attitudes

competence factoras as

structural competence factars apre

of quality of workinsg life.

showed- that wmany reapondents

percnet), DG {68.9 percent

believed that 1t iz very

adequate information

Jjob. Similarly, majority of

percent at Premier palints, H7.8

percent in  NASCOW) bellieved that

important.  for  them to have olear

work. Again, &1.

s

percant at
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Paln

rercent at DSC and 60.3'percent alt NAZCON contended that
it  ds very jwportant for them bto have enonugh help and
equipments at work while 63.0 percent at Premier paints,
57.1 percent at DSC and & littls below half (46.3
percent) at HASCON srgued that it is very lonportant  for
them to  have a supervisor that ocould get a  good work

tesm. Further many of the respondents (80.0 percent at

Premier paints, 58.8 percent in DSC and 59.5 percent in
NASCON) countended that it is veryv ioportant for them  to
have co-workers whoe are compebent alwave.

able 6.19 : Index of Human relation facters.

Premier paints b§¢ NASCON

unan relation factors

b -workers friendly 64 1 8401 8 1360 1R 5 L6 CHUERNCIE X

wpervisor friesdly 59 1 59,00 41§ 410 Miea 6 s mieel ® ing

hances good to nake friends 7 sv.of, ﬂ, 33.0 6 57.1:: 51 2.9 % 76.0 l % : 2.0

o - vorkers helpful 31 3;.9% 69 : 9.0 6 * 50.4:: 91408 o1 6.0 40 3.1

npervisor concerned aboub e 3 ' §9.00 % 2.0 & 52,90 56 7.1 B 1.1 3 ' 2.9
3 | ! ! KRR

7.0 44

(5]
[Sr ]
S =]

« - workers interested in me 29 3.1 94 21 ) 22.3

Xy]

The datsa In table 5.19 indiecated that the reactions
nf  individual roplera in the three  establishments  to

their oo - workers nd cupervisors seess Lo be  gonerally

positive, albhough thers wepre slgnifl dispacity  in

the  attituwdes and poerceptions of the ondaents to o a8

Few  human relations factors. Informatlion in tho  tahle

171



strowed Lhal 040 pevesnt o Premieor codints, HD3H percent
\11,-|

in DS0 and G100 percept in MASCON  atlribubed  grealk

iwportance Lo baving friendly co-workers at work. Also,

4+
ot

ao oslgnificant  eroporbion of vespondanbe  in bhe
studied establistmenls (59.0 pevoent in Premisr painbe,
B2.2 percent dn DEC aned G708 parcent in NASOON) believed
that it i verv important Lo have friendly supervisor at
work. Agnin, 67.0 percent, H7.1 percent and 76.0
percent  in Premier paints, DEC and HASCON  res pmrg_vwlv
attributed gresl imporbance to job that provides  good
chances to wmake friends. There wias &  significant
disparity in bbhe atbibudes of respondents Lowsrds having
helpful co-workers as only 31,0 percent in  Premier
paints as sgainst 50.4 percent in DSC and 86.9  percent
in NABCON  eupported the ides that it is  important  to
have helpful co-workers at work. Also, 83.0 percent in
Premicer paints, H52.9 percent in DEC and 7L.1 percenh in
NASCON  asttached great importance bto a supervisor which

shows greéat conceras about their welfore while a few of

respondents  in  Fremier paints (28.0 percent) and DSC

:l|

(38.9 percent) as agsinst T77.7 pevcent in MASCON
believed that it is very imporbtant for them to have  co-

workers who are interested in their own achions.



ible 6.20 : Index of Instrinsic facters.

Premier paints ps¢e NASCOUN

Important | Unimportant Importent | Unimportant Important | Unimportant

atrinsic factors.

sheresting work §1 1 81.07 19

i see results of my work a5 1 &b.0! 151 15,0 £l

ceedon fo do job - 80 20 ! &4

n do things 1 a@ best able 87 43.0 110 44

™2
=
<>
wr
T f<) < =3
. (= -

ofom
o
¢ < o0
—3
&

pportﬁnity to develop abilities 71 29.0 110 {19 20
On  the btasmis of information oollected iIn this

survey, it  could be argued that most workers in  the

thres establishments attribubad greabt importance 1o

instrinsic factors of their jobs. For instance, daata

in table 5.20 showed that most workers in the studied

eatablishments {Fremier paints (81.0 percent), D30 (68.1

percent) and NASCON (50.4 percent)}t believed that 1t is

very important for them to have interesting work. Also, l
5.0 percent at Premier painbs, HBO.4 percent at DEC  and
57.0 percent at HASOOH attached great importance to a
Job that would allow them to see resulbs of their work. "
A=z much az 80,0 percent in Premier paints, B3LH percent
in  DEC and 82.0 percent in NABCON attached significant
importance to job which gives them a lot of control and
freedom to decide when and how to carry oub their Jjob.
In the same valn, majority of the respondents  {(Dremler
paints 57.0 peercent, @92.4 porcent iuv DE& and 73.6
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percent in  NASCOMN)Y believed that it ts  dmportant

thern to have opporbunity bo do Lhings bhey  could

able to do.

Furthermore, many worlkers jo the studiad

parcent in Fremier paintos, D204 percent

a3.4 Ercent in MALCOM) abtributed . sigonili
importanos oo oa Job that would asive  them
orporbunities  to develop thelr abillities, talents

intellect.

Tahvle 6.21 - Indes of Socio ~ cultueal belief

5 e

Pramier paints i

Ieportant | Unimportar Important | Unimporiant
Yo Xage | Yo | fage Wo 1¥age | Yo | Yage

Tribal beliefs 6 16800 8! 8.0 05 17080 1 102
Favouritise 51 ' 5) a 1 8.9 50 sv.zli 3 ' 32.8
Nepobis It 43.0? 57 7.0 7 5, I 1.2
Fanily broblens 4614600 541 B0 821703 ¢ 1o

One of the basic assumpblions of this

SOUVeY

quality of working life, being an

BT 5

for hehaving in a cerbain way, varies

ACrOEs

cultural bweliefa and background in Nigeria. As the

in  table 6.21 showed, it couldbe infact he argued

amnnE the workers studisd in the

industrial workers attachad significant value  to

importance  of certain facats of soclo-cultural

they affect  their gquality of working life.

P
as
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instance, 6B.0 perenst in Premier paints ;7&.8 rercent
in DSC asnd AH.1 percent  in NABCOM  athached great
tmportance Lo theldr tribal beliefs sbout work.  Further,
majority of the regsepondents (51,0 percent in  Premier
paints, B7.2 perceut in DBC and B84.3 percent in  NASBCON)
attriboted great importance to the helief that degree of
favouritism abt work affects goal of work life. Al=o,

about halft of the workers 2t Premier paints (43,0

percent and DEC 588 percenl, ss well as 72.7 percent  at

é.].

P

NASCON)Y  abtbributed significant importonoce o level  of
Nepotiam at work.

Also  a vast majérity of workers at DEC (77.3  percenl)
and NASCON (73.6 percentland about half at Fremier

paints  (46.0 percent) beliaved that the level of  their

family problems often affact thelv goals of work life.
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Poyoonnl =

sonal state of mind

1ing/mood 72

o
[ ]
(X2
[ ]
=

estic quarrels

kness od impediate family senbars h2 DRI 480 480

A further inelght  ahoub

perceptions  of  woarbkers in Lhe @

aghowed  bhab irndostrerisl workers in

premivm on thedy rersonal state o

thelr qualiby of working 1i

abttitudes varied from one

For insbtance, as shown in Lable B

percaent, H8L.3 and  FERLH

palnbs, DT and MASCUON raspeobivel

very ilmportant  Tor  hlewm

fernlings and moods abt work plaos,

of e rescondento ozl Promier

igland

i DLO

L9 peroenh

NASTON

attributed slpnlliosnt

have domestic qiarrvels

not  they

Premicr paiots, DH.5  percent in

at NASCON atbribubed greal

any wmenber  of  Yheir  lmmediate

determining their personal stalbe of mind abt work
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ihle £.23:

lexibility of job
1dependent work and movement
wk freedon

1tonony

:5ponsibility

A

rerceptions

they placed varving degro=s

of joh characteriastics from

as  ahown
(HH.0 percent 1
believed that

work and

NASCON supported

Premier paints

much importance

DEC believed so.

in Premier paints,

in N
have
the respondents
(66.1

parcent )

halleved that

further

of

in tahle &.23,

movaemant

SCON belisved that

work autonomy.

and

Index of Flexibilty of job.

Premier paints

Important | Unimportant

55 1500 45 1 4.0
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insight into

respondents in thi

ansg es

23, about hal

v Fremier painta and DE.0O percent

o

important

while much

as

the idea. Alao,

and 72.7 percant

to fresdowm of work

Also, HO.0 perce

3.8 percent in

[

Zimilarly., a

work

46.2)

53.81

1
1

51.9}

b
!

64 46.7

61 48.7

atttitudes
a survey  showed
tablishment to
foof  the
in
have

an 64.5

= SIS

while 65.0 percent

in  MNASCOH

oirly 46

. "t

nt of the

DEC ang 82,9

largs

indapendance

rarcent

.2 percent

proportion

NASCON

LHUERN X

B é 7.7 % 3 § 2.3

7 é 2.8 § 5 é 3.2

B0 § 6.1 %’ 1 §‘33.9
and
that

of imporbtance to flexibility
annther
regpondents

DEC)

at

in

in -

attributed

in

respondents
parcent

L ois very important for them to

of

in FPremier paints (80.0 percent). NASCON

abouvt half in D

it is very importa

177

5C (B1.3 percent)

nt for workers

Lo

alzo

he



given a lot of responsibhilitiss on how and when to  do
their jobs. The informablon sbove, when viewsad in berms

of Hersberg s motivational and enrichment fachors, ocould

be argued thah guality of working Lite ocoure when a job

)
ot
&

challenging. when achlevensant is  encovraged.  when
there is opportuniby for growbh and whon responsibhility,

advancemsnt and recognition arve provided.

Takble 6.24 @ Index of Challenge of work.

Prenier points D§ce FASCOR

Importaqt Unimportant Important | Unimportant Important | Unimportant

No !Yage | Yo ! Yage Ho i%age | No ! %age Ho t%age | No | ¥age

hallenge of work

ariety in work roubine £6 S ES.OE 34 E 34.0 66 E 55.53 53 E 44.5 56 E 46.3 5 65 3'53.7
sebing/vorking with a variety of people 40 ' 40.0% 60 : 0.0 3 ' 50.42 59 . 4.6 50 ' 1.3 ' 7 ' 5.7
sam vork @ 43.o§ 5 2.0 4 41.2:: 7 5.8 4 3.4 n 3.6
voperation at work 371 37.00 631 63.0 212440 90 1756 50921 76 ! 62.8

An insight into characteristics associated with

the workers in

)

halleng at work showed that majority
the .studied aatablishments wanted to he allowed
significant control and freedom to decides how they would
carry oub their work. As shown in  table B.24, B6.0
ﬁercent in Fremier paints, BDH.H percent in DEC and 46.3
percant in MASCON belleved that i1t is important for them
to he allowed varietbty in work routine. Also, less  than
half of the respondents (40.0 percent in Fremisr paints,

<

50.4 percent in DEC and 41.3 percent in MAGCD 1) attached



mach importance to meeting/working with a variety of -
people. Forther, 48.0 percent, 41.2 percent and 368.4
percent in Fremier paints, DSC and NAZSCOWN  respectively

attribuoted great inportance Lo btesm work. In the sawe

way, only 37.0 pevcenbt in Premnier pvaints, 4.4 percent
in DEC and 37.2 percent in HASCON atbached significant
imporbtesnce Lo coopesration st worlk. From iloformation

1

above ih conld be said thaet workers  in bhe  sbudied
astablishments  atitvibobed Jow importance ho  facebs  of
challenge of work.

wle 6.25 @ Index of Self - Esteen.

Premier paints hag NASCOH
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5ide 1ife affects work life 32 1 32.00 Ah VARG 3328 B ) OBT.2 16 | 13.2 } 105 | 86.8
L 1 1 ! | t ! ] t
r I 1 t ' s t ! [
“king with people from sy tribe always 32 1 32.00 68 ) 63.0 65 ) D46, 54 ! 454 83 1 606, 38 | 3.4
t L | 1 1 1 ] t 1
] 1 i 1 t | ] I i
tribution to personal satisfaction 20 } 20.07 8D ! 8.0 A8 723 251 20,71 96 | 79.3
1] 1 ] i 1 t i L 1
1 i ! § t 1 i 1 1
f accomplishment 13 1 13.60 BT R7.0 20 1 17.6) 48 ! 82.4 50 04130 71§ 58T
1 I 1 1 i 1 ! ] 1 -
t { 1 § 1 ! t ] !
-ognition from friends S U T I ] 4 0300 78 ) 83.0 61 1 50.4) 60 | 49.6
i t 1 3 1 1 i { t
! ] 1 { } H { { {
‘% appreciation by management 260760 T4 T4 38 1 319 81 ) 681 30 1 2487 91 | 75.2
i ] 1 1 ! 1 1 ] t
y 1 1 t l ' 1 ! ]
ent to which present 1ife style leads | H K | } : | | :
good future spportulnties in life 0003000 70 0.0 AR ¥ O I VR 4113391 80 | 66.1
1 1 ] ] 1 t 1 1 1
1 ] 4 | 1 i L ] {
aot to which the work I do contribute | ' i i ! i | i :
society 2812000 120720 1300 10,00 108 1 8% 30 3.5 T8 164
An insight into self estesm characteristios  showed
that majority of  Lhe  reospondents dn Lhe three
eabab] tohments ploaosed Wigh valus  and ablached  greal
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bmporbhance bo

thers  was oo

Imporhance athached bo s pasbacm  characteriabios
acyracs Lha threo cobabddohments. Ao ohows in habile

S8R0 peroonh in Premior painbls

Eoin NABDON mtboct

£

aved BROR perosnh
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i e oy iy ey mee e PR 4
et el L8

orily

Fraemior  woinbs, N el HAZOON S e

olherwises . A BOE. 0 vorannh bo Fosmloyr

raorcent in DAY el THUN peroespt dn HASCON O atbached

Lo bhe bLelief thab present job conbributes Lo

iafachion #se ageingt  20.0 percent, 27.7

Ay

7Topercent din Fremier  painhbs, DEC and
NASCON  respectively who beilieved obtherwise. Again,

et in Premier

majority «of tLhe erpmndn“ou'(Td.O DT

spcent in HASCON)

painte, BB.L percent in DEC and 7F
attached iwmportance to the degree to which their present
Jobs W6 apereaiated bry their managemants.
Furthermore, a significant proportion of the respondents
in  the three ssgtabhlishwentes {(70.0 percent in FPremier
paints, 8Z.4 percent in DEC and B86.1 percent iﬁ - NABSCOH)
attaeﬁed grest dnporbance toAthe heliet that present

life style leads to good futuvre cppertunities in  life.

In the same vein, a good proportion of the workers (72.0

n

percent in Premier palints, B89.1 percent in DSC and B84.5
1

percent in HASCOM helieved that 1t is imporbasnt for o

worker to  know  the extent to o which his her work



contributes Lo society. However, ther were significant

diparitiesia the atbhitudes and bellefe of Lhe o

acraoss  bthe Three sgtablichments Lowneds oone of 0 bhee

gelfeesbeon chovochordistles covered i Bhvlo suarvey. For

worlker  ho

atweye,  only o 4504

2104 percont Lo HAZOOHS sowporbed the

pereent)

Hhat

praesent,

Jok  showld

while about

hall (88,7 percent) in NASCON supporbed this belief.
Further. msny repondents (79.0 pearocent  in Prewier

painte, and 82,0 percent in DBCY believed that 1b is

important for & worker to shorecognition from friends

s

while 49.3 percent in NASCON did neot euprort thiszs  idea.

From the data discussed above, it could he sugeested thatb

el -~ estecn could be an indepsodeot aa well

.

as An onbooms of work iteelf. Thos it ssems ressonable

that persons who view themselves in s positive wmanner
. .

wonld be hsppy with their currenlt work 1ife status while

those with low self-asteem would be less happy.

‘
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le 6.26 @ Index of Quality of life.

Prapier paints

lity of life
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few are immensely prosgperous, majority of the Nigerian

O

reople  subsiste andard oocormodation,  food,

.

wdlealoare, income and ocoupation smong obbhers. Thes

featvres of gquoliby of Life has direct seffectes on bhe
guality of working life of doduostrisal workers since they
are part  and pavcosl of bthe osocdshy hefors they ocould
becoms or be breated as workerss.

It was  zgaiost  this bachground  that  we assked  the
respondents Lo asseses the degree of impmrtanc&l which
they abttribubsed to fourteen indices of guallty aof  1life
as they affeched thelr guality of working life.

O the basis of bhe dsta obbtained., it oconld bhe  arguasd
that majority of  the respondents o in Lhe three
2atablichosnts place Wigh valuve on omost of the indices
of quality of life. Also,  bherse was no  seerlous
disparity in the percevtionsg of guality of life of the
workers across the shbudied firms.

Information in table 6,26 showed that majority of  the
workes covered in this eurvey (83.0 percasnt at  Premier

[ & e

paintas, 83.2 veveent at DSU and at  NASCON)

belisved that 4t is very important toe  est  good food

alwaye. Alea, 79.0 percent st  premier paints, 84.0
parvcent al DB and 87.8 percent ab NASCOMN believed that
it is elgnificantly important Lo have s comforbable  and

percent, B84.5 percent

i‘!'ﬂ

and 81.9 percent abt Pamier paints, DAC and NASCON argued

thiat it is significantly important to have a . government

s
iy
p:
=
=
béel
it

that is managing the scovomy well while of  hbhe
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respondents  (Premler palnbs, 72.0 percenlt, DSC 31.5

parcent and NASCON 76.0 vercent) cootended thab it e

very  lmporhbs to have & government  bhat  provides

enployment  and  curk inflation.  Mesoy  of  the workers

interviewsd (71.0 pervcent in  Premier
percent do OO and B0O02 perosnl in HASUDHY saild thst it

e eignificanbly duoporbsnd bo have s sociehy  that it

[

free of covruption whils 71.0 percent ot Promier poinbe,

T1.4 porocent ab DEC aond 777

st b HADCOE contended

that 3t is very jlmporbtant bo have s sosiechy bhab orewards

 hiatdivesnd  aohdevemsnh o Alzo, 2

in
1o
-
[N

individuals  For
large proporhion of bhe responddenhs bhelisved bthat 1t is
important bo be free From deadly diseses asg 832.0 percent

at Premier paints, 75.8 percent at DEC and 78.3  percent

at NASCON euoported thhde idea. Asg wuch ss 06,0 percent

ias]

at Premieyr paints, G0.3 percent sh MASBTOM and sbout half

4. e

t sipnificantly

teda
o

e

(429 .6 percent) abt DEC said thab
important to heve good relationship with ovr neighbous.

However, some of bh respondents (480 peveent atb Fremier

paints, 57,1 percent at DA and 545 rercent s HASCON)

argued  that it ile very important bo have close  Friends
and  comparions. There was & significant disparity

acrosse bhe studied firme in bLhe attitad ot }NOpondwn,u

towards Life enjoyment. Az shown in the data  obhalned,

14

ansg mach as T2 percent ab DSC believed that it is very

e

bta

e

mportant  bto enjoy every moment while not  thinking of

tomorrow  as againsht B4.0 percent at Premier paints  and

=

56.2 percent at  HNASCON. Furhter, ass large as 7H_€

{
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prercent at D3C and 9.6
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frequently identify wages as a nmajor sSouree of
disgatisfaction with their jobs (for exsmple, Peill 1872,
Mgbe 159317, Agsin, in the Migerian context, the pichbure
may hnave baen worsened by the haresh ocooomico conditions
~of bhe countrv.  Prices of virbvally severy product  has
ghot  up with bthe workers being the worst for ih. With
the prevailicg high cost of living, workers  sslaries ss

it were, can o longer afford their hasic oecesessities

foia
)——l
]
()
o
-
)
N
<~J
s
=
by

Jike food, shelbter and  wvelb they ashbi
veryday .
As with ©pay atructure, only a small wpropartion of

~ 4y
é
)

regprondants  In  the studied fiems  {(27.0 0 peprecent  for

Premier paints, Z1.8 percent at DEC and 8.3 parcent at

NAGCOM ) expre satiafaction with the frings henefits

which workers in the thres firms recalve on the jobh. On

the atlhiar hand, a vaszsbt majority of raspondents

repreaanting 73,0 percent  at  Pramier painta, 78.2
percant  at DEC and as large as 1.7 percent at  NASCON
ware diassatisfisd with their pay. Also, 38,0 percent atb

FPremier paints, 183 percent abt UEC and 28,4 percent at
NASCON  esxpressed satiasfaction with thelr oy sescurity
whereas as mumh as 63.0 percent for Premier paintes, 8007
parcent  for DEC and 73.8 percent ab  HASDOH ware
dissatiafisd with their job security. An  exceptional
responage was reported in the caze of working hours as
majorlity of the respondents in the thres studled firmes
expressad  satisfactlion with thelr working hours. Ass

shown in  table 6,27, 70.0 percent at  Fremier paints,



03.42 percent ab DEC and 89.3 percent. st HASCON evpressed

satisfaction wibh  their  worll Feenares . il 0 3000

percent.,  L1.8  percent  and 1007 poroent at Premler

painta,  DHOC and NADCOH yespeobively  ware

with btheir working hours.
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competence  faotor' was measured hy

factor encompassed such  items as  peroespbtlions that
supérvismrs and  fellow workers are competent, the
information, equipment and support are adsguate to  do
the job.and that supervisors are able to spell out clear
reapénsibilities and to elicit the manparétiam of fellow
workera. It was assumed that the greaber a warker sense
that work superiors and colleaguss were Ilascompetent,

resources adequate, caaposiaihilities unclear, the
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greater would he a worker’s sense of dizsatbil sfavtjon
with the jecb snd perhaps the grester the Likelihood of

effective delivery of services. Frowm the dabta  in
table 8.23, it ocould be sreved that most respondents  in
the three otodied firmes wore sshiefied  with  their
structuoral ocompatence fachores. For exsmples 85,0 percent
at Fremier paints, TL.4d percent at DEC and 52.9 percent

at NAHPUN prpreasgsed satistaction with the percepbion

that their supervisors were conpetent. 64.0 percent  at

B

~

Premier paints, 7301 parcent st DEC and B8.4 percent . at
NASCON belisved that inforwation sre adsguate  to do
their. jobs while 86.0 perocenht at ?remier ﬁainta, T4.8
percent at  DSC and B9.3 percent ot HASCON  expressed
satlisfaction with the zlhility of theilr supervisors to
spell ot clesr responsibilibties &t work. Also,
o

majority of the respondents (representing 72.0 percent

at Premier paints, 3901 percent at DO apd 21,7 percent

O

L MABCON)Y ewpressed sabtisfaction with the ability  of

0

their svperviesoras to elicit the cooperation of obhers
while‘ TL.0 peveent at Premier paints, 89_1‘ percaent  at
DEC and 33,45 percent abt HASCON were gsatisfied with o the
percephions that Fallow workesrs v Y competent .
Howevery, only & few of the resgpondenbts (representing
28,0 percent ab Premier painte, Z68.0 percent at DSC and
25.6 perceﬁt at MASCON) exvpregseed satisfaction with the
rerceptions that they had adegusie support and egquipment

to do  their Jobs. Ha ity of the respondentg, 72.0

T
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percent at Premier paints, 74.0 pe

percent  at NASCOH were nobt sabisf

and eguipment
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items  covered in the 'tuﬂ" Infact., as large ag 8

percent st Fremier pals 1 percent st DEC and AR .4
percent. at HASCOH and 52,0 peroent at  Premier oainte,
74.8 peyoent ab DS and BLOO percent ot B O enpresssd
with The quality of friendshiv samong fellow

pechively. Majdority of  the

o

SURETVLS0rS res

B7.0 pervceent, 208 peroent and BULE peroent

"y

at  Premier painte, DSC and  MASCOH  res

hively were

;e

gatisfied with the bellief Lthat bhelr Jobs  offer . good

chances to moke friends. Also, 8

341

O peroent st Premier

paints, S1L.68 perceat at DED and 94908 peroeah at NASCON

-
o
1y
—

ENITE S ST sfachion with the kind of help they
recelve  frowm  thelr fellow workers. Az wmmch o as B33.0

vercent st Promier painte, 203 percent sb DEC snd  768.4

per-cent gt MAD

W owere sabtisfisd with the concern  shown
by  their supervisors  aboub  bhem. Majority of  the
repondents {(representing 97.0 percent at Premisr paints,

1.6 percent at DS and 20,9 percent  at BASOON)

ahiown

expressaed satisfasoblion with the degres of inter

in them by their fellow workers.
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able 6.30 : Degree of satisfaction with intrirsic factor, by Industry.

Satisfied | Dissatisfied Satisfied | Digsatisfied Satisfied | Dissatisfied
No (Xage | No ! Zage Bo Hage | No | Yage No !fage | WMo | Yage

ntrinsic factor
nteresting work £i4
:an see results of my work a4

'reedom to do job 58

an do jobs 1 am best able 69

a3
&
o=y
Lo
=3
$ 28
=2
[==3
=
20
: s o
.
o
o
=4
ot
L]
&
Lo
o
<y
o
=
-3
o

tpportunity to develop abilities 64 31
Another important dimension of work life coversd in

this astudy  termed Vintrinsioc factor” wan  amsasased by

five items. These include lbtems dealing with the axtent -
to which work 13 pereoeived as intrinslcoally intoraoting,

as gufficiently complex amd oo alfording opprorbanity to

develop abilitivs, Ipo ko sl dab frasly and aso Lhe
rosulls of ST Wik fozmuming that such

charactariatios rith the dezgree

s=ition in  the

of  one’a powsy,

i we expaoted thal there would be differsnece across

& b

the thres [[irma oo btheldr Jocatlons, managoment and

in  LEC

L

technology. Az ahown in Lablae

and MASCON

meat of  bhe
PTtems mantioned  under  inteinsic factor while moat
respondents n Tremier  paints were sablisfied wilkh

vivtually all the loteiosic factor items.  Also,  Lhere

was  1Little
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among  pespondsnla oo aned MASCON firms in wmost  of
tha items. 840 percent ab Premler paints believed thatb

thetr  work wes inheresti

unlike 3.7 parcent in DROC

Liefaction

and  Z8.1 percent in NASBCON who exprs
with their work. HMajority of the respondents at Fremier

painte (B840 percent)  aad HARDOH peraent)

[

xpresacd  sabtileafecbion with the belisef bthat they could

.
1 i

see  results of their work while conlyv 454 percent of
respondents ot DES0 anxpresoed the sonse  feeling. o This

finding was not surprising since Loth Fremier painte and

Masoon prodoacs

(Paints  and  Salts)

whereas Delta  Shteel prodoce  primarvy (yaw  mabterliasls)

produocts which =ars used by obthsr  {irmo

counhbrv. M dord by

percent) &

shisloction

alt Premisr  painbs(5HH.

Lheir ability to aoperate.

TR e at DEC and

(AN

TO.Z  percent st HADOOH  were

nercephtion that

te  do whils aonly 3350 percent  abt Broemler painths

expreaosad ain ‘}ml. A

WO ers

at DRC L8505 NGO (TR poroont) were not
sabielicd with ol cpporbucily Lo

develon seld

Premiocr paintla orore

opportunity Lo develoos



Table .31 . Degree of sabisfachion with respondent’s personal state of mind, by Industry.

Premier painta , Lse NASCON

: Bo ¥aze | Yo ! Iage ¥o ¥sge ! Ro ) ¥aue 9o Mage | Mo | Yage
bersonal state of snd facter.
Relingfaood 590 3.0 67! 7.0 27090 8173 I UBE 9 ! T4

1 H ¥ H H | 1 ] |
Dovestic auarrels % .00 84! 64D 2050 g 1700 WAL BT

H 1 1 3 ] ! l 1 !
Sickness of irmediste fanily meshers 39 0 3300 7 61.0 AR R RET 0061 8¢ ! 69.4

1 1 ! ! 1 i 1 ] 1
Fanily problens SRR 1000 9 108 1801490163 |85

Pzrzonal atate of mind was another dimension  of
work life covered in thisz study and 10 was meagured by
factor items. The ltems included & worker’s feellng

"

that he or she was "not in the working mood” .  prasence

of domestic problams or quarrels, vegular sickness  in

the immadiate family and regulary ooourence of  probhlems )

in  the family. It was assumed in this study that  poor

personal  stabe of mind would have negablive  impact  on

work attitudss  and  performanse at work  leading Lo )

dissatisfaction at work. As shown in takle 6.331, it

could e argusd that wurkérﬁ in the thres studied  fipms

expressad dissatisfaction with thelir perasonal state  of

mind. Only 2330 percent at Promier pelints, 22.7 peareent

at D0 and 25,6 parvcant gb NARCOE expresszed satisfaction

with their fealings or working mood. Also, a few of the .

.0 percant at Premier paintas,

Lgv s

21.0 percent at DEC and 2801 percent at  NARUOH) were
satisafied with the level of domestis preblesms orr

quarrels aronud  Lham  while 32,0 percent at  Premier
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Table 6.32 : Iegree of matisfaction with flexibility of Jjob factor,

Premier paints F5C NASCON

%o i¥age | Ne | ¥age Yo aga | Wo | Yage Yo t¥age | Mo | Yage

xibility of job factor

ependent work and movemant 58 “63.6

onony S 1.1

s
e
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T
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o ]
o -3
[o%-
faS ]
-3
ot §
Y
<o
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"om

iponaibility g6 34.7

1 i
f t

Another imporbant dimension of work lite covered in

the study wae termed "flexibilitv of dob fsobor” snd it
wag mesasvred by thres ltems. These items inclide degree
of independent work  snd  movement ., onlonomy ayd
regpunsibility  abt work. From the ioforcosbtion in table

8.32, it wag obvions that exoert szt Premicer oaints,

.y

ab DS and HMASCON Wepe

ibility of dob faobow. For
exanple., HB.0  percent  at DEC and #A3.8  at HASTON
expressad dissabisfaction with the degree of independent
work and movemend vnlike 44,0 percent abt Fremder  paints

who  exprasesd come. 30,0 percent ab Premier paints &

n

against  3T.83 pevcent a2t DEC and as low as 22.3  percent

at HASCON  geupressed satisfaction with the degree of
avbtonomy at work which they have. Also, majority of the

respondents representing B86.0 vercent at Premisr paints,

and B5.3 percent alt FASCON expressed sstisfzotion with
the degree of joby responsibility they are migned while
less than  halfd ot DEC (38,1 et ) I pT 6 S e

196



gsabisfaction with

res

:-,r-'
P

£

Satisfied

faction wit

alt worlk.

h

Mo (dage ) Ko Mo lege | Noo ! ¥sge 1o

tenge of work factar
ety 1n work routine 01 408 501 g0l Y IRL I S E N 201
I | ! H ? 1 }
¥ 3 ! ] B 1 i
ing/working with & variety of : i ; 5 : 1 ' :
le HOLMLE RGO BRRD N IVNE B HH B3 !
) 1 1 1 i H 1
! 1 ! l i 1 [}
work 790079.00 14t 20 888 W M "3
: I i ' : ' |
eration ab work 860 BRDD 120 120 B4 W8 20 ) I 105!

ol

degran

roulling, PEhoa
amount, of aooperatl

in b

shown

als

"1() . {—i IRIERA 2 ¢ ]"{ ‘(:t

at

\irx

£ HA

1_’1» SRS %
varinty
majority

Tl fr

pareent ).

7

(43,

percant ) we

Fa

Lo

with

AT
L
I

187

e pray e B
AU NS TRV

5
B vl

counld b

anag

o~ {
¢ ke

23 witlh

f

dimenaion  of

P
AL W 1.'

A peopla, Leamwoark

wark always.  On

arsusd Gl

1]

AMDNng

AL axtahlishments
QISR poprassnting

e
e

ared

v

Al=o,

routinas,

Fremlap wmavints (664

half at  HNAGCON

about

the fyeausnny  of

88.3

wonk

E oy

IAY

i,

hy

Iisaatiafied Satisfiad



hand,

o hoy

’.}.lz;‘"

IR

of

Ly

o vax e

ith

3

W

ing

worlk

!
1
poa
1
!
!
I

75.2
2

' 76.9

“14.9
4
7.3
07.4

al
8
83
13
0
09

ras

[
a
¥
1
H
i
t
l
:
1
[
t

o
e &0 o -— ~—t =3 o p =3
-l L s - - .
) =<7 o~ o wy Ve [l ]
= Do 1 A (3] o3 o3 < [ o =3
L
P S T g N S
i o, 1 ] - e = i
~ et e A2 . o [ <= fard o [5rd vt [ L] e -
- -~ e & -t - Pl 4 mn oD R o3 <> oD N — Gt T
- b S ~ i ~ [T I =i — Ll e
[ - = = -
— o=l
) s - - S i
s =2 —— =0 ~
~ a5 o~ =~ ] 1or
—_— ~ B B 1 H H - -
o o o~ as A . ' 1 o -~
R T P b : =
. P — Ry = i - wono@n o ' -y ~r ) —— =u .o
R N N . : = —— ] - . . . .
Ll = oF N At fos) 1N oot -~ [l (o] Lo [ ol o <
3 P ot o - — ©3 o a ! [=w [Sw] () - - [ nas et I
= = . i e = - " ! ! o
W o o i s o tom I GO L e e e e e A i e e e et e e [ g
N hed s ot d : -
i1t = oy b e [T : e M
- oy oy o o+ oex -~ =) =) L= ca t— o7 —_
Pt 4 R o wne o Fenrd = — =t & oo -t —
. @l P s RS iy 3 i - v o3
o P ' [ - — i | e e e me e e aa o n e e rm e e am i ot
. - ) b " s -t et B o e~ = et = el
= i o £ tims £ ER OO . . \ . . N - LA
s I OO s g (o o o3 & o g
) N v Coem -t ) o [E=] ] [ <> - T
by el e o - [ ] )
. ~ o - -~ L ity MR B b 0y
! ) it = - o
N ) o - P ' : ) - <. > L Fanc) (3= o
i =i ' —~ ax P < ny ~r <1 a ] ) <z :
oy e [ -~ t i -t o -
b G . . s <4
= , = _ : o
N - T = =T
- b s = o
I T . R - a: —
4 i e -t el
e T & Do :
i o - = b e LA ) e
-~ oy = ' oes : = = == < == < - ¥y
. - P o —— S e 1 . . . . . . . . i
- Ry e « (- o i (=5 et =2 vl U Ll e fod
< . : N o Vet ' o= P = ok — o - oy .
— ol fel East Lo T L 5 [t nd
ey — o P A - : e e i e it e o e o e ae Pe = =
P A e i % -t H 0 [l o~ =
v - i. N (=R ] : i o : = Lon) & B o Lrd (e ] -
3 g o B - [ Pt [ =<1 o P== o o~ [ R o~ ol
. 4 L - o o Yo * b —
- " 2. - T P ' f ' s .
5! Tz o o = - T Domm et he e e e e rm b A e e e ol e R e ey e .-
= ——r - D R ! ¢ <= <= = == - = =
A - . - &roa- i . . . . ' .
o o el — N o 1 ' -——t o -~ o ~re o ~r i L
z = e = = L fea £33 [ ' -~ —t -— o [N -~ (=) — . ~
. Pt i —i — 7 o H CEI i i - i
i - 1 ey i me ‘ e e e e e e e e e e e aa e e et . e
f . ps S s Tt jtd i s
o, - Vo , rr - ' «y -t X -t (4 -3 - -~z £ - "y -~ -
- B e r - 1 wemd fr -——s i -t - fagh) > o i - - 7, hant
P o ! 2 -~ HE A =13 o joy .“ 3
= e b foul — = T Lo o w ot o o o
L . i, - L = PR =) ) i bt it [
- - - 1 [~ A — - oy
. i e - o = a of =) P e ¥ -l —
> > — i = ~oa “r—t pam o - s s
o E = = S R e
L - o - -t G eeod A ary jis: I i
. e - o~ bl s  e— =~ . - N
ps L o = i o B @ i g by e v e
. I =~ .~ - L e Lo s L4 = (7 e
R -l Mn 2 -~ e e e ) oy —eed N et e P
. - . o i e Gy vy A= A - S £s] ars
= o ¢ o i . e juie = w e s = = Ve -
. s L g ved - e’ R — o fees W L ) E .
. - Py =3 [ ared ae—y —— — ~ s N
b = o ! . ] u —t b — o ST “rd
o wi o~ = ; - < —i <] 3 s ) 5 — I lasi
N fct o P [ N - = = et ez 4 e e - - e Lo -
S ¢ [ T = = =3 = =3 [~ i R4 -
- ~ N el s : =) @ [regeey = = o
4 - P N Ry E3 H 1 &) [7¥] - o L -t L
- iy — A ny — o, e < T . [ R Rt @ . v -t = o~ b
e 2 -la & o g id k9% —~t e <o o ©2 L2 %0 s 124 L2 ~ : = ..
P . ol pr..,.: - Fa) a—y 33 DEE ar {=" o] o=l o s e (SN} D [ ¥
— — b pars — =~ - (=0 WYL G 51 [ =1 L] [=1 - — :
P froed . i = L il b ..MM = Eﬂ =) .nw. Cnu @ ‘mlu —t 5 =3 %
. s F %Y o o . o fand . & i oy H
Ep ) L Pl ¢ L i . £3 0 . - ey e o .vm M ey ﬂﬂ. .U\ v -
oy < o P a 7 ar . ©w -—1 “q L 153 {5 ] i
i o Mr\ o = m a ~r @ v oo, = £, = & = O £ & =4 i v
= A s 9% ) 5 (] w2k ae— .t = = Iy = = : 4] S 14
= —— p R = -~ - A [ ey =1 -t Fme O o e *
(3] | SN = o = [=% 4 Pagarry
i Tos -— o =y =" s =t
i e et <« = w = e
a 1 ey Se Tl =oo =
— e ki - e b~ 2 qr g W W
< — e = — [ Re -2 -2
~m w3 o az @ o = =
- w3y [ 3] [ =

m
i



good future

conbributes

N .
Lifle, conbeibut

slon of one’s

Jolb

g ) fegocomnpl iahment, recogrnition

el

Lo soclety s dav

the dats obbadined, it ooald

The only  ewcepbilons  wers

recogrlt lon

&2

in Lhe sbodie

with nearly

from friends and

Jobs  conbribobe ho eociebyv’a

table .34,

peraent,  for

2.3 perosnt

orly  few  resp
Premiesr painbs,

for HASCON weare

to  which their outaide Lile

while 19.0 1

DR and 27 .3

weroent at Premnle

Sy S
Yoo owhinh pre

_
i
.
T
.

cwtenh hoo owl

e Lopment.. O

b amyguord i

-

el Ll el

doe

all hthe self

vecordad in

Lhie oxhant

<
el
-

lal

T

b melf

from

to

hoone Ts work

he hasis of

RIS (Tt )

ents

ite

e

HEkE

Lo owhico

deve lopoent .

ondents  rep

1 peroen
satistied w

affechs  bh

ropalints. 54

percant. ot MABOOM expresseed

with the level of copbribuat

satistfaction.
percent ak

dissabisfied

Alsn, few respomdents reor

Premier paints,

NASCON were

they receive ftrom bheir work and as 11

percent. st Premier painbs, 20.39 percent o

ot

1.0 perocent

arywd WAL

with thelr leve

227 pearcent

Tied wit

[a

percent.  abt HADCOOH esrpressed

o which the

vl prasant Life

199

o of bhedir
at Premis

ECN "

I of

Toe
tof
1hh
i
£3
cdis

;‘i v}

IS

y
b

sentl

oy
Lhe
AR

e

oat i

he

vain

HMASCO

esenting w40

ah DSC andg @500

- obhe level

aatisfaction

"
3]

loads

@
o
e
~
fmet
o

of

ikt

T

LoD

o

A *rm]

wner

P
le
=0

the

0 )

and 223

rity  of

GEDressEd

Thems.
such  as

v their

ashown  in

ng  11.C
DEC  and

cxtent
rk  life
cant at
slfaction
to eelf
tea, 33,
K were
Lehment.
cent  at
cernt 'at
soiation
aa 17,0
- extent

future



orportunities. Az mald earlier on. ecxcepblonal  cases

were reporhed in the level of recognition from friends

and  exhent bo o wh

Adeve Lopagsrd,

pondents (T8

and B peroorn

Lhe  meounnt

Aloo  am s st Drewglor painthe, AR
peroanl LoOPTARY srtimfied

Aivaorvoaed Prom Dl

socdo-epo L oal  Leneions

cpeted eah

ey oof studlesn on worl

(for  ewample,

= that

order needs have

v 1l mm From

her crder neads 1Tike

200



ASCON

N

1L

i
L

DS

fe factor, by Iunduatry.

‘
1
1

ainta

by of |

'
1

1l

v
\

Premie

v

th g

on wi

gatisfact

1] ] i
[ = 1
@ 1 @ o< oo~ o - S5} ~ e~ -~ -— w -~ =] < =}
L -t 1 ar g L) . . . - . . .
Potet 1 et ) o] o2 [ar) -yt 2 -~ — o (3= C— — e > )
o we . = == & =) (== == o p= =3 < oo =5 [==%
1 =t 13 ) H
| == e e e e e e e e e e e e i e e et e m e e e e e e e o\ i e Y e e e = e —
tormo '
1w 1
L7 T — < — o —~r o3 —1 == — == o o = —-r
et 4 T ) [eond < -— —— -— ——t D ~— < =9 s — o
[ =Tt 1 ~—t -— — — — -t -~ ~—
) i 1
| == 1 == 1 o e e e e e e #m e e e o e e e e e e e e e e e e e e e e — - ——
1} ] 1
' [ (s (7= [ o D oz 5= oo [Ce] oo [ = [~
] T s £ 1 . . . . . . . . . . . . .
oG 1 m g - & <@ o <o [£= oo o 3 o oD s 3+
P 1w — — < < < == < = o o -t <o —
1 « 1
[ 31 U U G U
toee ' 5 ™ 5
[ B - — < o= e~ o = o = o ) o <o ~ - HE [
H o [ 1 o1 o < < <z — [>=) — —— -~ L ] < — f) o 1
[ 27 I H — — -— s vw.u =
23] = ot
~
' 1 oy ==
— .
Lo o
Towm o L e ©a o o o o ~5 -y 751 = -~ £ = [0
1oTg - . . - - — pA
o o) o v o ) o = o o o ) s ~p = el et
vomE Pay T f== a5 € [=5% o == = = =58 Xl on i -~
1 1 i
o g SO U
' y . .
! ' 1 -
[~ B [ o o3 -t = ~—- e ~ == o~ oy o o1 o =
T~ <2 S & — — —1 o -y — — [~=% - — L. L
i B - ~t ] — -t i -——t vy St 1t e
1 1 ) sy T
Poee e T L U LU i &3 ey
1 . -4 [V o3 < r~ | Sad [t | 2 oo L= L) ~r < o -— Iy .
t [4i B . - - . - N o e -
1 "Y1 = [ - it [ 2ol — [ <z - ~—— o [T Y 5y —
P g — [ - oo [== < L =3 =21 oy e ey = - =~
[ S ] i
| ey o e m e v me e B A A e v e e g i om e i e i e am e em(ae o M Ve e = ee e e e e W e e e v M ee i e e e v an — puth -
: } o ] pae
f 3 o et [ o= i o o [t o & L7=1 U [ o i i
Voo g et e — <t == S == = s <o —t < < L R g
[ 1 -— -1 -t - s
i 3 oy
H 3 -
i
- —
< -
: ) ‘ % -1
§omen t e
1 as @ ‘
R T T U < = <= == <z (=g o = = (= = =S o Pt "
] et ] wrog . . . . . . . . .~ .t L
i oL [ B o [ 23 <o s Loty ~1t (4] i [ o3 ) oa ) — [+3] =
(s 0 A [==3 o= == o4 o ) -~ < — <> < <> f= y Pr e
[ ' i D —~
o 4 - 0 o A O S oy g < b
Pow o : o) &
oo o o o < o o ~r* L) D (== o o o o I - R
T e L =] (=] -~ [=5] s (=7 (== — (=) — = (=2 (=] o = jod e
I : g ] W
e i e g e e e e e e e A e e i e i m e e ot mr ma oum e e e B F Qe e i e em L5 3 =
i : i < < <= <= b= L= =3 =4 < 3 @ < L= I
‘ o, . . < . . . . A c . L
' 1omE ) - et [ £ o s [ fod) ot o o - oy I i
[T T £~ - & — Lomel -z e [> =] a2 feser] <=y s <o < - i
[ SR ] j£] L or-d
P me e n o e m e o et e e e W S e e S ee e ms a Sn e e e e o e ey me e Ae e s e e e R e e e e : !
1 G ) G s
) w1 ' [t —t £ T~ = i [ <7y o =3 - [y E— pea] i
b e [T ~—t fs] - o -—— —1 - [=a (o] (==} (==3 - <= Loy ‘ :
o= omE | [ i Lo
[~ 3 o= S o
1y ' st == oy
2 s i a B = ~
a4 =2 2z e 2 st
£55 - L) -—t Py bl - -3 [ 4 b
o = e w7 try 3 W = = : L
ST L% st b oy Lo et =] i 5
— = s an—t Q- [ 21 =3 = —~ P~
24 -t -y erey2h (<] o = <
(%3 = s - . e {94 ae—t oy LY Y Qv Fw‘-
ooy e X3 Uz ae—y Loy [} = i b (=Y ar T = '
[ - [+ = Fea [ -t EZ = St S G e v..r\~ i
by [+ 3sd T o013 .3 « a ot C . hat 5
o [ = —~t a (23 S (28 . < B Ry o] B ey
= 2 L= o Rt - 1= = (1] < s aed i~
P oy aey 52 2 g e = w P e s et
e ) et [r = 2 [y e~ 21 € £ e — o~
[ =] “wz —rey o @ —~ — s
g €2 =1 ey o ab 5] =9 ~ s e 45w -t o [w) krad
o t pa¥<] o (11 = = ] T g el w© =1 oS ~ — 5 -
-2 ~ > areq a2 = I~ ared w© PSR Py = ary i
e 4 o= - = -s s oy 5 jFoes — y <.
G i aem v P [ < =2 L) @ e, ~ o o 0 )
L — - = ~£3 vt [ rez b e < G | 724 et o]
roax o 3 DAY .= —t i =3 2. [~ = O n ot
TR < @ [ @ - a =) 55 q: Gu @ T o
] - | =3 =T el =1 2] sy (=3 Sy & L ~— o
et 1T S = e w3 - — P Ll = w —r—t = A
—t 23 [=1 [ [<CI w = s Loy m= Pl e o3 ag gt G:
] L1 Comy Qo —4 = B < — = O Sy . ~
a4 ) = = [~ [N — B 0y [ B i~ < ] =
(SR ] (=) < = [= =R St s (=] a 0 et s
(B I~ < w3 Ry QO e e w0 < (=] =g =3 B =0
= ] B &= s TRt = — o =2 v - o
43 @ D <« L) < B L o w0 Qp (3] A ] L= £ — Gt
e -t =3 o =) See @ et oY 4> e
Lt L I ot 1 [ @ = oy — az A G o [-=3 [+ — o @ TS O @ o~
oo @ 53 - = o L= m & 1 = - = @ = =

ohaarvod

(1952)



and  abbitudes towards work and both concluded  that  an

emploves  whoa o 1A with  lils  tendsd Lo e

satiafisd with Wualibty of  1ife, eording to

Fadsyord  eb.  al. (19038, j& & sobilechive eovslnation

which  also  Iocludes  one s waloso, 3 espes B

erpectablons  within the sooio it permite  concioe,

comprahs zinel Yo Lanriiz el ghonat Fhe

conditions of majority of

of lite determines what

worthy., Theszobiinl  and I
vocation and life gosls, L

1ite  for

-
-
ut
—t
(-
—
<%

tabile 8.735 comnotes oribiosl

shudied

majoriby

eatabhlishoenbo. Infact s ok an Yo itemns,

respondants of dissatictaction with

1

most  of the guality covared i bhe  shudy

and there was

ity din bhe  reactions

acrosass the studied firvwe.  As the dota show., very  hew

repondents (17,0 percent st

Ll peroent

at s and 17,3 peryoenh R

satisfaction with the rnobtion thalt b

in  gooed phvsical condition. it Fremier

paints (21,0 pervoent)  and  NMARCON (186 peroent)

sy 0g-d
RS

Lietaotlon with the nobtlon that  they  have

axpre
combfortable ond peacetfunl home,while wajdority of  the

respondents st DE0 (7805

IR Syl

.

with Lhe same item.  The case of DEC is nob  surprising

WY

gince  the establishioent operabes a priveate residential

A0



city  for her staff and this city is  provided with

adequate I auch &as wabter, ¢lechriciby,

good  road nelworg, primary and sacondary scohools  for

majority  representing 82000

their ohildren. A

vercont.  Tor Premier poadnbe, provennt Yor  DEC O and

0

S93.4  percent Yor HASDOM wore dissstistied with the wayp

the goverrmeot

snomy . Also, asg large

ac Q3.0 percent atb her, B33 peroent ab DSC

ed wibh bhe

arnd DAY peroaend

way governpent  owas providing semployeenbl o ared o curbing
inflation o bhe country.  In She soms veln, madoriby of
the  respondaets rpresenbing 20000 percent ab Premior

R

painbos, 2300 rorcent sh DO o=

A peroant

action with

in  the sooclaby, Alzo, only
raercent abt Promier paints, 1.7 percent st D50 and 8.3

[

percaent ol MASUOH were estisfied wibth bthe rewsrd

] .

nte by individustas in the

for by

counbry. ly L0000 pevcenh sh Premier  painhs, 13.4

percent At DED and B8 pevaent ab were sabisfied

with bthelr degree of foney harmony and pesce of mind. An

ftgnificant Fow repr 70 eercsnt  abt premier

ins

e

paints 5.0 porycent abt DBC and 5.0 peroecht abh HASCOH

.

exproesaed sati

Csobion with bthe goverpmenh s abllity  to

provide nosio smpoenitics such oas food, wober, roods  and

electiciby. parcent  for

Premier raints 4.0 percent for
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scholars in Nigepria (Falena 1989, Fawasbhinmi 1930, Aluko

Liatied willhh Life

1990 has establiched Lhat thoze diasg

tendsd bto be

with their Jobo.

LS00



CHAPITER SEVEN

STV

garly  part  was

devoted hbo the digsoussions ayphic and social

characteristics of the rogpon P arts were  alao

made ho rative  onslvels  of

HOCOIT

the work history, work Life and gualitby of Life across

b Lishments. Posvh bhe  exbrinsic  and

the studied eg

intrineic Ffaubtors of work Life were discusoesd and  some

e covered dn bhe ob

i Tuded

of the worklife I

relations

materisl, ahraactors ] TR HIINICR N Y S InL eI

ol mind,

insbrinaic, eoclo-oultoral, pers
flexihility of job, challenge of work, self osbeem  and

guality of life dizpernsione. 't wane estahliabed from the

findings  in the preceding chapter btbazb workers in bbe

studied  firma place high dimensions

of worklife. The dats alen showed &

ererally low

quality  of working Lite wnong the studied  firms  which

ranged from low satistaction ab work he low quality  of

1ife in general. It w obvious Trom  ohaphber six that
workers  inobthe shudisd fioos ave  generally underpaid,

dissatialiecd with their work and therefore, Lhey are

unhappy with Lheir shate of life.

In this chapber, abbenph wao moale bo dodey

aned analvos Lhe  Strachtoral

Programme on bhe qualibty of working TLE: o simriern

in the studisd Cirns.
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T would he recalled that Lhe wouvld sconomiem

creeiint wihh it g

which ooonyred i

cdovery- b

ERDAS! Tvr bive gomornl oronemdos devvs ormon b oF

Migeria. Donoecgog oo Suntments Deogreannee

(BATY Prvediesd g 1098 Ty Fabe

ive dnrmorh of

A TR RN A L

GO e

DUy prublens ioolude

oyt BT dowrn of Fachtories, Yosas it Job

oppovbanities, high rate of  inflatiocn and  losss in

the Haira. Farents are unable  to

vurchasing  powsr o
meet their commitments Lo bheilr obhidldrpen.

The impact of 2AP oo the Nigerisn peorle was remarkable
Lo the extent that bthere wers National strikes in May

18938  and May 1295 ~ ETTHTI

probe against the

(SAP)Y which vooked the ecoonmic arnd sonisl lifee of  the
conatry Lo her foundat ion.

In essence, SAP conld be seen as a morwumsnbal  econcoio
policy which has aflected all eoclo and eCOnomic
structures. The primsry task in this chaober therefore,

the sociasl dwpact  of  the

2
o~
o)
@
&
T

i teo  didentifv and dison

progravme by focussing on bthe gusality of  working life

n

U

4]

3E

woe bhe impact of

7
i

across hhe bhres stbodied firme.  To o

the preogramme  on bhe quality of life and  qoality of.

working life, a set of close snd open ended queshions
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were asked in the questionnalre (Questions 32 -~ 43).
Also,  indepth interviows conducted for two workers on
different occasssions in each of the three fiemsy on the

impact of  SAF  on their

and  worklifes werpe
reportad  in this ohaptor. Tmne case atuwdlses show the

bypical  oconditions of qguslity of 1ife in bthae ocountry

under thea Structural Adjustment Progcoamme {(SAP).

Whan  askhed bto idanti

sovernment's polioy which

deserve  =maric reviow  and atteaution,

inflation (repre parcent at Promier painlo,

0.3 parcent atb and 3.0 yorveent at Feoed
ghortags  reprans S opareent ab o Freamier painbs,

21.8 perecant  at DB and ZH.H pareent ;»tf_'; HAZCON and

education (23,0 perceut at FPremier paints, 21.8  peroent

at IEC and 11.8  percent at warae  the  most

3

mentioned x shown in table 7.1, Alao, unsmplovment

-

1

(repraessnbting  13.0 percent at  Fremle mainta, 1501

percent ol DEC 5.8 percent at MARION) was next in

ranlt - while 4.0 mereent, HUY rosnt and BU58 pearcent at

Premier paints, TEC and NADCOH  re prant ioned

health. Few respondents (8.0 percent alt Pramier paintas,

5.0 percent at I

S0 oand 107 pareoent oat NAY

social probhlem and  infrastructure as tha major

govarmment  poiliciss whioh deserse s review and

attention by the zovernmant



Table 7.3

policies deserving serlous atlention.

Fromier 5 'I.'f !'53 ¢ i

Agri “1lt oS Foadd
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Education
Inflation
Health

Soclal problaems
Infrastructurs

Unemplovment

TOTAL

!

In my attenpt to identify vesromdent = most serious

concarng in life nowadays, 1 asked in the auestiosnnaive

what was  the sonden e

thal waye tha

serious  worey or oong AR GTATRY

concelivad an heesn o Bhings thaln pereon considers

necessary bo living a satiafactovy 1ife.  Aoceording to

Fadavami ab.  al. {10868, , thoy

reapondent wants obhers Lo appracls cartanea and
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-
bese
ro
i

he  wiild  expact the  povepmnmesnt he pecognisss bl
importance.  and  do o sometbhing about Lb. S ahown du
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bable 7.2, more than half of the respondents aorosss the

atudied Fierms declarod bhat inflab

;.,.

{reprasenting 26.(

percant at Prander palnta, 3801 percent at BE0 and 46,0

alt  Framier

parcent Y oand money (40,0

paints, 33,0 parcent alb DO ared 28.8 perosnt for MASCON)
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"ercentage distribution of responses to major
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gave  them the wedt worrvy and  concern. This gives

credence  ho oan ealler Tir

wing b Adesing HIGCIOE

pay

ODUA Te

that

oo workers, Ado-Kiiti, whars Lh

financia mabhhars Foture of okldlldrern sod growing old

wars  Lhe oot dwmporvhavt dowsins of 0 worry smong the
vespondenbs . 14,0  percent for Premler painbe, 1001

peraent,  Tor DS and 1400 peroer

at HABCOHN  mentioned

S0 veroent st Premier

-
i

foture of thelr ohildren while

ot mh HARSCON

LG

painte, 9.2 percent ab DBO and D0 p

mentioned heslih mathers.  Few g popdants (vepresenting

12.0 percent ot Pramicr paiante. 1008 percesnt ab DEO and

141 percernt at NASDOM?

Sdia

agoniasl problemnm and

personsl Pulii lnenh

gave Lthem bhe grestest  worry  and

concern powadaves.
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varte  of the osurhey, bopethor with the rilging rate of

upemp loyvoent commn Yobed i

Lhe of

oF SAR met thab bhe moaniog ond

wrk  ho an aversge workery joast b

impact of SAP an Tae

the ouality of
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sference for eslriosio

importance and central ity of  work in

never in doubt . When bheir responeses

gated, only few divergences were recorded

across bhe Firme. For exaunple, 63,0 percent at  Premier
paintbe, 3.1 percent at DEC and BRO.3 perocent ak  NMASCON

balieved  that lLife

stbistfaotion  oopes/develops  from

work, while 85 .0 parcernt, 79.0 perceot and 47.1  percent

and PABCOE

at Premier painte, apreed

that there im 1o withons work.

were as follows: live, eat and brastbhe yvour work (65,0

(-\ Yy

percent  al  Premier pain 3.0 peyone bal  DEC, 80,2

percent ot NADUOHY,

ol saolubion. Lo pover:

(Premier vainbts 76.0 percoent, DEC 8530 sl




NASCON BB.2 percent), derive more Joy in your work than

i vour lelsore 85

O percoat ot Prowier  paiohbs, 6604
percenl. et DEC sl 8003 prercent sk HAZCON) . o day  ab
work ie longer than o day

at rest (Promicr paints 3400 peroceont, DEO A2 T peropnb

and NASCON 32 % porcent), work le only necessary bub nob

compulaory L300 voreent sl Tronioy psianbe, @000 peroenh
al D0 owd SBUH pereoonbh sl NASTONY avd ovan feeldl your
self wheo  voew nre owusy Teom work rer PG IRE
pevoent ab s taha, VIR e ! AR

perocenh ol MARIDN.

Tt o5 . Toemu ey iy |

Lo U T IR

wark urnddar SAR.
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Table 7.4a : Job likes, by Industry.
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disliked about their present establishments always

] -

proved valuablie in understanding &

=

"

helr work history  and

Ry

work life. As information in Lable 7.4 shows, there was

.aJ
f
o
s

no CONSens nht what workers i the three

L. For inshencs, while as  much

'\-—J
H.
-
]
L
Q,
e

establishments 110 §

(_f)

as .8 pesrcent in DEC liked thelr mansgemsent, only 13.0

percent in  Premier paints and 190 percent in  MASCON

expressed similar view. Also Z1.0 percent in Premier

percaent in DEC snd 8.3 percent in MASCON. 43.3% percent
irnn NASCON

the degrees

againet 240

L '[)m(*n T..

‘. L

vay  syshtom wos wiheah they Liked most.  8lso few of  the
workers hiwss the job itesll sz 100 percent  in
remiey  psints, 2.5 perosnt in DEC and 3.3 ercaent 1n

iehment expre the fe that
The skhill evelopment  and  training

zgasingt 0.8 percent io DEC and 1.7

e i HASCON sxpressed the said feelings. When the
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workers were asked to mention what they dislike most in
their establishments, there waas no zeriucs disparity io

their expressicons. For example, while 23.0 percent in

Premier paints, 28.8 percent in DT and 31.4 percent in

NASCON  expressed the feelings that they disliked most
their pay svstewms, ZB.0O vercent, 25.2 percent and 18.2

percent in Premlier paints, DSC and NASCON  respectively
expressed total dislikenesse o their working
conditions. 13.0 percent in premier 'painta, 268.9
percent in DEC snd 17 .4 percent in NASCON contended that
they disliked most bthelr mensgement while 12.0  percent,

5.0 percent and 4.9 percen

. oin Premier vsints., DSC  and
NASCON respechtively expressed total disglikeness for
their jobhs. 11.0 percent, 7.5 mercent and 15.7 pearcent
in Premier paints, DEC and NASCOW respectlvely contended
that they disliked most thely shkill development  and

training  programoaes wnile 13,0 percent  in Premier

-

percent in DEC and 12,4 in  HASCON

working

eguipnents. The gueshions asbout thisr work appeared
valuable i Lhailr attitudes and
of b Johe. A summsiy Qf the  findings
thet many workers hasg &  long  line of
complaints aboul the pay,. the manasge=ment, the conditions
at work which bthe firvm ought to supply.

To  gain insight ioto the dimensicn of worklife o
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espondents were as

“"In the what

1ed, veriod of SAP now, a.
factors will make vou change wour work from this
industry?” Az tabkle 7.5 shows, mosh ezspondents
attached grest lmportance bto extriansic facet of Jobs
which are betbter sslaryv, Job sgabisfsction and  Jjob
security. Also simllay responsss were recorded &cross
the three firms, there was slightly higher disparity
hetwaern respondents in the studied firms . For
instance, 48.0 percent ab Premier paints, =23.4 percent
at DSC as agsinst 87.3 perceant st HASCON  athtached the
highest importsnce to better salsry. Nexit in rank wss
better job sabisfaction for respondents st Premier
paints (30.0 percent) and DSC (27 .7 percent) while only
12.0 percent =i NASCON suvpporbed the ides. However, as
much as 28.8 percent of respondente at MARBCON as against

15.0 percent st Premier painhbs and 12‘6 percent at  D3C
mentioned Job security as the factor that ould make
them change work from their oresent firms. Alsc, 15.7
percent 2 NASCOM =z asgainst 8.0 percent a3t Premiser
paiots and 10.9 percent at D menticonad belbter prestige
while as high as 15.2 percent at DEC ag agsinst 1.0
percent &t Premlev paints and 2.1 percent at  NASCON
attached the highest importance Lo kebber promortion a8
the only fesector that could make them aadept offer
of employment cutside thelr present work place.
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Table 7.8 : Percentage distribution of level of happiness among respond
these dayvs. by Industry.

i Premier paints | e ; NASCODN |
1 — o |
T e e e e e e e e e e e e e e e e e e {
Responses 'Number ! Percentage | Number ! Percentage | Nunber | Percentage |
i
___________________________________________________________________________ 1
Very hapoy R 5 15.0 A - 13,4 o220 18.2 !
H ] H 1 i H 1
{ t { i { t {
v o -1 - Fad o
Happy tRT 27.0 Vo410 345 : 2 54,2 :
H ) ! H 3 ! 1
] ] { { i 1 I
Somewnat happy 1 280 28.0 yooodag 8 41 .3 ! 4 ) 45,5 !
i } i } H 1 t
¥ t H ! { 1 1
Very unhappy Vooan ) 30,0 bo1a 10.9 N 0 1 T {16.8 i
] ] ) 3 1 t t
H 1 [ i § ! {
TOTAT O R 5 T R 1 B & Polig oy 1onlo HE Bk AR ¢ ¢ 4 !
i
i
£ } ¥ t } 1
{ { i { 4 { L
The moat frightening aspect of Higesrian Sitructuras
adjustment programms iz the adverse effecis n living
conditionas of wulnerable groups such as  industrial

backzround, we asked the resgpondents  the quastion
“renerally speaking, how happy are yvou these Jdays?" The
regpondents ware given Ffour options {very happy. happy,
somewhat hapoy Aird wvery unthappy )

Aa  empected, only a few of the rapondents wera very

happy thess days. As shown in table 7.6, 15.0 percent

in FPremier paints, 13.4 percent in D20 and 18.%Z percent

in NAGCON contended that they were very happy these days

e b L " -, “ =4 e s v . 8 Lw s - -
as  againat 27.0 percent, 34.5 percent and 34.2  percent

in  Premier palints, D0 and HARCOM  respectively  who

oy vy Ty e s N NN Fmenam ] % v e j'“ [ S I L T e S 1 e O s Fe T oy ooy
CHDTESEal TR racol 1NgES LOaY LwaeyVy ware JUust napasl FIEse
S A S DU 5.4 « R T, 3 ~
dcx},' (S Az mach as 28.0 percent in Pramier 41.0
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percent Iin DEC and 40.5 percent in NASCON co

that they were somewhat happy while 30.0 percen

percent and 3.8 pereent in Premier pseints,

o

NASCON respectively were very unhappy these days

quality of life in HNigeris since when =
introduaced. Ag shown in htable 7.7, respondents

three studied firms representing 71.0 percent at

paintes, TO.8 vercent st DEC and 78.0 percent at

felt +that life was getting worse in Nigeria since

BAP was intraduced. 18.0 percent, Z1.8 percanhb

percent at Premier paints, DBC and WNASCON  re

perceived no change while & few representin

-q

el

percent at Premier paints, 7.8 percent at D3C
percent at NASTON believed

wlz 7.7+ DPerception of respondent’s quality of life since SAP was

introduced.

! Premier paints | Deed ! RaSCON!

e e W e ———— 1

[} {

ponses Number i Percentage | Nusber | Percentage | Number i Parcentage;
__________________ PR |
{ ]

ker N T & O A 1" B T S 1 N S /0
1 1 ] ! H ) 1

{ f i i { 1 1

" PR A 9 L B4 U DS T B X U T
i { i { ‘ i {

e VT oTie B4 786 Y 520 760
} 1 i 1 H H !

1 { ! i 4 { I

TOTAL VI00 T 0.0 g oy 18000 121 o 1800
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able 7.8 : Future sxpectations about the quality of life in ¥igeria.

i
e5DONSes Jumber | Perrentage | Nunber | Prrcentage Nunber | Percentage )
____________________ L U PO |
ill improve 14 14.40 12 10.1 05 04.1

ill remain the same
i1l worsen
Looking &t BAP snd other sssoclisted policie

Nigeria *todav, we ssked our respondents 1f they

aguality of life will improve., remsin the sams o
(7 (7)Y S ' B g Ty e Tl mroe s acked +
worsen in the Iuture. The question was agked Lo

out what workers in the studised firwes felt  sbhout

future of LThe counbry in genersl.  As shown in

7.8, majority of +the respondents rvepresenting

percent for Premier paints, 70.8 percent for DG
85.2 percent at NASCON did aneot believe thsast gqualit

Premier psints, 10.1 percent at DEC and as low as
percent st HASCON who belisved that guality of life
improve. 18.0 percent, 18.3 percent and 10.7 at Pr
paints, DS and NASBCON respectively believed

guality of 1ife generally in HNigeris will remsin
game in  the fubure. The informsation above is
surprising. tructural adjustment programoe {SAP)

boosted the inflabicnaryv crisis in the economy and

s in
think
will
find
the
table
70,0

and

not
has

thus

cauvsing & drastic incresse in the rcost of living.

Besides, the purchasing power of the workers has

faxt
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progressively eroded since wages and salaries are not

allowed to adiust to keep pace with the genersl price

leval. zovernment has also drastically reduced
subsidies on social services such as educastion. health,

fuel and other public wvwbilities. A direct oconseqguence

of +this is the rapid deberiorstion of +the slope and
quality of Lhe services pPOleed, ‘ leasding to
malnuhrition. dropouts at schools and cutioressk of deadly
diceasss. It ia constently being reported in  the
newspapers thalt bhaszic drugs can no longey be provided in
government owned hospitals. With +these unpleasant
guality of Life now, it is ubtfiunl 1f the future will
not be worss off.

In my  bid to assess  resgpondents’ suhjective
perception of thelyr total life situatuion, they were

agked “"How often do you feel vyou are really enjoving
life?". As shown in table 7.8, only few respondents
contvtended that they enjoy life all the time although
there is a slightly higher disparity betwesen respondents

at FPremisr paints (5.0 percent), HASDON (7.4 percent)
and DEC {(13.4 percent). More than half of the
respondents  across  the three firms representing 68.0

P

rercent at Fremier paints, 8.2 percent abt IEC and

o

0.4
prercaent at NASCON beslieved that they rarely enjoy life.
40 percent, 11.2 percent and 8.3 parcent at Premier

paints, DR and MHASCON respectively declared that they

failrly often enjoy 1ife while Z2.0 percet at FPremier



paints,

17.2 percent at DSC and a slightly 33.9 percent

gt MNASCON believed thaet they enjov now and  then. The
information sbove is not unexpected since it is the poor
of our aociety {which loclue most workers) thab seem  to
be carrying the borden of Structurel adjustuent  instead
of +the upper class people who are responsible for the
collapese of the Migerian economy.
le 7.9 : Proportisn of workers who feel Lhey are enjoying life.
i Premier painis | psce ! FASCOY |
{ t t i
{ ¥ H i
Responges Yonber | Pereantage funber ! Percentage | funber | Percentage)
the time HER) VI 1T S ¥ B & OF S S 1 B | O S
i 1 t { 1 § 1
] [} 3 1 ! i |
*ly oftenices HIEIZ R 1 R ¥ S & 0 A £ A S 17 H R
] 1 ¥ H ¥ ] ]
[ 1 t 1{ 1 { [
and then /T X R N S § A S %
! 1 1 4 1 1 1
1 { i { | f ]
ely P83 680} BB 1 BBV BL Y B0M
H ) | ) . ! |
I -1 1 { 1 f i
TOTAL HI IR 11700 | B O N U111 20 O ¥ SRR 1114 R | B ! !
Tao further sxamine the respondent s perception of
his/her life, a "Ladder of 1ife"” was introduced in  the
gquastionnairs. The question was structured and
presented on a five - scale (1 - D} responss category
from which respondent was asked to identify the bhest
possible astatuz which represents his sher feelings. Th
five possibles options were categorised as follows:
Imast possible position = 1
FBad possihle position = 2
Aver position = 3
Good poasihle position = 4

)
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ta representing 24.0 nercent for

arcent abt DEC and 18.2 percent at
HASCON beliswved that and bhest positions
onn  the laddsr of life at this time. The next question
attempted to measure how  respondents rated their
pasitions onn the ladder of life bhefore SAP was
introduced in 1898&. As one would expect, only few of
the respondents  expressed the feslings that they
accupied rorat and bad possible positins on the  ladder
of 1ife then. As shown In table 7.10h, 23.0 wpercent,
26.4 percent and 17.4 percent at FPremier paints, DEC ans
NASCON reaspectively beliesved that they ccoupy the least
and bad possible positions bfore SAF was introduced. On
the othsr hand, majority of the respondents believed
that thesy occupy the good and hest possible positions on



the ladder of life before SAP was introduced except that
there is slightly higher divergence betweeen respondents

at Premier paints (54.0 percent for Premier wpaints, 43.7
percent at D3C and 83.5 percent st HASCOMY. The future
of man iz alwavs Tull of new wlans with the expectation
that +the plans will come to fruition. Do the basis of
this, resgspondents were further asked to predict  their
future ewpectastions on the lasdder of life. Majority of
the respondents; 83.0 percent ab Premisy opaints, B84.86
o

percent at DEC and B7.8 percent at MASCON did not expect

any better fubure for themselves as they believed thatb

future as shown in table 7.10c. Aboul one ausrter of

respondaents  across  the thres gstudied  firms  (Premier

paints 25.0 percepnt, DSC 185.3 percent and FNASCON 24,0

percenty expressed bthe hope that their fuature position
will be sh an average. Un the other hand. wveryv few
regpondents {(represenbing 12.0 percent at Premier

~¢

paints, 15.8 percent at DEC and 15.% percent at  NASCON)

believed +thot they will ooccvey good asnd bast pogitions
on the ladder of life in the future. The information
above 1s not uvnexpechted. For instance, the future of
AT in MNigeris nowsdeys 1is often faced by many
gsituations he/sshe cannot control and which the HNigerian

governments, emplovers,. friends and obther relatives

seemingly ocannct control either. For example. he/she

may suddenly be laid off because of lack of raw

22



materials, broken down machineri wnich
repaired becsuse of inadequste forelign

government talks wavs to

reduce the burdenings of ESAP on  the peo

inflation stesadily erodes workers esrning
soead"’ . Again, government services such oS

D
bt
'i)
.+

Cicitby supplies, heslth gErvVices

Kj

frequently bresk down. Thus, under the above

predicaments. it wmay be nore raticnal to msain

with the present  in

predict the current

hardships, it is  doubtfvel if the working

future  thaa

operatling now.

able 7.10a: Ladder of life of reepondents al ihis bime.
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sble 7.10b: Ladder of life before SADP was introduced in 1986.
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ible 7.10¢: Future expectations of cespondente on the ladder of life.
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In form of a sumoary, respondsnhs were asked

n]

compare Lheir guality of life with that of 30 average

—~

Nigerian abt +this time of Shtructuoral adjivstment.

queshtiocn was asked, "How would vou compare the guality

246



of your life with that of an average Nigerian?'. The

question wass structured and presgented con a Five pointd
ascale from which respondents wers asked to pick the bhest
option which represent their comparabtive positions The
options were ranked ss follows:
Far below sverage = 1
Below averags = 2
Aversge = 3
Above average = 4
Far above aversge = 5
As  shown in bable T.11, masny of the respondents  at

Premier wovaints and HASCON ranked themsselvez Lo be

o
P
0]
w
T“
)
Y
o
[»#
&
'\*—I
Q
<3
N
2
m
o
S
s
L)
ol
2]
}_J
ot

ot  respondents at

D3C ranked themselves Lo be average and above.

Disaggregating theee responses, Lthere were slight
digparities in the responsss anross  the Lirms. For

example, while 37.0 percent at Premisr paints and as

much as 45 .5 percernt at NASCON ranked themselves  far

D3C  supported this reanking. Alse, 37.0 percent for
Premier wpaints and 24.8 percent o2t HABLOM =32 against
12.8 percent ab DSC ranked themselves o be members of

"~y

"average MNigerisas'. Again, Z28.0 percent st Premier
paints snd 239.7 percasnt v WASCON and as high s 78.1

percent at DSC believed thalt thev were above an average

Nigerian.
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As sald earlier on, the following case studies
represent  the guality of working life of selected
regpondents across hhe three studised firme.

CASE STUDY 1
Name of firms  Yremier palints MNig., (Lid.3y. Ifo.

Mr. Alabi,

University

1938.

thirteen, seven

parents ar

in

(%3
n
— Y

to marry  in

dreaming’ .
like

furnitnre

Ty oy
Lkl

ot

AR

s

i1

1)
L
-
famd
et
p_!
]
[
<
T

his

soarcs

avings of =H=

radio o

mareiad
st

thie

old moslim, from a

and Jjoined the present oomposny 1in

and the third in & family of

o are from his mothsr. Both

and they
Both

home hown.

give them money

Lo

fetd

()

v per monhh =N=2115:00

[

3.

¥y
3
F N

"

U
1]

He flat whers he pave =HNz400:00

reanhs s

L

A

=N=800:00 on =H=140:00 on

RUU:UU on clothing and keeps o regular

15000 per month. His ox

111l now, he

flat

il erahe ”'1fu5 1A

reoorder,

WOrYyY
home . He
make ends

T o

woment, e incomes

s=lary from



relatives and friends. His concern is that the state of

]

",

saves likttle room for a brights

(o]

the economy todsy

future. Acoording Lo hinm, "Income is down whnlle prices

are up’.

CASE gTUDY 2

Name of fivm: Premicr walints MNig, (L&d. 3. Ifo,

Mr. dJdames, 41 vears old, a plonsesr staff of the

o co : o} myrrea o e 3 L H Ty LS +
company ., was first emploved =5 a messenger in 1885 after
m,j-u-". e o -‘~~1~3~-p IT r«—;} ) Sy d oy + IR e e vy -
COMPIiatlng Nis el L1l Sl a&uatioit. 1 PPesenc,
h___, Ty oy e % meny 2 -} 2 oyt oA F o .;uq'g_:.w T T T t 1:-:‘7.: 3

& rias IEE3 L0 LhRe St Y o a zales reprasagintative in
Ty h - TS N S SRR S S Fue el d
hisg present jJob. He is married and hasg siz hildren.

His wife =sells food at the mobor park. Himz monthly

salary is He pays =H=z400:00  house  rent,

=N=TO0 00 Ffor food and  =N=I300:00 asn maintenance

allowance For his children which includes =N=E: 0 each
per day for the fthree in secondary school and =N=2:00

- T WA B . S 3 e L3N de . am, LEPER . P
gach for ths rapaining children in the primary  school.

He spends  abowt =N=I3G0:00 on his parenta on monthly
basis and about =H=300:00 for his clothings ete.  He has

a Junior brother whe i1z an apprentice and  takes  about
=N=10:00 ey day.  HMr James has a tami oabh which he

by Yon S ey R £ N g v oy — P P kt
hought about five yvears ago and he

3 ey e P CA —lT e F - -, - i e [P T ! o\ o
brings about  =H=2L0:80 profit per month. He has no
T e O U L1 FOU =
house . 2 hag 0 2avings either. To suevive  SAF, he

I s LA R O - . e - a3 —_ 7 epyr, . = oy A S
dirives his cab at weekends, koeps 2 farm and  henefit

AN



from being a sales representative. Yet, he says life is
diffiemlt for him~ AL 41 years, he wonders whethsr he
could =till aild s house in his  1ife. His rpresent
worry is how to educshbe and cater for his children which
he savs ig "not essy”. For three vears now, he could

not  buy  new olothes for his cohildren snd  parents at

deliberately being neglected by him. His hops is  that

the economy will lmpyove so that he can  discharge his

regpongiblilities to his ohildren and varenbts adeguately.

Name of Tirm: Delts Steel Comolex. A

Mr. Michael, 49 vesrs old, fignished his WASDT at the azge

of 1B wears asnd oompleted an apprenticeship in a

technicsl trade ah bhe age of 23 vears. He was on his

ho
i

L'1
l,.ud

ﬁ
D

trade unhil 18984 when he was enploved in  his
present  Job  as a8 wachine opershor. His original
. . .

ambition was to set v hils own Lrade after working in

the company for o meximuom of five veaxs to save enough

to establish his own trade. Uonforbtunstely however, this
dream hes nobt materislised becsuse sccording to him, he

hazs not bheesn able to buy necessary btools. He is  the

firet and the oosht "svccsessful” in & family of nine and

both parents are still living. Mr. Michasl hes a wife

who sells provision sb Benin-olty and



bleszsed with five children, one of which is already  in

the eoondsry achosl while asnother is lesrning 8 trade
attar nis primary school sducstion. The remaining three
are in primesry achool. His sgslsry ig =H= lﬁﬁ”'O) per

month (=N=15,084:00 per year). Every wmonth, he spends

about =N=8580:7 on food lncluding what he gives to his

children as “abtipend”, =N=Z50:00 for his parents in the

village, =H=ZBO:00 for trensport and anobther =N=350:00
for uwnerxecected oocurrvencas. About :NZEUQ:UU goas Lo  is

own brot héra andg sisters. Thus, his total expenses per

month runs  inko sbount  =R=I1800:00, wvet, he £3YNS
=N=1E57: 0. When ssked how he is “"coping”. he =2aid he

drives taxi cabk and prectise his original rade when
opportuned to make ends meet. Savings is an alien word
to him, rather. he is only interested in the survival of

his family.

CAGE STUDY 4

Neme of fiem: Telts Steel Complex. Aladia.

Mrs. Johngon, 45 years old, iz a university graduate

and Joined her presant jobh nine  years  asgo after
resigning from a private firm. She iz the only wife of
her husband who disd agbout five years ago. She has four
children, her mothsr and grandmother to cars for. The

hushband l=ft an wncompdeted building, ong old car, his



from being a graduate, Mrs. Johnson is also a trained

halr dresser. Her take homs 1s =N=2.834: )0 Evaery
month, she spends about =HN=1500:00 on food, =N=600:00 on

her children’=s achool, olothing and transport since she
could not take them to theilr different schools regularly
and  Aag  fecesSssry. Abont ZHN=HO0:00 is  spent on  her
mother and grendoother and  =N=bHOO: 00 is  spent to
maintain and fuel the onlyv car in the family. According
to  her, her life smbition is to complete her husband’s
house and edocabs her four children up  to  wniversity
level. Bhe resvmes work at 8. a.m. and leasves by 4.30
pm (Monday - Fridaw). Once she rebuvrnse from work, she
goes to her halr dressing saloon while her children sell
soft drinks at home. Beocause of fiy rldl difficulty,
she does nobt belong to any socisl club bub resigned from
the +twe she previouwsly belonged. She goes +to church
regularly to pray te God for His asssistence and help.
She sepends everytime bhinking on how to  survive SAP.
Her children take what she could provide but not  what

they prefar. 2Bhe is s uwewnbesr of & cooperative societby

whers she conbribuabes =N=zI100:00 zs ssvings per month.

)
et
)

L

Her hope iz *to  +ta loan after 3 vears, open a

S

o

S

3

provision shop snd allow her mobher to wsnsge the shop.

8



Mame of Fivm: Hational Sstth Companv. Ubha.

Mr. Hassan. 52 vesrse old, had no formal eduocation but
trained a8 a carpenter abt the age of 14 vears. He was

in the trade for five vears before he Lravellsed to  the

Gold coast  (now  Ghans) bto trade. Hz came back to
Nigeria in 1972 and went %o his vililage to  farm. He

Joined his present ocompany in 18988 a2 & gateman,

in
of

although he 111 keep his farm. Mr. Hassan has two

wives and nins children. Morne of his  firset four
children resd up to WASC level altousgh thev learnt
different trades and sre presently sslf-emploved. Two
others asre aperenbtlces while the remaining are in

econdary schwole. His monbthly salsyry is =N=T757:00. He
pavs no rent since he lives in hisg house which he buoilt
whaen he csme back from Ghena. He spends about =HN=500:00
on food, =ZN=ZZ20:00C on transport for both himself and
five children who are with him. He:

account of his medicsl sxpenses nor doses he keep record

on  expenses on fsrnily clothings. When ssked how he i1s

~oping  with B8P, he says he still prachtise carpentary
and work st construction sites as labourer where

ossible. Besides, his children hawk fruibs, besns  and

rice, and other pehbty goods Aleo, his wives are
traders in front of hisg house. His woresy is oo how +to

feed and olothe his children. He has never thought of

puyving & csr nor bulld ancother house since sccording to
him, *they are shove hise resch. He sdviee MNigerians to



leave everything in the hands of Allah because he alone

understands ovur gufferings.

CAZE STUDY 6

Name of £ixm:  HNahiopal Salt Compaanv. Ohta.

Mr. David, 48 years, is & vnlversiby gradushte and joined

the ocompsny  in 1837 afher resigning as & manaer in
another ocompsny in 1888, He is merried Lo a class
tescher and nes four children. The family income is put

at  abowvut =N=T,000:00 per month. The family lives in

Lagons., s distance of aboul 43 kilometres from his work

place. He hes 2 personsl oar which his wife +takes to
work since he has an officisl car astteached to his

office. The Tamily spends sboub =HN=Z.500:00 on  food,
=N=1800:00 on house rent and =HN=14,000:00 per academic
session a8 school fees of his children who attend &

private primary  school. Besides, the family spends

m

about =H=I1,000:00 to fuel and maintain the only car they
have. He keesps 2 ssvings slthough he savs whalt 1L in

the accovnt iz just encugh Lo sushtelin the Ffamily for two
monthe when salariss sre not peld on bime. Another
=N=1.500:00 iz s=pent on genersal expenses on their

v month. He doss not keep socount on what

Lhe smily spends oo olothings and heslith. He has  an

uncomplaeted mailding which he sbandoned in 1929 when he

could neot cope with rising cosh of building meaterials
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CHAPTER HEIGHT
SUMMARIES AND CONCLUSION

An_overview of the shudy

This study exanined the qguality of working life

within selected industries in Delta and Ogun stastes of
Nigeria. The notion of quaelity of working 1ife in  this

study  ascoribed +to  the gulf that existe bebween the
asplirations of the workers and the realities of their

working 1Life ass well ss to the divergence bhetween life

s

at work and swav from 1t. The importance of quality of
working 1life lies in the reslizsiion that work is

centrsl to numsn existence.

its broad snd most abstach usage, it encounpasses all
In its broad d me o t o uasag L encoug & 11
possible aspects of work related life including working

environmend, working bilme, wages and salasries, career

=

labouwr and social relsticns and  guoality  of

gelf fulfilment. In essence, guality of working life

relatively new.ls defined asg the surmsation of

<

& humanization of

A

all work related dimensions such =

work, job ohion, ordisntabion to work, motivabion

and compltoent, working conditions and the socisl inmpact

of socio-economic policles on work lifes.
In guality of working life, +the level of

WS

it




employvment, transport, health, education, clothing and

other needs which sre winimomn reguirements for  the

(

survival of & family in the country. Apsrt from basic

needs, this study also considered herediitary factors,
socialization and obher life experiences.

Chapter two  deocumente  the review of literature
fecussing  on bhe origin snd definiticng of guality of

working 1ife as well ss the operationzl definitions of
some basic oconcephbs in the study. The chapter also
focussed on the sctive grouvps in the determination of
quality of working life znd some of guality of working
life indicators Specificallv, the chapber sstablished
the "nevwness” of the concept in the academic literature

S

it was introduced to csll abttention to the private

o
w

and needlessly poor guality of lLife at the workplace.
Quality of working life, in essence, was developed as a
way of appreciabing the relsbionship between the worker
and his working environment as a whole and was intended
to  emphasize Lthe huwan dimension so often forgotten

among the bechnical and scocio-econownic factors in  job

design. Due to its divergnet origins, it has not vet
have s clear—ocut and generelly acoepbed definition In

its Tbroadest snd most abstract usags, it simoly means

aterial snd non-materizl)

ct
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o
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pa
5
ot
a}
fd
o
}...J
-
-
=
u
t.—.J
o
W
m

attained by a worker through his life s & wage or
salary earnern. On the other hand, in the narrowest

senee of the berm, cualitvy of working life refers to the
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positive value of a given Job as it affects the worker.

however, in thig study. gquality of working life was
operationslily defined as  abiribubes of functional
activities thst meske for fulfilment of savone whose

existence depends on working for living.

l.l

The wezpon of theory lies in its capaacity to gulde

socisl  inguiry in posing the guestion why a2 particular

phenomenon wenifeste the way it does. It was sgainst

this backgrowud that chapber three was devoted for the

discuseicon of the theoretical orientaticn of the study
.

which is action freme of reference. By focussing on the

noticrn that workers, like 311 humsn beings. seek in

T

their Jobs bto satisfy desires in accordance with their
owrn interpreatations or definitions of the situation, the
action aperosch has safforded a bether wnderstanding o

work sahbtitudes and behavior. Infact, it has helped to

bring back the scbion bendencies of the worker inte the

anslvsis of as well as helped to  focus

sttention on the sccislly patterned wmobivations which

2

provide the b frame
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of reference established s soclological tradition which
emphasized uvnderstsnding huomsn actions  through the
analysis of the subjective mesnings derived from socico-

cultural snd econonic sibuabtlions.

The action freme of reference was supported by the

Q
Q
>
ct
.LJ.
e

i
L

ncy approach in this study in order to teke care
of some of the limitastions of

particular, Li
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study because of the belief that there ig no best way to
explain the behaviors of workers. It is our belief that
internal and externsl fachtors assoclisted Lo a f£irm, the

socio—economic policy of the country snd the guelity of

w

fet

ife of people 1o the country fsmong others) are

impeortant  debterminsnts of guality of working life and

fortunately this is the core of the contingentoy
APTToach. Apsrt  from this, +the wmajor and minor

hypothesis guliding this study were also discussed in

this chapter. This is in addition to the discussion of

the bhasic sasssumpbions of the study which were alsc

mentioned.
One  of the basic tenents of action frame of reference

and contingency approach iz that boith tends to favour

S
[
¥

bt

.

qualitative rather than quantitative data and this  has
often lad to  the use of gualitative studies of
particular cases. Thua, in an athampt to collect
necesgary  and comprehensive information on guality of
working life in Migeria, a random sampls of 340 skilled,
semi-akilled and unskilled respondents were aalected

from TIelta Stesl Complex {DS50), Aladia, Iklta state,

Premier paints, Ifo and National =salt company of Nigeria

These firms wesre chosen after dues considerations as
discussed in chapter four above. In particular, it was
asgumaed that workers in our ochosen  industriss would
always nwn perceptions, aspirations and
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aff. Thus majority of the staff live around the
COmpPany locshions. Delts Btesl Complex,a federal
ral ground

COmosny

atandard

I o [~ I SN SN, | I E R ST RIS
compriging of over five thoussand housing uwnihs with
PO RV ER—, T
. heslith  ano ey the

.. [T, S W SR, R S A . EI. ST BN TRy L
evenhual pulaticn  of the wrshilp  is  estinated  in

company La s Tederalgovernmsnt COIETY,

COMDAENY

thus,

o~ - -, e SR e S o
aosle Industri

I ~~7~—- .y . re o
crorriatorships and sizes.

Ffrom  the above differences, FPremier painte

represanhs 3  simpls scaled production technology,

National salt - medivm scaled produaction  technology

1
of
i
=
e
"

while Delha 3 epresents advanced scsled production

technology when

he  complewity of their production

ot

technigues Rl akaen  into onsideration. Their
selection wae based on the assumpition that since workers
in the threse firme operate under 4different socio-
econcomic condibions, we expect that each of the firms

would oparste uniaune guality of workins 1id
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linked to self actualization. Thus it is not surprising
that majority of respondents in the shtudied firms wers

married aexceph that NASCON recorded the lowest

percentsge of marrizde life smong the three shudied
firms. This sucephionsl case could be related Lo the

7

8 nhigher percentege (37.2 percent) of

]

@

gob that

[

respondents  in  HNASCON fell hetween 18 - 25 wvears ag

o

fal

w

grove. This age group is relatively low for marrisge i
the modern socisl setting of an indushtrizl commoniby.

Majority of the respondents in the studisd firms had
dependants which incluoded wives/ usbands, children and
relatives although most of the dependants werse children

of the workers and not necesserily distant raelatives.

Also, majority of the resgpondents covered in this study

often recsive relabives zs vigitors from ocubside their
workplaces. It hes been established =arlier that only

.

few mlgrants onh themselves of T from bheir relatives and

v

townsmen . Maicrity of the respondents aoross the
studied firvms had one form of formal education or

snother. Cowmparatively, workers abt Premiesr paintes and

D30 were shown to bhe more edocabed than those of NABCON.

It i the belisf of this study that education 1is a
necessary socino-demograohic and econcomic characheristic

among incdustrial  labour force in
bulilds an enlightened and raticnal cibtizenry. Alsc, 1t

provides basic background informstion which help the

[N

workers to deterning and sesess Lthelr gualiby of working



life in the country. The income earned by most

respondents  in  the studied firms are very low by

4

internsticnal sh

sricdard  and  the reslity of economic

conditions in  the oounbry nowsdavs. Cowparatively,
workers in DEC and Prawmisr oailnts serned better income
than those st KABDON. This study belisved that income
differentials sre an important reason for evalvating one
Job wore then the other.

One of the major conceprns of this study was  to  learn

more aboubt the perceptions and attitudes of respondents
across  occupational atructures in the studied firms.
Information from thisz study showed that therse were more
skilled workers in DEC and HASCON than those at  Fremiler

L ? . - 3 A E e v Sy PN TR
paints. The reason adduced for this divergence was that

DEC  and NASCON exhibit more advanced technologies than

Premier paints. However, ther was o widespread
disparity in the occoupational status of respondents

cross the atudied fivms. It was fund out that most of

the workers in the studied firms cams from the immediate

{3

trives arcund thelr sstablishments. inwaver, the three
major tribes in Nigeria {Igho. Hausa and Yoruba) were
\
present in sach of the firms althousgh their percentages
ary from ane Tirm to another. YMajority of the

rezpondents  in  the studisd firms expressed Thappiness

o P o 2 5 W I N ] PO S, I S :
when they work with indigene and non-indigene alike.

Thus, theres was no elament of tribal discerimination in

- - e Yy 4 = e o B £ e ) - L
any of the three firms astudied. Although English
o Ty o 5 Yy S S 5 ] . - o 4 y i S - 4
languags iz  the official meanss of commmunicabion  in
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every modern organimgation in Nigeria especially where

the workers zre multi-tribasl in composition, only DEC

workars demnonatrated this  feature. Mozt of the
respondents in  the stiudied indostrie had worked

somewhere before Joining their present  estsblishments

although NAEBCON had the highest avpober of new entrants.
Also, majority of the respondents across  the studied

firms thad ebtayved for more than ong vear without work

places of work, thus, 1t
could be assuvmed that most of ther had expevienced the

zgony of vanenplovoent at one Lime or the other in  theilr

the

paiv
-
et

Information gathsred on  length of sspvice

studied esstablishments suggests a relatively astable
workforce. it is the hwelief of this study that length

IR QI vl bob gaun \ - " S 3P S -

perceptions and atiiftudes and more importantly on  the
o -y ¥ R L e = BT e R e T =k o ] Ty £ Y

quality of working 1life among industrial workers. The

P R S el T o en i ey mos e by JPp R N =4
relatively stable workforce across the atudied firms
becomes mors aignificant when it iz considered in

relation to the degrese of job satisfaction which the
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From that angle, information gathered on the desgree of

job satisfaction sugsests that most of the workeers in
the studied firms were zatiasfied with their present
Jjobs. The level of =zatisfaction, howsver, was highest
among workses st Fremier paints than those of I8C  and

[he]
)
Q0



NASCON.

The phenomanon of satisfaction at work have attracted s
great deal of interest in the fields of industrial
manageainent and  human  bhehavior. As &n important

component, it is =meen as the positive feelings of the

- v o R e S .1 . L oy Ay ey emy ey S 4= .
emplovess abouth thier jobs, theilr nesds have to  be
o a e r o b e M r e e s et e d
satigfied. It iz in the light of his that guestions
- - 1 3 S . T Y = U PO e Ty S
were asked on nins dimensions of work fao LOPS, OVering

oth extrinsic and intrinsic factors of work. As  shown

. T S T B | N L LI ey - USR5 X a3 oty 47y A oo gy e ey a
attributed sreat importance ko extrinsic sapects of
- 5 A I Ty ~ ihe - . o P2 LA e, . £ ~ U
thelr Jdobhs. Bwoegwver, out of the four index of material
£~ RO . U { L P T I ow o » e L e 4.
factor coverad Iin the study, salary was  the nost

o
ot
o
Pt
ford
]
by
i
’r,_. 2
st
d
i
1)
o
4
-y
Trer
T
th
H »
t
i

important across the three fipme

[y’

waz the least important.

T

Resvondents acrosg the studied firms displayed similar

attitudes towards atructural competance factors.
Availability of competence factor among workers at
Praemier paints aud Delta 3teel Complex whereas having
clear responsibility was the most important among staff

of National Salf Company. However, availability of  +the

supervisor To  assemble or organise teaw work was  the

least important among strucharal competence factors at
Delta Stesl and Hational Falt company. The reactions of
respondants  to thelr co-workers and supervisors are
generally positive although therse were significant
disparity in the attitudes and parceptions of
respondants to few index of human relations factor. The



mnos important indice of human relations factor across

the stuodied firms

gt

wzs the chanoe to meke friends.
Also, a high percenhage of respondents in  the three
firme athracted grest importance ho the attitude of
their supervisors Lowsrds  them. In the ocase of
intrinsic faohbors, mosth respondents at Delts Shteel and
Nation=l Salht Coopany abtitiributed high  imporbance  to
freedom +to do what the could do bast while majority at
Premier paints sitached grest lmportance to abllity Lo

s

e the results of their work.

o

quality of working life varies across socic—cultural

baeliefs. As shown in chapber sixw, it could be argued
that workers in the shudied setablishwents abhtached

cultural

A
lL
ct
n
Q
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H.
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significant value to certain fac
 heliefs. Majority of the respondents at DSC and NASCON

argued thet thelr +triksl belisfs inf luence the

respondents  ab Premisr palnts and Delita SBhteel complex
hed lesst importonce Lo effect of nepobisw in thelr
determinztion of guality of working life.

A further insight shoub the attitudes znd perceptions
of workers in

place high premin on thelr personsl state of mind  in

the determinstion of thelr guality of working life.
Among the indzxw of personal sbate of wind, majority of

thisr personal

P

respondents attached great luportance

240



mood oy feeling. An insight into index of flexibilility

of Job showed thel respondente placed varyving degrees of

importance teo flexibility of job fesbtures. pvondents
placed high importasnce Lo level of responsibility at

Delts steel and Mebion=sl sslt company in  thset  order.

regspondents at Premier paints, and Nationasl

ey
5
2
b
%
5
L]
4

salt company sttsched the least ilmnportsnce to work

autonomy . The informstion above, when vieswsed from  the
point of view of Herberg s 312539) wmotivabional and
elrlohmeub Tachtors, it could be argued that high quality

of working life ccours where s Job is challenging., when

achievement is encoursged, when there iz opportunity for
growth srd where responsibility, sdvancement and

recognition are asvallasbel.
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At lansight int cherscteristic

s

challenge of work showed thet majority of the s=sample

v,

across  the studied estsblizhments did not sttach grest
importance Lo index of challenge of work. They attach
moderate imporhbsnce Lo veriety 1in work routine.

Information sbhouwt elf estesm index showesed Thst mano

respondents pleced high premivm on self ssheem factors.
Y

Also, there was no geriocuvs dispsriity in the level of

inmporbancs ahtached o most aelf -~ egtaem

could be an independent variable as well ag an outcome

of gualitvy of working life itself. Thus, it seems



reasonable that persons who view themselves in a
positive maoner wounld be hepovy  with  htheir ourrvent
worklife status while those with low self - esteem would
be less happv. It is common knowledsge that there is
crisis  in the Nigerian aconomy which hsesve severly
affected the guslity of life of Nigerizn people, most
agpecizlly the workers. On the basis of dsta covered in
this study, majority of the respondents in the studied

Firms place high value on the indices of gualiby of

life. The indices reflect & combinstion of the
subhjective feelings and objective status of the well-

1

the workers as well as the ernwvironnent in which

across the studied firms, we went forward to assess

whether or not our respondents were satiasfied with these

dimensions of quality of working life. This effort
=)

becam=s necassary  because 1t allowsd us Lo determine

o

whether or not quality of working life among our sampls
is low or hizgh.

From the information covered, workers in  the studied
firms SMDIresE low satigfaction with certain
materialextrinsic aspects of their Jjoba. For sasxample,
they were leant matisfied with financial rewards from

their Jobs, most eapecially with their pay and fringe

benefits. They howsver eupressed high satisfaction with
242



their hours of work and security of job. Alzo, majority

!. n~

of respondents across Lthe three firms wpresse high
satisfachion with major asspechs of structuvral compebence

diverdences in

the percentage of respondents across the sstablishments.
They were particulsrly sablsfied with thelr supervisors.
The only excepbional case was in the ares of support and
equipment wheyre majority of respondents express  low
satisfachion. Another dimension of guality of working
in this study was the human relations
factor in which the reespondents expressad high

satisfaction. In pertliculsr, respondents across  the
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three firms axpresse
ips that exist bebweern thelr co-workers and
themselves. A discussed in chsphber &ix, majority of
respondents in DED and NASCON attachhed ilow satisfaction
with virtually 21l the intrinsic factors coversad in this

study while Lhe reverse was bhe cass in Fremier paints.

This ils notb unexpeched however. For ioshanoe, it we

aseums thelt intrinsic

worker s OWET resaponsint ity

WOorEDp Lace, W axoech  thast  there  would e
i the ok an acToss bhe

T T T4 r 7 T - A1
argued  that this will hawve o work
PR S S A SR PR T O T ST T = Tn oy wy g Ay 1 oy
auvilitunaas ST Wm0 mManos SMONE e FenipOnas nts.



Another dimenslon of worklife covered in the study was

termed fle

of dob fac . From the dats covered
in  the study, it was obvicus that axceph st Premier
paints, majority of ryeswpondentes at DIC and  HASCON
express dissatlisfacotion with thelr flexibility of Job
factor. Majority of regpondeants a2t DEC and  NASCON
express lessh dissabisfaction with the level of autonomy
they possess 2t work while respondents at Premier paints

express sstisfschion with the level of responsibility

and Delts steel complex slso sxpress dissstisfsction

with their smount of work rouvbtine. However, respondents
in the three firms sxpress satisfscobtion with the level

of cooperation Lhey receilve at work.

e,

Seltf - sstesmn was oviginslly ionbtroduced by Maslow in

LD

his bhiersrchy of needs ssg one of the higher order needs
of individuals at work. In this study, it was nmade more
explicit a8 seven different items were used Lo measure

it. On the basis of the data obhained. majority of the

respondents expressad dissstisfsaction with nesrly all
the self-esteem items introduced. Exoephional cases

were recorded in ibtems such ag recognition from friends
and the extent +to which their Jobs contribuate to

society s developoent. This widespread evidence of

economic and socio-politicsl sibustions in the country



Guality of 1life was another important dimension of

gquality of working life covered in this study. AS
Barrett (1872 and Weltz {125%) cbserved, there 'is a
gignificsnt correlsbion between athitudes btowsrds life
and abttitudes towasrds work. Both cocconcluded that an
employee who is satistied with Llife tended to be
satisfied with work. A look st the dsta covered in

chapber sixn showed & critical low quality of life smong

our respondents in bhe studied establishmente. Also,
there was no significant dispsrity in the resctions of

respondents scrosz the studied firms.
Attempt was zlso wade bto sgsess the social impact of

the struchursl adiuvstument progrsmme in Higeria on  the

quality of working 1ife smong workers in the atudied
firms. 4owonld he recslled thaet the impsct of SAP on
erian peowple is remarksble Lo the extent that

asgainst  the progremme which rocked the scoclo-economic

impact of SAP, a set of open and olose ended goestlons

0

were L=

U

ked. Aloo, indepth interviews were conducted

among some staff of our studied firms. The findings in

chapher seven showed the bypical condibions of working
life din  the countryv under the sbtructursl adiustment

programmne . For exasmole, when our respondents were asked

to  ideantify government s policy which deserve serious

= < e

government rEview, intflation, food shortage and
education in Lthat order were the freguentl mentioned



policies There was no serious divergence in the
reactions of workers scross the stuodied firms. O
respondents also declared thet high inflsti and lack
Worry sid concern nowadsvs.

of money geve bhemn Lhe wmosh

The gharp incresses in the prices of besic foodstuffs,

n

.

transport fare a0 house rente in meany  oprhs of  the

l

country wnowadasyds  curmoolated with the rising rete of
unemployvment met Lhat workere might need to redefine and

resssess  the relevance of work in their lifes. It is

factors, Lthe importasnce snd centrality of work in  their
daily lives ig never in 4doubt. When thelr responses

were dissggregated scross the studied firms, only  few

The <queshions aboul what workers liked and disliked
about their pressnt establishments rnowsdsys always
proved wvalvable 1n wvnderstanding their guality of
working life. Ag shown in chapiter seven, there was

little dissgresment asboul what workesrs in the  three

establishments Jdisliked most. Pay, working conditions

Also, when
respondents  were asked what could meke them changs  Job
now, most of them sttached grest lmporbtance Lo axtrinsic

Jjob Taoctors which are also bebiher salary, Job

%46



Majority of our respondents
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Delta steel company. On the other hand, only few
respondents expresesad the feelinge that +they occupied

worst possible position on the lasdder of life before SAP

was introduced in 1983, There i slightly higher
divergence bebtween respondents at Delta sheel aind
National ealt company.

The future of an average man is alwayas ffll of new
hopes with thes expectation that the new hopss will come

to fruition. Unfortunately, in this study., majority of

§

the respondents because of thelr experiencas about the

effects SAF in the country, did nobt expect any hetter
future for themselves. This is not surprisins. For
ingtanc the future of Nigerian workers is often faced

by many situations which they ecannct control, and

unfortunatley which the government, employers, friends

and relatives sesemingly cannot control either. For
example,. they may suddenly be laid off because of lack

of raw materialsz, broken down machineries which cannot

be repaired dus to inadeguate fo
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wat ls operating now.
a form of summary on the quallity of working life in
ria, the most appropriate assesshent should be;

"We (Higerian workers) are all dying in

allence. What w

governmant regains its sense of direction.

I am surviving it all but the fact is that

I Just have to struggle through various means
to make ands mest. We don’t nesd a zmser to
tell us that we are working under terrible
environments. Infact our guality of workipg

-~ 3

1life is wery poor. Our predicament is something
that should be given an uvrgent sttention if
this country must progresza and develop.

Mr. A. Jahsuoz {FPieotitions name)

Delta Gtesl Complex, Aladja.
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the unguided high rate of industrial strikes in the

countbry at present.

(47, In addition, there is the nesd fo  reconstruct

working arrangements in direction that addresses  both
the social relations and intrinsic nature of guality of
working life in the country.

(B}, Furthsrmore, studiss like the one reported in

this survey mway prove uwseful to the country in so far as

ot
o
[0}
et
o

121y government to  appreciate  the need for
improving workers productivity.
(8). There 1z al=mo the need to develop an appropriate

vardstick which can be used to determins what minimum

quality of working life should he in Higeria. This
posSes zerious wmethodological problems for further

(7). We look upon this study as a bhegiming  both
theoretically and methodologically. Introduced are

theories and methods which require involvemsnt and
sation of  expertas in the determination and
understanding of auality of working life in Nigeria. In
our own wiew, t

the workers. Therese iz the nesed to alwayrs consult  them

on issues that affect them most
(8. It muast bhe emphasized that thie study was  purely
exploratory. Thers 1a the need in  the future for

predictive or casual research to relate quality of

A

working life to other important components of 1ife such

251



biological, health, legal. crime and zo on.

{€). Finally, for any research on aguality of working
life. to hawve practical applications most  of the
dimensions covered in this study nesed to he Jdeveloped
further and locally validatsd across the country and
probably in other developing countries of Africa. It

must alisgo bhe an integrated resesarch which must  include
ideas from sociclogy, economics, payohology, political

zolence  and other humanities as well., There are costs

as well as benefits in this approach.

CORCLUSION

The prasent genervation of workers in Higeria hased
upon the findings of this study, hcve\ unnigqus
perceptions and attitudes to work. They have been
unduly denied of several rights, allowances and

benefits, they now work under zsrious down-turn economic
conditionas - all in the names of atruactural adjustment.

Welfare =chemes are suspended when not eliminated,

retrenchment, compulsory leave and early retirement have

- KSR U RO 2 rem TR I 2 mon S meim e | .
become institutionalised while dismiszsal has bhecome
?

R, T B AP Sy 5 e yy IR < 3 T SV
preferable by some organisations on flimsy exouzes. The

an average worker in N

that his or her job can offer within a short posszsible

_a

time, yeb the management wants him to he productive to

retain his Jjob. Az =aid sarlier on, the case now 1is

"insist on your rizht and loge yvour job or agree with
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fill in the zporopriste informstion and mske a

tick [ 1 where necessery in the bowes provided.

SRECTION A: EIO DATA

1. Sex: Mole oo e Female . o0 ieooee...
2. Age: {ay 18 - 25 vyears BT R R,

(b)Y 2B — 35 vears® e e e e e

(o) 38 — 45 vears L. e e e

(d) 48 ~ 55 yesars .o

() Above BB veare e e

(a} wsingle........... {h) HMHarried.........
(c) Divorced......... {3} Widowaed.........

N

. how many peopls stay with vou in your roonshouse

0]



(a) Children......... (b)  Wives. .. .........

{2} Kelatives (Please smapecify) ... ... .....

Total .. e e
5. BShtabe of origin:

5. Tribe:
{(a) Hauma. . o oo e - (Y Iho. .o,

{oc) Yoruba........... {thera (Specify).. ...

(£) Others (Boeolfy) i e i e e e e e e temns ..
8. Income per annum:

{a) EBelow =N=d, 000 . e e e e e e e I

{(b) =H=4,800:00 - =\n=R8,b00:00 ... ... e e e

(e} =N=8.001:00 — =N=12,000:00 ... ... ieenn

(d) =N=1Z,501:00 - =N=16,800:00 .. ... ... ..

{e) Abowve =NzIG. D000 . e e P

10, Your Department//oechtion ... ... ..

11. What language do yvou speal mostly at work?



Others (Specify) .. e

SECTION B: WORK HISTORY. WORK LIFE AND LIFE STYLE

13.

14.

N
O
.

20

Wiat WA clicd O hegin this Joh?

Have vou ever worked before? Fea. oo, Moo o. ..

If Yes, what kind of work have vou doneV (Specify)

F’r " 1— ATy 1"‘ ~] T 7 et -l Teburm e i e ot
For how long were you without work between this job
and the oreviocus job

Do vou feel heappy alwave working with

Do wvou  ever meel peopls vou work with in  the
avenings or on waeaekends (to drink togetbther or g0

to footbhall matehess, oy sit and btalk ebo.)

I Yes, are they vour relatives or do  they come
Trom the saos Ioeality or the same Lribe with you?

—
A
o
=]
i
{

Dording  the laat one vesr, how wmany  times
S

relstives from outsside come Lo visit wvou?

(e 4 Far
.................... {Specify)

worker, vou are aswsre of some
governmeant policies thet have heen taking place in

L Tive vesrs. Please

¢

this oounbry over the pas
mention thyres {(3) important ones in order of

importance bto von.



22 Are you satisfied with the conditions of worklife
in this company? Yes. ... ..o ... Mo it e i i

23 Wnat do  vou  like most  An this Company’?

a4 What do you dislike most in  this company?

25 . What changes would vou 1like to see¥ ... ... ... . ....
26. Which aspect of & Jobh do you consider most
Ol o SR T S . - S S - 3
important? {(Hank in order of importance to you)

27. Trom your socio-ewltural beliefs, kow would vou

reaet to the following statements:

Life satisfaction comes/davelops from work

There s no 1ife without work

Live, eat and brathe your work

York is the cnly solatien bo poverty

Derive more Jovy in your work than in yowr lelsurs
A day at work 1s lenger than s day af rest

"

Work is only necessary bui not compulsery

28. What are the threes (3} most important goals which

you arg trying fto achieve in life?



29. How satisfied are vou with the progress you have

made towards achisving these goals up to this point

(b) PSatisfied L ]
(¢) Itiesatisfied [ ]
(d) Very dissatisfied [ ]
3C. What are the most asriocus worry thst you face these

31. Generally speaking, how happy are yvou these days?

;

{a} Very happy

M
[}

(b)Y Happy L ]
(¢} Unhappy [ ]

(d) Very unhappy

™
L

32,  Would vou say your 1ife has become better or worse

aince SAP was introduced?

(a) PRetter [ ]
(b} Same { ]

(o) Worse

™t
3

33. Do you thiﬁk vour 1life will improve with this SAER?
YF‘!"», a lot { :}
Yes, a little [ ]
No, it will not £ ]

34. How often do you feel you are really enjoving life?

Now and then [ ]



™

35. Below is & plecture of a ladder called “the
of life”. At the top of the ladder is the
vossible life for vou and abt the bhotbtom is
possible life vou can imsgine.

0 L o 3 4
{lorst possibls Best possible
Life Life
Now
(a) Where on the laddsr wouldyou places yvour 1
this time? Step No. ..o o e e e e e e
(h} Think abhout your life hefore SAP, where d
atand thaen? Step No. ... oot i e e e e n
(¢} HNow, think about vour future , where do you
yvou will stand? Step Ho. ..o e
36. Do you think life has become hetier or worse
vou become & worksr in this industry?
Better f ] Same £ ] Worase
37. Do wou  think that life in Higeria is
hetter, worse or remains the same?
Better i ] Damea ) ] Worss
38. How would you compare the guality of wour 1i

that of an average Nigerian. [Circle

number’.

0 1 2 3 4
Far below abovea

avaerage

average

he wors

ife at

id

vou

think

s3ince

gatting

2

fe with

the appropriate



SECTION C:

RANE THE IMPORTAKCE OF THE FULLOWING VALURS OR G0ALS TO YOUR WORK LIFE AKD QUALITY OF LIFE.

' SCALE 'Not Imporiamst  Bob ! Hoderately! Very
| Voot gll ) Important | Important | Important

o

1. Pay

2. Fringe benefiis

3. Good working houvis
4. Job securily

1

i

i

H

j

H

H

{

]

i

]

i

|

H

B. Structaral Cospebence Racters ]
_____________________________ :

5. Supervisor competent ;

6. Adequate information o do job H

7. Responsibilities rlear '
§. Enough help and equipment N
9. Supervisor able to gel people to work |
together ;

10. Co-workers compelent :
!

1

!

l

|

i

i

H

)

{

)

]

i

. Human Belatlons Faniors
11. Co-workere frigudiy
12. Superviser friendiy
13. Chances good to make friends
14, Co-workers helpfunl
15. Superviser coucerned sbooud ne
18. Co-workers inieresied in me

}

1

H

1

[

D. Instrinsic Facices ;
__________________ !
17, Interesting work !
18, Can see resulie of my work !
19. FPreedon o do job :
20. Can do things I my hest able o do !
" Opportenity to develop shilities !

1

{

1

!

i

1

§

i

I

t

1

1

]

22. Tribal beliefs
23. Favouritisw

24, Neoohism

25. Fanily probleuws



]

Personal Gtate of mind

26. Feeling/Hood

27. Domesiic guarrels

28. Sickness of irzediate {apily nember
: 7

29. Independexnt
30, Work freeds
31, Aubonomy
J2. Responsibility

(3.-

ek and
i

novensnt

o c‘

Challenge of work

33. Variety in work rouwtine
34. MHeeiing/working with z variety of
People

5. Tean work
36. Cooperatinn ab work

37. Outside 1ife affscts work life

38, Working wirh pecple from oy tribe
aluays

3%. Contribution o personel satisfaciion

40. Self-accomplishment

41, Recognition from friends

42. Work appreciation

43. Exfent fo which vressnd life stvle
leads to good future opporisnities
44. FExient to which the work I de

contribute to society

45, To feel good aud be in gnod physical
condition

46. To have @ conforiabie and peanaful
nome

47, To have a government thad is manseing
the economy well

48. Yo have & govermment ig providing
eoployment and curbing inflatien

4%. To have & sonleby thay 1s free of
eorruption

50. To have # society that rewards the
individval for in tiative gt

achievenent

To be free from dzlib

on
Py



disszses
52. to have a good relationship with ay
neizhbours

1

!

i

3

53. To have claae friends ann companions |
54, To enjoy every vemend while nob ;
thinking of tomorrou !

25, To be liked and sperecizied by my :
friends : ) '

58. To have inmer harmony and peace of :
sind !

57. To have # govermmenh Bhat zrovides |
basic needs such 4s good waler, roads |
glectricity !

58. To be able to give my children the |
vest in life ;

To what extent do you feel thal you have been Saiiafied with each of these values and goals in your 1life?

Bgain rate the Satisfacion of each value or goal on the scale below.

SCALE !Not Satisfied! WMot | Moderately! Very !
{ at all ! Batisfisd | Satisfied | Satisfied !

0. Human Relations Faciors
1. Co-workers fr
2. BSupervisor friend

Score/ | § ' 1 b2 ! 3 '
Grade | ‘ t i ?
A. Material/Extrinsic Factors ! ' ! ! ! !
““““““““““““““ : { ‘ ; i }
1. Pay | Z i : i ;
2. Fringe venefils : J ! ! ! !
3. Good workine hours p } : ' ¢ i
4, Job sscurify ! ! ! ! X '
1 H 1 H t ]
I { { \ i i
1 H \ 1 H !
[ ! 1 i | {
B. Giructural Competence Factors 1 X : : | :
_____________________________ 1 ¥ 1 } 1 1
t 1 i H 1 §
5 Supervisor competent : i : Z 1 i
6. Adeguate information to do job !
7. ReSgOTSLbl ities clear '
8. FEnough nelp and egquipment !
9. Supervisor able o zeb mecpls fo work |
together 1
10, Co-workers comppetant !
{
1
{
1
H
H
H
i
]
H
1



13. Chances good to make friends
14, Co-workers helpful
. 15, Supervigor comcerned aboout me
16. Co-workers interseted in me

D. Intrinsic Factors
17. Interesting work
18. Can see results of wy work
19. TFreedon to do job
20. Can do things I am best able %o do
21. Opportunity to develop abilities

E. Socio - Culturzl Beliefs

22. Tribal beliefs
23. FRavouritism

24. Yepotism

25. TFamily problems

Personal State of mind

26. Feeling/Mood -
21. Domestic quarrels
28. Sickness of immedizte family member

Flexibility of Job

29. Independent work and movement
30, Work freedom

31, Autonomy

32. Responsibility

H. Challenge of work
33. Variety in work rouiine
34. Meeting/working with a variety of
People
35. Team work
36. Cooperation at work

Self - Esteen
37. Outside life affecis work life
38. Workimg wirh people from my tribe
always
39. Contribution to personal satisfaction
40, Seli-accomplishment
41. Recognition from friends



42 Vork avpreciation

43. Extent ta which present life style
leads to good fulnre spporiunilies

44, Bxtent to vhich the work T do
contribute to society

1
H
:
1
i
t
i
i
]
i
i
t
J. GQuality of life '
________________ L

1

45, To feel good and be in good physical |
condition '

48. To have a comforiable aed peaceful |
home :

47. To have a govermment that is wansglug |
the econony well '

48, To have a governmenb hel is providing)
employment and curbing inflabion i

49. To have @ society that is free of ;
corruption i
i

1

|

?

;

i

H

]

i

|

1

1

1

i

i

|

l

1

1

1

i

i

]

i

i

i

50. To have a socieiy hhal vewnrds the
individual for initiadive aud
achievement

81. To be free from delibitefing ( )
diseases

52. to have a good relzbiveshiv with m
neighbours

3. To have close frisnds aud companions

4. To enjoy every moment while nod
thinking of tomorrow

55. To be liked and zovprecizted by my

friends

56. To have inmer harmeny and reace of
nind

57, To have & government thed pro ides
basic needs such as good waler, roads
elpctricity

58. To be able Lo give my children §

best in 1116
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