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CHAPTER ONE , 

BACKGROUND INFORMATION TO THE STUDY 

This study examines the quality working life with 

reference to the workplace and the wider social context 

within selected industries in Delta and Ogun states of 

Nigeria. 

In its broadest and most abstract usage, quality 

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 1991, has had a direct interest in making work more 

humane. In 1976, ILO launched the international 

programme for the improvement of working conditions and 

environment (PIACT) with the goal of giving a new 

impulse to its activities in this field. Under this 

programme, the quality of working life is a key area of 

research and action (Spyrbpoulos 1985). 

According to Delamotte ·and Takezawa (1984), 

quality of working life emerged relatively recently in 

the industrialised nations where English was the primary 

language. Parallel concepts and innovative steps 

tov-1ards like goals developed, almost simu1 taneously in 

several other industial:<: .countries. 

"Humanization of work, is often usecl in 

1 

For 

a 

instance, 

number of 

( 
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langua.ges as a synonym for g_ua.lity of work.ing life. In 

France ana some French-speaking countries, the most 

us1J..=:1.l ex_pref;,c,;J_on. 1.Ei "imp1:·ovement of ,,,or king C'.ond.i tions '', 

while :L~L the soc'.ia.li.~1t cm:mtri.ef:.i, the e.stabJ_isl:unent terra 

l' c• 
•--' (Dela.motte and Takezawa. 

In Scandinavia, the central concepts are 

"workj_ng envir•r)nment" a:nd d.emocra.tiE;a.tion of the 7dork 

(Thorsirud, 1976). In ,Japa.n., the c.oncept of 

"Hata.ra.kiga.i" and "Ikigai" ·i1;,hic:.h gained impetus in usage 

around. the EJame t :i.me., a.r-1:,i sur·:i:;rrisingly simila.r to thof3e 

of gua.lity of vmrking life and quality life. r-espectively 

(Tak.eza.wa c·L ,,,.:1] UW2). In as::.H:1sE:dn,g a quali ty of 

working life, it 1s necessary to discuss the degree to 

total 

q_uali t~/ LLfe of people (5().t1 t11 .... i l1t1 te to making i t 

pcn:ŒibJ.e for t.}rn worker t.o fulfil the nüs:::don for which 

These basic need~=:; ineluèle l.teal th, fc,od and 

nutrition, :reasonable 

adequate clothing and recro:?.tional entertainment, good 

:"::;ocial sdcurl ty·, and hwnan f.reedom. Diej omao}1 ( 1986) , 

Chief of ILO job,3 ana. :=:.Jc\.1ls programme for 1-\.fri.ca 

(,JASPA), def :l..nes the basic needs as minimum requireme.nt:3 

of a fami.Jy suc:ll a.s adequate food, s}:el ter and clothing 

to be supported by essential services provided by, and 

;3a.ni tation, 

];ilJ.b 1.i () t.i,.a!1~3[)C~l'>t., heal th and echwational fac il i t.ies. 
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Ever since the evolution of man and his tortuous passage 

from cB.ve-a.ge to da.te, the f;t:c·uggle to get t:b.e i.:-.ia.sic 

needs had been the most intrinsic. 

realized. ""'c.ha.t •:J.a.ulity of v1or·king 1ife affects a vast 

a.rea of human activities that go beyond the b.'3.E::ic. needs. 

Qu.a.lit-y of wor·king life iB an imprta.nt socio-

behavic.11J.ra.l dimension which ca.n be. used. t.o eva.lu.'3.te 

employees st.r·ength of commitme.nt, motivation, 

invol·vement a:nd productivi.ty in or-g.=1.rüzationE:.. Hcn .. -1ever, 

sociologifft.s ir1. Nigeria b.a.ve been extraordina.rily slow 

in ad.dressing the issues and problems associated with 

the quali.ty of wod{in_g l.ife dimension. There are fe·w 

isola.te.cl. BtudieE; of job E;a.t.isfa.ction ar1d motiva.tian 

whicJ.-1 genera.11:sl a_tte.rn.pted to test ,:Jest.ern derived 

concept,s '.:Jit.h little irnpr.=.u:.'.t on polie.y in the public and 

private sectors. rrl1Bf)è,I. s·t11rlie.~3 ô_)~~e. alE.!CJ a.11.rJ. cJ.ivorced. 

from -r1er'..pc-cp:,-,-,~ 7 ~,o-nDc•to (")f wnr•1~ ,:;,=.-' ~ "l• ·1··1 i-1--,q t ..... ,_ ..... ,_J\ __ ,_J.1- .. v v .. .J..t-•• .... - _.. .J•-' - -· .r-... -~t.d--iife JJ. .. ,~ co1-1.ntry 

Oloko in geri8ra.l [see Siebel (1968; Euka.n ( 1958) , 

(1972)]. Yet, this is one of the two objectives 

1.:mderlyi.-ng the applica.ti.on of sociologie.al concept1:::; a.nd 

rnethods to the study of people at work. The other 

objective the incea.2:ed efficiency of wor·k 

organiza.t ion.s. Usua.lly, the two objectives ca.n be 

reconciled by the tacit a.ssurnptions that be.tte.r qua.lit.y 

of worki.r1g life mea_ns better jol·:.iE;; bet te.-r- jobs me.ans 
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greater job satisfaction; greater job satisfaction means 

bet;te.r perfo:::-ma:nce; a.nd better pe;~·fcn:·m.a.nce me.ans 

improved. f,.:::nct ion.ing of the organizat ion ( Pa.tchen 

1.970 J . Tl:n.1i:=::, interest in <;pJ.a.lity of working life 

dimension lE an a.tt.1::>.rnpt to fit the worke.r to the job a.nd 

the job to tb.e ·vmrker. Most ,·,orke.rs a.ccept th.e 

conditions of \<Jork be.c·.a:use it. fl1:i.fil one a.spect of t.heir 

needs or the other. An irr~~rtant characteristic of 

qua.lity of worklng life ir; tha.t the more vJe a.irn a.t 

promoting r1.1 .. una.n va.J.ueB in vmrk l:i.fe by j_mproving qua.lit.y 

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

of cb.ëi.r1.ges in 1J1J.r acciety a::'J a. who.le _ For e:.Kample, 

De la.motte sees guality of working life as 

specific eon.ceptions -r 0.1~ the desira.bles by which a 

part icula.r- E;oc iet-y· or group judgeE; f eat-1..1.res: of v,1ork to 

be good or· ba.d. The béi_E.:ic a.ssu.rnption he:r·e is that the 

socio-cult1..1.ral beliefs of certain ethnie groups: dicta.te. 

how they define work within their total life cycle. 

Thue., the.re i E::. the ne.e.d t.o k.now t.he e.xte.nt to vJhich 

cul tura.l :perc.ept irn:1s of work ic.f luer1ce. the expecta.t ions 

which are brucr.ght t.o work. Another important 

cr1ara.cteri2:ti.c of the qu.a.li ty of working life c.oncept is 

that it has to project work characteristics, the 

attitude.2; .:J.nd l:.1Eiha.viour· of workers a.gainst the political 

econorny of the. cou.nt ry _ This implies tha.t we muE;t study 

the political conseguences of economic develoI®ent of a 

country in orde.r to appreciate the. qua.li ty of wo:r·king 

life of :people. The empha.si1::: on polit.ical ec.onomy is on 

4 
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the need for deliberate planning and for governments to 

play a ma.j or ro le a.s ent.re.:pre.neu:cs. it is 

realized th,'3.t polit.ical economy is not only concerned 

with how political variables and constraints affect 

economic. d.Ervel.opmerrt but. alBo, a.E; a.n inde.pendent 

variable., a.ff ec1.t, soc io-po 1 i t icaJ_ , ' . oe.naviours and 

inst i tu.t ions. 

Diversity op1n1.on,::,, or polarisation of 

positions regarding an ü::1sue, inevi t.ably chara..:.:terise a 

new developmen-;:; .1.n ;3ociety, and the qual i ty of working 

life 1s no exception. Polarisation, to some exten~. 

represent.B tlie 'i,.,.isdom of mankind. It prevents ills-

considered changes in society in one direction or 

the situation or by forcing 

people ta stop and reflect. The choice rests, with each 

societ;l, wlrnther 01' not i t is in line wi tl1 present day 

quality of vmrk.ing life c:oncepts and innovatione. 

the quali ty of v/OI'king life nee:ds of all the industries 

concerned_ A particular practice may have many merits 

under cert.s.in cirumstances, but not necessarily ir.t every 

case. We are convinced that the best decision is always 

e:ituational, and that without exception, it cornes from 

the aœmnitted responsible partners in the situation. 

Q.uality o:f worklng life is the simple :3clh.:rtion 

which can be readiJ.1r understood by EtJH.i are meaningful to 

a very large segment of the populations in each society. 

5 
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The orientations of workers· values and aspirations may 

not be the BEHTl.13 in a.11 ind.u2.trie.s, and cou.n:t::.er- rnea.i=c:.-1J.r-es 

thernsel ve.s eve.n i-r1 respone.e to the sa.me iE.~E~1J.8S, ma.y 

differ a.cr·oss incluE.:tries. 

It that 

the quaJ.ity of working life 

t ' . ,11lS study 

in Nigeria 

emanates largely from the following sources: 

1. The socio-···eco.nomic and poli tical developme.nt of 

r, ,.:, .. 

,·,1age-employme:nt, 

the socio-cultural beliefs of Nigerian workers, 

S t.l""l.1C t, ll:"C a 1 factors internal to the cho:3en 

i11c"1t1st,1 ... ie:s a11cl, 

4. the exter.nal environment of the ,,,,orkplace, 

5. the present econonnc :r.:,olicies and programmes, 

particularly the present structural adjustment. 

eco:nonnc programmes a.nd its associated 

socio-political policies. 

These sources, to a large extent, i:nflunce and/or 

de termine the perceptions of work, orientations and 

motivation te, work among the Niger.i.an working class. 

6 
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L THE sor:ro-ECONOMIC AND POLl.TlCAL DEVELOPMENT.S 

Cur·r-ent trend in the labour ma.rket in this 

recessioY1.'3.ry period, reminds one of the capita.l 

domination, v;1orker intimidation, hu.ma.n d.egrad.a.t ion, 

inhuma.n ",vorking conditionE.: and labour exploitation tha.t 

characterized development of western 

industr ia.1 iza.t ion. As Onyeonor·u ( 1990) 33 o b1::.:e:cved., the 

early sta.ges sa.w English King Edwa:r·d III in 134!::J, 

enacting a. la.bour l.a:w whicb. ma.de wcn:·king da.y sta.rt a.t 

5.a.m and end at 8.00 p.m. To the ca.pit.a.l ist, th.e idea.l 

is the impossible 24 hcn .. u•é:. But. b"y the 1Bth centur·y, 

enterpreneurs ha.cl exploited the situation to heighten 

working hours j_n English facto:r-ies and workshops to 

about 1,-, 
.0 Men, wonem and even ch.ilch:·en, were 

forced work pitiable long hours, ever1 on weekends, 

without overtime payment. Thus, the life of the worker 

wa.s expended on 11,ork for the be nef i t of the employer. 

Onyeonoru ( 1990) expla.ined. further tha.t it '.tJas not until 

1919, following the progrei::;sive struggle of Western 

Europe.an workerE.:, that a.n international agreement 

establishing . an e:î..ght-hour ·work.ing da:y wa.El 1::.:igned in 

Wa.shinton D.C in the United sta.tes of America. 

lt; is a.ga.insd~. t.his genera.l ba.ckground that th.e 

history of wage-employment. in Nigerj_a_ c.ould be 

appre.cia.ted.. Dur:1.ng t.h.e precolonia.l a.nd pre-industrial 

eras in th.e country, th.e ec.onomy ·was prima.rily based on 

7 

CODESRIA
 - L

IB
RARY



subsistence farming, and the family was seen as an 

intergral part of communa.l activi ty, d.evoid of profit 

motive. Work wa.s a. grou.p a.c.tivit.y a.nd people acc.epted 

the norms and. values a.ssociated with tb.e ·work. They 

were a.ble to control tb.e time a.n.d pJ .. a.ce of work a.s well 

as the prod.u.ct.f; of t.heir work. The existing social 

relation waB br::.1.sed. on mutna.1 help, cooperation and 

socio-mora.l obligation to the extend.ed. fa.mily and the. 

comm1J.ni ty e.t la.rge. However, the 113th century indu.:::;tria.l 

revolutic-n in F.ixf'ope and Arner·ica as well a.s colonia.liE:m 

which eclipsed. Nigeria. ,3.nd ot.he.r Africa.n cou.nt:cies up to 

the 19th century, cha.nged both the economy and the 

ne.ture of wo.rk as ~,;ell. Wage labour replaced the family 

as the basic tmit of production in agriculture and other 

, . ' reJ.at,ea commodit.y 

, . . 
proouct . .1.0.n, the 

emergence and dEn.relopment of the public sector and so on 

altered the traditional structure and organization of 

work. For example, the factory svstem curtailed the 

f:reecl(JD1 t>ir1(Je 

reguested ta be at work as regulated tlwc0. /~.géii j} \A/Q.i:'l ]~ 

t.o a 

powerless and estranged human being, exposed 

C 011(! J. t,.i Ci!l.5 of work, poor living, 

faci~ities end other demotivatlonal factors .r• . .!-
Cl l, 

LLttJ.e or no 

CC.)iJlnli tr11e.:"1t t~i::) (Elden 

1974, no 

n 
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emJ/he:rica1 :.:.~t1..1.cJ_ie2: on E:;at,isfact. io:r1, ;noti vat :Lon and 

cummitwertt d.u:r·:L:1g th.e :;):ce-co]_onia.l and· e.a.rly ccolonia.l 

pe:r.:,iods: 5-n tJ:l.ge;~·:L:1., AfonJa ( 19136) arguf,d that one can. 

prote.st.s ,3.bout the er1d of the H3th centu.ry, that the 

socio-technical structure of industry as determined by 

Nïgeria:n politica..l economy, caused d.issa.tisfact.ion with 

wage ernployme.rrt. It iE; alE;o evid.ent from Pea.ce ( 1!3'79) 

and Hughes a.nd. Col"ien ( H171) fir1dings: that ,;,mrkers were 

highly di.ssa.ti.sfiec.l. lvith a va.riety of ::factc,rs ea.rly in 

the coloni.2.l period - VJith poor- housing, insecu.rit.y, 

ina.deguate wage :r-a.tes, irregular promotion and ill-

treatment on the job. 

The colonial adnünist.rators who came into Africa 

t.o take charge of governmet.al affairs, cHd .not appear to 

have given muci1 positive consideration to the negative 

traditional attitude of the African to wage-emplo~nent. 

Rather tbey engaged in t.he forced labour system. 

Mason ( 1fJ7é\) , Gover:nment 

resolved to a syr:3tem of forced labour s1rstem which t.hey 

disguised with the t.erm "plotical labour," instead oÎ 

creating th(':: condi t.3.orn':î for a free labour mar1rnt. This 

system created and entrenched in the minds of the early 

Nigerian wo:::,.kers a high level of fear and suspicion 

Thus, wa.ge 

employment. the result of 

which led to B. total psychologica1 detachment anà a 
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negative attitude towards wage-employment. This 

attitude ha.s tended to linger on as to become almost 

normative or institutionalized, because although the 

white man has gone, Nigerian management team, are often 

perceived to ha.ve replaced the white man at work-place. 

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

is being transferred to the ~black' rna.n management 

team. Infact, a.lthough Nigerian workers now realise 

they no longer work for the white man but for· themselves 

as Ocho ( lB/34) observed, the name wa.s changed. without 

any corresponding cha.nge in attitudes and commitments. 

In our view, the history of wage employment in 

Nigeria is one of the sources of va.lue that shape the 

framework through which Quality of Working life 

dimensions a.re developed. Thus, while present qualit_y of 

working issues may arise as a result of workers' goals, 

these goals cannot be divorced from the history of wage 

employrnent in the country. 

2. SOCIQ-CULTURAL BELIEFS OF WQRKERS 

Working for another man in Nigerian social 

setting, unless when governed by custome was 

traditiona.lly a.ssocia.ted with slavery. Infact Lugard 

(1922) conte:1.1.ded that the existence of large areas of 

fertile a.r:i.d unpopula.ted la.nds, the fact that .the 

reguirements of the peasanta.ry were few, and the 

existence of a.buda.nce seasona.l . crops which could ·be 
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cultivated without much labour meant that in normal 

circumstances of pea.ce and security, the Nigerian people 

take up la.nd for themselves or engage in tr·ade, and 

nei ther rema.in a.s sla.ves nor seek wages for hire. Also 

Ahazuem and Fa.lola ( 1987) argued tha.t Nigerian 

villa.gers saw wage employment a.s a degrada.tion from the 

independent status of the farrner to that of a. hireling. 

Many scholar·s (Surnmit 1981_, Davis 1977, 1975, 

1981) recognise the fa.et that gua.lit,y of working life 

entails a. cultura.l definition of work and one can derive 

-from tha.t definition what workers want from work, their 

evalua.tion of pa.rticular types of work e.nd how these 

cha.nge overt irne . 

From the sociolc,gical perspective, i t 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 

o:E' workers expectations before relating them to workersJ 

perception of quality of working life. Also, Social 

Anthropologists have often described African behaviour 

as followi.ng prescribed courses which exclude the need 

for economic and political decision making (Hill, 

1972). This belief disavows the notion that African 

people are economic men and insist instead that, until 

they came int.o contact with colonialism, they were not 

profit-oriented, rather, they were oriented to the 

support of society. The socio-cultural kit which 
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workers possess, thus, becomes one of the determinants 

of qua.lity of wo:r·king life. 

3. STRUCfJTURAL FACTORS INTERNAL TO THE ORGANIZATION 

Every industry contains a number of interacting 

per·sons, whose a.ctions and inter·a.ctions are coor·dinated 

for the achievemnt of a. set of purposively defined goals 

(Etzioni 1964), and ha.ve a ra.tionalized set of 

objectives within a. well defined and continuous 

structure. The early sc:.hola.rs who stimulated research 

interest in orga.nizat:Lona.l ana.lysis among this line, 

were the classical Economiste who were primarily 

concerned in the economic rationalization of objectives 

as a me.ans of ensuring the r·ational allocation of all 

the faotors of p1"oduct.ion - land, labour and capital in 

business firms. ThiE.: set of scholar·s were less 

concerned about. the a.et ions and inter·a.ct :tons of 

individ.ua.ls in the f:Lrrns in so far a.s profit was 

maximized. From this perspective of rea.son:i.ng, Max 

Weber ( 1949) set the wa.y for the compara.tive studies 

of organiza.t.ions a.c.ross differ·ent socio-cultura.l and 

historica.l backgrounds. In his a.nalysis of bureacracy, 

Weber was prima.rily concerned about t.he type of f ormal 

authority or orga.niza.tiona.l str·ucture tha.t could erna.nate 

in a. forma.J. orga.nization. He sa.w his theory of 

bureaucracy a.e-; a. tool of a.drninistra.tion in advanced 

indust.r ia.l soci,aties, a.lthough he also assumed 

coonsidera.ble va.ria.tion between t.his pattern· and the 
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structure of the ancient bureaucracies of China and 

,Ja.pan. 

This 

originated 

dimensions. 

comparative analysis of organizations 

by later developed along two 

In the first dimension, there were studies 

on variations in the fu.nctions or the specific goals of 

different firms (Blau an,:j Scott (:l.963), Katz and Kahn 

(1966) or in the ma.nageria1 structure of 

orga'nization ( Simon lflEiO), Cronzier 1964). 

In the second dimension, t.here were stud.ies (Burns 

1963; Leavitt 1951), on the study of bureaucracy 

as a general concept defined in terms of structural 

factors inter.nal tci the organization and such factors 

include goals, mechanisms of controJ., types of authority 

and so on. T}1is close system perspective of 

organizations later gave way to the open systems 

f 1e1~spec-'ci '7·,l'e ,. \;Vi trl1 f act,OJ:,.S Sl!Cl1 as S1Ze, technology, 

market, environment, working conditions and so on, all 

int.eract.ing te• de termine the degree of formali ty of 

organizations as well as the quality of working life of 

the workers i.nvc,1 ved. Wit.h these variations, i t 

becomes apparent that the quality of working li:f:e cannot 

be generalized t.o all orga.nizat.ional forms and 

structures, t,}1t1S, qualit.y of working life becomes a 

concept that. would have t.o be related to the specific 

conditions and structural f~ctors internal ta specific 

industrie~=::, even wlthin the same environmental context. 
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4. THE EXTERNAL ENVIRONMENT WORKPLACE 

The open systems model of organizational structure 

and process which currently predominates research on 

organizations implies a structural-contigency model. 

Her.-e, organizational structure is not primarily seen t.o 

be arranged according to a single fixed set of rules, 

but. r.ather, i t is assumed to vary wi th the exter·ual 

si t.ur1tion faced by the organization. This model uf 

or-gani..zation is presented by Katz and Kahn (1966), 

Thompson (1967), and has received empirical support in 

research of Aiken and Hagen (1968), Pugh 

( 1969) and Dunca.n ( 1972) a.mong others. 

-, '/ 
(.";l.t. 

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 

( 1967). Rheman distinguished between the JtaskJ 

euvironment and the value environment, the political and 

thr::.i mixed environments. In this way, he was able 

to cstablish a theoretical typology of environments, 

which makes possible a more precise operationalization 

o.E the environmental dimensions. Fr·om another angle, 

Zupanov stratified the factors of the environment into 

stimulators and catalysers; stimula tors exercise 

pr·e:.:,sure upon enterprises and effect their reactions to 

the environment, while catalysers determine the way j_n 

which orga.nizations react to external pressures ( R.us 
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(1978). 

Another dual method of assessing the environment 

may be identified in current theorizing and research on 

the relationships between or&anizations and their 

envi.ronment. One model used by Dill (1958), Weick 

(:1969) and Duncan (1972) took an informational 

per,3pective on the environment treating variations in 

information about the environment as perceived by 

m!"!mbers, as the major factor in explaining and 

determining their quality of working life. An 

interest in this model leads Aldrick and 

(1978) and Randall (1973) to the position 

explicit 

Mindlin 

that 

environmental elements, such like other organizations or 

individuals, are of no interest in themselves, but only 

in so fa1•, 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 believing 

that the level of resources and the terms on which they 

are available in the organization~s environment is tha 

major factor in explaining quality of working life of 

workers in the organizations. From this model, the 

environment is a source of score resources ~1ich are 

sought after by a population of organizations which 

complet.es for as well as shares them (Yuchtman and 

Seashore (1967); Aldrick, 1971). 

Rus (1978);, in his definition of organizational 
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environment, endeavoured to integrate the advantage of 

all·the above mentioned models and approaches. Thus, he 

defined 

dornain. 

environment as a communicative-influencial 

He contended that the environment of an 

o:eganization is everything within which the organization 

ounununicates and which can influence· the internal 

acLlvity of the organiza.tion. The influence can be more 

vL' less reciprocal, and mor·e or less intensive. 

In this study, we accept the phenomenological 

hypothesis that the actual influence of the environment 

ou the organization eguals the perceptional one. An 

iwJividual ac·tually reacts to an issue the way he 

perceives the situation, and not to the- situation ~in-

iLt:.H::!lf, J. In support of Dàvis (1981) and on the basis 

of the above discussions, this study will examine such 

y_w:;)stion [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 employeeJs attitude and perception of 

SAP? 

4. Does the employee projects a brighter future for 

himself and family within the present socio 

political and economic set up in Nigeria? 

5. How strong are the employee~s drives for security 
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and stability among people from different ethnie 

backgr·ound. 

6. Does the employee prefer supervisory authority 

compared with peer pressure? 

In order to provide answers to the set questions 

above and get an appropi ... iate picture of the quality of 

working life. in Nigeria, the- following are the 

o"hjectives of this study. 

THE RESEARCH OBJECTIVES OF THE STUDY 

1. To examine the nature and perception of life 

which affect quality of working life in selected 

industries, 

2. to identify t.he extent to which the present 

Structural Adjustment Programme affects the 

q11ali ty of working life of working class, 

3. to discuss how the -socio-cultural beliefs of the 

working class determine their perceptions of their 

q1iFility of working life (QWL), 

4. to explore t.he inter-relationships between the 

internal organizational factors of the chosen 

industries and the quality of working life of 

workers in the industries, 

5. to evaluate the contributions of the external 

environment of work on the quality of working life 

of the worki.ng class and, 

Ei. To see how workers · adapt their working envinront-
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5 

ment to their physical, mental, social and phsycho­

logical capacities, and reduce manifestations of 

nl.ienation. 

STRUCTURAL ADJUSTMENT PROGRAMME AND QQALITY OF 

WORKING LIFE OF WORKING LIFE IN NIGERIA 

ThP. economic recession which eclipsed the world in 

the early 19E\Os to date brought with it a decline in the 

general socio-political and economic development in 

Nigeria. The oil glut in the world market and the 

nAglect of agriculture led to a total decline in the 

fnreign exchange earni.ngs available to the .government. 

:~;11bsequently, the country could not support heavy 

jmportation of raw materials, food, spare parts, and 

mnc:hinery. This led to a decline in industrial output, 

high rates of unemployment, loss of job opportunities, 

i·,hP. collapse of industries, high rates of inflation and 

A decLi.ne in the purchasing power of tehNaira. The 

et·t·ect these problems .is that there was a general fall 

Jn the standard of living or quality of life of the 

nvA~age Nigerian. 

A Structural Adjustment Programme (SAP) was 

j ·n-J-.roduced by the Babangida regime to remedy these 

problems in 1986. According to Adeosun (1987) 45 . 

The struotu.r·a.,1 a.djustment programme consists of a combi­

nation of me.a.sures d.irec.ted at efficient restruoturing 

and. diversification of the productive base of the 
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euunomy in order to reduce dependence on the oil sector 

and imports, to achieve fiscal and balance of payments 

vië.1-bility oVc!r the pe.riods and to lay a strong basis for 

o. .sustainable non-inflat:i.onary or minimal inflationary 

g:i:·uwth. 

One major dimension of structural adjustment 

pr-ogranune that has direct relevance to guali ty of 

working life (Q.WL) of workers is that it has forced both 

thA household and governments to more rational in their 

consumption, and socio-political activities. Nigerian 

workers have been compelJ.ed to be more careful in their 

.=-~pAndings and to baae their expendi ture on the "price-

AFrvice 1œinciple (Adeosun, 1987)~ Another d~nension of 

S/.\P that is directly related to Q.WL is the present high 

r.=ite of inflation in the country. The high and unguided 
ç 

rL=:e in prie-es of moat commodities such as food items, 

rlAtergents; motor cars, building materials, drugs and so 

on, and the .fal1 in the exte.rnal value of the naira a:ro 

pArtial picture of already tense inflationary situation. 

··i· l . . nr:se pictures become more revealing when compared 

ag;=;inst the Emnual inc:ome of most Nigerian working 

(: 1 A.ss. Yahaya ( lfJC:7) contended that the present 

jnflation rate in the country bas the t.endency to oreate 

RArious difficulties for those o.n pensions and other 

:fixed income ea:rners. Such inflation, he argued, could 

cri=:i:.d~e t.e.ni:3.ion l::,etween t}1ose groups that are able to 

protect. themaelves against risi:ng prices and those that 
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Anot.her structura..l adjustment programme dimension 

that has implications for qua.li ty · of working life of 

wor·king cla.ss is the high ra.te of unemployment and 

und,3r-employm.e.nt in the country. While the magnitude of 

-Lhls problem is difficult to measure due to lack of 

adeg_uate data base, it ca.n be sa.id tha.t the majori ty of 

·Lhu unemplo-y(3d are idle and roam about streets 

c..;ururnitting different types of crimes and living below 

1-)uver-ty level. This has about at least thr·ee effects 

fur· quality of working life of wor-kers. The first 

although not the most irnportant,is that an 

ï:J.vurage Niger-ia.n wor-ker has at least a relatively close 

fiuaily membe:c among the se unemployed ones, thus, the 

wurker is morally or otherwise binded to contr-ibute some 

wuriey to the continue.cl existence of this family rnember-. 

Wlw. te.ver 

<l.i.vor-ced 

working 

assietanc.e the worker renders cannot 

from wha.t he brings fr·om his own work. 

Str·1J.Gtu.ral Adju.stment Pr-ogramrne on g_uality 

life is that Nigerian wor-kers, more than 

be 

The 

of 

ever 

bc::;.Coi·e, a.re more. conscious of the agony of being 

üw::;rnployed and t.hc:1-y now asse sr::; their· qua.li ty of working 

w .L i.:.-h the fear· of unernployment count.er-rneasures in life. 

More. importantly, the third effect of Structural 

Adjustment Pr·og:camme. on suality life is tha.t the present 

l~vel of salaries and wages, and the existing conditions 

of work foc an aver·age Nigerian wo:r.ker is below 

~xvectation. According to Eyobong Ita (1959), 47 the 
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LLVicc.!.r'.'age Nigerian worke:r- now cuts a picture of a 

"cullapsing striken" who could drop dea.d with the least 

01ysical provocation. From his pocket money turned 

i:;a.lary, he. is r:;>.xpected to take ade9.uate care of food, 

·L,r;.:i.nsportation, hou.sin§':, hea.lth, education, clothing and 

su on both for himself a.nd his immedia.te family. Yet, 

ÜH:J salar-y is fa:r:· below his financial rieeds. Again he 

iw in per·petual fear of his landlord who is always 

th.r.·eaten.ing h:i.ro. with g_uit notice for- fa.:l.lur·e to update 

hl:.:; house re:nt. He :i.s a.lways indebted to his customers 

1Juuause his sal.-:1.ry is a.lways exha.usted even bef ore he 

r·eceives hiE:.: pa:y packet. As a result of the current 

c:uunomic . r-ecession a.nd th;::1 introduction of Structural 

Adj ustm.ent Progra.rmne, So leye, ( 1989) claimed that the 

att:i.tud.inal c.ontext of work l. c.• 
I;:/ one of 

~Jt..!dupness ~ ar·is:i.ng from. the fact t.hat the expectations 

o:C employe.es a:r-e not being ree.l:i.zed. Many workers now 

t::J.i)und moe,t. of the ir t, :l.me thinking about themse 1 ves and 

i...lH:.iir familles :r.·at.her tha.t about their jobs. 
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CHAPTER TWO 

REVIEW QF LITERATURE 

For thorough appraisal of literature on q~ality 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, 

(c) Literature on quality of working life indicators. 

THE QRTGIN AND DEFINITIONS OF QUALITY OF WORKING LIFE 

The1"'e is li ttle agreement on 

definition of the concept "quality iof 

(QWL). Although the expression is of 

the origin and 

working life" 

fairly recent 

vintage, 

in:fact 

campaign 

a good number of the issues i.nvolved are not 

new. In the middle of, the 19th century, a 

was launched to secure respect for what was 

called ·at the time "the dignity of the. working man." 

However, the 

Organisation 

issue through 

formation of International 

(ILO) in 1919 contributed a lot 

conventions and recommandations, 

Labour 

to the 

aimed 

specifically 

through the 

to improve the quality of working life 

introduction on occupational safety and 

minimum wages and salaries, hours of work, healths. 

fr-inge benefits, leave bonus and other measures aimed ar 

establishing a number of basic rights, encouraging the 

workers effots to imp1•ove their candi tions of work and 
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curbing the arbitrary power of management (ILO, 1978). 

It is generally acknoledged that the climax of 

soc::iologistsJ interest in the problems of work took 

p]?.r:e in the 1950s while the middle of the 1970s 

revealed a crisis of work sociology due to the economic 

hnom and crisis of the period, 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 bureaucratie and scientific management 

theories carried out in the United State and Britain 

, (Taylor 

( 1951). 

1913, Mayo (1949), Trist and Bamform 

These studies were feasible alternative ways 

of organizing work and workers. They were attempt to 

rationalise production and maximize profit which started 

during the industrial revolution and Adam SmithJs 

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 bands of workers alone, 

rather there is the need to invite 

J specialists·J who should define the "one 

best way" which worker should follow and. 

(2) That~ generally, the most simple and short-cycled 
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the tasks, the greater the chance of their being 

per1ormed in a correct way. 

The implications of Taylorism made jobs to be more 

fragmented and repetitive, with the assembly line as the 

r11c,~;t, spectacular development. This development 

cont, inued for many decades, wi thout much pro test from 

j nd11strial workers and/or their union. Infact the 

Pe:onomic and technical efficiency of the system then 

e:011 ld not be over-emphasized. 

However, after the first World war, interest was 

s1-,own by the social scientists in the social problems of 

pPople at work as evident in the famous Hawthor·.rie 

st.11cHes, which was the beginning of the Human relations 

t.11Pnry and were infact the first signs of some interest 

1n the non-material g_uality of working life with 

Pmphasj_s on interpersonal relations without any menLlon 

jn e:hanges in the organisation of work. 

It was later, after the second world war, thac 

somo Sociologists [Walker and Guest (1952) 85 in the 

United State Friedmanx (1961) in France] began to 

advocate the en.largement of jobs in·industry. They did 

nui~. press bard 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 

8fi.1.ly 1970s when several strikes were carried out by 

indu.strial workers (most especiallt the young ones) in 

reaction to what they peroeived as meaningless or 
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alicnating job. Opportunities for full employment and 

r·cL.:.J_tively high level of education of the young workers 

rfü_tdc thern irnmersed in the media of an affluent and 

industrial societies and had been brought up in a 

P•-=\r·rriissive atmoshpere. They became more demanding 

about what was expected from work. and were not ready to 

be -Lreated in the old authoritarian way. New needs and 

a::..;_pirations emerged. 

An increasing interest was shown in new 

or-g.=inizational patterns and in work structuring. It was 

a-t this time that Herberg (1966) published his theory 

nf motivations intrinsic to the job. 

Another source of intellectual stimulation was the 

wnrk done at the Tavistock Institute in United Kingdom. 

Whi le Herzberg insisted upon the enrichment of 

:individual jobs, the Tavistock researchers emphasised 

all the possibilities assooiated with the constitution 

of semi-autonomous groups, able to divide work among 

t.heir mem1)ers, to plan work and to deal wi th problems 

raised by an unpredictabJ.e environment. 

The Tavistock research .was certainly instrumental 

in giving credence to the idea that ther were different 

possible organizationa1 cho.ices, and that some of these 

could mean greater influence of workers upon their 

envi -c·orunent and more industrial democracy, as well as 

grA~ter adaptability to external changes. Howevsr, 

dev·2 lopment in the se areas took place mainly in t11e 

private sectors and they differ noticeably from or1e 
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or-eanization to another, the state of industrial 

dev1::,lopment, the degree of unionsation in each 

o:r:ganization (Davis, 1971, Bluestone, ( 1977). 

Although the origin of sociaology of wor·k as a separate, 

f,:..1.Llhiori.able. discipline is usually connected with the 

r·u:__;uarch . in Hav,1thorne and the Human Rele.tions School, 

Lhc development of or·gonomics ( study of the relationslüp 

be, L.ween workers and their environment) as a separe.te 

di:..;,.:.ipline revealed thè problems of working conditions 

u.w3. strengther1ed the socio1ogists J interest in this 

}/.r:·u1Jlem most especia.lly by the Envir·onmental Determinist 

Sc1c~l()logiE;t.s. With regard to research and practice of 

the guality of wor·king life, the links between the 

Buc.i.ology of work and social policy is well pronounced 

bc;.: .. :.u.J.se guality of working life se:r·ve e..s a. link betwe8n 

la-plant. varia.bles and out-plant var·iables within a 

U.f.lC~c:lfied socia.1 context. ·Thus, :Ln var-ious countrii=;s, 

:__;r;_:î_:lal attention is paid to certain problems in sucl1 a 

way that the soc:i.ology of work and soclal policy may be 

:Lduntified with spec:Lfically defined problems. For. 

ir1L• t.a.ce, in France, :Lt was the problem initiated by 

F.t:·.i.cdman (1961) concernlng the consequences 

'Lu,_·.}1no logical change; Br1tain, it W8.S 

:i.Hl_.1_,:r.'dependence between technological workers 

in the Sca.ndi:na.vian countr ies, it 

of 

t.he 

and 

was 

:r:·c::.:;,_,a.rch connected with liv:i .. ng and working conditions, 

u.wJ indu.st.r·ia.1 dernoc:cacy. In the Soviet Union, it WAS 
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research on social planning, the scientific and 

technologica.1 revolution, . as well as the development of 

work collectively. In the United State of America, it 

was research on human relations, Bur·eaucracy and 

professionalization and in Nigeria, it is research 

connected with living and working conditions, wages and 

saltu:·ies, trade and labour· unionism Okwoli ( 1992). 

Although, the continuation of Trist and his co­

Wc.lL'kfJr•s at the Ta.vistock Inst i tute in the 1960s led to 

trw formulation of socio-technical systems and the 

thcor·el...lcal foundation upon which sophisticated efforts 

to r·ufur·m the organisation of wor·k was based. Davis 

( 1977) in the la.te 1960s introduced the concept wuali ty 

of wor·klng life to call attention to the pr•ivate a.nd 

nei.:.idl<=.it;éjly poor quali ty of life at the work place_ He 

uscd. thc;;i concept to refer to the quali ty of the 

r·elu.Llurn:;;hip between the worker and his working 

env lr·onm<;;int a.s a whole, and was intended to emphasize 

tr·hr;; hurru.èm dimension so often forgotten among the 

t.e,.;lmluul and economic factors in job design. This, 

Da.vlu ,:J.L't,t:1..1.es, has to do with changes in the valuee: of 

socluty_ However, the first annotated quality o-f 

wodünB life bibliography developed in 1973 was a review 

of 15 yr;;,:J.r·s of empirica.l resear·ch on the correlates of 

1.>r·lur· uut. of quality of working life criter·ia. Also, it 

wat:; un a.t. t.ernpt to define quali ty of wor·king life 

concept.:;:; Levine, Ta:ylor· a.nd Davis ( 1984). 

Since 19130s to date, the concept quality of 
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wor·king life has contributed to a large extent to the 

disc.ui,;L.Üon~ and analysis of socio-political developments 

of rw.;.1.:ny countries. For instance, in Belgium, the 

pr·ul>lem oî quali ty of working life led to the collapse 

uwJ uvurrl..ual installation of a new gover·nment in 1977 

( Picr·r·<.), 1981) and the government 1 s programme 

c<..1nL,:.1.lm..!rJ. the follwoing statements: A major effort must 

be! Lu lmpr·ove wor·king conditions and uppgrade work in 

~'..!HUfi.1.L... A new policy of humanising conditions of 

major 

co:w.11 t iorrn: 

(a) Numerous job vacancies remain unfilled 
because of the conditions in which the work 
is performed; the workers~ dislike for 
certain low prestige occupationi calls for 
concrete measures to upgrade wurk of bhis 
so:r.t,. 

(b) The new economic criais is not maki.ng it any 
ea.=d "A:r t.o sat.isfy workers ~ demands and there 
is unrloubtedly a temeptation to sacrifice 
tho.=1A .=ieAki.ng ,;iua l it.ati ve improvements. 

( c) Pt=:npl A A:re beginning to see work in a 
nt=iwlight; it. has lost its ascreù character, 
partj cular amo:ng young worke.t:'ô whose 
edue:at:i on rnakes them less rec.?upLlv,3 l:,o 

. Tayl o:rj ;=:t. forr,1,'3 of work organisation and a 
new wor~k ethnj c is emerging which would be 
danger-ou.=: t.ci ignore_" 

From t.be Belgium~s experieucG which is very imilar 

to that of. Njger:i.a) we can place quality of working life 

on t11ree hroAd ,=:en1=:1=t.::.:. The se are degree of improvement 

Jn t,}·;e phy,=:i c., l Anc'J p.=:ychnlogical conditions of work, 

fj n.=; 11 ;/ t.h2 .=:oc:i ,'1 l r:ontex'c in which work is performed. 

Al t.hcingh J:j:ngP.·I An K2fAr~ ( 1 :-J76) believed that quali ty of 
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working life is notas 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 

oneJs work and so on. Hence, quality of working life is 

a very broad concept which embraces such matters as job 

satisfaction and work organisation towards economic 

efficiency as well as towards the humanization of work. 

In a related development, Wurf, (1973) took a 

businessman perspective qualit1'· 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 quality of working life, those in 

the labour movement are likely to call them wages, heur 

of work a.nd working conditions and doubted if there can 

be any permanent, meaningful or dignifying improvements 

in the quality of working life in an environ.ment whe:re 

workers do not enjoy the protections of unions to 

represent and develop a mechanism for· dealing wi th their 

day-to-day gr·ievances. 

From another angle, Jackson (1973) gave an 

organizational consultantJs view about quality of 

working life and believed that the evolving expectations 

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

diff erent wa:ys. The se 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 coffil~and. 

(3) What employees want from careers, they are 
apt to want now, but organisations design job 
hierarchies and career paths. They continue 
to assume that tpdayJs workers are willing to 
postpone gratifications as·were yesterdayJs 
work but they are not. · 

(4) An employeeJs commitment to an organisation 
is 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 urges. Nevertheless, managers 
tend to continue to plan career 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 argue that 

conceptual framework underlying the QWL study emphasizes 

the notion that employees behaviours at work result from 

choices they wake about being able to work (March and 

Simon, 1958) and about role performance while on the 

job ( Lawler, 1973). All the se arguments fro~n Wurf, 

Jackson and others asswne that employees are more likely 

to come to work and remain in the work if they obtain 

high quality of working life from it and they are likely 

to put forth more effort and work more effectively if 

they expect to be re~-.rarded for their efforts and 

performance, thus guality 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, 

1978) as well as the social context of the work 

organisation as a whole. Infact, Guest (1979) sees 

QWL as a generic pgrase that covers a personJs feelings 

about ever·y dimension of work including economic rewards 

and benefits, security, working conditions, 

organizational and interpersonal relationships and its 

intrinsic meaning in a personJs life. It is a process 

by which an organisation attempts to unlock the creative 

potential of its people by involving them in decisions 

affecting their work lifes. A distinguishing 

characteri~tic of the process is that these goals are 

not simply extrinsic, focmsing on the improvement of 

product i vi ty and eff ic iency per se, the y ar·e also 

intrinsic r·egarding what the worker sees as self­

fulfilling and self-enhanoing 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 mornemtum that is dynamic, on-going and that can 

continue regadless of changes in the personal of an 

organisation. 

Levince, Taylor and Davis (1984) also at.tempted to 

define and assess the q_uality of working life phrase. A 

representati·,..re panel of 64 employees from the 

headguaters of a large insurance company in the United 

States of Amer.ica was cho.=.::e:n to take part in defining 

and asE:essing QWL, utiJ.izing a s1x p}:v=ise Dt=:]phi 
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.Methodologv which .was developed by Dalkey ( 1968) as a.n 

experimental method of studying grouo opinions. The 

result of 34-item QWL questionnaire developed from that 

definition was tested with a sizeable (N450) sample of 

one groups opinions. The result of 34-item guality of 

working life questionnaire developed from that 

defirütion was tested wi th a sizeable (N450) sample of 

the company's employees. Their results identified the 

folJ.owing seven (7) signifioant predictors of gua°lity of 

working life, four of whioh extended beyond epecific job 

content ( EBCJC) : 

·c a) 

(b) 
(c) 
(d) 

(e) 

Degree which supervisors treat works 
respect and have confidence in 
ab il i t i e e: ( EBCJC) , 
Variety in workers daily work routines, 
Challenge of work, 
How prese:nt 1.-lork leads to good future 
opportunities (EBCJC), 
Self-esteem 

with 
their 

work 

(f) Extent to whieh life outside of work affect 
life at work (EBCJC) and, 

(g) The extent to which work contributes to 
society (EBCJC). 

The different definitions and approaches towards 

understanding quality of working life above point to the 

fact that there is no well developed nor unversally 

accepted definition of the quality of working life 

construct from the vantage of 01:..ganisational theorists. 

A1so it seems appropriate to believe that 

different people have different perspectives of what 

quality of working J.ife is supposed to be. This stand 

is ::mpported by many empir ical researchee that suggest 

that quality of working life takes a different meanings 
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for different segments of the working population (Eden 

( 1974, K h ....... :.. ···. 7 ( 1°74) oac am i:::· ... , .... , .,. _ ..., . , Boisvert 1977, 

Taylor 1973b). 

One \,.,ray of dealing wi th this difficul t according 

to Bo1svert (1977), consists in assuming a common 

meaning for al the wo1'}rnrs concerned; in order words, i t 

consists in assuming a global impressionistic assessment 

of guality of working J.ife in attempting corrective 

actionei as we11 as in observing differences, if any, on 

the sa.me global indicator of guali ty of wor]d.ng life. 

However, this strategy of blind actions present two 

obvious disadvantages; firstly, one does not know before 

hand j_f his actions wilJ. reduce or improve guali ty of 

working li:fe and second manager:3 of ·competitive 

organisations are not likely to approve of the waster in 

r·esources invloved in unproductive action of universal 

idealist. ase:eemnent of gua.J.i ty of wor]dng life. 

Another way resolving problems associated with the 

conceptual ambiguity o:f quality life ia ba.=:;ed on the 

restriction of the concept to a series of operationally 

rneai::::u:r·able dimensions that then become the focus of 

de:=::criptive and corrective action. The primary drawback 

of this second approach resides in possible 

mi:=::understandings between 'chose initiating actions and 

those affected by them. For instance, promises of 

improvement of g_uaJ.ity of working life w.i.11 induce 

expectataions that if unmet, will lead most J.ikeJ.y ta 
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frustration and possible even refusal of cooperation in 

the future. In.an a.ttempt to solve the two problems 

associa.ted wi th the two approachee rnentioned · above, 

Boisvert. a.tternpted to. explore the extent of the 

corresponà.e.nce. in me.aning s.sc:cibed to the concept of 

gau.lity of working life by researchers and owrkers. A 

quesntionna.ir·e wa.E; distributed to all rnembers (N155) of 

a bra.nch of a. l.a.rge government organiE.1ation loca.ted on 

the WeE:.tt co.=3.st of th(:?. United. States of America. The 

questionna.ire contained a global measure of job 

satisfELction af3 v-1ell as global rneasures of quality of 

working ] .. ife. The latter were d:l'.'awn from a.list 

developed. by Engelstë:.d ( 1970) and û·om a series of 

intrins:Lc wcrr·k mea.sv.r·es included in a questionnaire 

developf:é!d by the Ta:vistock Institut.e. of Hu.man Relations. 

The de.gree to which e8.ch g_UëJ.1:i.ty of work:Lng life 

component waE.: :r;,resent at 1.•wrk a.ncl :Lt:3 deBir·ed level were 

assessed by the responderrts on a 9 - point scale. 

Series of sta.tist:i.c,:.1.l analysis and man:i.pulation, 

he ca.me up w:Lt.11 fou::c cornpo:nents of 1nulti-item measures 

of' qu.a.J.:i.t.y of working l:i.fe. The se are: 

l. Gr-:nr-=:,-r•,ci 1 01Ù--11 ·) t.v of Wm···k:i_rH, L:i f e 

( a) Importa.nce of d.ec is:Lon made, 
(b) L,3a.rning <.,ppo:r·tun:Ltie.s a.t. work, 
( c) Use of E.:ki11B and ;3_b:i.1:i.ties, 
(d.) Chall<:mge in the jCJb, · 
( (-:!) Work vaI··:i.ety, 
(f) Iteraction with co-workers and, 
(~) Recognition at work. 
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2.. Aut,o_JlQID~ 
(a) Control over work, 
( b) Ext.ent. of u.ee of f.Jwr1 j udgment , 
( c~) C'!orit ~:.::-cil crve.)~~ c·-1:··i t.e.r·i,3. of ~qc.n.:·1r .~1.d_e{;p.J.ac~~.1 

:3 ~ G.en~c2.l I)e-t::--r-3 1.raü,.Ql:LJ:.tf t~:t;~a.J.i-tJ1 ç1_f N.Q_-;;.:.king_L__i_.f~ 
(a.) La.c.k of :Lmporta.nc!:'1- of de.c ision ma.de, 
( b) L.'3.ck of .lea.rning opport1.:mi tiesi a:t work, 
(c.) Ila.c~F.:. c~f 1J_i~;e f)f E:.:~7_j_]_J_s .~_ncl a.l::iilit.ii3S, 
(d) Lac~1:-: CJf c~t1~s.ll.t::-r1f{e ir1 t.fte .jc;t~, 
(e) Lack of possibilities for taking pride in 

c) r1f.:;. ., s \'J t:i r~ 1::. a.r1<J , 
(f) Le.ck c.if :Lritera_(}t-io-n with c:.o-·'aork.e:rs. 

4. Autonomv Dscclrivation 
(a) Lack of contral over work, 
(b) La.c::.k of use of own judgernent ,:'l.rid, 
( c.~) La.c·.1-~ of c~orLt.Y.·<J l cjver· c.1:·~i ter·ia. CJf \:lfl<)r~k adeg1.1,3_cy _ 

Bo i2,ver·t stu.dy indic.-3.tes tha.t in m,':l.ny wr- i t ings on 

qualit-:{ ()Î life, the él.SB•J.mpt ion tha.t this 

conce,pt · conru::.ites the ;:::a.me mea.ning for bath resear·chers 

InÎact, the 

a.tt.empts 

to stud.y a.nd impr·ove qua.lit.y of ,,.;;1cœking life ma.y go far 

beym.1.d the. wcn::·ke1:·s ~ expecta.tionB. It is a.nticipated 

that scope. of 

r·esea.r·c~l1t3Y·E.~ t.b.ey will fu.rthe.r a.tte.mpt to 

or refrain from fu.rther 

coope.ra.t ion .. 

From anotJ,er perspective Keidel ( 1f)ël2) too}.: a 

developmental appro,s.eh to qauli ti.r of worki.ng li.fe stud.y. 

.in the United States, th.ree 

contrast.ing working J. i:fe 

development7 e ët.(::11 up o:f 
. . ~ 

5J.mi1.ar 
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component through 

(a) improving climate 

(b) generating cornmitment and 

(c) implementing change. His three contrasting 

patters of quality of working were: 

:Quality of Working Life :Patterns of Development 

1. Planned Quality of Working life :climate/Commitment ---change 
2. Evolved (roality of Working Life lClimate--change--commitment 
3. Induced quality of working life lChange--climate/commitment 

He defined climate to refeer to an organisationJs 

atrnosphere the whole of its communication flows, 

interpersonal relations and working conditions. In 

other words, its ambience. A healthy climate is one in 

which significant negatives (for exarnple, adversarial 

habits, unresolved day to day issues, nagging 

grievances) that might interfer·e with change are largely 

absent. Clima.te ha-s to do with organizatinal conditions 

conductive 

indi vidual. 

management 

under•lying 

to change that are external to the 

Commitment refers to the degree to which 

ha.s internalized the humanistic values 

quality of working life. A serious 

comrnitment implies a.ppreciation of quality of working 

life in.trin.sic worth. Quality of working life is valued 

for its own sake, irrespective of its instr·umental roie 

in improving organizational performance, hence quality 

of wor·king life is regarded as a legitimate end in 

itself, thus comrnitment describes individualsJ core 

convictions. 
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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 

improvements. 

in whichh workers help to generate 

What is common to all change intiatives 

is tht workers ma.ke or actively influence decisions that 

previously had been exclusive power or management. 

Infat, change is an operational expression or 

commitment. 

To further substantiate his belief in a 

developmental approach to quality of working life, 

Keidel developed specific features oforganisation that 

practice each of his three t:\rpes of qua li ty of working 

life. These are presented in the table below: 

Features of 
organisation 

1. Initial conditions 
impetus for QWL 

2. Employme.nt security 

3. Level of union 
participation 

4. QWL - Plant 
culture fit 

:Planned 
:QWL 

: Evolved 
: QWL 

:opportunity:Problem 

High Law 

None Yes 

: Induced 
:ow1 
: Crisis 

: Law 

1 
1 

: Yes 

1 1 1 
1 1 1 

: Consonant :Dissonant :Dissonant 

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 
:Bottorn-up 
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gives 

One of the limitations of this approach is that it 

linear representation of an ·multi-dimensional 

face of gaulity of working life. It ignored the fact 

that ascpets of each component or· feature may be present 

throughout in any given work organisation. However, 

theb disparity intime spans between the three types of 

QWL may make the problem of phase compartison across 

organisations or occupations possible or real in ariy 

given social context. 

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 values underlying quality of 

life. 

working 

In an attempt to give· his approach a 

universalistic or global face, Keidel attempted to 

relate initial features or conditions of organisations 

and change trajectories by collapsing th~ 

conditions into global dimensions through 

(a) the need for organisational change and 

initial 

(b) · management ability to produce change, which he 

presented ain a tabular from as represented below: 
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Cha:nge­
Trajectories 

Planned Q.WL 

Evolved QWL 

Indiced QWL 

:Initial Conditions of organisation:Sequence of 
:Need for organi-: Management to :quality of 
:sational Chànge : Produce Change :working life 

Low. High 

Moderate Moderate 

High Low 

:components 

lClimate/Commit 
:ment -- Change 

:climate - Change 
:commitment 

:change --Climate/ 
:commitment 

Although, Keidel recognised that his model is 

rigid and rudimentary, he demonstrted the importance of 

taking a developmental approach to QWL, rather than 

treating QWL as a before-after phenomenon. At least, 

the QWL,·rather than being a simply a before-and-after 

measure, is in itself a catalyst of continual change 

and development of the workers, organisations nd the 

society as a whole. Thus, the value of a QWL programme 

Bhould be seen in its immedite and future gains, and in 

the innovation that it may stimulate within the social 

context of work. 
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CHAPTER2 

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 on 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 bouse unions in firms involved in the production of food, beverage and 

tobacco products. The union came into existence in 1978 as a result of the restructuring 

of trade unions in Nigeria by the Federal Government. It has its National Secretariat at 

No. 9, Mortune Avenue, along Lagos-Abeok:uta 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 

varions organs as follows: 

(i) 

(ii) 

(iii) 

(iv) 

(v) 

(vi) 

The Quad-ennial Delegates Conference; 

The National Executive Council; 

The Administrative Committee; 

The State Councils; 

The Branch Executive Committee; and 

The Unit Executive Committee. 

The highest authority 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 

ATIONAL DELEGATES CONFERENCE 

'f 

Il NATIONAL EXEiUTIVE COUNCIL Il 
'f 
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From the discussions so far, we can suggest that 

quality OÎ working life It is not 

soinethin.g one c:.a:n turn on tod.a.y and off tornorrrn,J, nor is 

i t a. package in a. nea.t litt.le presenta.tion. It is 

utilizing a.11 .a.vaila.ble resources, but most especially, 

our hu.mans resources. All the.Be a.re the ke:l elements of 

qu.a.lity of wor-king life pb.ilosophy. 

LITERATIJRE ON OUAf:tITt__QE WORKH:lG I.J.IFF,__JJillli~~.T..C!RS. 

The prob].em of d.eciding ·which indic.9.t.ors or 

deterrninants to be used ir1 mea.su.r·ing a. concept 

especia.lly in the sociéi.l sciences, has a.lv;:n3_ys ge.nerated 

a lot of proble:me.:. This is becau.2,e there is hard.ly a 

concept. tha.t ha.s a. universa.lly ac.cepted. de.finition nor 

indiceB of mea.su.ring its. The proble.m ha.s a.b:Ja.ys been 

solved a.t the levele:,. Thu.s, the 

mee.sures of qua.li ty of. working life C,':.l.nnot. be an 

exception~ The conse.nEHJ.S ha .• s been tha.t in order to 

provide workin.g condi t ionE:.:, ensu.r :i.ng rn.:una11.izat i.on of 

wor-k a.nd :Lmprove G1WL, the Eff:>ecia.l cha:r-ac.teristics and 

need.s of dif'ferent c,.:1.tegorieE.: of wo:r·ker·s ha.ve to be 

tak.en into ,::1.ccount; c~ a. t. e fl c.1 r· if.?. E.~ .:;_E.: §.~ e. r1.de. I'' (men a.nd 

women), (blue and white collar workers) 

different level of educa.tional 

qua li tf ica.tiona.E..: a.s ma.ny subjecti•1e indices like 

. t' ' recogni . ion.~ a:c ,:::a.ti.sfaction a.t VJCJrk etc Siek 

1972). In:Eact O the J:LO v,or ld. e.mployrae.nt conference of 

1976, r ·1 o70 ·, 118 
'· ··-·=' ·=' ) 
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highlighted the importance of empl6yment as a generator 

of output a.nd income.s in a. ba.sic need.c.: strate.gy. 

However·, 

· nr::!.eds is not -,xni.dire.c;tiona.1, ra.ther the linka.ges between 

the key bot.h dir·ect ion.s Vlith the 

potential to reinforce one another as part of a 

Roustang ( 1H77) attempted to mefü:sure QWL wi th 

such manifestations as absenteeism and rapid labour trun 

,over (job satisfcatiôn variables) ingredj_ent.s to 

achieve better fPoduotivity and qualtity standards as 

well as to make more efficient. useof human .resources. 

Also, an article on the 1973 job satisfaction survey in 

United State of Maerica was ~ntitled :Evaluating working 

Conditions in America" (({uinn et a] (1973) Henderson 

( Ufi'4) pr-opc1sef;; 1:nea.su.ring the QWL v,ith indices of Job 

Sr3.t ie;f a.ct ion. Infa.ct. a.n OECD r-e.por:·t euqo.tes the. qua.li ty 

of working c:ond.itioni:ï with the. esa.t.isfa.ction the.y 

pr·oduce., but the question. a.rise.e '~;;ohe.ther mea;s,ur-ing and 

improving on~ ,J.re te.rrt..a.mount to ffH'=-,:usu.ring a:ad improving 

the other. 

In a lH:e w·ise manner, Zetterberg at. the Swedish 

Op-1.nion Researcg In::::ti tute has shov,rn that few people 

express the view that work gi ves the g::reat::.>st meaning to 

their li\res To these 

people v?ork ( GiML) has been trad.i tionally- a style 

and (::a..r111ot.-: 1.:::ie. . ' Sétl(:t of job t3atisfact.io11 .. 

a deliberate effort to design QWL mea~ures, 
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Seashore (1973) argues that QWL should be approached 

a.nd pra.ct ise.d. •through three ha.Ede themes; 

(a) Colla.bor·a.ttive planning a.nd action bet.ween 

ma.na.gemerrt., tb.e employees: and 'their unions. 

(b) Re-desigr.1 of jobs a.nd ·work enviromnente and 

( c) Enla.r·ged a.r-ea.s of individu.al self--·d.etsrmina.tion or· 

pa.rticipa.tion in ovn:·k.pla.ce deci1=.:i.ons. 

Base.d. on the.se the.mes, he emba.rked on his Boliver 

study a.11.d d.eve loped. thi·cteen ind.ica.torê: or mea.;31J.re1=.: of 

QWL viz; job satisfaction, o.l :Lena:t. ion, offers 

opportuni ty to pe.rE;crna.l gcovJth, working conditions, 

fair·ness of wm.:·k loa.d, treat.ed job via mor·e per·sonal 

v,1ay_,job involved. more or 1J.;:::-;e or· i:ügher leve.l os skills 

( occup.':'J.tion), and job ls more secu.-ee. all the.se are 

positive ind.ica.t.or·s of QWL T,vhile he c.a.lled. more r·eport 

of physica.l stress symptorn.s. less. e:.a.tisfe.ctiQn wi th pa.y 

level and J.esf3 .sat.:1.sfa.ction with. 1-,ay eguit-.v as negative 

indicators of QWL_ From t.hese thri te.en ind.ic.a.tor·s, he 

cl.eveloped. twenty-fo·ur indj_ca.to:r·s of job 8.nd job 

enviror1meny k.r1owns to be aBsociate.d. with higher guality 

of working life. TheE.:e are su.pervj_sor·s are more 

part ic ipa.t j_ve, more work group participation, more 

worker influence on d.ecisiins, more a.d.equ.a te work 

resourc.ee.:, more 1ûork i.mprovement, id.eas provided by 

ernployeeB, superv :Ls:ory fe1::.id.ba.c.k to i;,;,orkers, work group 

feedba.ck, employee inf luen.ce on work 1:::ehecl"ule decisions 

and ge.nera.i cn:·ga.niza.ti.ona.l cliràa.tes. 

4 .-=-_._l 
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Davis (1977) listed a number of elements which 

qué.lity of workin.g life is supposed. to c.ove·r·. 

av'.3-i la.bll i ty anc:. se.cu:r·ity of emplo:lment, 

Tb.eE;e a.1:·e 

a.de.que.te 

incarne, sa.fe and plt3a.aant work.ing conditions, r·ea.s:ona.ble 

hours of r,..:10:r·k, less red. tape.i1.:::m a.nd. "l::.m::cea:ucr·ac.y", tl1e 

possibility of 2,elf-developmeny, control over one·s 

work, a. Bense. of :prode in cra.ftsmanship o:r· product, wide 

ca.rrer choices. a.nd. fle.xibility i'ï:1. ITb3.t, t.er·s E.n-1.c~t1 as t.}1e 

time of E:tro.ting work., the nurn.ber of v,70:r-ki.ng da_ys in the 

week and .. job E:tarting. 

In related effort. to develop QWL measures in 

l':Jigeria, ( Sole:l/e ( 1fl8Ei) gave basic determi.na.nts which 

could enhance GWL in the crn.mt:ry _ These are the nature 

of gover.nment policy and the legal frame~-.ror};: for 

employ1rn:1nt, the p.r:'esc.r.ibed qualification for entry into 

employment, the con.-.:Utions of service w1lich includes the 

pay structure direct and indirect, welfare structure 

including holidays, housin.g., medical and transport 

fac"!"ili t.ies, the work/job content and occupational 

harzards, the st:;pervisory and administrative arrangement 

and finally- t}rn "self" of the wc•rker which involves bis 

family experience, his education and bis referent 

other-s. 

AJ.1 these scholars emphasize more of in-plani 

variables than out-pl.a.nt variables which wokers bring to 

their wor~places_ Again, as most of the definitions of 

(~WL used sub,jecti·v1::, approcahes in t.heir dofini tians, 
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most of the varaiables which have been used are 

subjective va.ria.ble 7:-v'i th li.tt le or no objective 

va.raibles. this study attempt.s: to consider 

both the in.-pla.nt r..;.s v,eel ,'3.S out-pla.nt variables, 

subjective ,3.nrJ objectives indic.a:to:cs of (.)WL. 

Walton (1H74) a.ttempted to incorpora.te the 

objective e--valu.=.;.tions with subjective indices of work 

wi th the social context of b.urnan soc.iet:y. Ba.sed on ·this 

he ar·gues ths.t the te.rm QWL mea.ns more tha.n what the 

working a.nd mor·e tha.n v1orkmen ·· s 

compensation li:rwE.i a.nd job gu:canteeE.: thrcn.1.gh collective 

bargaining, e.ven more tha.n equa.l employment opportunit-y 

;3_nd. job erœichment s:che.mes. He incorporate<l itno his 

conceptual scheme other b.urna.n;:; need.s, a.nd a.spi rat ions 

and. came u.p VJi th c·.onceptua.l ca.tegor:i.es ,·,hic•.h integrate 

These are 

a.degu.::i.te a.nd. fo.ir c.ompensa.t ion, 1:;;a_f e a.nd. healthy 

environrnent, developmer1t of hum;:-;:.n. c.a.pa.cit.ies, growth and 

security, social irrtegra.t ion, constitutionalism, the 

tota.l life. spaee a:ad. Boc.:La.l releva.nce ( Afonj a et: 

( l!.~l8f3) . 

We (}B.r1 ' . (.~()!1 t'r lJ}\.!•9 discusB measures of qualitv of 

working life wit1H::..ut ;:.,n,·:Hng. Howe-ver. ·aome fac:te emerge 

from the literatyre about GWL. Q.ualit1.r of ,;,,.r,-:irking life 

demonstrates tbz; potentL::.'\.lg for i:ntergrHti.ng the valur:ls 

of r).1:-. ga11 i sati f):r1a l 1ne1nl)e1: .. s i11to the proces:3 of 

organisational design and the outer .social co:nt.ext of 

worl::::. This, in itself, point to an important quesnt.ion; 
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what aspects of QWL do organisà.tional member consider 

irn.port.3..n:t?. àlso, it seems tb.at th1?. rnore we a.im to 

promote huma.n va.lues in ·work life, the. more responsi·ve 

we must be rea.d.y to rela.te. wor-k to the va.11.1.e changes in 

soc.ie.ty _ Hu.ma.n va.b.J.es clrna.ge with tec.h.nc.ilogic.a.l, 

econorn.ic., Boeia.1 :politica.l a.nd demogr.:;1.phic. developments, 

thus, we rJ.ee.d. to be a .. wa.re of thee.:e eha.ngee.: in ou.r social 

understa:nding of QWL. It iB obvious tha.t the modern 

working ma:n needs ,::l sen.:ë;e of pur-pose a.nd. sa.tisfa.ction in 

his work. He feela the need of belonging to a. team, of 

being a.ble to d.=feel a.t home in his s1..1.r.rouncUng.s:, of 

being able to id.ent:Lfy himself with the goodB he produce 

a.nd of being a.ble to feel tha.t he is a.ppreciated for the 

The understanding cJf QWL is a very signif icant 

t,ool tov\ra1~c1s al::l1ie,lirrg a11d assessi.r1g: tl1e.se aJ .. 1ns -=· 

QWL l 
.. ~ 

..:; fruitful for 

understE.nding of the ·workplace and the ,2.nt,ire 

thus 

tghe 

social 

context at large. The core dimensic,ns tend t.o serve as 

motivational, satisfaction and quality of working life 

l.t1dl 1'.J"6S~ They include; 

(a) VARIE.T.Y 

Variety allows employees to perfrom diff~rent 

operatiosn that often require sJnll. Jobs that are h.igh 

in V,;;1.l'iet,y.- are seen l:.:<;V esÙployees &.S, more challenging 

because of the range of skill involved .. These jobs also 
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relieve monotony that develops from any repetitive 

a.ctivity. If the. wor·k is physica.l, different mu.scie:::: 

are uE.:ed., so t.na.t one muscul.sœ a.r·ea iE.: not over v,1orked 

and tired. a.t. the end of the cl.a.y. Va.riety gives 

employees a. grea.ter sense of compete.nc.e, be.cau2,e. they 

can perform. different. kinds of work in different ·ways. 

( b) TJiS.K_IDENTITY 

Allô\•rn employees to pe.rform a complet.e piece of 

the work. Many ,job e.nrichment and quality of wowrking 

life efforts have been focussed on this dimension, 

because in t.h,2. past, the science managem,2.nt movement led 

to over specialization of routine jobs. Individual 

emplo:vees worked on such a small part of the whole that. 

they were unable to identigy any product with their 

efforts. They could not feel any sense of completion or 

responsibility :for the whole product,. 

broadened .to produce a whole product or an identiable 

part of it, then tm=,k Îdentit~,r has been e:3t.al.,lished. 

W1hen a person performs a complete cycle of work to 

make a whc:,le cœ .s sub unit o.f i t, then that pert=;on is 

performi.ng a natural t•;ork module. The work flows 

natuarally from start to finish. 

(c) .TA:3K :3IGNIFICANQE: refer.=, to the amount of impact, 

as 
. , 

. percieveo by the ,;:,mr]rnr, that the work has on the 

other people. The impact can be on others in the 

organisation as when the w·()rker J;ie J:->" f ().1:">!11S a ]rny xtep in 

the work process, or it may be on those outside the 
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organisation, ·as when the worker helps to make a life 

sa:ving med.ica.l in1=.:trument. The ke;v point is: t.ha.t 

workers believe they are doing Bomething impact in thei.r 

orga.nisat ion a.nd/or soc iety. The story has been tala 

mar1y timeE; a.bm.1.t workers: who were. instructed to dig 

holes in va.riou1.:.: pa.rts of a sto'ra.ge ya.rcL Th.en the 

supervi.sor lôoked a.t the holes: a.nd. tola. the T,vorker·s to 

fill them a.nd. dig mor·e holes in other places. Finanlly 

the workers re.volted, because they saw no usefu.lness in 

their • .. mrk. Only then di.cl the .=::;upervisor tell them that 

they ·were d.igging the holeE.: to t.r:·y tci loca.te a wtare 

pipe. 

(d) is the job characteristics that gives 

emploJ,7;_3es some c:c,nt.rol crve.r t}H::ir own affairs, · and i t 

appears t.o oe funôamental in building a sense of 

responsibil.i ty· .in worke.rs. 

\l\1or),]{: ~~11 t,}11.rï t}1i.?. 1JJ:-'"t)ac1 C()11st,r,.aj_.t1L3, t}1e·!/ al.sr) i.11sist~ or1 a 

deg1')-ee c)f .f J:,.ei:.::ti(J.n1 _ 1be pof~lar practice of management 

by 01:),jractive (MBO) 

in setting t}:ie.Lr m·.rn goaJ.;3. 

ideas is that regardless of starting and atopping times, 

5() 

CODESRIA
 - L

IB
RARY



Employees always work within the restraints of the 

ir1st.a.1lt:J.t, i()r1., E.~ 1)lJ.EiiI1~S:f3iS 1'1c,u.:r:·s _., a:n.cl it: a. j·c~1J :-ce(11-1.J_r~E~E~ 

team wc:rk, empioyees on. a. t.ea.m mus:t flexible their work 

togethe.r. The ma.in bene.fit :perha.pE.:, tha.t grea.ter 

a.utonomy lea.d;::.: to grea.ter ~job satisfaction_ 

(e) inf or·mat ion tha.t tells 

workers hov;r well they ar,e performing. It cornes from 

both th.e 5ob itself a.nd ma.na.gement. The idea.s of 

feedba.k is a Birnple one, but it :is of Ittuch significance 

to people at work. Since they a.re invesd:, ing a. 

Emb1::.:tantial pa.rt. of their liveE.: in thei:c work, they wa.nt 

to know how wel'i they d.oing (Greller 1.9!30, Herold. a.nd 

Greller H177). Further,. t,hey need to k.now the ir 

performa.nce. ra.the often bec.a.use the.y recognise that 

perf orma.nce doee va.ry, and the only wa;.J" the y ca.n make 

adjustment,'3 V::, to knowr1 how the.y are performing nmv. 

WoekerE.: :r·eceive complete job feedba.ck, both 

positive a.nd :negative, if the.y receive only positive 

feedback, it ma.y not be motivat:i.ng. 

Witli. develo:pinh technologies, new prod.ucts B.nd new 

risks emerge a.nd new ru.les are set (ILO, 1975). 

Noise, heat, f1-1.mes a.nd. sim:Lla.r nuisa.nces have long been 

considered more or less ine.vita.ble tJ.tt.ributes of work in 

industry. A co11E.:equence of this :fa.ta.lii:-;tics approach 

was that u.nions and workers vm1J.ld barga.in VJi th employers 

for some moneta.ry cou.nterpa.rt to the se nui Bance, and 
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many of the different premiurns or bonuses which are 

introdu.eed. in va.rious industries a.re Ertill in pra.ctice. _ 

This tra.d.itiona.1 a.pproa.ch is no',>J being questioned (ILO, 

1980, 1975, 1979_ 

The increasing comfort of home/leisure life makes 

woe=kers·· more av•mre of .:!the oî.:isolescence of the 

indus trial envi:conment. 

In almost all· countries, government.s have taken 

some st.eps in order to promote improvements. ·There is 

:now more and more emphasis upon the role which should be 

assigned to wrcikers themseJ.ves and their rE:prei3entatives 

in preventing accidents and increasing safety, as wellas 

improving the '.\1orking e.nvironments (Roben eL a .l 1972). 

Recent statictics and studies coneerning the 

J.ength of wnrking time shcrw cJ.early that in many 

countries the problem of the reduction of the working 

week has been l ~.~-1-
0.0U decade, 

either through emphasise, as a likely prospect, the 

event.ual consolidat,io.n of hours into a short.er wee}:: ( see 

Cuvul lier 1flEl1, Evans 1H75, Marie 1fl77, Sp·1,tropoulos 

197B). Unemplo~nent rates in individual countries 

have often been mentioned as making this reduction aven 

more neeessary, wi t-h the idea t.hat the e_:,,;:isting amount 

of work should be spread among more people (ILO 1979). 

More paid vacatic1ns or holidays is m10.ther way to reduce 
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The reduction of working time seems to be an 

overa.11 trend, concern.ing a.11 cou.ntries. It st:.em.s fr·om 

the need of the ;,mrke.r:·s for more .1..eisure a.nd more time 

for priva.te. life. All over the ,1Jorlcl., trade unions are 

working in this direction. 

As t:o the arrangement of wo.rking time, more 

variety 
, 
.lS ob;3erved, which may· reflect nationa 

differences. For e.xample, in some 

countries federal Reoublic c,f Germany, 

Switzerl.and), 

populat,.:i.on 'i/f()i"l-3ri11g }·.i()t11">21 .. In 

other cow1tries (Japan, U.S, Nigeria); fle.:'d.hle hours 

ILO 

Like flex.ible working houn=,, part, time ,.,rork is 

\re1"},·3/ 1i:ne~(rt3.t1l1r SJ?X1-t2,acl ainc..1t111g c·otlJ'ltr,.ies (FLc~l=:ti11so11· 1fJ7f.i), 

although it co.ncerns mainly female w·orkers (Delamotte 

Tl15.s (:li sc.r~ei;1ar1c~1r l)E~ t'.-îi!t2.e11 n1e11 a11'-i 

women be a:3Bociated 

generally deemed to be sli~1et for part-time employees. 

The }dnd o:f discrimin2tio.n whJch women may- face tht~Y 

when they worJ:: part time ( fH::e stw:1ent project). However 
'•, 

a s1ls1n1-:.c)situn t~J;=tor1SC)l'l-~?.C! l\t tJ1e ILC: 1[J7~1 sl1cv~~1eci tl1at, 

of arrangemEint o:f \,.rorki.ng time which î,-.ras particuJ.arly 
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by workers ~ecause oI the degrea of 

flexibility it gives. 

' , 
S()("':" :L Z:î. _!_ () .t 

.L t/i. and 

l~LC.: 1()77) .. 

as shlft work 1s necessa1~r 

Employees are ?rone to a»~10d ~1at compstitiveness 

sl induatries would be t~reatened ... t .l. 

wAre reduced or elirninated. t.C .i.E~,j 

for instance by 

s11 i~:'t 

It is obvious that good conditions are of less 

risk of ~osing his or h0r job_ 

1874 > ' • 
r-?~'1.L 11 1;,--, t--.. ' ,- '-

Alsothe work system is an 

from 
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perspective, 

( a) Issues of protection aga.i.nst unfa.ir dismisE.:al a.nd 

more genera.lly, prot.ectionB a.ga.inst a:n:y arbitra.ry 

measures ta.ke.n by ma:na.ge.ment. 

(b) Issu.es of discrimination a.ga.ir1E.:t women, relig:Lons, 

ethnie minroties. 

Several laws waB promulgated i.n t}1e 1fl70s by ILO 

aim at a better protection of the individual \-1,rorker 

a_gai11si.:-r tt11fai1.,. t,1,.eat,:ne11t * For instance, in France, a 

law that any clisc11a1.,.ge n11ist, 11E/\te a and 

serious" cause, and in United Kingdom an employee '\"lho 

the reasons of his dismissal. Another trend concerns 

the creation of some· kind of grievance proeedure which 

allows i.ndiï.ridual employees to protest. agai.nst any 

injustice done to them, and to obtain satisfaction 

within a short period (ILO 1967). 

In Fra . .nce, 

have an interviei-.r \;1 th the employee before taking any 

disciplinary measure. The employee may be assist.ed by a 

union official belonging' to the personnel of the 

enterpri:se. All sanctions must be notifies to the 

employee in writing. 

During life at, work,. individual emJ:;:iloyees do not, 

nor should they·, be long completely to the company. In 

France, thougb ass5.grnne.nt to jobs and transfers is still 

regarded as a mane.geinent one job t.o anc,ther, or from one 

pJ.ace to a.nother, might t)e constued by a court as 
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constituting unfair dismissal if the employee were 

discharged beca.use he. she re-fused the moVf=-. The 

resiE:ta.nce to the move c.a:n a.s well. come from the 

worker's fa:mily. It is sa.id tha.t la.rge U. :3. c.ompanies 

are now relucta.nt. to s-witch a.n executivs\ f:r·om one pla.ce. 

of privac-:v of the i·nd.ivid.ua.l. This ,;9ould be the CéŒ;e if 

have it eut. The r:Lgb.t of a. ccrmpany tc1 ha.ve employees 

searched on leaving work, to prevent stealing, had been 

quest ioned. in F:r·a.nc.'.e. The. French la:w of 19132 prei;;;cribes 

that the ru.les of the coy Bhou.lcI r1ot include. de.positions· 

"which would restr·ict the. rights and. freed.om of people". 

The res:pect of ;,2:J.va.cy ca.n be E;hown too th.rough physical 

a.me nit ie2.:. !:\n exa.mp le iB o f-f er-e.d. by th.e ·vo 1 vo :P 1.a.n t: in 

Ka.lmar, 

ar·ea. 't.'Ji t.11. is CJ\1Jr1. })er·E~CillB.1 f o.c~ i 1 i t. ie.E.~ clir~ec.t. 1:.v a.c.l.j a.c~ent. 

ta the work area. 

The notion ,. .. • • • 1 

ci.1 s.::~.1:~ lini11a ;:, l 1J.n s}1()1.Üd not be 

alJ.owed in the field of employme.nt is widely rec:ognised 

" .. ~ . ~ . 
\)lSC.1'.,. _11n111a 'Cl0l1 (Employment and 

()CC~t1f1atr.i()l1) eorrventJ.on s 195(3, binds each member state 

that has ratified the ccn1ventio.n to pursue a national 

policy designed t.o promo te equali t:v of opportuni ty and 

treatment .i.n respect of employment and occupation, with 
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a view to eliminating any discrimination based on race, 

colour, s~ex., religion, political opinion, na.tiona.1 

extraction of social origin. 

( i) 1.NEL1IfilJ.GJ3: OtL11EC T :.:-; J;DN 

Effective grievance procedures are one wa-J,r to 

correction and unfair decisions. More generally, 

ability to influence future decisions goes even furt~er 

to offset 

throug}1: 

-!-1-. -~ 
L.J.lC main 

the prci"blems are 

(a; A centralized approach 

(b) A de-ce11t,r,:::lized app.roach. 

(a) 

to ,,..7orker;3 representati·ves by making thein smemt.,ers of 

cc,y l1c1a.t,.ds =' i:).r,. ~V():.t..,.}~E:t~s ~· r·er:•1..,,ese.11 ta t-1. 1.res 111i.g}1t~ c:c):nst. i t,lit.e 

Collective bargaining should 

also be irn:.--:lu(led among t:hes;,:=: device'.3 all o:f which ha\>E:1 

(for example, personnel, technical developmernnt): and 

( 'oC the decision:.:.~ coming 

under workers· influence are taken at lower levels of 

management b;v foremen, for instance. They will 
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usually caver· areas such as work organisation and 

plannings, w·or]dng condi t.ions etc - in other words areas 

of immediate concern to mainly as 

1 

a group, will be able to use their influence directly, 

without representa'cives of intermediaries. This kind of 

pattern does not need to be institutionalized in the 

same wa1r as in the centralised approach. Sho-floor 

partic:ipation has been practised with i.ncreasing 

frequency du.ring the past few years, with the goal of 

giving workers themselves a greater say/inputs .i.n 

Such developme.nt,s have often 

taken place within the set~1ng of organisat.ional 

changes, aim at giving more autonc,my to the workers and 

more interest to their jobs/ILO, ltlé\O, Flander 

(1968). 

( j) ROT,E OF WOR.EER:3" HEEEE.SENTATIVfü3 

One form of \\ro.d;::ers·· participation in decisions is 

their participation on company boards, a system ~1ich 

exist in many· countries li.ke Germany, France, Sweden and 

United Kingdom. 

Comment.s upon the results of t.his form if 

participation point to both positive and negative 

experiences. For e.xample, positive u.nion.s, generally 

find/gain useful information to support the demands for 

improving the working environment or to di::.muss personal 

problems and wage l,3sues. There are instances when 

management and m•n1ers wi thheld information from the 
• 
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employees' representatives by transferring decisions t6 

bodies other than the board or -by holding informal 

meetings. Whatever ma:y b,;::. the ca.se, the idea. of 

Participa.tion in Compa.ny boa.rd.s seems to be more and 

more accepted. This is becs.use; 

j_. It is only one a.spec.t of "Co-d.eter·mirv3.tion" u.nder 

the role of owrke-cE.:' repre.2.enta.tive 

ii. Works ('.ouncil2.: have the right t.o veto on 

management's dec.isions (discipline, length of working 

day/week, E.:a.fety a.nd hea.lth, vJa.ge system)_ Sn.rvèys have 

shown that worke1:·.3 give support to the wcœks councils, 

and tha.t the memetn:•s of the council themselves are 

sati.sfied with their influEm.ce concern:Lng rrtost issues .. 

The most popula.r cr·iticism a.gainet works counc.ilB is the 

lack of freq1.1ent communication. between the· counc.ilE; and 

the rank and file workers ( Adam1=.: and. Rummel 1H77) _ 

iii. ,Joint consulta.tion Shemes - do not imply much 

le gal prn,.ie-rB. The. ide a. is to share inf roma.t ion and 

viewe between ma.na.gerner1t and workers rep1::·esentatives. 

Perha.prs a. consen.s1J.s may not be 1:·ea.cted upon final 

decisions, ,:ihich rema.in ma.na.gernent 's sqle. knowledge of 

the fact.s, a.nô. the wo:ekers will ha.ve ha.d the poseibility 

to expr·ees their vie1 ... 1points. 

,Joint c:.onB1.üta.tion can be institutionalised through 

1,·mr·ks cou.ne.ils aB in Fra:nce. or t.hourgh some sort of 

labour ma.na.§'.e-rrrnt c.ormnitteeB as in ,Ja.pan. 

The experierwe. of .joint corrnu.lta.tion sysyem 

establis:hed in ,Ja.pa.n shows that cha.nginh conditions and 
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vaJ.ues of Japanese workers have stimulated their 

inter-est in. all a.spects of worker particdpa.t.ion in. 

management. Stud.:i.es show tha.t labour representa.tive 

actu.ally ha.ve the r·ight of veto a.nd e.n..1.ccessful induc.e 

management polie.y ch,3.nge.s on certain 1.ssues (,Japa.n; 

1976·, H1132 

(1) Deals with quality of working life in the narrow 

sense of the term, the foeus being placed upon work 

organisation and job content, 

Changes in working organisation: and 

results 
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(a) Job Rotation 

( b) ,Job enla.rgement. 

(c) Quality control circles 

(C) .Job Enrichmen.t is an att.em:pt to involve worker·s 

in pla.nnin.g,, work assignment, discipline, guality 

control etc. The length of the ne1.>J vwrk cycles, the 

amount of t·caining a.nd upgrad.ing of. skill, a.nd the scope 

of autonomy a.re criteria. for judging the more or 

lessionnovative chara.cter of the opera.tian. 

It. w0~+}1 ~1nti'r1.d t~1~+ =e.~A~I'C'~Je- 0 ~v ..1.t~ 1..:.. i. ,..J _. ... E, •i, ..-.:.i ...... .1.. _,,w, ... -•....1. _,.1, . ..-·J... -J with gr·eat 

practica.l experience co·noentra.t.e mu.ch of their 

reflect.ion a.nd. writing ·u.pon the T,::Jay che.nges shou.ld be 

introd.uced. ( Emer·y a.nd. Em.ery· 1::3713, Thorsru.d. 1!37 4) . 

In many courrt.ries, pressure ha.s been exert.ed upon 

enterpriï:31:?.s by different groups to ma.ke th.em more a1.•m.re 

of their ree.:por,s:ibili.ty t.o their v,orkers a.nd soci.et.y at 

la.r,g;e. 

Much ~ . . . 
t-1..l13Cll3Sl()f.î }1as taken pl:~1ce, mainly in 

academic: co11ce1,.11.i11r:1· '' C():t"·I)()l">a t,e socia.l 

{J-J:.,. }1tz1na.r1 I,.t3t3c.1tir·c":"et3 acti11.g•t _ For instance, 

it has been suggested, in the TJ.S, that firms ·should 

report ~11 sums spent of their volition to improve the 

situation t . .- .. 
Si.-t ,..1srac·t:.1()11 ~ reduce 

pollution etc:. 0.nbl expensea which go l1eyond legal 

obligations would be inc1uded. 

In the area of qualj_t.y of working life, it has 
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been sugge1:::tecl that cornpanies evaluate, the impact of 

t.heir policy by· mea.s:ur·ing_, a.t regualr intervalE;, the 

sa.t is:fa.ct ion t.l1-co1-1.§:l-1 d_a_t.a. on 

absentee ism a.nd. tur:nover, a.nd trœough at.t itude surveys. 

However, ~.urr,e. r::,cepticism has been ex.presseu recently 

a.bout job t . .,,. . ' sa. -'lE~.1.:.a.c·.t,ic:irL a.s a. reliabl.e criterion and a.bout 

the use of quest ionna.ir-e;'3. Against t.his "subjective" 

approach, it ha.s be.en strongly recommend.ed ·by some 

practitioners and. res:earch.er;:s that. t .. ooll be devised in 

order t<:J 01).:1 ~:..1.c~t i "\1 81~~1 '' evr.=Jlua.t.e working con.dit ions 

(Roust..ang 1977). 

Many large finns are already rœactising some kind 

of "social audit" or "social report", uBually icluded in 

or annexed to the annual report o.f shareholc1ers _ These 

their 

distribution by sex and by categories and data on wages, 

accidents lengt.h of paid vacatic::,ns hour Jy- wage 

cost. 

( m) VI/ORE. FAl'iJ L.':.LAND l,ElfilLRE 

work_ T11e:J/ c1c..1 11c}t. fi~el é1t~ ease 1t .. ,1}1e.t1 t.}1·ey ,~l.1.,.e ar.l-.1a~r fron1 

I:n ' .r·E.!CiU(Je ·vacation 

who are not involvad to such an axte~t, the availability 

of fre(.-, tinv3 is parc of the quality of 'd()r1dng life they 

i t i.t1.f r.::ï.c:t _ They can take adavantage of this free 
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tim.e to take a second job. Usually h6wever, they will 

prefe:c to Eipend :i.t w:Lth their :fami1y and/or in some 

leisure activity. 

It is 

becoming cc'•mmc,n .fc.,r Gome companies l',() in-vite employees 

wi th their familiee to conipany sponsored acti,.rities. 

There i:3 certa1.nly a relat.l.on between the. nature 

of t11e work preformed and the nature of lei sure. 

Friedman ( 1!:J70) retraces the evolution of his 

reflecrions on this issues. First, he saw in J.eisure 

activities possibilit:v for workerB, frustrated in 

their ,jobs, to develop some abilities t.hat remained 

unt.apped in their daily work. In his view, leisure was 

to be active and creative, and would ghre the workers 

the only possibili.ty they had for self-development. He 

states that later, he bec':ame mush less confident. about 

what could be expected from leisure, and mentions some 

research resul ts W'hich shm,r that free time seems to hang 

Taking a second job, 

or î./(.~.l"'"iOllS . ' . pa1a services, are ways t.(J fill 

this void aB w·ell a:..=:- making mone:v,. and more money 1. ·=-· . '--' 

purchase. 

Jobs have a social status, and a greater or lesser 

degree of prestige. T}1e sr)c: i,:.\l 1.3y1nl:.i()I il".Jt.: l 1.2c1es a1nc)11g· 
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oth,::.rs. a private office, deep chairs, thick carpet. 

Ther1:::,. iG a. n.a.tu.r·al t.r·e.nd 1,,.,itb.:i.n orga:n.isa.t ions tm,.1a.rd 

more differentiation: a.re not 

spontariecn.sly ,a.ga.lita.ria:n. 

Tbe difference between w:h.i te and blue colJ.ar 

right and 

stat.u.13, are é:>.110 tehr input. aspect of the social gap which 

e.xperJ_ences. 

(0) AJ)VANCEMENT IN A GôJŒER; _ _JvORK-1~ND_L .. 1FE CYCLE 

The }1ope of being promoted, of receiving a higher 

income, more prestige, and more p,·:nNer is, for most 

young people entering an enterprise, part of the 

anticipated quality of t\ior]dng life 1;:,romotion criteria 

and career patterns differ from one organisation to 

anot}1er and from one country to another country. 

almost . l , e<It!l "ï.l·a .. e11t to the length of service, so 

which l' .~ .::, 

far as 

permanent workers .in government and large· and medium 

companies are concerned. 

board, increases .and annual increments appl:v to 

everybody. In any large .Japanese enterprise, public or 

priva te, voluntar:? turnover amo.ng organisations is still 

virtually non-existent among managers. Most of the top 

Managers of large corporations made their way up through 

sw;cessive promotions vli thin their oi...,rn companies. Just 

as University gracmates must do today, 

executives alst.] o:r1ce took the company s entrance 
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examination on leaving university and started to work as 

ra.nk a.nd. fi le e.mployees. In such a. context, no errrploye.e 

is exposed. to having a.n outsider pa.rachu.ted. into the. 

a.s,sigrnne.nt he hoped for:. ,_,ne cause of resentment is thus 

eliminated. The priviledges of educ.'3.tion. a.ree rduced 

( even if ,'3. gr-a.duo.te student is more likely to beceome an 

exeeutive. tha.t a 1,wrker with les:s edu.cation), since 

everybody star·ts: a.t. tb.e bottom. And for everyone there 

will be a certa.in dogr-ees of promoti.on a.sE;oci,3.ted. with 

age. Even if this: ma.y n.ot mee:n 
, 

r:"ea. j~ a.c~c·.ec:~s to power 

positionf.:: ~u:1 the. eompa.ny, it ·will a.t lea.st. s:a.tü,:fy som.e 

Compared. with ,Jar.la.ri., West.ern co1..1.n.t:r·ies seem t.o 

give me.1re weight to prior forrna.l t.r·aining, which can 

influence the level of entry into the enetrprise; and 

d.evelopment of a career_ In a job structure more 

stra.tified. tha.n in ,Japan, impr-ovement.E, ma:y, 

develop in twa directions. 

Fi~rst., there will be an effort to rationalise 

promotion standards. se11io1:-i- i ·t1.r 

is a very widespread criterion, especially in organised 

or, For managers or 

E111J_111e,3.r1-s, efficiency and ability seem to be t.he 

is then to as;3ess jncUï.ridual performance in an 

objective and methodical way. Many devices have been 

developed ("Merit Review", 
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Second, The second direction is the development of 

training. The pos:sibilitieB for adult edu.catior1 ha.ve 

E;pread in moBt countrieE-; in recent years. However, t;wo 

problems arise in this context: firstly, the propensity 

to make use of these training facilities is highe~ in 

the uppe.r leve J.B. a.nd. prod.1J.ct ion ,Jlorker2. do n.ot take 

a.dvantage of th<:::@ to the sa.me exter1t as te.chnician, 

engineers a.nd rnana.gers; a:nd · second.ly, it }_s not certain 

that m.a:na.gemnt · will be wU.ling to link promotion to 

training. Training it3 recognise(1 a me.ans of 

acculturation (tha.t is a.ssimila.ticrn of the corpora.te 

life, supervisor·s life, manager·s life) as well as for 

i ts va.luis• a.s a. source. of tec.hnica.l compe.tence. A ca.reer 

is me.rely the forrna.l proc'.e.ss of ,job succe1=::sion. The man 

or woma.n ,,iho u.nd.ergoeEJ this succeE:sion of. jobs also 

entera different. :phrases of life. 

There a.re some. key periods in a. life cycle: f:com 

2;chool to v;,ork from young adulhood to ma.rriage, then 

children~ mldd.le. a.ge, the yea.rs bef ore retb:·ement and 

then, pos\sibly, 'becoming olcL Quality of working life 

should a.llow for som.e adaptation of work to the speci:tic 

dema.nsd.s of ea.c.h pha.se _ Rcognition of the life cycle is 

a.n importa.nt. concept. to the qua.lit.y of wor·king life in 

.Ja.pan (t:,frœa.kami .,,:,,1.. al 1975). 

Fo1 ... l·ltJll.11g·e1:> w-ro1.,.Jre1,.s i11 1na111l cc,tl.t1t1~ies, eompulsory 

education usually excludes them from the workforce 

before the age oÎ 15 or 16 years. 
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It has been observed that the present school 

system d.oes not meet the r1eeds f o al l a.do lescents. Some 

of them felt tha.t t,hE\'.i are vmst:i:ng their tirne a.nd wou.ld 

like. to lea.ve a.nd. en.ter 'ûorking 1ife., c.o:n.Bidering in any 

case tha.t the sc·.hoo programme has n.ot proper ly pre.pa.red 

them form work. It ha.E.: been suggeE;ted. by Chalend.er 

( U1713) tha.t VJit .. b.cu.t guest ioning the thrs~so ld of 1(3 

years for eI1try ir1to the ·wor-kforc.e, e.:orne fa.cility should 

be deve loped VJi thin the educ.at ion.a.l syste.m to prepa.re 

young people for working life be.fore they r·each, the age 

of 113 provided. of of course tha.t more syE.:tema.tic 

recurrent e.d.uc.ation 9;.rould. ma.ke it possible for them to 

return to their general education later. 

The possibility for workers to go back to geneNÜ 

education or voca.tional training exists in a number of 

countries. Differ·ent types of lea.ve from work ma:y cater 

to other need.E: of the indic idua.l a.nd to other evr.mts in 

his or her life. 

In the final phase, fo.r employees who are growing 

older, it is usually recognised t.11.:?..t they become, with 

age, le·os and less moti vat,ed to :follow training 

p:r·ogrammes. Howe,,rer, i t was ob13erved in the Federal 

Republic of Germany that this was not so marked for 

those emp.loyees between 45 and 49 who had completeà 

secondary schooling. For t}1is period of life, some 

problems may be associat.ed. i;,;i th the obsolescene of 

skills and wi th the cUfficuly of acquiring new sk.i1ls. 

CODESRIA
 - L

IB
RARY



With the general unemployemet 

more ,:lllCl 

rn<Jr·E~ rJ:r· lesïE': 1J.rrx1illirLg:ly .. 

Retoï::.-·ement ' ' perioG. 

f.:~t1Cia.l 

kind of pre-retirement education by alerting those 

But. it i:,:.s now a well.-proven 

fact C).t1 the 

resources btzilt up in individuals by their education and 

From t.}1E~ li te.t'l,;1tLi:r'"e: :i t.}Je ~fc)ll()\l'ii.r1g C():nc::E:J;:it 

l1e cli2.f:L11ec1 c.1:1;;i.::1··,:.1.t~Jc)r1,3l1}l i11 t}1i~3 st~t1d.3/ Ets f()llorllS: 

ft1r1c~tic)11al ac!ti \ri t:it:.~s t.}1at: 1na]{e fo1:1- ftil:f.i 1.nJerJt c;f Et:r1.y·o11e 

autci:nomy, 

a c,f Cs.!1e fJ won t.,ehaviour and 

i11cle1·:i(::r1c1e11c;e: e..t. Vlï.J:e1r .. 

.J:: 
O.i protection 

lay o:ff13 ~ retrenchments, suspensions, of 

4. t.he 
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fact that evry worker is a member of a. group and as a 

group member, he feels ;::.:orne degree. to be a.ecpeted by, 

a.nd henc.e to 1 ike the group. Hence socia.l conditions of 

work iE.: def ined to mean the extent to which a. worker 

sees himself BB be.ing B. member of group in ta.k.ing his 

expected -.!'.:'O le a:nd the domina.nt val·,}.es of work 

environment. 

5. OCCDPAT10N: It 1s defined as relatively continoua 

patterns 

livelihood 

of activities that provide a worker a 

and define his general social state. 

Sociologists have attempted ta classify occupations 

aC!COl .. (i.i.1:1g· to their general 

Howeve:r, most of the sc:·ê~J.es used .e .. 1.,.e sensitive t.o . socio-

economi ' t'.. _gJ?ai.:la .. ,io11s among the occupations and that 

netther the occupatio.rn::; in the scale nor the gener-al 

occupational structure. 

6. It 1s an analysis on 

the needs for stat.us, for independence and to preserve 

the int.erg:.r.ity as workers at work pl.ace and for the 

pleasant and ef'f icient ,;., .. ork.i.ng conditions which is 

desired for per.::;onal adequac;:l and for respect from 

otherE::. 

The considerat.ion of the measures abc_:.ve will ailow 

Ut=:{ to use a multi-dimensional approac:h t.o qauli ty of 

working life SlllC6 t ' .. ne relevance and importance of each 

of these emasures to qua.lity of working life ,•1ill be 
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explored seriously. Also, these meamJ.re:::: are relevant 

en_,]ironment o:E i.,.-or·k in Nigeria.. 
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CHAPTER THREE 

THEORET.l CAL OR.IENTATI ON Of.......THE ST_Ul)Y: 

The weapon of theory lies in its capacity to guide 

social inquiry in posi.ng the question dwhy a particular 

phenomeno.n ma.nifest,3 the ts.ray i t does. It a:nables the 

a:nalyst to ask not what conseq.uences of an action are 

but rather, it 1s interested in the causes of a 

particular action under study. To ask for a theo.i::~y is 

to ask for e.xplanation and to relate phencunenon in a 

cause--effect :ç1ar·a(ii.g'.ln. J\1St.1, to understand what a 

theory means is at least in part, to 1u1derstand the 

unique society to which it refera, t.he purposes for 

which it was co.nstructed, and the questions it was meant 

to theory allows us to 

understand the science of a given period in its own 

terms. I t is w.ith th.is background that the theoretical 

orientation of this study is discussed below. 

Many theories }1ave 1)een made to analyse \,;rorkers ·· 

behaviou.rs and attitudes at workplace such as scientiÏic 

management theory, human relations theory and theory of 

bureaucracy-. Unfortunately, explanations that emerge 

from these theori.es were not adequat..e enough to account 
' 

for the wide, complex, and multi-dimensional facets of 

workers behaviours and attitudes-. Basically because 

most of theories are tao mechanical and without 

reference to sociolocultural variations as well 

differences in situational factors surrounding different 

soc1et1es and occupational groups. More unfortunateli, 
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the classical structural perspectives in sociology 

emphasize that Bocieties exists and persiBt .::i.e solid, 

real entities a:n.d for a:n. indiv:Ld.ua.l, E:oeiety is: a. 

massive ex.terna.l rea.lity. The is less so today in 

ra.ptdly c:hanging Bocieties where. efforts a.re now being 

made to modify a.nd a.da.pt 1::.:ocia.l behaviour·s and 

institutions or engage in what Bilton (1987) refers 

to "as the prec'.a.riousr1ess of eocia.l existence". It ]• c.• 
·'-' 

wi th tb.i2.: basic background. tha.t tbis study F.J.tte.mpts to 

rely on the a.et.ion frame of .~ re1:erer1ce linked with 

contigency model a.s it rela.tes to çp...1.ality of working 

life in Nigeria. 

ACTION FRAME OF REFERENCE .AND ŒlàL11Y OE._J&QB.KING I.IFE 

Action theory attempts to pay close attention to 

the ways in which "defini.tions of reality" are used and 

sustained oy actors. It shows how these definitions may 

be disputed by individuals or groupa and how actors 

negotiate shared rules and ideas. Blumer ( 1f16fJ, 

1fl64) de fines the theory as "a frame of reference 

within whicl1 the actor·· s own de finition of the 

in ~q}üch they are engaged are taken as an 

initial basis for the explanation of their social 

behaviour and relationsh.ips". This is ne.e.tly summed up 

by Thomaa 

si tuatJ.on.s as 

cons1.:3quencer:3" . 

"If men define 

real, they are real in 

To the actionist sociologists, 

their 

the 

social behav.iour of human beings if3 a product of what 
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they decide is going on around them, of what they take 

the behaviour of other·s to me.an. Tl:-nJ.E.:, wh.e.ther or not 

the.se de.finitions are correct, every social encounter 

involveE.: a process of int.erpreta.tions on the basis of 

available evidence whether th.ic:. is E,e.lf-conscious or 

not. 

The action approach derives primarily from the 

methodological recommendat.ions ,::_:.f Max Weber ( HM9) that 

phenome.na, including ~ork behaviour be studied 

c:if J;11.11:4tr:1osef1-!l l11J.n1a.11 .a(;t,ic1.11, 

a .~ 
0 the 

,;,,r}üch 

it1 t. tr1")11 i11j ec~t~ u1ea11 i11.g J.r1 tcJ (; 11,::tJ:"éi t.e1~ i ;3 t, 1 c: ac~ t i '"1,r i t i e é.1 .. 

actors themselvea in any explanation of social relations 

.i.11 i.nc1tist:r~~.r., .J~ :E.2 .. j cJ1:-- Etss1un1;iticir.1 ()f t,}1e R(~t.1()11 a1;,p1")oac.;l1 

a11d. 
, . 

C 11 () l C ,·2. .t3 rat.1onal 

the 

cultural milieu of the acting individual. In this wise, 

the worlci .for· the \il()r}:;:ing individual may be a.n everyday 

reality for all since knowledge of reality is governed 

by shared nor.!fü3 ' ' 1 "Ç\i'.t1ic 1 co1ne as pa.rt of cultural 

pe,tt.ern (Berger and Luckman, 1Sl71). 

Aina ( 1flfJ1), contended that action frame of 
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reference seeks to explain bath the "micro" dimenE:ion of 

the orient.:;_tions and beha.viou.r of pa.rticula:c ,':l.ctors and 

the "mac.r-o" problem of the pa.ttern of relations tha.t is 

es.tablished by t.heir interaction. It thus combines both 

the intern.al a.ncl extern,3.1 logic of 

behaviou.r. 

orga.niza.t ional 

At the micro-level, instead of explaining action 

as a mechanistic reacti1jn to the socio-technical 

structure of the organization or as a mere reflection of 

the nature of class relations, it explains action in 

terms of the definitions of the situation and views 

aspirations as a product of their prior 

orientation from their extra-organizational statuses and 

their historie-al experiences of the past. By this, the 

approach establishs a relationB}Üp bet,;,qeen the work and 

non-woi:.,.k spheres of life. At the macro-level, the 

social action approach stresses the need to understand 

the system of expectations t}1at is established as 

indi viduals purpsue their ob,jecti ves in the context of 

the meanings and symbolic resources w}üch t.hey and other 

a.ctors inclcate from the largee structure (Aina, 1991). 

More specifically, actiort theory describes the 

expect.atio.ns and sub,jective mea.nings which workers give 

to their worJrs and hmf these meanings dictate their 

quality of working life. 

The action frame of reference lays emphasis on the 

goals, moti 'les, intentions, constraints of the actor as 

well as the perception and evaluation of the social 
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edtuation in explaining the guality of working life of 

Nigerian workers_ The soc.ia.l action a.ppro.'3.c:h poE;its 

actors a.s rational h.uma.n be inge.: _ For instance, 

behaviours è.nd commitment at work demand expla.n.:'J.tion and 

action. This a.et.ion is c.onceive.d. of a.s a.n a.ctor's 

rea.listic perce.pt.ion of the me.ans v:;,here.by t.o atta.in his 

ends. Action, is thus conceive.d as a process directed· 

towards the realization of goals. The goa.l. of a. i;qorker 

would be to a.chieve his/her self a.ctu.li.za.tion need.B .in 

life. 

Weber, (1949, 1964) defined sociology as a 

science which attemps the interpretative underst.anding 

of social action in order to arrive at. an explanation of 

i ts cause and affects. Actü:m is the basis of . any 

analysis in Weber··s view. As Sahay (1971) iightly 

observed, Webe:r-s action is not the same term as 

~ behav· iour -- ëtS i t 1 ,·""I _._ Q- in parsonsian·s sociology, but 

spec~if ~ clear, and irrefutable primary concept 

a 

of 

sociological analysis. If we anal:;;,r:3e the concepts of 

behaviour and action, one finds that behaviour is what 

one observed a.nd action is what one inters. Action, to 

Weber includes all human behaviour ~1en and in so far as 

the acting individual attaches subjective meaning to ' 4 l C,. 

Action is social according to Weber, in so far as by 

virt.ue of ttie subjective meaning attached to i t by the 

acting individual(s), it takes account of others and is 

thereby oriented in its course. Tb.::, Weberian action 
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paradigm is premised on the val uE.i structure of the 

SiOC·.iet~{ i-r1 'l:.:Jt1ic~r1. tb.e. a.ctors find. the.mE.:elveB, on the 

. , . • , 1 J_noJ_vioua,_ actorE.: and a.et i.c1nE; a.nd on the. ir int.e.11.tionB, 

motiver:~, 8.D.d i.ns,pira.t ic,ns Atonja a.n.d. Pearce, 

( 11)1313) _ 

of work giver1 by a. worker is. in lin.e with thoae ,'3.pproved 

by his social or cultural group_ 

The problem ·with Weber - B ex.plana.tian of a.et ion iB 

his conception of a.11 hu.rna.n behe.viou.r a.nd. mot ives in a 

means-end relationship. Dixic1n ( 197;3) c.ontend.ed that 

the ~-rnr=-a.r1s-ts~-r1rJ.t3 ., dist inc.t ion ca.nnot be morphically 

associated. v,ith. the "rational/ru:n1-ra.tiona.l" d:Lstinction 

not only beeanse. it :i.s cU:ffic:ult to a.ssimila:te all human 

,. , . . t oer1a.vio11-r·i iri· .... () a. mea.ns-endE.: claBsificat.ion, but beca.use, 

any investigation j_nto huma.n beha.v:Lour is necessarily 

comrni tted. to the E.:u.per ior ity of ' . rus own cultural 

definition of ra.tiona.lity. Dixon stated further that to 

act ra.t. iona.1 ly iE.: to ma.ke. one s a.et tor1 ir1 some sense 

congruent with one·s beliefs. 

involves the iriteri::,retative or üna.gina.tive 1xnderBtanding 

of t.he ::::;ub~jectj_ve. mea.ni.ngs: t.ha.t a.ctorE; attach to this 

acticrn, wh:i.ch according to him, is the key to 

"uncierE:tancJ.ing on. the level of causa.lj_ty". Coole.y 

( 19:30) , 1-- • , 
W.Ll.LG mJ.pport ing Weber, argued. tha.t the 

individua.1 • s image of h:i:mself is 2d.mp}y ·wh.s.t he seeEi of 

himself reflect.ing in thoc.:e a.rou.nd him, thus this 

concept "looking c~ lasc:~ E~E~ lf" . Also Mead ( 19!34) 
' 
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be1.ieves tha.t selÏ consciornmess of human 1 • oeings 

genera.t.es motive. and ex.pec.t.ations 1 .. , 
v:Jnic.n. pre-empt 

human a.et ion a:ncl c;onduct, a.nd tha.t su.ch a. cons:ciousness 

lB rnould.èd wi thin str·uctu.res wh.ich individuals help to 

construct_ In Mead I 

E.: philosoptry, huma.n beings have a 

propensity for being a.ble to Bta.nd outside t.hemselves 

and observe th.eir own beha.viou.rs. This is not exactly 

the same as thE, distinction between EJU.bjectivity and 

obje.ct ivi ty, but Mead 1

EJ formula.tion d.oes mea.n that we 

are not t.ot,::1.lly tra.pped. ir1 a narrow sub.jectivity. We 

can se.e ourse 1,les a.s others see u.e; to Borne ex.tent. But 

,3.t the earne t ime, we ca.n observe ot.hers. In other 

course of our daily in.tera.ctions wit.h other people, we 

rece ive messages a.nd commu.nicat ions from them wh.ich 

influenee our ovn1 self ima.ge. Wl1a:t we a.re is simply 

what we sei of ourselves mirrored in other hence a- c.• 
·'-' 

others Bhape u.s, we shape them also _ 

Action fra:me of referen.c.e, ba.sed on Webers, 

Cooley' s and. Mead 's thesis, esta.blish.ed a sociological 

tradition ,qhich em:pha.Bized u.ncl.ersta.nding human being 

through the a.na.lysis: of the subjective meanings derived 

from c1J.lt .. ura.l order and s:ocieta.l attitudes, h.ence there 

cannot be a. solita.:ey self, exs:ting wit,hout reference to 

otb.e:r:-s. For ac.tionist sociologist, self is a concept 

vfüich is only 1'.nes.rüngfu.l in th.e c.m:1text of many selfs, 

ind.eed., it is prec.isely this point which makes self ., c.. 

sociologica.1 concept (Brown). 
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Silverman ( 1970), summarized all the 

the or et ic.al a.nd. methodo logical orienta.t ion;s of aet ion 

a.pproa.ch ir1to E:H:rVEfn propost ions, thre.e of which are 

directly re la.t.ed to the u.nde-csta.nd.ing of worker's 

a.ttitude.s a:nd be.havi ours in ind.u.strie.1=:. The.se 

propo~itions are: 

(a) That action arises out of meanings which 

define social reality. 

(b) That meanings are given to men by their 

societ1;r, sbared orientations therefore become 

institutionalized and a1 .... e e.xperienced by 

later generations as social facts, and 

(c) That explanations of hurnan actions must take 

accout of the meanings which concerned 

assign to their acts, the manner in which the 

ever1,rday J.S socially construct.ed., 

previe,.,·ed real and the 1"'!-0ll t i.t1t~· 1Jec c.11ne :3 a 

crucial concern of sociological analysis. 

~3il,.r,s:r:~1nt:1..r1 }1;:-Ls Ï\.~12.riti.-fiect siJ{ 1najr.)1."> elen1e.r1t,s i11 ·t}1e 

contributic.1ns c<f ,·.rri ters to include the argument that: 

,. ·j ' 
'·- .c ) individuals have personality needs and/or 

ge11er,al i t~ec1 whi.ch 1-.:-.ie arranged 

hierarchically: 

(2) these needs and motives exert dir~ct influence 

upon behaviour; 

(:êl) behav1our is e.xplai.nec1 when we have :::~hown t.he 

need or motive 11ron ~1ich it is based; 
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(4) there is a basic conflict between the needs of 

indivic.J.u_;,3.lf:; a:nd the goa.lr~ of the orga.nisatior1; 

(5) this conflict is best resolveci by changing or 

(6) the best form of organisation 1s one which 

atternpts te the S,3-t iBfac.t ion of 

in.div j_dua.l a.riel needs. 

indi v idu.a.l writers: with:1.n the 

group differ in their points of emphasis and 

on the personali·ty d.isposi tior1s éœound 1'-. , w.ncn 

their contribut:ï.one revolve. On the of 

this, Si1verman ( H:170) id.entfies three models 

of ma.n to includ.e; 1::.:ociaJ. man, self-

a.ctua.lising man, and complex ma.n conc.eptions 

of human beha.viour_ 

The action approach, assumes, and attril,utes t.o 

the acting perso.n a cogni thre capaci ty to take roles and 

initiate actions, in every sphere of human activit.y, 

which have a meaningful intention 

Carlisle, In ·view of this tl!e actionist 

sociologists have stated that a proper explanatiort of 

work behaviour must, of necessity, take account of the 

I:nfact Chi.no y ( 19E:,5) s.ummed iJ.p the action perspective 

~1en he concluded in his study of automobilw workers 

that: 

11 

n1t~11 11"::~eli 1nr:.i .. rtJ t,}1~s.11 i.:-,}1e 'Sét t i s.f ~s.,~t i i'.J.tlf.i (it:?.1,. i vecl 

from ~·redicatable patterns 1'.)f_ .. social 
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interaction on the job fJ~·om working wi th a "good bunch 

of guy13"_ 

:from 

fa.rn.ily a.nd. frie.nd.13 a:nd wid.er society". 

One of the :po:ç-ul.ar stud.ies whic.h benefj_ted 

irnrneru3e ly :fr~()rn t.l-1e r::1c~t, ior1 f:r·E1.rne c)f r-efer·er1c~e in 

Indu.Bt.r:ï..-s_l Ma.na.gement lE.i Gold:t.h.orpe. and Associa.tes 

( 196B '.), E;tu.d.y a.mong Luton car a.sse.mbly workers. 

In t.hiE; st:u_d:y, qoldthorpe a.nd 1-\sE.:ociates (1968), 

found. out that, a.mong the a.s1:::embly line vwrkers_, there 

wa.s a high overa.11 sat.isf-3.ction wit.h t.heir work a.s well 

as a higb. ord.er cif inch.:t.atri.a.1 pwa.ce a.nd ha.rmony; a b.igh · 

leve 1 of sa.t isfact irn:1 wi th i3Upervisor, ma:nagement and 

the firm, and. a. t=itrong ·:eecogni tion by 1,,1orkers of the 

congruence of ir1terest. bet•.,;,ee-n ma.nage.me-nt a.nd. men. They 

were a.ble to e.E;ta.blish, tha.t a.bsenteeism a.nd la.bour 

tu.rove:c were l.ow, wa.2, c. lea.r indic.a.t.ion tha.t Luton 

worke1:·.=:.: reL:.1.ted the.ir a.ttitucl.es a.nd 1:.ieha.viour to non-

work sphere. where neecl.s are crea.ted a.nd va.lues are 

internal ized .. In this st.ud:y, Gold.thorpe 

empha.sized the importa.nce of su_b.jective beliefs which 

wcœkers b:r·ing into their workpla.ce in determining their 

qua.li ty of ·working life. 

Goldthorpe~s (1966, 1968) conclusion suggest that: 

,, i11 any attempt at explaining and 

uderstanding attitudes and behaviour within 

modern industry, the orientatio.ni:3 ta work 
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which employees hold in common will need to 

be important indepe.nden 

variable relative to the in-plant situation" 

The suggestion, is that, if we want to understand 

what goes on inside fact.ories we mu::3t. look out.sicle them. 

This theoretical perspective has since 1fll30s been 

acg_uiring support aB a framework for research into, and 

analysis of industrial organisations fü)d work behaviour. 

Proponents of the action approach according to Mgbe 

( 1991) have, basicall:v, argued that other fashionab1e 

theories and prescriptions are either inadequate, 

misleading or .i.nvaJ.id because they concentrated too much 

on wha t happens wi thin the factor:rl gates and ignored the 

expectatio.ns, communi.t:v experiences and meanings which 

different types of t··l()rkers bring to. 1:,,.;ork and t,heir 

implication.5 for atti tuc1es and behmriour at workplace. 

On t.he basis ôf this, Oloko ( 1fl7:2l), suggeSts a 

shift to social ac~tion theory which pro,jects each act. 

against goals and expectations derived from a socio-

cultùral milieu. This, he. req_uires the 

integration of the personalit:v of the worker wit.h social 

system formed by fellow vmrkers on the ,job, others in 

the organisation structure, memliers OI trade unions, the 

immediate family of the worker and the out of work place 

soc:ial groups who consti tute significant ot.hers t.o the 

workers. 
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they provide the beliefs and values which shape needs, 

re.ward.s for· effort, goa.ls a.n.d. expect.at ions. 

Be.yon a.nd Bla.c.kburn ( 1972), relied on a.et.ion 

frame. of re.ference in their e,tu.dy ·which they used in 

explaining va:r·ia.tione in. '.vork attitudes in ter·m.s of the 

different orient.a.tions which 1,vorkers br·ing to their 1;,,mrk 

place a.nd. 71,hic.h in esse.nc.e dete:r-mirtes their qua.lit.y of 

working life. 

Blauner ( 1titl2) , found out. that among modern 

1 . . - .. wor[ers, satisraction at work is rou~1ly proportional to 

the prestige of one·· s occupation in the workplaee and in 

the wider society, t.o the co:ntrol a ·worker }1as over his 

physical and soeial environment, pace of work and 

decisions affecting his work, and to the relations be 

has with his workmates on and off the job. The 

implication of the above studies to quali t.y c,f working 

life is t.hat the prior orientations to \'/.mrk, ,•mrkplace 

and the meanings which a v.rorker gj_·ves to his/he1~ work 

are derived from his/her responses to varying aspects of 

his job and life career which he develop from his social 

interactions with ot.her members of his corn.muni ty. · 

According to Afonja (19Bô), the action frame of 

reference is matche~ by a classification of orientations 

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

atti tuded and beha,/iours. Al though the gene.rally used 

typology is the division bet.ween instrumental 

., ............. ~ ...... :i ( ' . . ·, e.,. "(,.( .Lllol•-· ·' and expressive (intrinsic) orientations ta 

work. 
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Goldthrope tl .al came up with three types of 

orierita.tions to explain the different. attitud.eE.: of 

indu.str·ial 1;,Jorkers to work a.ncl we su.ppoE.:e that ea.ch of 

these orientations in essence represents three types of 

guality of working life. 

The se a.r-e: 

I t occl..U'S whe.n a worker 

sees his work a 1neéXl'1S to a.11 end or ends which 

are external to the wor]-:: si tuat.ion. 

( b) Here, a worker l
. 0 ..... 

bureaucratically oriented when he perce ives work 

simply as service to an organisation in retur:n 

for incarne, social statua and security. 

(c) It occurs when a worker 

see1s:E~ emot.ional is 

strong emotional involvement 

in the wor}.: group. 

Etzic1.r1i ( .1f)éi1), concept of various kinds of 

invo J.,,,·eme.nt. ~ r ..L.d organisations is very s1m1lar ta the 

Ca) allienati-ve involvement where the membe.r has 

l.i.ttle to remain in the organisation 

but J.S forced to do so at least: 

by forces of circumstances; 

(b) calculative involvement ~1ere the members 
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relationship with the organi:3ation has little 

intenE.,j_ty ' a.nd. is viewed primarily in ter·ms of 

extrinsic satisfactions, 
, . 

ariCt 

( c) moral involvement. whe:r·e the mernber has qui te 

high cornmitment to the or§0'.'l.ni.za.t ion i t.E;elf. 

It may be beca:use of these three type.s of 

or ienta.t ion t.hat Go ldthcn·pe fil:C al deve loped. which made 

t}l88t3 writes to c.onclud.e. tha.t f.::".a.t isf ac.t ion or 

dissat isfa.ct LYn at work has not only ' .. 
J.r1 T.t1c.~ natnr·e of 

condi tio:nE: o:f the work J.tse lf, but in the. a.tt i tudeE; and 

va.lu.es 1,,J:-i.ic.h th.e men. brou.ght to their work. from outs ide. 

'Th.e to 

industria.l ma.na.gemeri.t lies in their rejection of 

atternpts to e.xpl.a.in r;mrk behaviour and a.ttitudes pu.rely 

in terms of the working conditions themselves. Wor-k 

places a:ce. not close systems, and a.ttempts a.t ex:pla.in.J.ng 

~nfh,.e1:,c.e of tec.hnology on 

worker behaviour and attitudes. 

accordance with their own interpretatio~s or definitions 

of the situation, the action approach has afforded a 

bett.er· v.nde.cc:;to.n.d.ing of i,,,1crk. a.t titudeB u.acl beha.viour. 

action tendencies of the worker into th~ analysis of 

it has helped ta focu2: 

34 

CODESRIA
 - L

IB
RARY



a~tention on t~e socially patterned motivations which 

provide the basj.s for action (Mgbe, 1991). 

A close exBmination of the theoretical perspective 

The a.Elf.mmption is 

that. .n.um.a.n reac.t within given 

envi:rornnent.a.l settings in a. pa.tte:ened a:nd pur·posive 

manner., ari.d tha.t s-u.ch behaviour is mod.ifia.ble and 

dire.c.ta.ble. 

From the J ' ' t'1lSCllS8l0.t1 abo-ve, it is apparent that the 

action frame of :refe.rence is a reliable approach towards 

sociological understanding of quality of working life in 

Nigeria. It is argued hf?.re that some activities and 

attitudes at workplace are placed either directly or 

indirectly based on societal values and cultural 

orientations of people. More often than not, these 

values and orientations shape i,1mrkers aspirations and 

influence t.heir expeetat.ions as well as determ-1.ne their 

quality -...w:cking life. we ca.11 argue t.hat 

quali ty of worJd.ng J_;_f .... of w·orkers are direct and 

indirect sc,c~iet~al ·values. 

Soeietal values plï::1ce p:romine:nt roles _i.:n the i:vorke ~ s 

life 1J8i.::.::.tllS6 their-

or~ i-e11t~a t, ir:J11s t(::i i.q'<.)I'"}:- é1.11cl at~ ~·~le 11 di. Î::ta t.e t~11e i1,. i:~1.1.a.1 ~L t.yT 

of working lif. In fact, Pell (1972) 106,in her Ghanian 

l in]s:E1 wi th t,he t.radi tional l if e of t-3,.c, ·i r home town:3 and 
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schaol has accustomed many of them to working regular 

la.bcn ... 1.-r·erE\ 0 who rely IrK..1:ce on tb.e own 2.bilit.i.e.s or stregth 

a:n.d. 1ese. on. ma.chine,3 a:nd -form.3.l 01:·ga.nisa.tioI1, are less 

t ied t.o ind.ustria.l routine tha.n sem:i_ skil.led workers. 

This fin.ding gives cre.dit to Cotgrove ( 11372) 

and Fox ( H37f3), st:ud.i.ef; where i t v1a.s fou.nd that 

public scientists des:ire autonom:;, personal commit.ment 

and d.isc.i:pl:i.na.ry c.ommunism. The typology a.d.opted by 

Cotgrove and. · Fox appea.rs flexible. enou.gh for the 

a.na.lysiE; of the qua.lit.y of working l::Lfe for most 

occu.pationa.l groupB. Their main distinction is 1:ietween 

substantive and. proced.u:r·a.1 orienta.tions. While sec1.:œity 

and rnor·e. cha.lle:nging ·work, proc.ed.ura.l orienta.t ions 

reflect the desire ta partic.ipate in decision making 

proced.u-r·es in the orga.nisation. Afonja. ( 1:913(3) once 

argued. that Fox; s typology does: not rule 01-1.t the 

possibili ty of the ir1str1..nnenta.lisrn of professionals, 

rather, i t EihCF,.;,e:. that the de::::dre to participa.te in 

decision ma.king may be to' ensure the fulfilrrte.nt of 

instrurr1Emtal need.E.:, thus both E;ubstant ive a.nd proced.ura.l 

orientations to work contribute towards determining 

qua.li ty of T~Jorking life. of T.,mr·ke.rs. 

Afonja. ( H3131),. a.d.opting the a.et.ion a.pproach, in 

her study of job :=.:::ati.sfaction and ;lob c.orm:nitmen.t in a 

textile fac.tory, fcm.nd that the ind.ivid.ua.1 C'.hcd.ces of 

type.s of work are dictsted by their wa:r:1ts and 

expectationa whi .. c.h de1:•ive fr-orn the non-work Eipher-e 
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principally from the prevalent economic conditions and 

social needs for status and mobility wit.hir1 the social 

structure, a.11 of which ,3.re dictated. by the political 

economy (situational factors). Alo ( H3134 _) ., also 

argued for the use of the approa.ch in a.naiysing the 

dynamics of 
l , worKe.rs or ien tB.t ionF3 especially in a 

countr·y iE.: h.ighly 

dynamic and whsr~ traditional and moaern values permeate 

the whole social structure. l-'lore bro.3.d.ly spe.a.king, 

Afon.ja ( H:.'79) J1a.s ~3lJ.g:§·:est,t3C~. i~}~1a.t t,Je E.~(:1c.11J.l.d. a_l.1·.i!'a.ys 

c.ons:;_d.e.r the. impor·tance of the. po .L ::Lt :LcaJ. economy of 

Afr·J.ca.n :people (which d.efines the contex.t wj_thin which 

Afr-ican \.:ta. 11J.e. s a.nd. expectat ionB a:ce. formed) in 

explaining t.J:-u::.' a.tt.it.ud.es an.d beh;::-;_viou:i.:·.=:i c.if African 

wor-kers tu 

. t ' ~SOC-;le él.l 

' . . e.mpn.asiz ing 

under::,ta.ndir1g workers a.ttitud.es, needs and a.spira.tions 

a.t VJCJr·l;.f,la.c·.e ... Tb.e concept of intr:n:·a.ction defines the 

process that constitutes the very core of ind.UE.\tr ial 

It is one. of tb.e ter1ets of 

incl.1.1.str·i,Jl m,s.na.gernent t.b.a.t the bet1a.,.li<J1.1r· of hu.rnan 

beings ca.n n<::Ne-r•;::i be full.y 1J.nd.e.rstood. i.f one d.oes not 

realize that work actions of inci.i ·v idu.a.ls are always 

oriente.d towa.rds other huma.n beiri.gs, a.nd that it 

interplay betwee:n the a.ctiori. of E;elf (ego) 

l' c• w the 

a.nd the 

expected. or a.ctual rea.ction of others tha.t occ.upies the 

centre of 1:-ruman a.c.tion at workpla.c.e ,'=!.nd de.termines 
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quality of working life_ 

The action approach hag its own merits and 

demerits. It is particularly well fitted to explain the 

orientations and behaviour of members of occupational 

groups in particular organisations. For instance, 

instead of explaining action away say as a mechanistic 

react.ion to their place in the organisation or as a 

mere reflection of the nature of class relations or 

technology, :L t, .:.:an Bhow how it derives from the 

definitions of the situation and the ends of the actors 

as shaped l:iy- their prior e2{pectatio.ns and past 

approaeh has its 

wE:1a]r11e ss .. It ha::.1 been argued by some critics that the 

action approach commits the fallacy of psychologism. By 

thü, L:~ meant Urnt the action approach believes tbat all 

sociological ~11.1e St. i()!1S explicable only in 

sinee all social _phe.nomena are 

ultimately reduceable to·the properties of the human 

mj_nd. A s1:,icond weakness, i,3 that the action approach 

occurs but cannot successfully explain the nature of 

is that while placing too much emphasis on the actor~s 

or human di,nension, i t neglects non-buman factors such 

as the type of tech.nology used, and the role of the 

environment. 

Methodologicall;v, reservations have been exp:t'essed 
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about the action approaches in their operational· 

defini tians and measurements of work a.tti t:o.deé;. The 

fact that resea.rch vvithin the action frame of refer·ence 

have JJ3.r-gely be.en cori.cerned wi.th tl""JB ind.ivid.ua.l 's choice 

particular job a:nd on v;;ha.t features of the job are more 

valu.ed, to d.erive a.nsv;rers tha.t a.r·e ca.tegorised a.cc.or-ding 

to some eva.luative distinction. betwe.en an instrumerital 

and expresaive orle:nt.ation, a.nd. from which it. 

aE:icerta.ine.d tha.t the respond.ents see vmrk ei ther a c.• .w 

]• c.• 
.o 

a 

source intrinsic or extrinsic rewards, does not 

p:f'ovide adequa.te grounds: fora theoret.ica.l. und.ersta.nding 

of ·work a.tt.itudes a.:nd beha.viour. Mo:ce e.vidently, such a 

methodologica.l proced.ure fails to ta.ke account of the 

fact t.hat factors tha.t a.ttra.ct ,'3. per·son to a. .job are 

gualita.tively different from those t.ha.t de.termine his 

satiE;factions or.· those tha.t mt:'J.y ma.ke lüm to le.a.ve the 

job. 

It is in realisation of the limitations of the 

action model that this study relies also on the 

contingency- modle as ,•;ell fü'::! the i.nterlihk between the 

two approaches_ 
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.G.O_N'TINGENCY MODEL _Al':ill.__Q_UAL.IT..LQF WORKING LIFE 

A more recent theoretical perspective to the study 

of worker attitudes and behaviour is t}1e co11tige11cy 

modeJ., alS() called the situational approach. 

Contigency views are based on sytems concepts but tend 

to be mc_;.t~e . co.nc:-rete ,3.nd emphasizes more specific 

characteristics of social organisations as well as 

patterns of relation:3}Üps among the subsyste111::.1 1;,;i th the 

envio1:.'nment in wl:d.ch an organi:.=:.,ation e:xists. The central 

arguement of this model t.here.fore, is that t.here is an 

interplé.1.1,' hetween the t.echnology and environment in 

which an organi sat1.on exists. 

Associated with the contigency model are: Burns 

and Stalker ( 1961) Lawrence and LorBeh ( 1fJEi5), Reudi and 

so on. Lawrence and Lorsch (1Hô5) po~~larised the 

cont:igenc2r approach w·:i. th their st.udy of organisations in 

stable and changing environments. They showed that in 

certain stable environments the classical forms tend to 

be more effective. In changing enviro.nments, organic 

structure :rather than the classical mechanistic form 

should be used. 

A R.eudi ( 1fl72) follovsred t11e Lawrence and Lor:::;ch 

mode1 to st.udy six American and one German plastics 

companies in order to explore the cultural effects of 

organisation cont.igency t.heor1r. His data, based in part 

on interview wit.h 60 German managers in four different 

functional areas of a large German plastics producer, 

led him to conclude that cultural factors play a large. 
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inhibi.ting factor i.n the development of organisation 

struct-1J.res · and. proc.eE;sess which had been found to be 

associated. with higher performance. levels in the 

Amed,can firmfJ studied. He found out tha.t in both 

Germany a.nd the United States, the inte.grat ion process 

is closely related to cultural orientations toward 

authority, lea.dship, se 1 f-rnot iv a.t ion·, interpersonal 

relations, a.nd the infcœrnal communica.tion 0 

information.. Hia f inding a.lso i-ndicates that for 

cornplex a:nd. u.ncertain environments, the German 

culturally determined :process of integration is not as 

effe.ctive a.s that used in the United Sta.tes. 

The contingenc.y rncJc1e 1 f1a_e; its origi.n in 

organisation theory. It developed in reaction to the 

cla.ssica.l economiats a.t.tempt to find universalistic 

principle.s of ma.na.gernent a.nd to present i.d.e.aE~ as 

pa.na.cea.1=; for se.curing effective organisa.tions. 

The , ' 
t)ô.S lC~ tenet of the mocl.el l' "'' ~· tha.t ma.na.gerl:3 

should ta.k.e account of the. :particular environment in 

whi.ch their orga:n.isa.tions B.re sit.1.1ated. in a.dopting any 

change. The con.tü:1gency mod.el rlfJ.e.: 1i.on as ma.ny converts 

as critics since it was •proposed. Bu.t i t ha.s been 

a.ppJ.ie.d or·ganisa.tiona.l beha:viour a.pa.rt. from orga.nisation 

design from which it developed. It has heen used in 

studies" of lea.der·ship style, decision ma.king, payme.nt 

systems, work motivation a.nd work a.tti tudes. 

The contir1gency mod.el has been a.ssoc:La.t.e.d. with 
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sy;~:tem theory be.cause of its emphasis on all contextual 

varia.bles. Critics therefore argue that it suffers from 

all 1 imi ta.t ions of the old.er structura.l 

functionaliBt approa.ch. As indicated. by Wood 

the most inportant of these critic.isms d.ea.l vJith 

q1..1.estions concerni"n.g orga.nisa.tiona.1 goa.Ls the problems 

of goal conflict, multiple continger1cieE.:, the problem of 

multiple :parties, and the proble.m of sectiona.lism. Wood 

too observe.d. the following limit.a.t.ions; tha.t the t.heory 

views orga.ni.sat iona.l change a.s unproblema.tic. and ::,c• 
'-'·= 

essentially a:n intellectual a.nd technocratie exercise; 

that conti.ge.11.cy theory underpla.ys the è.mount and scope 

of choice by smphasi:aing environ.mental fac.tors simply as 

constraint.s which determine. or-ganisa.tiona.l choice or as 

things ,,Jhic.h t.b.e organü::a.tion ca.n do noth.ing a.bout 

except ad.a.pt to _ 

More wr i ter:3 have however argued for i ts usage. 

Legge (1978) draws attention to the need to distinguish 

between the posi t.i '.re and the normati ·ve uses of the 

theory. The positive emphasizes the influence of the 

co11t. ir1ge11c: ies in the environment on the internal 

structure and processes of t.}1e organisation. The 

implication of this is that the best way to organise or 

tackel a problem depends on the specific nature of the 

organisation and its relationship with its envirorunent. 

The normative dimension oÎ contigency 

the need ÎOJ:' manager:=:: to design 

organisation t.o fit. the context. in whic11 i t 
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operate. Legge advocates the integration of these two 

dimensions in ord.er to offset some of the limita.tians 

of the macle 1. 

Warmington et al (1977) also favour the use of the 

model on accou.nt of i ts flexibili t:v and of the relative 

absence of bias as between different strata of 

authority. But Bo,;srey ( 1976) claims that contingency 

theor1, is inadequate largely· because i t bas been 

seriousli.r handicapped by its "reliance on the kind of 

model .-:..1f behaviour .in organisations proposed b1r the 

"structural functiona1 school of sociology .... ". She 

clai.ms that this can be overcome if conti.ngency- theory 

, , . a is oaseo on a more realistic view or organisations than 

the systems a:pproach is able to provide. She thus 

suggests integrat.ing the theœ:'y· wi th an action theory 

approach in order to account for t.he interaction of 

organisational and individual goals_ 

A.l though Bowe:v did not show hm,1 this integrations 

can be achie,.,ed, Afonj a and i\.lo ( 1fJE\5) they link 

continge.ncy theo:nr to the .action approach as they 

examine personnel performance in the Nigerian public. 

One of the strongest, arguments in fav01.1r of the 

contigency model is that it draws attention ta the 

interaction between interna} structural factors and 

external factors (Afonja 1981). It also points to the 

need to review managerial principlea to suit the 

par-ticular ca:.::-:e in question. Such a flexible managerial 
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orientation is desirable considering the rapidity of 

change in this country. The economic a.nd politica.l 

change.B in the coun.try since ind.ependence ha:ve a.l tered 

pre.viou.E,ly defined qua.lit.y of working life a.nd. sometirnes 

enforced. a. restru.c.turing of the h1ternal structure of 

the orga.rd.2,a.tirn.1.s d.irec.tly conc.erne.d. Acco:r·ding to 

Afonj a. a.nd Alo, ( H:ll35) one of the L:i.t.ent eonsequences of 

these c.ha.nge.G stem from the in.abiU.t.y of the system to 

provj_de tb.e re1:.:01J.rce.1::; ne:eded. for the a.c.hie.vem.e.nt of · the 

new goa.1s a:nd. for the mainte.na.nc.e of the e.xist ing 

qua li ty of wcn:·king li.fe. The dispa.ri ty l::ietween the goals 

perormanc:.e. a.nd. force ti:1.e worker.·:-::; tD r-e.d.efin.e. the.ir 

or ient,:::.J.t :Lon.E, te, perception of work and the.ir 

in the 18th ce~tury recognised the relationship that 

dete~mined by their general terms and conditions of work 

on the one nand and the wealth of Nati8ns onthe other 

hand. Like what Kari Marx later did, Smith conceived of 

labour as the major source of wealth and the most 

irr1:p-l.1. -~:i ·t c.1 · t 110.:. effort all the 

factor-s of :5:,cod.uct ion.==:. Bath of them argued for 

improved cond.itions of vmrk for :f•aid. la.bour having 

assured. thems:e 1 ves th2,_t the élrrnual 1a.bour· of every 

country deter-mir1es the degree of economic d.evelopment of 

that country. From thL3 ,;,1_rgnment, it is ea.sy to see to 

establL,:.;h a. relation,3hip be.tween working conditions and 
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the economic policies of a country like Nigeria. For 

insta.nce, ,.,..,hen the economic policieB are fa.voura.ble to 

the working class, a.nd. the conditions of work l' c.• 
,:::, 

favoura.ble, it is e.xpecte.d that the level of labour 

productivj_ty would. be high and. vice versa .. Also where 

wa.ges are high, the ",mrkma.n will be mor·e active, 

diligent a:nd exped.itous and vice-versa. 

Action theory, rests on the assumption that the 

ind.ivid.ual in a work. situation has a.s a. set of goals and 

expecta.tions; orientations to wod which mid:l.ate the 

rel2,tionship bet:ween his perception of work a.nd his job 

perfor 

Blaune13l3) 

( Go ld.thorpe et al 196f3) . In contrast to 

a.ss1umpt ion that technologica.l factors 

de.termine job a.ttitudes and beha.viour, Gold.thorpe (19613) 

gives1 pr·ominenc.e.s to individua1 or-ienta.tion1::: a.nd. argues 

that the.se orientations are derived from the external 

environment of tt1e firm. Al though the. rnajor· c.ha.l lenges 

to this theory a.re methodological, questions have been 

ra:Lsed in respect of the 1:::.ignifi.cance of the c.on:text and 

stability of or-ient.'3..tions. Whela.n ( 19713) for instance 

questions the E.d.gnifica.nce of situational fa.et.ors and 

cl.ema.nds to knuw whether orientatlons rema.in fixed. once 

formed or whether the.y change. at,; the worker moves 

through his career. But Bennette (19713) resolves these 

issues by a.rguing tha.t orientations ca.n.not be. considered 

fixed neither can they be vie\>Jed a.s totally flexible. 

He argues that "the desir-es and expecta.tion.s of any 
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individual are the result of many different influences-

his pa.s"I.:, experier1ce1::: of vmrk a.nd. life, his current 

situa.tion a.t work and home, the nature of his 

persona lit.y, his skillE; abil:i.ties etc. Sorne of the se are 

r·elatively sta.ble ·wh:Llst other1=: rn.:3 .. )l cha.nge ra.pidly and 

violently. "The a.ctor1c,: de.finition of the si tu.ation is 

thu.E:: ba.sed on several c.ont ingenc ie.B in mu.ch the same way 

as the. organisation of the structure in which the action 

ta.kes pla.ce. One can theiefore view the link between 

contingency a .. nd action theory as an attempt to "treat 

organisa.tians not simply a.s constra .. int on behaviour but 

as social creations, crea~ed out of the actions and 

intentions of particular· actor·s". Wood. ( 1979). 

Accor~ing to Afonja and Alo (1985), there a.re 

severa.l a.dva.nta.ges iri. using the continger1c.y model linked 

v-1ith action theory in the a.na.lysis of sociology of work 

which inc 1 ud.es: It. dr'r.:fwa a.ttention. to the four· major 

consti tuents of the work situa.tian: the vmrke.r and his 

work or ientat :'.ton., the determinable physical. 

of the job and t}1.t?- a .. ccompany ing 

structure of ~ewards, first three are fonned and within 

which the.y intera.ct. Any a:tt..empt t .. o frva.lua:te or improve 

pe.rformancs rn.ust a.cknm·Jled.ge the.se four elements and 

their intricate rslationships. They went further to 

argue. tha.t the two a:pproache.s c.omple.ment. ea.ch other 

becuse the first deals with those a.nd 

organisational strutures and cultural factors which 

-shape the a.et.or himf;,e lf a.nd. the E.:econd. ·vJi th the a.ctors 
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perception of work in that structural and cultural 

milieu. Th.ese a_ppr·oa.ches a_r•e method.ologic..:::1.lly a.d.equate 

for asse.ss:l_ng the q_ualit.y of woY.'king life sinc.e the 

emJ;>l-1a.sis~ in thie .::i.rea of resea.rch is on mea_Em_ref; wb.ic.h 

,3.re cultural r·e le..,,...ra.:crt. ... As shown in the discue;sions 

above, in 

defined by the workers themselves. 

97 

CODESRIA
 - L

IB
RARY



CHAPTER FOUR 

One of the basic characteristics of action 

fr-a.me of re.f erence, which is t.b.e t.heoret ica.l orientation 

of this study Ü3 that i ts resea.rch stra.tegy tends to · 

favour qualitative ra.ther- than qua:ntitative da.ta anf:; 

t.his has often le.cl. to tb.1::- use of qu.alita.tive stu.dieE.i of 

part icula.r ca.ses. Ttn-1.E.~, in ;:;_n a.t.tempt to collect 

neces;sa.ry and comprehe:nei.ve inform.a.tion on qua.li ty of 

work.ing life, thL:ë; E,tud.y combïned a lot of ree;earch 

methods and tock the following steps: 

4: l !3E1~0N Cllf SJlli2LE. 

(a) A random ~=,ample of skilled, semi-skilled 

and un:.::~kJlled ,,mrkers w·ere selected :f.rorn the following 

industries in Nigeria. 

These workers were randomly selected with the 

aid of the official registers given to the researcher by 

the management of the selected industries. 

The selected industries are: 

1 
J.. - Delta Steel Complex, Aladja, Delta State. 

This is a .fed.eral gcnrernment 01;.med steel 

complex. 

The indw3try selected because it has a 

residential estate for Jts staff near the 

factory site. This astate is devoid of any 

vilJage or town affiliation. 

It i .~ 
..,...,Cl our assumption inthis study that, 

workers in this industr}.r interact bath 
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formally and infomally, primarily among 

themselves. This primary 'monotonous~ 

interaction would affect the quality of 

working Life of the worke.r~'3 in this industry, 

and ma};:e them to have their Ol".,,n peculiar 

quaJ.i t:;/ of working life. 

II. P.remier Paints (Nig) Ltd, Ifo, Ogun State. 

This industr:v J.:3 a privat.ely owned 

company, located in a village and has no 

official residential estate for its staff. 

Majority (if not all) of the workers in 

th.is company li·ve in the village and e.njo1r 

the village 1ife with the villagers. 
I t is our a:3sumption that wc)rkers inthi:3 compa.ny 

li,;.re in a 'world of their m1m~ 1Nith relatively low 

quali tll of life, thus, i;,,.,.e expect tat they would have 

their own unique perceptions of quali ty of \•1lorking life 

( QWL). 

III. National Salt Company ()Î Nigeria 

(NASCON) IjoJ.::.:o-Otta,Ogun State. This 

industry is also a Federal Government 

owned organisation_ It is located on 

a neutral settlemern:: ( like Aladja 

Steel Company) that the 

industry has no official residential 

esta te for i ts ,•mrkers at the factory 

site_ Hence all the worl::ers live in 

scattered rented houses in Otta an 
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Ogun 

industria.l, city which is about six 

kilomet,res awa1r from the factory site. 

Apart frm thü?., Otta township is an 

_i_ndustrial town, with over 100 small 

scale, medium scale and large scale 

industries of different production 

interests, proprietorships, and sizes. 

Sango-Ot.ta, the 
States of Nigeria has 

gatev,1ay betwee.n Lagos 
turned out to become one 

and 
of 

the major industrial areas in the country. 

Though Sango--Ott.a Industrial Area 

geog.raphically belongs to Ogun i.ndust.rial 

ventures arotmd the place are owned by industrialists 

and business entrepreneurs of various nationalists 

Nigerian and foreigner-.=:; alike. 

The industries located at :3ango Otta are 

those that are i.nvolved 111 the production of essential 

commodities ranging from household and off~oe materials 

to industr.ial equipments and. eô.ible:=,;. {\ 
r.: vi:3i t. to 

S2..r1go-()t~ ta (..l!"l Lë.tfi;C)'3--.l11:.iei.J.1~t~ t2 :t',..Jati t'li 11 co.111..r.i11c~e any 

discerning vLs.i tor t:.hat the area J.s burstling with 

and products 

manufac:t:u:rt:,d by the various industries at :3ango-0tta are 

of hJ.g}1 etandard qua li tv which compete favourably· wi t.h 

imported ones in all respects. 

No wonder there is a daily rush from different 

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

Nigeria" goods. 
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The multJtude of industries at S2.ngo-Otta 

i.nclude Kc,J.or}:oto N.iger.ia Ltd; Alum.inium Roll.ing Mills, 

Food Specialities Nigeria Limited, Eagle: 

Pr 1• ' .,_ .• ·1A· L ~ "'1· .,_ :, . .:) C'}1 ·J'"' ~'·1 ai' r,~ .-..1r~ ;-~ , .. ,.,. T. r,-~ ... -. ,- •.. , .'1 "',··· ... ,.l1L,.l..L5 .. U.l.l. ut.,L,, 1,),, .1gs ·- rc:lL-.l'.-..ê.,,;5.i..liE;., .. u• .. n,.::,,.,.l ... c . .:,, 

Pe_cka.ge 

Limited, 

Trufoods Intersardines Nigeria Limited and a hast of 

others alJ. of w1üch are contributing significantly to 

build a. :3otmc1 te-:::::hn.:::1logical and industrial base Ïor the 

Workers at NASCON industry have to live and 

i.nterac:t wJ.t.h othe:r industrial workers from t.hese 

neighbouri.ng industries, with different perceptions and 

orientations of quality of working life (OWL). It is the 

assumpti.on here, that., workers in our chosen industry 

would always compare their own perceptions, aspirations 

and orientations of work v--1i th those of their colleagues 

in other industries before they fü::sess their own qua1i.t 

of working l.ife. 

It was assumed that a large percentage of 

members of working class g~oup in Nigeria are 

knowledgeable enough to know their qualit.y of vmrking 

life, thus random sampling technique was used to guard 

against bias while assuring the identifation of quality 

interview 

represe.ntat.ive nrnnbe.r- of worker1:::~ .inthe chosen industries 

eo that comparisons shaJl be made across same or-

diffe:-cent qual i t.y of 1;..,1orJdng life in Nigeria. One of 
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the chief concerns of this study is to learn more about 

the ·attitudes, a.Bpira.tionE;, n.eeds· a.ncl beliefE of •.·Jor·kers 

as they a.ffect their qua.lity of wor·king life in their 

vari01..1.E-J :Lnd:ustrie.f;. 

The following methods of social survey 

research a.nd the nrnnber of v.rorkeri'> invol ved in this 

ahowing the methods of social 

:3urvey reL':,ear,::::-h and the number of respo.ndents .in each 

chosen in.dustr:s.r. 

Industries : Questionnaire : Questionnaire : 

Delta Steel : 
Complex Aladja : 
Delta State. 

National salt 1 
1 

Company, I .j oko·-: ; 
Otta,Ogun Stat.e: 

Premier Paints : 
Nigeria :Ctd. ; 
Ifo, Ogun State: 

Total 

170 

170 

170 

510 

11t1 c 10. œ;) 

121( 71. 2%) 

100 ( 5B. c\J~) 

~340 ( 66. T;n 

Two ,w-ell trained interviet•ls ,,;ere employed as 

research assist,a11t,s in each industry. These 

interviewers were people who could speak the local 

languages around and have adeq_uate cont.rol of oral and 

wri tten English language. Also, they ,;.,rere people who 

did not stand out as "outsiders" among the workers. 

Most studies on industrial work attitudes have 

been found to fall into one of two distinct approaches. 
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The se a.r·e: 

i. . 1 r.;1e subjective manifestation of behaviour 

arisi.ng from t}1e experience of work; and 

iL the objective characteristics of 

organisation.al forms, authority and 

production t.eclmologies. This study 

recognises t.hese two points of view and 

approaches in the study of work place 

behaviour and brings together emprical 

evidence from three different technological 

systems of production. 

The key variable in this study 
life" is operat.lonally defi.ned as 

"quali t:v of working 
all attribut.es of 

funct.ional ac~ti vi ties t.hat ma]œ for fulfilment of anyone 

whose existence depends on working .for a living. It was 

treat.ed as a mull ti-·dimensional variable and was used in 

a sense to measure t}1e workers ·· feelings, perceptions, 

and aBpirations wit.hin the total work and life places. 

The data present.ed in this study ,·;as based on the 

3504 compJ.etecl questionnaire reviewed out of the 510 

administered in the three industries . 

.A brea3';:down cd: t.hese responses by compan:v s11ows 

that 70.0 percent in Delta Steel CoDB?any Aladja, 71.2 

percent in National Salt Company of Nigeria, Dt.ta and 

58.8 percent in Premier Pa~1ts (Nigeria) Limited, Ifo, 

Ogun State actively part.icipated in the study as shows 

in table 1 above. 
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4. 2 TECHNIOUE:-3 OF DAT1L.COLLEGTI0l:'1 _ _E.ND MEA.SURES 

Field work for this study was carried out 

between the months of ::';eptember, Hl'.93 a.ncl ,January, 

1994. Data. were. gathered. ma.inly by me.ans of a pre-

tested questionna.ire.. This was su.pplemented by f ocus 

group dl. c·c·lJ c•c:.• i' r·:·11.c.• 
~ -· .•.JI.:) _., ,_,' indepth interviews and. direct 

observations carried out in the indus:t:r·ie under stud.y. 

The questionna.ire vms designed to caver a set of 

infbrmation items relating to work activities, values, 

experiencee.:, motiva.tion a.nd feelings of th.e respondents 

on the job. In a.11, a total of 7:3 queE.:tions were 

included. in the quee.:t.ionna.ire. Mo.=::;t of the structured 

g_uestione were presented in the form of eimple 

statements describing .varying types of per·ceptions and 

experiences to VJlüch respondents were to r·egis_te.r the 

degree of congruence with their u,qn persona.l feelings 

and experience on present job. Sorne of these questions 

and attitude sta.tements were drawn from measures common 

in studies m:1 ',>Jork at.titudes, beha.viou.rs and perceptions 

in Nigeria (Faehoyin. (l!:i!:11), Oloko ,(199:3). Amachree 

( 191313), Ogionwo ( HJ71), :3oleye ( 1970), Alo ( 1984), 

Facl.ayomi ( H:1138) , Ogunba.rneru ( HH32) Mgbe ( 19!:1 l) , and 

those developed for affecte of socio cultural beliefs 

stud.ies on ·work by Oloko 

1983), Ake.rele ( l!:172) , Ocho 

(· 100•)) . ·=J .;:; (-L (Ahiauzu 

Peli 

(1981, 

( 1972). 

Questions on :3tructura.l Adjustmen Programme in Nigeria 

were derived from the measures degelope.d by Fadayomi 

( 1988) , Ornota:yo ( 1!390) a:nd Fa.lae ( 1913'.9) . 
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The q_uestionnaire was divided into four main 

parts covering bio data, work hist.ory, work life, life 

The style, and measures of quali t.J/ of working life. 

first part of the q_ue13tionnaire contained questions 

,;,._1hich were aimed at tapping information o:nthe L'3ocial 

economic charactersistics respondents. Information was 

sought on the sex, age, marital status tribe, income, 

number of wi·ves a.nd children, educational background, 

job title, and languages mostly spoken at home and at 

work. 

The second part of the questionnaire contained 

questions on the respondents·· ~-mr],: hi.story. Questions 

were asked on previous work experience, reasons for 

leaving last job and how prese.nt ,jc/b eon1pares wi th 

previous employment. 

I ,., 
L par·t a set of 

general open and cJo:3ed ended questions were asked about 

1.:3oc.io-economic ehanges in Nigeria, how t.hese af.fect work 

in the eompany and how they affect the personal lives of 

worker:s. 

The four th and final part of the q_ue:3tio:nnaire 

'fA78.S de\roted to an examination of the structural 

adjustment prog1:.~amme on ,:;:i_u.ali t 1r of l .ife and quali t.y of 

workü1_g l..ife of the respondents. Aspects of work 

behaviours and at.ti tudes arou:nd ,,,rhich questions were 

asked j_ncd.uded ,job values, satisfaction, work ext.i.nsic 

fact1·J1,.s, .human relations, 

instrinsic, socio cultural beliefa, psychological/state 
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of mind, fle.x:1.bilit.y of job, challenge of work, self 

est,eem a:nd ,:;i_1..1.ality of life facd:;or1=:. The fa.ctors was 

measured by a 5 - point scale evaluation (guestions 40-

49) to which the individual worker attaches greatest 

irnporta.nce. The f:::1.ctorE: of work va.luer,:: were intr·oduced 

by Afon,ja (l97l3, 113131, Gold.tJ.-n·ope (19(313) Bispha.m (19f34) 

Osunde (1991), Mgbe (1991) and othsrs as an aproach to 

the study of the meanings which work ha.d for workers and 

the satisfaction derived from their jobs. In the 
.. 

context of thif.::; Ert:.1.J.dy, the respcm.dents were. asked to 

indicated th.e import.s.nce a.nd degree c1f E.:atL-::;fact:l.on of 

such job a.ttributes in deter·mining their:· qual:Lty of 

working life. Degree of satisfaction factors -were 

rne as1J. ·ri r..~ cJ. a 5-point scale ranging from very 

dissatifactied to very satisfied (ç~estions 50-59). · In 

the study, the respondents were asked to state how 

stisfied they were with different aspects C o:,. their jobs 

incJ.1..1.ding satiE.:fa.ction VJith r::..kill utiliBa.tion., freecl.om 

of rnoveme-n.t. during r,vork t ime.E-;, c.or1t:co 1 o,,;-r::11:· ,;.11c)r-k proce1:::s 

2.1.nd pa.ce ., aa.la.ry an.d wa§.JJf:.: a.ncl. nature of wor-k. 

easy clar1ty, the independent and dependent variables in 

thi.c.: f;tud.y a.ce id.ent i t :Led a.nd dL'.ë:,cus.sed. be low; 

The independent variables used in this study 
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are categorised i~to~ 

personal attributes, 

structuraJ. varia.ble.s, and 

systemic variables. 

It iE; asr:mmecl. that organisationa.l oppor·tunity 

structure is dictated by persorial, str·uc.tura.1 and 

system:i.e va.ri.a.bles. 

Personal attributes are measured by looking at the 

following variables: Age, Gender, 

educational status 

marital statua and 

whether or .nor married 1;,1i th children and 

number of members of reBpondent ·· s household 

includi.ng relatives and stewards. 

The structural variables éU:e variables that directly 

influence ,;.vorkers attitudes and behaviour at. work, for 

example, Jt. was established ti1at aspirations, work 

commit.ment and other attitudes w}üch show atéichment to 

the organisation could be aroused by a dramatic 

improvement in organisational opportunity structure 

(Aina 1991). 

Important. Btructu:r.'Bl variables mea::,n.n~ed .include: -· 

occupational status; 

before joining the industry 

promotion prospects and advancement, how long 
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,. '1 .-1 ,::u ... 1.A type of ~Jrk ever done bef6re. 

In order to measure the influence of ideological 

influence eménwting from the larger social system, 

backgrounds and beliefs, state of origin and tribe (s) 

and degree of interaction with indigene and non-indigene 

both .. \ .-!­
G. l.• work pJ.ace and. outeide. I ~-~· is assumed 

cultural beliefs on the acceptable definitions, 

that 

roles 

;:-,.nd. meanings of worJ{ has a stro.ng role to play in 

individual ~ s view of 1;,,1or},;: ouside t}1e family environment. 

4.~lb DEPENDENT VARI.AB.LES. 

The follo1;,1ing measures of (;J.Uali ty of working 

life are treated as dependent variables in this study. 

They are: 

a. Structural adjustment progra~ne, 

b. Socio-cultural beliefs, 

c. Wo:d: orientation 

d. Work satisfaction, and 

e. Quality of life. 

The measures o.f each of t.he above variables are 

discussed below: 

l .. fil'RîJGTURAT, ADJTJ.3TMENT P:ROC:iRAMMES (SAP) 

While various economie consequences of the 

struct,ural adjustment programme have been articulated by 

the Economistt3 (Phillips and NdeJ::wu ( 1mn), Falae 
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( 1989a), a.nd are alrea.dy ma.nifesting on the different 

sectorE; of the economy ( Omota.yo H:1130, Fa.la.e H3/3!;1b), i t 

effects on the lives of the people are .Yet to be 

articualted (Fadayomi et al 1988). Therefore, the major 

concern of this study was to make an assessment of the 

socia.l conBequences of the programe by iclentifying 

changes which SAP ha.E.: create.d in the. lifes of Nigerian 

workers. Socia.l cha:nge a.c·.cord.ing to Fadayomi ( 1988) is 

ass:ociated with a number of pByc.hologica.l costs su.ch as 

anxiety , insecurity, stress, creativity and personal 

identify. These costs are evenly cl.istributed. 

Infact, in the words of Peter Berger (1974), there 

is no change wi thout costE;. The çp1e.stions to be asked 

with intense seriousness are just what the particular 

costs are, ·who is being a.E;ked to pa:y them, and whether 

the putative gains make these coE.:tEJ a.cceptable. J.\ga.inst 

this ba.ckground., eleven questions WfiT'e asked; what are 

the three importa.nt p:r-oblems tha:t you face these days in 

order of importance? 

Generally speaking, hqw happy are you these days? 

Would you say your life has become better or 

Do you t1l.ink your life will improve with this SAP 

How often do you feel you are really enjoying 

Below ia a picture of a ladder called ·the ladder of 

life. ladder 1)est possible 

life for you and at the ot.her end is the wore:t pos:3:Lble 
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life you can imagine. 

:o------------:1---------:2-------:3--------------:4 

%'here on the .1.adder would you place your life at 

+-' ' L<11lS time? 

Step No-------------
Think about :vour life be fore S.AP, ,;.,rhere did you 

sté,.nd tlHè:n? No1;.J, think about J/our future, where do you 

think you will stand? 

Step No--------------

Do you think that life in Nigeria 1s getting better, 

worse or remains the same? 

Man::/ sc}1c,la1~s (Davis 1877, Saviski 

(1981),Delamotte (18cl4) recognise the fact that quality 

of working life entails a cultural definition of work. 

In a similar vein, Ahiauzu (1985:9) argued 

that any move !:.owards the urnierstanding of the poor 

attitudes to work of the A:frican, which will enable in 

digenous organisational theories to develop ..... should 

start with the identification of the influences that 

shape the behaviour of the African at work place. These 

influences ... are sure to emanate from historical and 

cultural Cil"> i,g:i11S. Thus, the fact that culture 

infJ.uences workers·· perception of quali t;r,r of working 

life cannot be over looked. The approach used to asses 

the effec:t of soc~io cultural beliefs on quality of 

working 1ife v\ras adapted from Ahiauzu ( 1HB5) and Osunde 
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(1991) (Q1.1e.s:tions 26:, /3 var·iables, go.est.ion 44:4 

variables and question. 54:4 variables) . 

. . . 
1.l} .. 

A major feature of the a.ction approa.c.h -j c.• .,_..., using 

actor, s definition of the sit.uation to explain actor,:::: 

social be.ha.viour. 

The approach to be used in measuring work 

orientation is finding out how each vmrker defi.nes and 

describes the activity he regards as ·work·. This 

approach i:3 developed from JUo ( 1fJE,4), Mgbe ( 1991) and 

Aina (1991) in studying the meanings individuals atach 

to their vlOrlL This study provides eight different 

definitions of work ,:..ierived from the st.udies named 

above. 

Eve:nr ret3pondent was asked to pick one out of 4 

options (strongly agree, agree, Disagree, and strongly 

disagree) for each of the following assessements of 

work. They are; 

Life satisfaction comes/develops from work 

There is no life v.rithout work 

Live, eat and breath your work 

l,vor]:;: is the onJ.y solution ta poverty 

Deri ve more joy in your ç,,rork than in your 

lei:3ure 

A day at work is longer than a da:v at rest 

Work is only necessary but not. compulsory 
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You feel your real self when you are away from 

~>JOl.,1~ ... 

iv. WORR ~3ATJSFACTI0!i 

Job satisfaction refers to an overall 

affective orientation on the part of individuals towards 

work roles which theI.r are p.resently ocupying. The 

concept of job satisfaction is measured in a variety of 

ways, for example, explaining job satisfaction in terms 

of per;3onal ·variabJ.es; in terms of work role 

caharacteristics and in terms of motives for working. 

Even though causes of job satisfaction are 

mul tidimenstional, 1Nhile i t is possi1Jle to be satJ.sfied 

with one dimension of the job and be àis-satisfied with 

the other i t is still assumed here that i t is po:3sible 

for individuals to balance these specific satisfactions 

against the specific dis-satisfactions and thus arrive 

at a composite satisfaction wi th the .job as a i;,.?hole. 

To measure job satisfaction in the present 

study. Several qu.es1--.1ons were asked such as; 

Are you satisLLeà v-li th the candi tians of work 

life in this stud.y. 

What do you li1œ mo.::;t in this industry? 

What do you dislike most. in thi industry? 

Do you think J.ife bas become bet.te.r or worse 

since you became a worker in this indust.ry. 

Here, i..?. \/' e .r" I·l .respondent was t.o pick one out 3 
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options (Better, same, worse) 

Which aspect of a job do you cl'.::insJ.d.er most 

importa.nt? (one option out of job 

r:;at iE-ifact ion, pre.Bt ige, income and. promot io 

prospects). 

V. 

The wor ld w1e l. ive in presentc.: a pictu.re of 

appallir1g constra.st in hum.an a.ctivities. 'ifüile a few 

individu.als are irrrmensely :prosperou.e, ma.jority i::;ubsiste: 

on sub-standa.rd. and d.ebumnizing conditions. i:..)uality 

life donotes a set of wants, the satisfaction of which 

mak.es people happy_ It refers to such elements in the 

social conditions which are psychological on a macro 

scale, but observable within the existing knowldge and 

can se-rve a.s expression of either improvement or 

deteriotation in the livee of workers. 

It reflects a combina.tian ofthe aubjective 

feelings and status of the wellbeing of people and the 

environment in which the.y live (Ad.esina 19136). 

Theoretically, there is an infinity of social conditions 

which could be rneasured by qua.lity of life domains. 

However, it J_e; a. general feeling of h.appinei::.:s, well 

being and sa.tisfa.ction with one's life. Therefore, the 

only ·way qua.lit.y of life could. be a.ssess in this study 

was through a. m:œvey of opinion of vmrkers on their 

perceived life.. My airn in. this stud.y was not. to make 

g_ual.ity of life the main foc.us of the stud.y, but rather, 
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it was ir1teded to provide some informatiori., no ma.tter 

how sma.11, into r1JorkersJ percept.ions of their lifeJs 

g_u.a.li ty. Against this background, respondents were 

asked to pick one out 5 options (Not satisfied at all, 

not satisfied, somewhat satisfied, moderately satisfied, 

and ver-y sa.tisf ied) for· the folJ.owing qua.lit y of life 

doma.ins. The.se are: 

To feel good and be in good physical 

condition 

To ha~,.re a comfortable and peaceful home 

To have a goverrunent that is managing the 

economy well. 

To have a gover.nment that is providing 

employment and curbing inflation. 

To have él societ1r that is free of 

corruption 

To ha-ve a societ.y that rewards the 

individual for initiative and achievement 

To be free from infectious and serious 

di:seases .. 

To have a good relationship with my 

neigbours 

To have close friends and companions 

To enjoy everil moment v.rhile not thinking 

of tomorrow. 

To be liked and appreciated by my friends 

To have inner harmo.ny and peace of nünd. 
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4.4 

To have a government that provides basic 

needs such as good water, roads, 

electricity. 

To be able to give my children the best in 

life. 

PROCEDTJRE FOR ANALYSl.S OF DATA GENEEATED FR.OM THE 

GUEST.I ONNA I_RE;-, 

A :number of steps were taken to convert the 

raw data collected from the three industries into a form 

appropriate for quantitative analyses. Four main stages 

were involved in data processing. The first was the 

design of a code for the questionnaire and the 

asssignment. of codes to the different questions and 

various attribut.es of the variables listed for 

examination. This step ga·ve information on the general 

distribution of the respondents with respect ta about 

173 variables in the questionnaire. 

A second major step taken in data processing was 

to assign columns on a standard data form to each of the 

questionnaire and 17~1 variables included for analysis. 

We also assigned valueB to each item of the response 

categories provided for alJ. the closed ended questions. 

The third major activity in data processing was 

the actual coding exercise. Using the code book into 

standard data forms and were entered into the computer 

using the F~-based statistical package for social 

sciences (SPSS) software. The code data were later fed 
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into the computer for f:Lnal processing and generation of 

resu.J.ts. 

The fourth major step 11.1e took was to analyse 

the data using 

different progr'ammes used 

of 

to 

programmes. 

facilitate 

The 

the 

interpretation of data were absolute and relative 

frequency tabulation of variables, cross-tabulation of 

selected dependent and inde pendent variables. 

Other methods used in this study were focus group 

discussions (FGD) and direct observation of Respondents 

at work places. 

4.4.1 

Four focus group discussions were conducted in 

each of the studied industries. In most cases, 

participants in each discussion varied from six to eight 

whi1e the researcher himself served as the facilitator. 

The service of a well-trained note taker was employed at 

each industry. However, most of the FGDS could. not be 

recorded because most participants objected to the use 

of tape recordera. The researcher made :3ure that each 

group was homogenous to allm!l for free participations of 

all members. Also, all the FGDS were conducted outside 

the industrial gates and on neutral ground found 

conviene.nt 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 
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was to determine workers' perceptions about their 

guality of working life and to g.9.in be.tter u.r1de.rsta.nd:Lng 

of why they feel, believe, a.nd act the T..•léJ.:l they d.o. 

FGD wa.s a.lso helpful in unders:-canding a.nd 

developing senBit:Lvity towards th.ose aBpects of quality 

of working life that were not covered in the 

qu.estionna.ire. 

4.4.2 DIRECT OB.BEIDlA.Tll}N 

Direct observation of employees in the selected 

industries ~,ms also made bath during the working periods 

and a:fter. This helped to document the conditions under 

which workers in the selected indust.ries work. A review 

of available industry·s news letters and documents were 

made in order to obtain information on the general 

conditions of service in each industry and to be able to 

compare and contrast the similarities between the 

working conditions of the selected industries_ 

The qualitative data collected from the focus 

group discussio.ns and direct observations ë.unong the 

respondent were analysed and swrunarised. The findings at 

th:i.B le-vel shed more light c:i.n basic concept.=, mEH::tsured in 

the more The q_ualit.E..tive data 

re,.realed t.110: urnque exper i e.nces of the studied _ 

,.1_5 

Gene.rall.y, gaüüng ent.ry into many industries 
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in Nigeria for research was not withoug problems. The 

t}œee 

empJ.oyers ,:i.nd. by 

most especially 

since tlLiE; st:ud.y c.e-nt,Y·e:3 on one of the crucial a_spects 

of work placie du.ring a. most trubulent econornic hardships 

(SAP) in Nigeria. 

The Structural Adjustment. Programme (SAP) had 

and continues to have severe effects on the income and 

ability of wor1rnr-s to provide for self-sustanance and 

family upkeep. This may have influenced their 

on present work. For instance, the }ügh 

dissatisfaction expressed in relation to 

feelings 

level of 

financial 

ear1ngs, may not be unrelated to te hi~1 cost of living 

and frustrations from all fronts experienced by these 

workers. 

Fortunately, however, as soon as the employers 

we:re assured of our genuity, they gave necessary 

supports and allowed their workers free participation in 

the study. On their C)'Wn part, employees 

exhibited loyality to their employers and would. not do 

anything that would make them lose their jobs. lt 

therefore took sometime before we finally gained the 

confidence of the employees. Some showed 

disappointment in earlier researchers, since, the 

findings of such researches never made direct impact on 
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their work life. 

Another major problem r:,,,,as inability of some 

respondents to take good care of the questionnaire given 

them. :3ome lost them outrightl:v t.hose given to them 

originally and had to be given fresh copies to complete. 

Some returned the questionnaire half way given flimsy 

execusess and new respondents were recruited to take 

their places while some cl.id not return the 

questionnaires given them e·ven after several trips and 

appeals by the researcher. These difficulties rendered 

the random sampling procedure originally used a little 

bit invalid. However, all effors were made to ensure 

that the data collected from each of the indm3tries wa:3 

not biased in whatever form. 

Again, all the focus group discussions were 

conducted after worki.ng }10urs in all the industries and 

on neutral grou.nds W'lüch met that the researcher had to 

provide refre,=,hments for all participants and at times 

provide t:r·a:m=.;:port fare to some of them before they 

volunteered to participate. 
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CHAPTER J.i'IVE 

QRGANH-;ATION PROFILE OF THE_THREE INDUE .. Tfil.E.S 

Delta Steel Company operates the first 

integrated i::;teel pla.nt in Nîger·ia. Officially 

commissioned in ,Ja.nua.ry, l!:1132, i t is designed. to produce 

1 million ton:nes of liquid. steel per a.nnum a.t full 

capacity. 

loca:tion 

The plant :Ls situa:ted at Ovwian-Aladja, a 

·which presents strategic a.dva.nta.ges from 

nearness to natura.l gas fields, a navigable sea. a.channel 

and large t3ca1e e lectr ica.l power generat ing sta.t ions. 

Following an agreement signed in October, 

1977, consortium steel plant A/Nigeria - a. West German -

Austrian Conr.:;ortium undertook the construction and 

erect.ion work. _Metallurigica.l a.nd Engieering 

Consulta.nts ( India) - MECON-· provlded consul tancy and 

monitoring serviceE.: du.ring construct.i.on a.nd erection. 

The Del ta. Steel Pla.nt is d.esigne.d to produce 

960,000 t011.neB of billetB at full ca.pa.citsr, two thirds 

of which a.re for the cons1J,m:ption of the guvernment 

owned inland rolling campa.nies at ,Jos, Osogbo and 

Ka.tsina. The bala:nce of the billets a.re rolled in 

plant to light 1:;ect.i.ons and reinforcing barE;. 

Delta steel is Nigeria's premier large scale 

producer of high qu..:::.1.l ity steel. Accordingly, the 

company is in th.e forefront :Ln tb.e provision of. va:rious 
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job opporturütieE:: as well aE:: the development and 

suE::tana.ce of va.ried. upstream and downstrea.m industries_ 

The E.;tee 1 incl.ustry 1.s indee.d highly ca.pi tal 

intensive and over 130 perac.ent of i:,roduction inputs are 

imported. 

campa.nies 

Fa.ce.cl with theis re.ality, t:b.e involved steel 

including the Delta Steel Plant, have been 

actively involved in reE;earch and d.e.velopment with a 

view to d.e.veloping local su.bstitnt.e.s for some of the 

importe.cl. inpu.ts. To thL:::, er1d, well equJ.ppied Resea.rch 

and Deve.lopment Depart.ments have bee:n est.ablish.ed. to 

research into a.nd. clevelop local alternatives for some of 

the. importe.cl raw ma.terial.s spareE; a.nd conBuma.b les_ 

Research and. develo:pement :programmes are on 

high gea.r, pa.rt icular ly :i.n. terms of the substitut ion of 

local ma.t.erial.::; for· importe.d. consu.mables aE; wel1 as 

inthe c.onsolicl.a.tion of high qua.lit.y steel ma.king and the 

opt.mizat ion s.:nd. mod.erniza.t ion of :prod.uc.t ion. processes. 

To this E:\Kte.nt, the company kee.ps a.breast of 

cur-rent ·t r~e.·11clEj i.n st..ee. l development 

especially through its mernbership of the 

Iron and Steel Instituts (IISI). 

worldwide, 

international 

El.ant. Onita 

- Pellet Pla.nt 1_5 million tonnes per annum 

of Oxide Pe1L 

- Direct Red.uction 1.02 million tonnes per annumm of 
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Plant 

- Electric Arc 
Furnance 

- Continuous casting 

- Rolling Mill 

- Lime Plant 

A..,_'ZTJ LLARY,:...llN I Tf3 

D R I. 

1 million tonnes per annum of 
liquids 
500,000 tonnes per annum of 
billets 

:320, 000 tonnes per a:nnum of 
rolled pro 

66,000 tonnes per annum of 
burnt lime. 

These plants include: Plant Harbour, Foundn,r, Air 

Separation Plant, central Laboratory and Quality 

Control, Power Supply and Dü3tributio:ns, R.epair and 

Maintenance Communications, Water :3upply, 

T1~e..ir1i111~ c:.e.r1 t.1~e, Industrial Eff1uent and Sewage 

Treatrnent, Comf~ter and Fire Service. 

INPUT MATERIALS: 

Some of the Delta Steel input minerals are: 
Iron ore (at 1,500,000 tonnes/par year), Lime 

Stone (130,000 tonnes/per year) Natural Gas (et al 

596.82 x 10 tonnes per year), Coke (at 8,000 tonnes per 

year), Ferrous alloys (at 25,000 tonnes per year) 

Refactory Bucks (at 43,000 per year), Others (27,000 per 

annum) , General Goods i.e. epare parts ( a t 15,000 per 

year) The figures in the brackets are the approxi.mate 

reguirement of hte n,aterials per year and tonnes. 

and Brazil are their current sources of 

Iron Ore which is delivered directly to the plant 
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Harbour. The long-run source od supply usually come 

from Iron Ore deposits in Geines (Conakry), where the 

federal government of Nigeria ha.s acquired 

participation of 17.5% in the mining concern. 

equity 

The compa.ny obta.ins i ts lime stone from local 

deposi ts at Mfamosing ne.aï:· Cala.bar in Cross River State 

u2;ua.lly delivered hy ship/barges of up to :3, 000 DWT to 

the plant Harbour. And the natur·al ga.s su.pplies corne 

from Ughelli Oil/gas fields. 

DeJ.ta Steel produces and sells the following 

Industrial Gases: 

1. ARGON 

Mode: Gases and Liqu.i.d; Purity 9fJ.9~Yo 

Uses: Most1y in we1ding and steel analysis. 

OXYGEN 

Mode: Gaseous and Liqui: Purity; 99.5% 

Uses: In steel production and hs hospitals 

'.3. NITROGEN 

Mode: Gaseoms and Liquid; Puri ty: 99 _ E:',% 

Ut:-;;es: As a passivator for DRI in closed 

storage, fertilizer manufacture and s~eel production 

TI:ill_FOlJN_DRY DEPARTMENT 

The fou:ndr1r at. Del ta Steel Complex ovDr the 

, .. rect-J:'R '1.:•l:'OÔ.l1,:eci ,__·,ve1.' 7(_)0 ,--1~ i"+f"'l''"'11t'· C"'1.<'>i''""' r,;:;,,·, 4·,::, 
1 .._ - .._._ - ... ~L ....... .L :;-' l::_, , ,__11_~ ._ ....... C, ,t~ ,.~ J.. L• ~· .. 

1 ,-, <::1 
L,•,.) 

It now 
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Nigeria's comment, Quarry, Minning and other industries. 

Delta Steel nas entered the export marker with a 

va.riety of qu.al1ty steel and miscellaneous prClducts, 

produced to international standards ranging from direct 

reduced Iron and Cold Briquetted Iron to rolled steel 

products, gases and hydrated lime. 

LIME J?RODOCTS 

"Delta 1 . " ime is the trade name for the burnt and 

hydrated lime produoed by Delta Steel. The burnt lime 

i::,: useful for steel maki.ng, whi1e the hydrat.ed lime is 

useful for w2.ter treatment, road 

stabilization, lime bricks and so on. 

positively 1.:,a1~t. j_ C: .i f'B~ t. i.t1g· , ...... ~ •""/ 
t.'1.! ... \.. .. leading the way in the 

development of NigerJa-s steel i.ndustry. Corporate 

performance is measured not only in turnover but also by 

the success achieved in educating steel dealers onthe 

proer application of steels of variow::i qualities. 

Not only t11at, the compan~l runs a comprehensive 

health care services for its employeeds manned by 

qualified medical, para medica and administrat.iave 

personnel. These }1ealt}1 facilities are locat.ed at. the 

staff quart.ers and the pJ.ant. site. 

Del ta steel also opera tes a capt1 ·v·e steel township 

of high standard comprisi.ng of o·ver 5, :.:140 housing uni ts. 

On the basic of the average Nigerian family size, the 
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eventual population of the E,teel town.sri.ip 

in excess of 50,000_ 

l' c.• ,_, eE::timat.ed 

Ad.di tional l_y, the oompany provides educational 

facilities for the children and dependent of the 

worJ;:ers. The company· runs '.3 t'lell staffed and full 

equiped Primary and Nursery :3chools and Technical High 

School ,,1.îhich prnvides Secondary education. The company 

also gave priori ty to manpower development t.hrc)ugh co-

ordinated training especially of technici.ans and 

cra:ftmen :for eventual de:ployme:nt to the E.,teel plant 

ope:cations. 

t:1--)a.i11ecl 111 c.i~,(:~~al 1·)la11ts 111 Etir.,01:ie, I:n(iie .. B .. ncl B1~aziJ. on 

In a bid to improving the standard of living of 

r;;.1c,1,.l;.:e1~s, bulk 

purchasing of commodities for staff, runs a cooperative 

and credit systems and work ta enchance i.ntegration, 

educ1:;1tj_on and good neighbour-liness among staff, 

especially the resident of the steel township. It also 

operate a family welfare section which handles 

counseJ.ling, arbit.ration and support. 

Also, as part of ,.,le lfa.!:"e ser-vices, the company 

provides a fleet of buses for staff use to and from 

work. Rec1"\-eat~ii.J:t1, -Et most important aspect of 
1 

community 

life is taken care of i•.d.th the operation of various 

recreational facilities sucha s club bouse activities, 

standard. swmming poo.ls, a jogging club as wellas lawn 

tennis courts E-.nd a National league foot-ball team. 
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STAFF RECRU I TMJ?,.H.T.~_J3ELEG.T~li2N 81,"1!2_J2.LACE11ENT 
Where expe1:· i.ence staff are requi red, 

ad.vertiement have to be inserted in the na.tional 

newspapers or in the television statiorn=.L A.part from 

recruitment of sta.ff job advertising is a. form of 

selling the compa:n.y ,:lE.: it. ca.rries a tremendous amount of 

gener-al image building, publicit.y a.ncl prestige. 

Interviewing a.nd select.ion are a.c.tivities entrusted to 

the persc1nnel department of this compa.ny. 

DISMISSAL 

Like man:v other industries, on 

assumption of dut.y as a v.1orker, workers are given a copy 

of a document. called the "code of conduct.". It is a 

document ~ihich spare the dos and dont.s of the industry. 

Non-compliance with these state codes (violat.ad on 

several ocassions and wit.h several qualities) amount to 

dismissal of such a worker. The essence of punishment 

ie. t.o make workers to be more serious with t.heir job. 
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: Commercial: 
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: Mmirr: 
: DGH ; 
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5.2 N.ATIONAL SALT COMPANY OF NIGERIA_L_ll1ITED,_ 
Q.'ITA, OGUN B~IAT.F .. ,_LNA:3CON )_ 

The history of Nationa.l Salt Company of 

Nigeria. Limited, NASCON, is a chequered one. It da.tes 

back to u:,71, whe.n the federa.l governrnent decided to 

establish s salt refinery in the country. Following the 

decision, the government, entered into technical 

partnership "l..vitb. Messrs Atla.nt.ic :3alt a.nd Chemica.l 

Company of Los AngeJ.e, California, USA. A salt refinery 

was i:msequently .set up a.t Ijoko-Otté.1 in Ogun E,tate .. 

The refiner-y ~ wh.ich 1::Jas commissioned October ;3, 

1!375, with a capacity to produce. 75,000 tonnes of salt 

per yea.r, ma.naged to prod.uce only tonnes in tis 

fir1::;t two-and-- ha.lf yea.rr::;. As a resul t of this obvions 

poor perfor•ma.nce, a managemeri.t audit wa.s insitituted 

into i ts a.ffa.irs. Tb.e report of this ma.nage.ment au.dit 

revealed a. high level of va.riou.s d.ea.ls a.nd want on rape 

of public. fu.nda Consequently, the partnership wi th 

Atlantic Sa.lt and. Chemic.a.1 Cmnpa.ny wa.s terminated. In 

i ts place, a.nother foreign c.ornpany, Saltec of Italy, wai:::; 

appointed as t.e.chnic.a.J.. partner. Ir1 Eipite of the 

changes., the expec.ted :i.mprovement in perfor·mance and 

management was not forthc.omin.g. In fact, by early ,July 

197.3, the pla.nts had. c.ompletel.y broke.n down, thus, 

the f edera.l government mo1:·e worries. Wrote 

Ge.nera.l Olusegun Obasa.njo, former head of Btate, while 

visit ing the fac.tory, ,July 13, 19713. "It is a riat ional 

disgrace th,::i.t tb.is fa.etory has to be. laid to idleness 
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for such a long time, yet,there is no definite time to 

put it back to work" _ He then charge t:;he management: 

"I expect ar1 immediate action and report on when and how 

this vital industry will go back into production and be 

permanently kept in production". 

:3oon after Genera.l Oba;=:.:a.njo J s visit, the federal 

government took over full ownership and management of 

the compa.ny _ But in cœder to p1..1.t the pla:nt back into 

product io-r1, the federa.l government decided. to hire the 

Eie.rvice.3 of (liova.nn:L Savio, an. Ita.lL':l.n expert in salt 

refirming as a. tecil:rnica.l ad.viser_ 
,., . 
,:,aVJ.O ., who still 

works for· HASCON, v;;rith the a.ssistance of three other 

experts succeeded. in resuscitating tb.e. plantf;_ 

Althou.gh, the.se experts brougbt life to the once 

:Ldle fac.tory, low prod:u.ction and la_c'.k of raw material.E: 

c~orrtinu.ecl t.c; r·erna.ir!. t1J.e ·ba.ne of tfu:.~ c~c1rri:p-E1rry" _ The result 

waEJ tha.t the company found it extremely d.ifficnl.t to 

f,wing out f ...... o_ J_,_.f-., pool of problems which ranged from huge 

debt portfolio, ala~~ning and continous corroded plant 

, . 
rnB. c: .. n. J. ne r·y· , J_;J .. c.:};: of -r· t:.tVJ rn.·:lt :3 ia. l E; to inadegua.te 

vehich les for· t.r-,3.nsport and poor ly motiva.tecl wo:ckforce. 

Thus, :L t 1:ieca.me inevitable for the rninistry of 

industries, unde.r the. leadership of Al.a.ni Akinrinad.e, a 

retired lie1.J.tena:nt-genera.l, to r·equ.e.st. for a. milira.ry 

admin:i.:'ë.:tra.tor for the company. In line with the 

reque:=:,t, ths::1 goverr1or report.e.d. in ,Js:nuary 1B:3l3, Mu.stapha 

H. .Jokolo a :r·etired !Da.jo-r·, as the 1::::ole. acl:minstra.tor- of 
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the company. The appointment, conE:equently marked a 

tur-n:Lng point in t,rHè:' fort urne. a.nd hi.s:tory of the 

company. 

National Salt Company of Nigeria Limited sprang 

into national attention with a s1ngular act, performed 

by the nei;•.r administra t.ion soon after i t as:=.,umed office. 

It u:ncovered. t}:ie importation of a consignment of 

contanünated ' C:.l':"llCte saJ. t 1near1t, the coinpany·. The 

consignment consisted of all sorts of contanination 

~:iich include huge black garanite boulders deliberately 

The vigilance of 

the management team and its refusal to be cowed by the 

big names behi.nd tJrn fraud earned NJ.'l.SCON a t.idy ;:::1um of 

money in foreign and local currency :from the chai.n of 

liable people and companies connc,cted with the shipload 

1~e new administration did not stop at 

th:i.s f"eat ... In 
., 

01'G81' i.~() e.nchance 

eff ec~t~i.\re.11·ess, it reorganised all Ll1e functional units 

of the comp.any ·which include: J;rI'"()C11J.Ct,:Î.()r1 :-

1nEtI'~ket. ir1_g, ,:1c:ün.i :ni s t .r~;:., t i ct.t1 a.:nc1 1.-:ie~1~f3r.).nt1i31 .. Net,l machinE:,.r·y 

replaced some obsolete ones. Today, the company is back 

clc)1nest::ic~~ a..n.(3. i.11clt103t;1? la.1 1..1;;.:.~ex .. s .. 
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g::ra.cl<::;:::_; of indust:r.:i.a1 l\ c:, .C ... i-, étt~ DOT,//, NASCON imports 

cru.de .sa.1t which it. ·wa.hes and ref 1.ne.==; with chemicals 

like potass\il.rm iodide (for prevention of giotre), 

ci::m.stic Boda a.nd hydrated. lime before ba.gging as edible 

sa.lt. 

In order to ensure supply of quaJ.ity raw materials 

by contractors and business partners, NASOJN relies on 

in-how3e laboratory staff to est and recommend on the 

acceptable standard of raw materials. NASCON usually 

gives its raw materials suppliera, specifications of the 

materials wanted. The suppliE:n~ would have to send 

samples of w}1at i t intends to procure to the company 

•Hhere ~ ~­
.1. \., 

standards, 

is tfü=:::ted. If the sample meets 

the supplier gets a go-ahead. 

NASCON 

It is, 

however, mandator:v for the supplier to sefü.1 materials 

departs the country of origin. As soon a;3 the ship 

berths in a Nigerian harbour,. another sample it::: taken to 

NASCON laboratory for analysis. The various results are 

compared before the materials are discharged the 

company~s premises. 

11C)t.,qe\rer· 

salt 

venture with Cape Verde to get crude salt from there. 

They have a salt deposit in that cow1try. 
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The production of the various grades of NASOJN salt is 

in :3 stages that involve the use of modern and 

sophistie:ated machinery· and equipment. 

.L The cru.de salt undergoes a total 

pruj_fication by treatment wi th c11E:micals to remove heavy 

met.al impurities like Mercn.1ty, Arsenic iron, Lead and so 

on which are very· dangerous for human co.nsumption. 

Other impurities like Calcium Bulphate, Magnessium and 

fine sand are also removed in the process. 

x:iRYING fi.ND Sll.:.:PARATIN(~: The refined salt is now 

subjected ta drying. At this stage, metallic im~urities 

that escape th,:?. refinning stage are ext.racted wi th free 

flowing agent finally iodized for the prevention and 

cure goitre. 

:.:i.. _f..,.l~C;J\l~CiI:NC1: Tl1E: J;1l1r~e saJ.t. is l1a.gged v.1itl1 tl1e 

Ul tr·a modorn packaging machine of NASCON. The pacJ;:ages 

are in 1Kg, 20Kg and 25Kg for all grades of table salts. 

The industrial salt and kitchen salt are in 50Kg bags. 

From the anc ie.nt. t.J.me::3 te, the present day, the 

importance of salt for man and animals has been 

recognised. The human body may actually be kept alive 

for sometime if a salt solution is substituted for loss 

of blood. Salt was also used as money in a.ncient times 

bece,use of its valuability. Roman aoldiers were given 

special sal ts rations caJ.led "SALARITJM ARGENTŒ'f' from 
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which the Engli,sh word "salary" has got i ts roots. 

In ancient Greece, salt was traded for slaves and when 

such slaves were not. productive they were saià to be not 

"worth their salt.". Today, salt is used in homes and in 

j_ndustries and also fo.c the following:. 

L In chemical manufacture of soda ' é'tS.t1, caustic 

chlorine, hydrochloric , acid, sodium sulphate and 

hydrogen. 

2. As nutrients for flavour preparation. 

3. As food processing raw materials. 

4. As freezing point depressant. 

5. In metallogical processing. 

G. As preservative. 

1. TP.BLE :3J~LT ( Iodized and free flowing). 

purity flowing salt with very -i:- > .Line 

High 

uniform 

granulation containing free flowing agents and iodine. 

TABLE SALT (Plain). Hi~1 purity dried salt of fine 

müform granuJat1on. It contains no halogen additive 

(it is usually produced on request). 

3. SUPER FINE TABLE SALT. Thi:3 ie high pu:rity 

sal t :pov_rder co.ntai.ni:ng no halogen or additives. 

used in bakeries, llvestock feed mixing, drying, 

food preparation and other industrial uses. 

;1 
'-:r. • INDU:3TRIA.L SALT ( dried coart'3e). T}1i s 

It is 

dyeing 

high 

purity plain salt of crystal size containing no halogen 
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or addi t.ive;;::. 

5. KITCHEN i::ALT (Iodized and free flowing). This 

1s hi~1 f~rity frea flowing salt crystal size of between 

1.0mm and 2.5mm. Contains mineral traces of iodine in 

addition to free flowing agents. It is used bath in 

homes and industries. 

Finally, the company is the Nation~s No. 1 salt 

manufacturer and the hest salt producer nationwide. 

PERSONNEL AND Ilz1.DUSTRLfil.i_.RELA,TI ON SHIP 

The reJ.ationship between the management and staff 

of the compa.ny has be.en most cordial. The petty 

wrangJ. :i.ngs among managers and the consequent 

demoralL=,ation of the workers had since g:.i ·ven "ïi!ffJl to a 

purposeful direction of company affairs. 

goes "when things get tough, only t.}1e tough can keep 

goi.ng"_ the human 

impediements that held the company back 1n the past have 

had to thr·ciw in the tow·e. l . The workers have since 

identified with ihe new dispensation, pa.rticular ly as 

they are being given a sense of belonging getting. An 

example ' ,... 
ll:t1l I 1JJ.:""!l1S, industrial 

helmets, glove:3, m1:H3ks and boots; 1-·dthout. \',\,hich t.heir 

jobs ca.n be quite hazar(fous. NA/3CON was also alüe to 

implement the 15 percent government-aut.orised wage 

increase. Said R.A. Daudu, a Production Superintendent, 

on the develo~ne.nts in t~e company: Our production 

level -1 .. s fine .now. Be fore, we had no for],;:-lifts, no 
r 
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loaders and no raw materials to work with. But now, we 

have all these. things". Pius Onwu.gb.ehlem a. mechanical 

forema.n, v:;,ho joir1ed the. compa.ny since 197(3 agreed with 

Dauclu. 

The reorganisation of NASCON did not stop at 

personnel changes and development. Administration has 

developed and c--:omnüsBioned a numbe.r of physical 

structures. 

BDJLDING: I ,. ,., modern 

d ' . 4 t. a llLLnJ.Bc,ra i·ve complex wi th quali t1r fur:ni ture, fixtures 

24 offices, a boardroom, filling room 

1 i brary, rec~eptions, room and adequate tolet 

Ïétcilites. The construction of the building started in 

1988 and was completed in 1989, at a cost of N900,000 by 

Admite Nigeria. Lüni t.ed.. A similrœ building nrn1,, 1,vould 

cost about ~15 million. 

Warehouse: The former stock--piJe building which the 

company sav>l as 2: dea th- trap, w·as pulled down and 

replaced with a modern and st.rong warehouse with a 

capaci ty for 12,000 me tric tonnes of f.inished. products. 

The warehouse was built by Pol~nart Nigeria Limited at a 

cost of N950,000. 

'i,<Jorkshop: Since inception, the company never had a 

standard wo:ckshop for maintenance services. The new 

workshop is a comple.x for mechanical, electrical and 
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carpentry services. There is also a vehicle wahsing bay 

a.f; we.11 a.s Elix major stores: for spa.re parts of five 

offices. The constr,-1.ct ion c.ommenced in ,July 1989 by 

Efel Nigeria Limited. The cost of the workshop 1s 

approximately Wl.5 million. 

Fence: The height of the old fence of the company has 

been increased with security wire. The fence has also 

been p1asterec1 and painted. 

Bole-}10Je: Unli1rn in the past, ~,·.r1rnn the compan:v had to 

contend ,11i th sal ty water, a fres}1 vlater ·bore-ho le wi th 

trea.tment plant and overhead tank bas been co.nstructed 

of the company. 

Gatehou:::.e: A complete .renovation of the existing gates 

bas been carried out. In addition, a new was provi.de to 

re-route the commercial vehicle:::., c:oming into the 

premises to enable them pass t.hrough the new weigh-

bride. "ThLë:: .1s a major improvement ont.he company~ s 

internal :3ecuri ty :.=:,ystem". 

Plant and Machinery: In order to ensure regular supply 

of power, t.lie administration, completed the installation 

of a 1000 Kva generator at a cost of a similar plant 

now is about N2.4 million. 

Transport.: To facilitate the transportation of staff 

to and from work, the administration bought three new 

buses, three 504 cars, three pick-up vans and six motor-

The e.:d.sting bus and two other cars were 

rehabilitated. "For t.his spontaneous decision, the 

management w·as able to save the company a lot of money, 
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considering hte spiral rise in vehicles prices and 

tra.nsport fa.res. 

Pro,j ect Prm:iosa 1 s, Ds.:fr..relnpment and Pro;3pects: 

The production capacity of the company, 

according to· Major Jokolo, needs to be inoreased from 

60,000 tci 100,000 met.rie tonnes of consumable sal t per 

annum; if we are to continue to meet the increasing 

demand for our product." To achieve this, a nevl product 

line, he said, would be necessary. He also hinted that 

there is the possibili ty of cUversifying int.o bag-making 

which 1,muld make the packaging ofthe company~ s produca.ts 

easier. He said that as part of our programme, surplus 

bags would be exported t.o the West Afrioan sub--region, 

where the demand for such baga is ver1r high. The market 

if encouraged, will improve Nigeria~s present sluggish 

foreign e.xchange basé, and enha.nce the country~s 

political and economic positions. 
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RELOW IS THE ORGM!l3ATIOrU\L CHART OF NASGQN. OT_TA, OGfm 
STATE. 1988. 

Sole Administrator 

: Sectoral Heads : 

: Administat ion; ; Pr-ml.uct ion) ~ Ma:tket.ing i 
Dept. : :and Personnel: Dept. 

Dept. 

: Sectoral Su:pervisors: 

:Accounting: 
Dept. 

:sectoral skilled, semi-skilled: 
and unskille<l wc:.r·ker·s 1 

1 

: Laboratory: 
Dept. 
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5.3 PREM.IE.R __ EJU.l:ITS LIMITED. 
1 FO, OGUN :3Tl\TE. 

I-II:3TORY OF THE COMPAN'{: 

Premier Paints Ltd. was incorporated in August 1982 

as a small family business. I t was the.n ·based wi thin 

the family residence at Ei, Egbatedo Clo:3e, Ifako,Agege. 

By 1985, the company moved to the present site at Ifo, 

Ogun St.at.e commenced production a staff 

E::trength of E\5 wor]rnrs. As at the commencement of this 

sur-vey, the staff strength was over 200 workers. 

PRODUCTION ACTIVITIE:;:;: The compan~/ manufactures 

decorative industrial and woodfinishing products. From 

a production level of 5,00gls (20,000 Litres) in 1985, 

the company>s current capacity now is about 40,000gls or 

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

INDUSTRIA.L PAlNT:3; Industrial paints constit.ute about 

60 percent of her total production. The company is the 

number one leader among the 180 producers of WOODFINISH 

products used by the furniture industries. 

supplie:3 copanies Jike Costain, Harmony house, 

Woodpecker, Better living, Kaduna furniture, Alibert 

products, Hu.i1ders producb3, Jos, G. Capp furniture, 

Vono furniture, SC O A furniture and so on. 

The company J.s also the brand leader for RED OXIDE 

PRIMER for the Steel and Iron industries. These are no 

mean achievement13 considering the fact that. the company 

copete:::: wi th mul ti nat.ionaqls in the j_ndustry. 

The decorative paints account for 35-40 percent of her 

13fJ 
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production activities. The brand of decorative products 

include HILUX GLOS:3, HILUX EMULSION, UNDERCOAT AND ZETTA 

t.}; ZETTALOX EMULSION. These are a.11 su.cceE:sful brands 

and doing ·well in the market. 

THE WALL MARSHAL TE::ITURED PA.IN .. T: There is a.lso the Wall 

Marshall Textu.red paint which is the fruit of over 2 

years of ï:·esea.rc.h and d.evelopment car·ried. out by their 

team of Chemists and outside Paint Consulta.nts. 

Textu.red. pa.int VJa.f3 introduced into the country about a 

dec.ade a.go.. Tod.ay, there a.re about 10 :popua.lr varieties 

of the prod1J_ct (bra.nds).. Of interest is the fact that 

WALL MA.RSf-IALL TEXTURED PAINT a.pproach to painting is 

anchored on long term prote.et ion rather tha.n the short 

term decorative va.lue. The company offfers t,;,;,enty-one 

(21) st.Hnda.rd colours (which is a. record by itE.:elf). 

The Wall Marshall textured paint also carries a 5 - year 

QUALITY WARRAN'TY. This is the first time a paint 

company in Niger·ia will pioneer E.nJ_ch facility to the 

cons1.:m1er b,':'lBed on its excellent resista.nce to algae and 

fungi growth. 

Premier paints limited has a well equiped research 

and development laborat.ory witll well qualified and 

competent industrial Chemists. Her laboratory is 

eg_uiped wi th a computeri:3ed Accelerated Weathering 

Tester which J.s capable of giving resul t of painted 

panel within few days of exposure. For exampJ.e, 300hrs 

14.0 
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exposure in the cabinet is equivalent of 1.2 months of 

outside result. 

TBA IN IJS!.G: T1~,e company attaches great importance to 

staff development. Premier paint·a limi ted is the f°irst 

indigenous company to be registered with the British 

paint research Institute. In 19H2 two of her technical 

staff were sent on industrial training at the paint 

research J.aboratory in Teddington near London. They 

also spent sometime at the University of North London, 

school of Pol:vmer t.echnolog1.r Holloway. Their ·training 

covered all areas of painnt manufacture and testing the 

PROMOTI.QM: Promotion in the industry· is based largely 

on merit and efficiency. For example, somebod:v who wae. 

employed as a driver .in 1HEi2 was a Sales Representative 

at the time of this survey. Senior bLaff of the company 

are given offic.ia.l car~:, wh.ile others usse the compé.1.:ny 

st.aff 1.Juses .. These ,.reh.icles are paint.,~d .in t11e 

offficial colour of the company. 

mostl:v .u:: I fo 

enti t.lec1 t.o n1odera te hou:::,.Lng allo, .... ·ances. 

receive adequate madical servicse at the expense of the 

cc)inJ~a:r.13.:-- .. 

14J. 
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rri,. •.:, 
-'· ..... c. 

million. 

142 
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BELOW rs THE ORGAflISATIONAL CRART fJF PRENTER PWITS f,TD, 
IEO, OGUN STATE. 

: Board of Dhectors: 

:Hanaging Dheetûr/Chief executive: 

:Assistant General Manager: 

1 
1 

Head 

: Pe1•sonel/Administ.ration: 

iAdmillist1·ative ; :securHr: 
: staff including \ : staff : 
iDrivers, cleaners: ---------­
:and labourers 

143 

1 
1 

Head 

:Production; 

:Purchasing: 

:supervisors\ 

:Technologists; :others: 

1 
1 

Head 

;Finance: 

:Account: 

:sales: 
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CHAPTEH SIX 

BACKGROUND INFORM/\TIOn ON THE WORK ATTITt.TDES 

OF NIGERIANS IN INDUSTRI/\L Er:;Ti\BLISHMEtrr::; 

Cha.:pter four of thifë; ;::H:1rve!i,r focu.ssed. on the .. 

metl1odolog:i1 ·whi.r::-b. included. t.he proced.u.rr:1 thrs.t. were 

follc.1ewd in the E:election of e,:1rcrplr:1. 1\.Lso, i.t was f;tat.ed. 

:i.n the E!F..rLd. chi:(pter th;,.1.t. the. f.:urvey in.vo.l.ved. the 1..1se 

of quer:::t.i.r:mnr::d.re, pa.rticipnnt. observ<3.tion, foc1.u:;; gr-oup 

1. . c :LE:,cnr:::r:-;1.on.r::: and i.ndr::!_pth interview in gatber in,0<: da ta on 

the ·wo1:·kcrc' r-:;oc:i.o-d.;,,mogrr:J.phi.c cha.rr::1c LEn·.i .. E.d:.:i.cr::.:. work 

rd. r:-;t.1:'.'1.-·sv, ::::oc :i. o cult1:1.ral bc.LiefL:., ql1.aJ.it~; è_;f J.if~. ,JF; 

wel.l aB w,n:·Jd .. n.e l:ife ,.m1crr1rf. ul:.rv:<r,:·::. 

are :r:1r·r}r··r:!r1.Lr-,d.., nn:llyr;c:d n.nd dJf:::cur=:cr,·d in +.hir::: .::,.nd the· 

SOCIO·- PEMOG.FAFI1IC CH!\.fi'/\.CTKTn :::r.r:T CS AND wom{ HH::'.fHOY OF 

• .J J • f,()C'. J. <:)- uP.mograp 11c the 

opport.un.t t~r fur :f _i t. t.l 1.1t:1 t.ho pen:101rn 1 i. ty 

chara.c ter .i.:-::, \.:ic fJ r,,,,j_ l:h t.ho.i.r .1:·e3ponse:J to th':'' quer::; t ions 

., ... 
'~-· J .. cl.i ,:,rac te :r J ~, t i.e f, 

J ,14 
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covc•red in 1·.hp f':lu·vey inc lvded agr-:>, ·sex, tfü:l.l'.' i tal .!'.î ta t.u.s, 

educati.onal Rttainment, occupational' status. incc..,me, 

rrnmbe.r of dep1ë•.nden t:.r,;. tribes. length of ser~ice· in 

presEint employmr:':·nt and FJo on. 

this f::ur·vr-,•y. 

Table Eï.1 Age d.i.str:i.but_i.on of Re::.;1~•ondentl'::. by :i.ndust.t'Y. 

: I'rem iEH' : D E C • : N A :3 C O N 
1 1 1 •• 
1 .. --·---·---........ -----·----·---·------.. ··---··· 1 ______ .. ___ .. ,_, ___ . -···---.. ·-------·--·- 1 ----·----·-----·-·--·-·-.. --

Age ( ye ars) / Nurnber :Percent.age:Number:Percl.êintage: 'NumberlPercent.age 
1 1 1 1 l 1 

·----------·---- '----·--·-·---·---- 1 -·-··-·----------·-··---·· 1 -····-·-----·-··· '·-·-·-------·--·-·---- 1 "'·--·-·-·----, _____ .,. __ •. __________ _ 

1e -'- 2t=1 : .17 : :n. o : n : Ei. 7 1 4f:) : 37. 2 
1 1 1 1 
1 f 1 

2E:\ 35 EîO 60.0 t:iél ( 56.8 59 : 48.8 
1 1 
t 1 

46 5[l :lt5 .1!5.0 :::)~j : ~!~J.4 l'.-:'. : 9.9 
1 1 
1 1 

Above 55 3 3.0 4 : 3.4 1 l 0.8 
1 1 1 1 1 1 

--------- '------------ f -·-------·--·---· '--·-·------- '··----------·---------··- 1--····-----····-·---1----------·---··--
I 1 1 1 1 
1 1 f « 1 

TOTAL l.100 100.0 :1Hl : 100.0 l L!.l 100.0 
1 1 1 1 1 1 

----·-·--·----·- f ........... -------····-·--, -------···---·----·· 1 ··----··--·- 1 ·---·-·· .. ---·-··-·-·-·-···--·- ! -····------------ '·------·--·-··----

Ag,0 .1.s an .important. vnriab.li?. :i.n eve.ry f1oc1a1 

an;::,J. yei :3 becaut::oe i t. conr .i.bu t:.ef3 to human 1.':'.'{pe.r· .iAnc.~e about 

life. Information in tnble l showed t.hat factonr worktJ 

tend t.o draw :i_.ro1mg men and wom,::,n. Fen: .i.n:stanc;;::i, ma,jor:i. ty 

of the worl,ert3 sempled in the t.hree induatr.ie~, i:\re 

between lE\--4!) Yf:H.U':::: of age. The t.abl;::~ aJ.so r:ihowed that. 

there is 1.itt.1.e dispar.i.ty in the ag,.:: composition of 

workers ' t} t1 ' J ' i l f \ f .1. n :: ·ie ··:. 1reei 1nuus 1.~r. e:3. .. n · ae :; , many o: · them, 

60.0 p,2.rctmt i.n Prenüer Pa.i.nt:.s, f)ti.'.,=.lpereent .in D:3C and 

48. 8 percent in N.A:3CON feJ.1 between 2f3--:J5 years of age. 

5. 0 percent, 4.2percent and 3.3 peroen~ in Premier 

Paints, DSC and NASOJNrespectlveJy were between 46-55 
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years while 3.0 percent, 3.4. percent and 0.8 percent in 

and 3B-45 year age brackets. For instance, while 37.2 

per·cent an.d 1.7. 0 per-er,•11.t in N.t\FCON r:1nd. Premi.r:n:· pa.int.r,; 

same category j_n DSC. Also, 29.4 rercent and 15.0 

Thi.s information confirmed the earlier findings 

that a. rnB,iorit:y of ttH,; Nigerian indur:;-t.ri.al J.;,:,J,01.1.J:' force 

is made up of rE .. J.a.t:i.vely young workerf";: (Mgbe 1!:J'.01; 

Afon~j a. HH31.; 0 loko 19'.7:J; Eo leye l!:"~70) ..::rnd. wr=.:rG· cornrn:Lt ted 

to urban 8mployment (Oyeneye 1984; Pej.l 1972). 

Table f3. 2: fie:;,: d i.Dt.r:i. bnt ion of F:J::•r::pondent by J·ndu.s:try. 

··-· .... - .. __ ----·------.. -···--· ...... ··-·--- ---·----------------·--·-···------·--···-·--·· ----·-··-···-·--···---.. ·----····-··----·-·--········--·----·--·. --·-·· 
Pr-emier D S C N l\ S C O N 

1 t 1 
I -··-··---·-·--··-···-·-·············-·-······-··-···--··-··- 1 -··-··-··-·-···---··-----·-··-··-··-··---···········-··· 1 -··-···--·-·····-·-·-··-·········-·--··--·-·····-··-··-·--·---

Sex : Humber : l?ercc,ntage: Number: Percentuge: Number l Percenta.ge 
1 l 1 ( 1 1 

-------·-···--- I -.------·-·----···· ! --------------·-··-·······--·-··· 1 ............. _., •• - •••••.• ' -····---····---------- 1 ---·--··------- I -------···---····------·-·------

Male : 713 : 7!3.0 : 104 : 137.4 107 : /J/3.4 
1 
1 

Female 22 22.û US : 12.(3 14 : 1.l.13 
1 1 1 I I 1 

--------·----- t ------- t -··-·--·---···-··· ... ·-··---- 1 -····~--: ---- -········· 1 --.. ·······---····-···-.. ---······· \ --····-·-------·-···-· 1 ·-···-···· .. ------·--·-----------... 

TOTAL : 100 : 100.0 : 119 : 10().0 l l'..21 : 100:0 
1 l 1 1 l l 

--·------·-···--·- 1 ·-----·---·----- 1 --········--· _ ----' t ·------···-----·-· 1 ··---·-------------- l ----------- 1 -·-----·----·-···--·-· 

The information in table 6.2 showed a predominance 

•Of mi:fle over fern,:1le ·workerr:; :l.n thF• t.hrce 

industries.Infact, it wa.s fonnd· that ,l high pe.rcentage 

•of workeri:-; in Pr·ernier paintF:J ( 713. 0 perc:-;ent) DEC ( 137. 11 

14(3 
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percent) and NASCON (OB.4 percent) were males as againtt 

22.0 percent, 1.2.f3 percent ;:,nd 1..1.U .Percent f.ernales in 

Premier· pa.1.ntr:i, n::3C and Ml\SCON reE1:f1E:·ct ive Jy. 

The predorrd.na.nce o.f maleB over fem.=::,.lei::-i in the 

studied . industries could be tracc1d to tbE.• fa.et tha.t 

African women have a long tradi.ti.on of working to 

suppor·t tl:H:1mr::;elves Hnd thei.r hu.sba.n.ds mainly as traders 

but also r:1D farmers. It. c;.ould also é1.tt .. r:lbut.ed. to .the low 

proportion of Nirierir.1.n f(::!l'n,,1lef,; in ind.nrc,t:.ri..:=1 l employrni=!nt 

due to th.f:",· nat.:..ure of the të:1.r::,ks involvr:•d. f1.nd the fa.et 

that fa.ctory ~J obe ë:1.re nc.1t a.u a.tt rac t lve to women c:tEl f,el:f: 

for children. Evi.dr.•nc:e of rrm Je pr'ed.ominancc, over tE-.. ma.lf..~s 

( 1 cy7 •::, ) /\ t' n ·· ·· 0 ~ · •·1 Il ,., ·' c.• r 1 i:r7 r~ ' fi ·1 ,., 1 1 q ,·i r. ) ,:1 • - ~ ( 1 q q 1 ) ..... ,~., ..... 1.1.,)r.J. a.nu _cnru_._, ,, ..... JJ, a.,_. \. ,_r_.,>. ,hl)Jd. .... ~ .... 

a.mong o-l.ihe r·r=.i. 

The re.lati,re h1gh percent:agP of wc,mon .in Prern:i.er 

Pal.nt.s (2?.0 percent.) could be attrjbitt&d to t.he f.c:1.ct 

t.hat Paint.:.':l Jndu~1trJee: genernJ. ly u:,m m1Jd.ium tend.i.ng 

techno1ogie::; wh.ich arr::) phyD.i.ca.lJy 1.ighl:: in i:;,r•c:rat.ion 8.nd 

1.47 
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--·-------·· .. ··---------··-·--·----~···---·----·-·--······--·----··-·-····---·--··-·----···-··········-----·----.. ···------·-··--·--··-···········-··-············--···-··---·--·-··---------
Pt'em:Let· NA::::coN 

Mari ta.1 1 
{ ··-·-···----- -·-·· ---·-··-·-------.. -· --· --.. ·---···-··· ·-· 1 -··- .. --·-····------.. ··-········--·----·---.. 1 -----------------------···----------------··· 

statu:3 : Number : .Perc,:>n ta~iD: Numl),?J:': P,?. rC'é!tl L:1r:1,·;_,: 1J,1mt.H? t·: Pct,_>'Hl t::1ge 
1 I I l l 1 

----·-----~- -·. ·····-·- -- ·-···------· 1 - ·····-···-·-------·--··-···-~ 1 -----------.----·--··-··- ... --- ·-····-· 1 , • --··- __ .... ,., , 1 • --- ............ ·-· ···-- ----·-- / --·-···, ---···- - ··-·- .• 1 ······-· ·····~-·---· -~---~·-··--···-·-··--·-· 

Si.ng le : ,u : ,42. o ' ?D ?·1 .. ·1 c;:.~ : !'.iJ. . :.:: 

MDr.t·i .::id 

WJdowed 

1 1 

r., c: 
• ... l.,. 

0.0 

r· .) 

1 
·'· 

7(). 0 

4 - '? . 

o.e 
1 
1' 
1 
1 

4 

1 
1 
l 
1 
1 

1 1 1 1 ,, l 
O. 0 

--------·-··-- 1 -··-------·-·-·---····- 1 .. -··---· .. ··---···-~- ··----··--- 1 -------·· .. -·-- 1 ---·--·-·--··--·--·--··- 1 . ·-----·--·- ' ·-··--~-e:1.;.;:x;;:--·----"---
1 1 J 1 1 1 ., ~ ........ :.. .. 
t 1 1 1 ' 1 ., '-' !.. '{) (j ""'''" 

(100 100.0 :1..1D 1.00.0 : 12:1. /~,;\., 

: : : : : r;- : '\}1 
Marr J,v;;e t.o an. av1:)rage Ni g,J r- .i. i:U1 .i :"' (1nc of ,~~ n coD1Ct: }} 

ambJ.t.Jon (0.jo 1!:JE\!:i) and couJ.d be JinJ.:nd lc:.i t'~c,:t,;~\ "'o;i 
-~"~ V l"' 

ac tuaJ.. b:a t.i.on ( !"'Îa:è; J ow J 9~v1) ,-.ï. l thnut:11 l !1>:H' "1 ~,.1··~1 L'.\ lot o:f:·',<. __ ,,n,, 0 1 

TOTAL 

i.i1dLc-3.t.r<l. t.bctl .. m.,;_Lii·,r:lt::: of thnm :\.n F.1·1.·:n.ir .. r 1,n .. i1it.:,, 

11"."! 
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Thn rat.·.e nf cli.vo:rce .i.n Ll1(:! t.l'irr::}e induE:t.r·:i.eE': W8.S low. 

:3pe.cific;"ëi.].1.y, 2·.o percent. 4.:2 per·cenf 2.nd. :3_:3perce.nt in 

Premier Pr:Ünt.s, DSC and NAS0JN respectivel.y were 

divorced. 

Table r3. 4 Number of De pendent.[~, b~r J ndust.ry. 

: Premier : D SC : NA SC ON 
NumberB o.f : _______________________________ : _________________________________ : '·--···-·-·-···-········--·----·-·-------------·-
Dependen t.s l Numbr.::,r l Percent.a,,.~e: Number: P,:::::rcenta1:V??: Numbe.r l Percent.age 
------·---·-·--- :---·-··-·--·-·---: -·---·----··---·--·--·-·--·-···: --··-····-------·-· .... : ________________________ : -'----·-···--------------·: ..... · --··-------------·--·-

l 9 tl.0 l'..:; J l0.1 : ?O : 1E:;_5 

,~ 
•.) 

4 

6 

/\bove fi 

No Dep,.c1n·­
d,1.nt 

17 

l? 

1 
1 

lfi. () 

J 7. () 

Ci. 0 

:1.?. () 

l(i 

1.4 

r:.1 
~ .. ) 

1 1 1 1 

7. (: 

Jl.C 

1 (;. f!, 

1. D 

1 ,1 
.l. ... .r 

?f.i 

7 

4 

1 f. 

·---------·- 1 ---------- 1 ---------·· 1 --------·-·-·-· 1 
1 1 1 

' 1 ' 

TOTAL :100 :1.00.0 :11n : 100.0 , 121 
1 1 1 1 1 1 

15. 7 

J l. p. 

21.5 

[1. 8 

l~l. 2 

100.0--
----·---- 1 --·-··------- 1 -------·--- 1 ---·-·-·-- 1 ·-----·----·-····-------- 1 -·--·--------·-·-· 1 ---·--------------

ME.AN 

1 1 1 
! 1 1 
1 
1 ::l.670 4. J.fO 
1 l 1 

2. 97E, 

-------' --------·-··------------·--···-··----·-·-· 1 ··----------------·-·····---·-------·-··· '------- -------·-----·-·------

With.i..11 the .t11degen.i.ou.s NJgeri..;:1.n sett.i.ng, t}1e lead 

of household. providet:-:i for thr.=:! ba:=,.ic nüeds of membere: of 

his/her househo1c1 be i. t wi veG, ch.:i 1dren or re latJ V(,'S. l t 

is reà.11:.=.:,ation of thj_f{ Urnt the worke.r:3 were asked to 

glv1:~ the number o.f pnopln who ,3\:.ay with them ar:, 

dependnt1tt'o. 

t=~howed. tha t. a large 
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proportion of thP. workers.hacl depencients which included 

wi ves, chi ldren, a.nd r.·r:) l;::it J.ver::. In.f a.ct only :3. 0 percent, 

2. 5percent and 1:3. 2 pr=n·cent. in Premier p2nn Li:-.:. D::;c r.1.nd 

NASCON f'rjspect ive ly cl.id not ht:J.Ve a.ny dE!pendenti:1. The· 

proportion of high nnmber of d.ependerrtf..: 

dependen.ts) Nere htgher- in f);3C ( 1n. e perc,':;'nt) a.nd 

Premier pa.ints: ( 12. 0 percc-mt,) ,:,.=: ,'7J.f!,t:d.net :J. ;J r:r::'rce.nt in 

NASCON. 

Chil.dren are highly valued .in Nië,E:'1'.Î.a ::-:1.nd a 

marr iage w:i U10ut. chi ldren wil J no t bt~ con:::, .i dt'.::; red 

actua1J.:v ehildrr:n1 of t:hr~ wcn·ker.•s and 

3. 670, 4. lf30 and ~'.. D7fi i..n Prem.ii:'lr paJnt:c,, DSC 1:1.:nd N/\SCON 

respectivel.y. 

TGble 6.5 Frf:HJtw.ncy of vis.i.ton}, by .indu:::,t.rr. 

Premier , 
1 D S C 

1 1 1 

N A :.-3 C O N 
1 ------·---------------,--............... 1 ...... _ ... ___ .................... ________________ 1 ..... - ..... _ .. ___ ,, _____________ ,.,,,,,. ______ .., ______ .. . 

No. Times l Numb,~r lPt-'wcent.ar;elNumber:.Pepcent.agel N1.nnber:Percr-~ntage 
1 1 I 1 1 1 

----------- 1 ................. ______ f --------- 1 .. ,,_, _____ .,,_, __ , 1 ....... _, _______________ .. 1 ·----·------ 1 -------------

1 \ ;LI. \ 41. 0 : :;~1 : 17. fi I ti4 \ 44. 6 

4 

Above 4 
T 111}1'3,S 

1 1 1 
1 1 

7 7.0 1 B 6.7 2 : 

0.0 

l~~. (.) 

1D 19.0 41 
1 

1 1 
1 1 

.5. () 

?Ji 

~l.J . ..:1 hl 

1 

' 1 
1 

No Ror:pon3e l :\.!) lf1. 0 : '..:14 7D. Ci 2 
1 1 1 1 1 

l.7 

7.4 

ri r~ 
11.•.' ... ..... ., 

42 .. l 

1. 7 
--·--·--·--·-·---·- I ··-·--·····---·--·- 1 -··---------·-··----···-··---·- ., -----·-··-····---··--· 1 ···----·--·-·--··-···-·····-·-.. -- \ .................... --····- 1 ······-·---··-·-··- .. ··--.. ·-·--· .. -

! ! 1 1 1 I 
1 1 1 1 1 1 

TOT.AL l :LOO l .100.0 : 119 l 100.(l :1.2J. 100.0 
1 1 1 1 1 1 

-·-·---- ·---··-· 1 __ ,,,_.,, ..................... -- 1 - .............. --.......... ,_,..,,,,,_ ... I ....... _ ... .,,, .. ____ ,, 1 ··---····-.. --·-····--·--· 1 ........................... ,_ ........ 1 ................................. --·---·---
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Information in table 6.5 showed that majority of 

the worker in thew three industries reoeive relatives 

from outside their places of work. 

relativef; and tuwnr3men.C~üdwell (U?:1139) reportB tha.t rnot.'Jt. 

rural ·-urban migrants visit the towns before they 

migrate. They usually go to a t~~n where they know 

sorneone. arid specri.d tbeir· ei:!rly week:::i c1· rnonthr:,;therr: with . 
theE;e contac.t,::;. At :Lnr.1::f;, th.E:•y c::mne iiB visitorG but. la.ter 

find work or F;chooJ. and Gf:.'ttle permn.nently. 

17. f3 .PE.Tcent. a.n.d. 44. n rw,rcF,.nt in. 

Premier· Pa.ints, DSC r.mcl NM:~con rer-c.irted that they bad 

boun vis:i.tcd. by Dome, r·c•.lat:i.vec from. r.y1.:i.tr:c:td.c~ thr::i1r- pl,.:i.cc.,.u 

of work once in a year as against 7.0 percent,6.7 

13. 0 percent, fi. D perc:ent and '7. 4 percent :Ln 

Premier pa.i nt.r::, D:~C and. Nl\SCON re.pcH·ted tha.t the y had 

l)een vis,itecl. th.re.e l,j_à1eB by relr:'J.tiver: d.1.n:·lng the 

pe.rc:ent i.n Pre.mi r:·r pa.ir,ts, D::: 1:'. und NJ\.::;coN rnf.:1nt :i.on1:1d f ou.r 

t:i.mes d.ur-ing: the fü.:J.me period.. 

/\.f:, mu.ch a.s 42 . .1 .. per·cr:1nt, ;34 _ 4 percent B.n.d 1.D. 0 

perce.nt in NA.SCON, DSC fJ.nd. Premir.1r- pain te; reported thi:1.t 

the.y ha.d been v:u.=n.t.ed more th,:1.n four t i.mer::: d.ut·ing the 

previouo yE,'.i:J.r by ,:-;orne re.la.t1.vee fr·i:)rrt out1:'1id.e their 

place1:i of work. 

1.f5l 
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Table (3. 6 Ed.ucr:1.ti.onal Background of workers, by industry. 

1 
1 Premier D :3 C 
1 1 1 

N A S C O N 
Qual .i.f :i.ca t.i. on 

1 ------·-·-·-·--···-·--·-----·----·- 1 ··-··--·····---····---·-----·----··------ 1 -----··--···-------

: Numb,~r : Pf~.rcen t.a.f]E!: Number: Percen tage: Numbe.r: Percenta 
------······-·-·-·-------·---: ----·-·--·--·---: ·-----···--·-··-: _________ : _______ : ____ : ___ ----
No formal 
Education 

Prlmary/Modern 
Cert.if.icate 

1 
1 

Secondary/H.ighe1·: 
Schoo1 1 

1 

NCE/OND 

llni ver~::;.i. t.y 
Degree/HND 

Ot.herr,, 

No Response 

p .. J 

29 

:::io 

12 

r,-:• 
.::,.• .. J 

1 
1 
1 
1 

0.0 

Ei. 0 

:?tl. 0 

(10. 0 

12.0 

2~; .1) 

o.o· 

':> '-• .l. 7 lf.l 

' 1 
r 
1 fi 7.6 44 ' ' 1 
1 
1 
1 41 :3L1 .. [) :30 ( 

l 
1 

-,,:.,,,::, ~~6. t} 1[1 

:!. [l 1b. :J. 4 

:1 ::3 1 '.]. 4 p 

l 0. c\. 1 
1 1 1 l I I 

14.9 

36.4 

24.8 

12.4 

3.3 

7.4 

0.8 
------------- 1 --·----··----- , ·-------··~ 1 -----·--- 1 -·------·---·-·-- r -----·----·--- 1 --·--------

' 1 l I l 1 
1 1 1 1 1 1 

TOTAL 100 : 100.0 :11H ; 100.0 \ 1.21 \ 100.0 
1 1 l 1 1 1 

-··--·-------····-·----·· ( -·-·--·-·------ 1 ---------·--- 1 ------·- 1 ·------·-- 1 ------·--···-- 1 __ ,, __ _ 

. Educa t.io.!H:\ 1 a tt.ainment. ..1.f, an important f:iOC·J_Q-

demog1•aphic 

induct.:rial 

and economic cbaracteristic among 

1 é,t.)()iJt' f ·1 't orct3 :.iecause 1 ·; help:3 t.o bui1d 

the 

é."\ll 

enl:ight.en.ed and rat..i.onal cltezenery, able and will.ing to 

background • f" t . .1.n: :orma . ion which he1p to 

det.erm:i.rn"! a11d Rl':,:3es::3 theJr quallt.y of working life. 

Data in tab1e .A. f~ .:i.ndî.c·ated Chat ma,jor.i ty of the 

workers lrnd one form of formal education or another. 

In.fact, none o:f the wn rke t·s i.n Prend er pain t.1.::1, 1. 7 

perct~n t and J..1. D po rccn t .i.n D:3C and NI\ECON had nu . formn.1 

educat..i.on. Compa1·ativn.ly, ,;•.:nrker at Premier pr:d.nt.s and 
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DSC were E:ihown to be more:• 0iducated th-:rn tliof:5e :,, L NASCON. 

l-J[\ ~.)C.:f.")t,.J ,,,j··, ·.'J_ ]. (-".·,. •::,q () J)0'.l"',, ... ,_PJ'J f. ;·~ ,! ~Ï ·,y·., Y"(. t'-''·t·1 t-. ;F:rf ') ,·:j. f'1 t"1P r·C Pl1.f-l' ~" e;.., -· - • • -· • l ., ·-· .. •' ., -· ~ - •. r_ • • .• ,, -· . .• .l •.• • ( ., .. .. .•. ... . -· _.,,. . J 

Secow:! .. :-::•.r:-y ië;cl·,_no l. ed1.1cation. Pr·em:i.er I-'ë1.:i.r1t.f.:: T:tnd DE3C had 

30.0 percent antl 26.9 percent who had attained either 

National Ceti.ficate of Education (NCE) or Ordinary 

National Diploma (OND). 

A smalJ. proportion of the worken::: .in NA:3CON ( 3. 3 

percent.) a t Lained Un :i.verrü ty degree or rUgher national 

D:i.p1oma {HND) as against l?.O J_:i1.::~rcE.~nt :::,.nd ltLl percent 

:ln PJ:'emier Pain te; 

acguired ot.her profe:3sJona1 trf.\.i..n :lng .re 1 r,~van t to the i r 

jobs const1tuted 23.0 percent, 13.4 percent and 7.4 

percent in Premier paints, D:.;c and N/\::JXlN l'espectively. 
Table fi. 7 l neom1.::-: ,:,U_t3tr i bu l~ . .i.on of Rc,npondcm Lf', b:/ .i.wJ.ur.:, tn,r. 

-----··--------- ---------··-·---.. -·--········-·-·-·-------------·-----·-·---····---------·--··---···--·-·-------------
Pr1::Hn.tu1:· 1 

1 N.f),f-3CON 
1 1 1 
I -········-·-----·---------·---·-·--·--·--··---··- J --------·-~·----···--·----···-·-------·- f -··-------·-·-----··-·------

: Number : Pere:ontRge: Number: P,?.rcen ta1;c;e: Number: Peri~ent.ag 
1 1 1 1 1 1 

--------------·-----------·-- 1 ---·-·------- f -------------- 1 ·--·----- 1 ---------- 1 --------- 1 _________ ,, ________ _ 

Below N2500.00 : 28 28.0 27 : 22.7 ) 54 : 44.6 
1 1 1 
1 1 1 

N2500 N4500.00; 1:i 1::.0 2l 2.50 :'JO 

N4501 

N8501 

l 
1 

NB50o.oo: 
1 
! 

N12,~:,oo : 
1 
1 

N12001 - N1S,500: 

Above N16,500.00: 

No Response 

17 

7 

ll 

'I 
1 
1 
! 

HLO 

17.0 

G.O 

7.0 

:Ll.. 0 

'1 

:1.5 

1 

?l. ::1 

5. f) 11 

12. f; Hl 

(). c.\ l 

1 
1 
1 
1 
1 
1 
1 
1 

1 1 1 1 

24.ô 

2.50 

9.l 

1..1. 9 

0.8 
---------··----- f ·----.. ·--·-· J ··---··-------·--- '-·----·-···---···- '------·---·-·-··----·-.. - .. -· t ·---·--·······-·--·-.. ·•· '---···------·-··-------·--

1 1 I 1 1 1 
1 1 1 f 1 1 

TOTAL ; 100 : 1 ou . 0 : l 19 \ l ()(). 0 : 12 l \ 100.0 
1 1 1 1 1 1 

·---·-----------------· -·· 1 ·-··-----------·--- I ------------- I __ .. _______ 1 -···---···------- 1 ---·--·----- 1 -----·-------

l f),3 
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Table 6. 7 r,resented data on t.he pre2.ent. income 

levEd. of the aa.mple. Infonnc:i.tion on the table revea.lE,·d 

that more than half of the workPrs in Premier Paints end 

NASCON r.'!arned bfë! lnw t-JH!:':iOO. 00 r.iE-; incomc per a.nnum . .lnfact 

59. 0 percr:::nt in Premc ir Pa:i.ntr::., 71 . J f'crr::r:-c-nt :i. n NM3CON 

earned bGlow NIV.J00.00 ,JB ugn.iJ13t 47 .0 p<-:0 rcent :Ln DSC. 

percr:mt in D:::;c e":i.rnerJ be J.ow N?fj()(). 00, aE.: mu.ch a.r:-; 44. G 

percent in N.ASCON e,3.rned the Garn<:i. 1:~. 0 ercent and 2. 5 

percent in Preemier Paints and DSC earned between N2500-

N4500. 00 a.s c:i.gn.inr:.:t 24 .13 percent in NM3CON. 1.9. 0 percent 

:i.n Premeir· PaintD and 2 L. 13 percent in D:3C e,J.rned between 

N4500·-·N/3500. 00 r:u:.: a.galnf:.t :2. 5 percent in NA:-3CON. 17.0 

percr?nt:., ;3;3. f3 r:ercent a.nd :3. ;3 rercent i.n Prem:iei· 

Pa.intEl, DSC a.ne!. Nfü3CON 0arned. bet.wr'.'!en NUf.:jOü·"·NJ. 2. f.:100. 00 

as annual i.ncorne. 

I t. rnay l1r:! 110 t.ed tha t a few of tJw workerr.1 Or:l.t'!H)d 

above N16,500.00 as annual in(':OllF.?. in the three indus-

tries. Infact., onJ.y 7.0 pr~1rcDnt., l~~-E:~ per.•c,;_m\:. and 14.~I 

percent. .in Pr1.::111Ür::.1r P<1.i..ntt3, D;~:c ,:::i.nd N/\:3CO:N respect:Lvely 

earned above NlE;500. 00 a:3 annua.1 :lncome. 

AJ.though t.he f.,.nnuaJ. Jncome earned by most workers 

jn Nigeria ar low by t1v~ r;t.andard of developod and some 

<leveloping count.rles and may not be enough t.o supply the 
1 

es:3en t..i.a.1 :.-3 of basic 1.i f e, t.h,,?.y of t.en· repreE,en t t.he 

opportun .:i. t;~r of . . 
.1n1pr·ov 1.ng Cll'l!.:i .• fl Btandard of living 
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considerably beyond the village level. This does net 

mean tha.t income ;_1re not a. c.::J.UBe of ,Jir:;1::;r-1.t if.:fact ion. 

Income di:fferentia.Ho: are an ·i.rnportont re.ue;on. for· VF.Jlu:i.ng 

one 0i ob more t.hi:Hl a.not.her-. 

Tab1e 0.[I Occupnt.ional :c:itat:u:3 of Hef:;pondent:3, b~r i11dur3try. 

-----------------------·-···-·--·--··--·--··-- -·-·----··--·····--·------------·--------··--·--·----·-·-···--· 
1 
f .Premier D f-3 C 
1 1 1 

N A S C O N 
f ---------·-----------·- 1 --------·--------·----·-··--·· 1 -····--·--------·------

: Numbcr : Pet:',.:::enta.f;e: Number: Percentagti; Huml)t~r: Percent.age 
1 1 I 1 • 1 1 

--·----·-----· r -----·--····· .. ·-·--·--·- 1 ..... -.·--·-····--.. -·····-··-····--·-··-···- J ·"··--·-.. ·--·-·--········ 1 -···---·-·----·····---·-·--··- 1 ..... --------·-···· .. ··-- r ---------···-------------·--····----·-·-
Ski l 1ed : ;:14 ~:14.0 : ff7 : !:ie; . .::1 ! '/Ei : !:.)2.él 

C ' ,::.em1-
sk.il]f,'d 

Unski1led 

Clerica.l 

1 1 1 

1 ' 
1 
1 
1 
1 

~\J :.:11. () 

?2.0 l'::-' 

l~l. 0 :JO 

1.7 

10. ci 1 r; . ~ ..... 

fi . •'l 

1 
1 
1 
1 

1 

' 1 
1 

1 

' r 1 1 , 1 1 

14.0 

12.4 

l0.7 

1 ·------·-----··- 1 ··----·--··--·--··-·· 1 --------·-· , ------·········--··--···-·-··· ·-· , --····-···-····-- r -·--·-··--·----··---
' 1 1 1 1 
1 1 f 1 

TOTAL : 100 : 100.0 :119 : 100.0 121 1.00.0 
1 1 r 1 , 1 

-----·-----···-··-' ----·-----·--- 1 -·-----·---.. ·------ t ---- '--------··-·--·---- '----------··- '----------------

One of the ma.:.i or concernB of thi s sur·vey Wi:H":'. Lo J.earn 

more about. the attitudes rmd porc1.~pt,.1.onf; of workers 1n 

various occup;,:1 t . .i.ona.1 the t.}1 t'(:'(':~ 

hehave 

b1:1ckgro1indo. 

In t·n i;,r·ec1·,,r1 t. 

1:".ecl1no1oe,!t. 
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t.},011gh 

Thü::; work iE:: s:r:'.! .ldom rncc.han.:i zed. in i.nduE,t r ieic;. 

In I '' t l L-' 1 1· J 'f' L-' ~n:U-J s-:.uc y, l.,ne Oi.':1.GeEi :or C .. i":JBSl .lCF.J.'l.,J_(J[l 

trr:d.i:d .. ng and 11ay. ,J obD wh ich requ .1.re. no tr-.=:d.n ing were 

conr:.:: i dered. u.nr:;ki.1. led.. Examr:•leE; are labourerB, atore.smen, 

c:d.eanf:Jr'f3 a.riel wotc:hrnen. Skillod workf:,•rr.:; wer-e t.l:·1r·J~',__; ... . ~ , .• "J "~ in 

trë:1.ining. 

on. 

2.emi-·sk.i.J.led fact.ory work att..ré,Ct.f:: nüddle school 

leavers v.rJJo i:\.l:',:'l unabl.e. to cont.i.nue t.Jieir education or 

arrange for an apprent:iceship. They ::me it c:H3 relat.ive1y 

well pa.id work in the moc.kn'n sect:or of the economf. It 

is f~obably the best job available to them given their 

lack of qua1 i f:i.ca t.ion. A 11 non--meu1ual .jobs exeept watch-

man were elass.i.fiecl as clerical. 

Information in tabJ.e H. El :3howd tha t t.here were 

more s.killed workt:.u's J.n DGC (L',6.;:J percent) and NASCON 

( 52. El percent;) than t.hn::1e at PrE:~mler Pa.lntt3 ( 34. 0 

percent), although ther were more nemi-::::1k111ed workers 

in Premier Pa.i.nt:::~ ( ~n. O p,8rcent) t.han t.ho;::;e at DSC ( 2f1. 2 

percent) and NASOJN (12.4 percent). TJ1e reason for this 

disperity could b0 reJ.ated t.o the .fact that: DSC and 
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NASCON in tha.t order exhibited more adva.nce machineries 

and technologies than Premier Paints. 

22.0 percent, 10.B percent and 12.4 percent in 

Premier Pa:i.ntE.:, D::;c and. Mt\SCON in thi:1.t rJr-der- were 

unr:;killed workect::, while 1:3. 0 I-'ï:ff'cent in Pr<=:m.i.er Paints, 

8.4 percent in DSC and 10.7 percent in NASCON were 

clerical workers. There was no wide spread disperity 

generally in the occupational status of respondents in 

the three eeta.bliehmentB. 

TabJ.e El. fi Tri bal background of Respondent.s, by .indust.ry. 

Premier D S C 1 

' 1 1 1 

N A S C O N 
1 -···-·-~·-··----------·-· 1 --··-··----------··------ 1 ----·-···--------------

Tribe : Number : Percent.age: Numb1ar: Percent.age: Number: Percent.age 
1 1 1 1 1 1 

···-··-··-······-----··--···- 1 ---·---·-···-··-··--- '··········-·-·-···----·--·-······--· 1 ·----·----·--·- 1 -·····-·----·----------·-·- 1 -··-·-·-·-··-··-··---- 1 ---·----·--··--····---

Hausa : 6 6.0 : 28 l 23.5 : 23 : 19.0 

Ibo 

Yoruba 

Othc..;:-r3 

1 1 1 1 1 
1 f I f 1 

12 12. 0 ~?? \ 22. '7 : lE.\ 

ffl Ei'7. 0 1.7 

15 15.0 47 

:t4.a 
1 
1 
1 

' 1 , 
1 
1 [12 

1 1 1 1 1 1 

2~l. l 

4].0 
, ·----, ---·--- 1 ---··-·-·-·-· r ·--.. --.·-··------ , -·-·---·· , - .. ···-----·----· 
1 1 1 1 1 1 
, 1 1 1 r 1 

TOTAL 1 .100 : 100.0 :1.19 : 100.0 : 121 

Informa tio.n in table Ei. fi revealed t.ha t. mot:1t of 

the wo.rke.rs came from the immediate tr.i.be(s) around 

thnir industr.i.es. For :i.rH,rt~,:u1en, 07.0 percnnt .u1 Premier 

Paints and 23. l percent.· in NA::-:ccJN were Yoruba td.be 

while é.19.!:i percent in DSC wr:n'c.:i from t.ribes oth(~r than 

Hausa, Ibo and Yoruba. Only 1.4.3 percent in DSC were 

Yorubas. Th1,::-i cam:i of DSC 1 cm1Jd nnt bfi d:i.vorced from thE:, 
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rnultit.ribal Statr:'!s. f3ornn o.f the t.r:i.be:::1 Jn the :31:.ateE: 

inc lud.e F:do, I17J!Jm, Er;an, It.Dh<·)kir :i., Urli.obû, I,j a.w a.nd 

tribe. The cxceptiona l cuf::c c.f 4:3. 0 peec:.ent in tH\:3CON 

ho E: t, c. "Î. t y () E 1{1\::.~cou j_ i) nn indu;::; J-.. r:· :i 8 Le: i. t y wh :i. Ch ac C mno ··-

he r. prux. un 1. ty t.o Ltig(o.;G Sta te;···· th r:• "i.nd.1Jf;t. r :i..r..:1. l ne rve 

mr::1jor tr:i. r.1cr.: in 'J . . ,.· 1ger-1 . .::i. WC!r'1:,! in the three 

J. ndun t rief:: 1::-:tud.ied a.1 tb:-::,ugh the 1 c numbr:~rr·.; va.r ied. frum 

one inili1stry to another. 

Table 6. lO: /\ t t.:i l:.udc:è~ Towards Worki.ng wi t.h non - .ind ig1:nie, 
b:v· Irn:lu:3try. 

Worlt1ng with Premier D SC NA SC ON 
I1011 ·- J Tl ti i g p 11 t3 : --·---·-·--------·-·····--·--------- ! -----------···--·----·--------------- } -------------"------ 1 

always ( Number: percent.ago; Numbr:'r: P,::,rce11tage: Number: Percnnt.ar-:':/?.; 
1 1 I 1 1 t l 

--··-·-··--------- 1 ··-··--·-··-------·-· \' ----········ .... --·--------·-·-· 1 ··-------·----- f -···--·-···-------------· 1 ·-·---··"--···- 1 ··-·---------.. ··--··--·----- 1 

Happy : 82 : 82.0 : 106 : 89_1 : 100 : 82.6 : 
1 1 1 1 
, ( ! 1 

Not-. Happy· .Hi :tEl.0 1'.? 1.0.0 : ll 9. l : 
1 
1 

No Hespo.rH'je û? 2 .. 0 01 0. 8 10 El. 3 : 
1 1 1 1 1 l l 

·---··--------··-- 1 ·····--·-····--···-· 1----···--··-··-· .. -·------·-··· I ·-·-·--·-----·-··· 1 ........ _, ______ , .. , .... ----.... ---· 1 .. - ............ ------···- l ··-··----···---·---·-----· 1 
1 1 l I l l 1 
1 '· f ! 1 1 1 

TŒI'AL : 100 100.0 : 119 : 100.0 l 121 100.0 : 
1 1 1 1 1 1 1 

-·---·-----·--···-.. -· 1 ·---·····--····- 1 -·---··· .. ··-··---·· .. - ... ···-··---- I ___ ,. _______ 1 -·---------·--·-·· I ..... ·-·-·---·-- I ---·-····-"'"'··-------·- I 

Nigeria, bE:~.i..ng a mv.lt-..i.-tr.i.ba1 count.ry connot.efs that 

peopl.e f:rom cUffere.nt t.r.Ux:11 regions would have to 

frequGnt1y. Dur..ing inter1:.1ctior1r;, 

different op:in.lon:::: about. r,ach other are· formed and 

d if:ferent It in 

l5f3 

CODESRIA
 - L

IB
RARY



realisation of this that we asked our respondents 

whE~thee or· not. thr;ry f ei::: l happy whe11c,• ver the y wor·k w j_ th 

pe.opJ..e frorn Information in table 

(i .10 sho;·uH.l that rn.::i.;,i 01:· i.ty u[ 1.he wc1rkers in tb.e three 

Spec:L:f .ical ly, fl2. 0 perc('!nt. in Pr-,,wi ier _pr:d.ntr::: ., fü) . .1. 

pe.r·cent in D3C a.nd 132. 13 per•c.ent in Mlü3CON expr·ef;:::;ed 

affirmative fr=.·c· 1. ingr:-; Hbout people frorn r:rthee tr· ibes. 

Only 16.0 percent, 10.0 percent and 9.1 percent in 

Premier· pa intf~, DfiC ,::i.nd NASCON reE·i.fH:'!.ct:l vely expr·e1::.:sed 

contrary views about people from other tribes. 

Table G.11 Attitudes towards worki~g with own indigene, by lndustry. 

Working wtth: Pr-c-.•mi.r:,r D :3 C N 1.\ ::.; C O N : 
indigene : ___ ..... -·-······-·····--.. -·-·-·-···-····- .. -· .. -......... : _. ............. ------·---.... ·--·--·----·-·--: ___________ .. _____________________ : 
always :Number:Percentage:Number:Percentage:Number;Percentage: 

1 1 1 1 1 1 1 
----·---.. ·-·--- 1 .. _ .. , .............. - 1 -.-.............. _ .. _______ 1 ----·- 1 _____ .. _______ ,, __ 1 --------- 1 --~·----.. 1 

Happy : 82 : 92.0 112 : 91.1 ' 100 82.6 : 

Not Happy 

No reE:ponse 

013 

1 
1 
1 
1 
1 
1 
1 
1 

(3 .0 

2.0 Of:i 

1.7 1 Ç' 
,.) J..2. 4 

(l(J Ei .0 
I 1 1 1 1 1 1 

--------· 1 --------· 1 -····------··---·-· t --------··-·-·--· 1 -··----··--·-·- 1 ------ 1 ----···---···-·-·-- 1 
1 1 ! 1 1 1 1 •" 
1 1 1 1 1 1 

TOTAL : 100 : J..00.0 1:1/J: 100.0 1.21: 100.0 : 
1 I 1 1 1 1 1 

·-- 1 -·--·---·--·- 1 ···-····----·- 1 -------- 1 ·-··-···-··········-··-··-··-····~-·· r ---·---- 1 ·----··--··-··-·-····-" t 

The notion tha.t. 'blood. ir::; t.l·ückc•.r· tha.n wa.ter · was 

gener-;:J.l ly d.ispl.;:;.yed in t2:J.ble f3. 11 a.1:,: nie.J od .. ty of t.b.e 

respondents contended tlvd:. t~b('!Y felt ha.:ppy when they 

work with pr?oplc1 from their own tr:ibeE:. /\.r:,: fë:pecif:ica.ll? 

r;b<:)1,vn in the t.ubl('-', 92 .. 0 percent:. in Pr·en1ir:e pëii.nt.r:::, !)4.1. 
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people of t.heir own tribcr::.:. On.l.y î3. 0 f:t'.' r·t_'.,:·:,, '. :in !·'rein i er 

t. h ':.' 

1.no 
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Table r3. 12 Lnnf_.11.age mof.:d:. ly G.;>oken a-1~ wo1·k, bv T nduE::try. 

1 
f N A E C O N : 

T.1r':.\.'t'1E{.ltE\$f.~ ::.:11:_:.1):1{(~1"1 Î --···-~--·-······-.,----····-·-- -···········-~----·--··-··----· ..• : ·-·-·- ·············--- ·-·~-·········-··--·· ·····-····--·-·----··- :----·--···········-·······-····· --·-······--------------,: 

mor-:otl~.r at wc,rk : Number: Pe.1'conl:.ar\r1: N,i:nb,,-1r ( Pcr(>;nntctee: Humber: Pnrcpntnge l 
1 I 1 1 1 1 1 

-------- -··- --.- ··- ----·-·-- ----·······--··-, ! ... ·····-----·----·-····· 1 ···••··· ----. - ·-··-· ·-· ·---- 1 ··- -- ••. -- -- •• ··- l_ .......... ··-·---··-··--··· -· ··--- 1 ··- ----····------·-·· ! ----·-···--···-· -----··------- 1 

J~_:_r1~?~l i r::l, t ~J[.~ :·.:1:fJ _ () l J_f; fY7 _ !) fi~) : f:/7 .. () ' 

Ibo 

Ot'.hot·:::: 

l ., 

04 

OJ 

4. () 

1. () 

(l . () 

(' ·1 ,l .t. 

Ol 

0 l. 

0. El 

()_E\ J_ 0 

t) .. f) () .1. 

!) . (] U.3 

1 
1 
1 
1 

3l. 4 

r· ,:, 
.J .. ·~.J 

o.n 

1 1 r 1 , 1 1 
-····---------·-------··--··--·-··· 1 ·-·---···----·- 1 ----···-··-------·-·--···--···--· r ··-··-······ .. ••••·• .,-·-- 1 ... ----·-·-.,·-- .. ·-··----····-·-·- 1 •.••.•• ··-·-·-·- -- ~ --- ---·----·-··· .. ·-·-··-·-·· 1 

1 1 
f 1 

TOT/-\L J.00 100.0 .l.J. 9 100.0 1 100.0 : 

1 1 1 1 1 1 1 
----·----------·-----·-------·-- 1 ··----------·· 1 -····-------.. --.. --.----·· r --·--------·--······ 1 ---··-··--·----------- ·---- 1 ------·-···--···-·, -··--··-·--·--·-----· 1 

.l-1ownve:r, l:110 rl.,:i ta .i .ll l:.é,bl e f\. l~i F5tlO\._r,_::,i.l t1.1a t onJy DSC 

·,r1c1 '"t) ~···r--'J' ~ --~ t·' ~--1 ,.} _.l 111-- .-. }11, ·1. ·--1·· . ., .... t· ~ v· ·-l ·1,, c;, ,}. . ... .:,., u. •:::.. lc- I':< . . .. •• ~, '· i·_ .. ·,_, ,.·,:. '--· •' .l. \":, - ,>' • On t.he o '..her hand., .i. t. 

ln NASC:ON ,,·: l'' .,.,, L ,., 1.J '' ., ' ,., , 1. 'j ,,, ' . ' , ! ... i-·· •. ~ 
LJ :-·1\.) J\ -:.:. .l •::\ Mt,.-:},<". ..,. eu l t::, . .. <:\ ;--!.: i:~ .. .. 

1 ['}.. } ' ·i . 10 ·t.1.f-1 .• 1 l}t)l'Cf~rl l: c,.f 

tn thE:> muJ t.:i.-·t:rib.:\l nntu.J.:e u:C the wor.ker't3 

to th,:, fact tlrnt the fact;ory iD 1ocated .in a core Yoruba 
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speaking area and also it is ~ privately owned factory 

by a Yoruba business man~ 

Table 6. l~l : Proportion of rnopondent:3 w.i th 1;-lork exper ience, l'.IY I ndustr 

Pre1n.i.1ar 1 
1 N A S C O N : 

1 1 ~ 1 
1 -·--·-----·-···-·---, ........ ----·-···-- 1 -..... ---· ...... _____ .. _ ....................... _ .. _ ....... __ 1 ---·-----.. ·-------· --·- I 

: Number: Prircen t.a3P: Number: Percen t.;age: Number: Percent.age: 
1 1 1 1 l 1 1 

________ ,, __ .. __________ .. _,, ____ .. ___ 1 ............. - .. --.. -·-- 1 _,, ________ .... _ .. ____________ 1 ··---··----····- 1 ·--·--------- 1---·--·--·- 1 ....... ----·--------- 1 

Yes f:14 : EJ4.0 : 107 : UD.8 : 101 cl~l.5 : 
1 1 1 
1 t f 

No ùti : ti.O : 1~1. 10.l 20 16.5 
1 1 J l 1 1 1 

______ .... __ ,, ___________________ 1 ---·-·-·-·- 1 ----·-----------·-·-- 1 ------.. ·----------- 1 ·--------·--·----·- 1 ---------·--·-- 1 ____________ .. ___ I 

TOTAL : 100 : 100.0 : LlH 100.0 . : 121 : 100.0 : 

1 1 1 1 1 1 1 
------------- 1 -········----·- t -----··---··--·-·--~··--- 1 -------·--- I ---------- 1 -·-·---- 1 --·----·---··-·--- 1 

\ 
Most of the wodrnrs .i.n the tlu:'e1::i IndustrH~s 

contended th.s t the y had worked befOl'(3 J oin.ing thei r 

present. establJ.:.ë.1hmenb3. AD (ë,hown .in table Ei.l~3, 94.0 

peercen t in NASCOn expre:3s,c~,d the fac t. t.ha t the~, had 

worked Bomewh1?.re before ,join1.ng the.i.1· pre:=:,,ent places of 

work. NA:.-::CON had the higher:;;t number of new entrants 

wi th 16. f.1 percent, .foJ.lowed l1~/ DSC wi th 1.0 .1 percent. 

while t.he leal'~t. Wf.H~, Premier pa:ints with G.O percent. 

Table f,.14 Number of yea.rr; 'itd thoüt work, by Indus t.ry. 

Premier 1 
1 N A S C ù N : 

Number of :,,re<1r,:, :-·-···-··--·--·------·------------- ( __ ............... --------·-·------------ :-·-·····-----·-····------·-----:-
wi thout work : Number: Percent.age: Numbr::)r: ·pr't'Cflnt.age 1 NumbeJ:': Perc10n tage: 

1 1 f 1 1 l 1 
-·--·---··-·---·----·----·-·---·-·· .. ··--·· 1 __ ,., _______ 1-----·-··------~-- l ···-···--·----······-·- 1 --··· ... -··--------··-·-··· 1 --·-·-···---· 1 ---------·------ 1 

abov1.':' 

0 l 01 1.0 ~~l? (:iJ.l : 01:'l: 4.l 

.1 ~!.4. 0 

'.-?f\.O 

lt:i. () 

1 ~.(fl. 0 

07 

() l 0. f:l 

1'.J 

05 

51 

411 

1 
1 
1 
1 

1 
1 
1 
f 
l 
1 

1 1 
1. 1 

lO .• 7 

4 . 1 

,42. l 

:::in. 4 

No re~~pon:=:;e : 04 :· 4.0 03 2.S 03 : ~'. . !:, 
1 . 1 ! l 1 1 

-------------------··--········-··---- 1 ·---·-···-··-··--· 1 --·-···-----·---------··----· 1 ·-·---···-·-········--- I .. ······-·-··-······-··-·-··-··-····-··-- 1 ---·---·-···-···--·- 1 ·-··--·--·--·-··-··--··---------

TOTltL \ 100 : 100.0 : llD : :1.00.0 : 121 : 100.0 

1 1 1 l 1 1 1 
··-------··--··----"·----------.-·---···--... 1 ..... --.. --.. ------........ f ............... ______ .... _ ............... 1 -···-"··-·---·-·- 1 ----....... _______ ,, _____ ......... 1 ·-·-·--·-···----.... -- f ___ ,, ___ ... _ .. ________ ,,.,, ____ 1 
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"'l ' '4 4' [} ] ' '} 1.-.a.Jor:i.1:y o.r: ::.,e wor{err3 1.n c1e 

I nf ai:.~t as 

much as 36_4 percent in NASCON and 28.0 percent in 

Premier paJ nt:c:~ · ;3tayed w.i t11uut work for more than t.hree 

However, 31.1 percent of work0rs in DSC stayed 

:?4.0 

percent;, 

paint.s, Df,C ë.<nd Nl\;::'.CCN rc,;c;pr:c\-..i,.,.,,,·,Jy :c::t·.n\·,-,,,,1 f-or ti min.i.mum 

:il: :i. ::~ 

;;n pul i f:.i.c:1·1 

1:.hr-,}t' 

((\18 J j ty· 1. J .Î) (' l ! ) [' } () ~I p d. 

in t.ab1e 

6_1.4, 

1.r-;:3 
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J,,:':ngth o.f ·2.nrv:i.c,:1 .i.n pref::;{?.nt '=-'lllployment, by Industry. 

Nrnnber of years 
:Ln pre,=:ient 
Est.ablishment 

Prem:i.er : D :::: C : N A S C O N 
: -·-·····-··----- -··-------· ··--·-····--·-··--.---- --·- ~ -----· -------·--------··--·-·--·-···- : ---·--·-- ------··--··· ... ---·-----·-
: Number: l\:,reQntai;J,e: Number: Perce.n t.1.:1ge: Nwnber: Percent.age 
1 1 1 1 1 1 

·-·--··-----------····--···-·- '·------·--·-·· 1 ·--·--·-··-··-·--··-···---·-···- f ... -... ------·- r ·-· .. ·-·--·-··------·---· '----·-·--·--·-· 1 ____ .. ________ _ 

Less tl1a1"1 l ;,..-t-:~a.r! ()21 ~ 3_() ! c1;1 :~_f) : : ().() 
1 1 1 1 
1 1 l 

1 year l fi : 19.0 : 17 14.3 15 : 12.4 
1 1 1 
1 1 f 

2 - 4 years 5.0 : 31 ?6.0 03 : 
! 

' 1 
1 Above 4 year:i-'l 73 D5.1. 

' 
2 

1 ! 1 ! 1 1 ! 
----·-·-· f --··-·-··-·-·---- f -·-··-----------------· f ------- f ------------------- 1

• ..... l -·-·····-·-····- 1 ·--·--·--·-·"·----·-··----- 1 
1 1 1 ! ! ! I 
1 1 1 ! 1 [ 1 

TOTAL :100 : l()()_() J .. !9 100.0 1::::1 10().0 : 

1 1 ! i ! l 1 
----·---·------.. h--·-·-·· -··-----· f .. ,,.·--·--·---·--·--- I -·-·----------------··--··- 1 -'"····-·--·-·--·- 1 ----·-·-------~--------·--· 1 ·---------·----··· 1 ----·-----------·-- 1 

In.fo.n,ial:::.i.on tJat.hc,.t'ed un lcn_s;th of cH:,r·vJce .i.11 

porcent 

Jn N/\:3CON }1r:.;v 5 n:;1 z;pent more th-::Ht 4 yearrs :in the :ir 

19.0 percent in Pren1.i;::1r pa:ints, 

oi1e yearjn thoJr pre~Jent .ind1.1,?tri.es. 

servi ng wo.rkerri, onlJ/ ::i.o percent and ~'..[1 percent in 

Premier pa.1.llt.G and J)EC l'especti ve lv had i=;pen t lei3:3 than 

one yoa.r .in tbe.i.r prese11 t .indu:::d::r :i.o:::,. Ao ::.,1mwn in table 

6.l5, there t3ec-~m t-.o be J.itt1e d.i.spa.r.i.t.y i.n the J.engt.h of 

serv.i.ce acroGo t.l1,?- t]it'üEl .i.ndust:.t' .i .. eB. It ls expected 

that 1ength of Hürv.Lce would hé:\ve some effoet:3 on the 

most eepne.iea.lly on t.be.ir qua1Jty- of worh1.ng .J..1.fe. 

1.64 
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Table G.lG Degree of satisfact.ion with present work place, by Indur 

-------··--·----··---·--·····-··-·--·---·--·---·---·-·--------·---------· -----------
I)e gr~(-:~~?. C).f t3a t.i s- : .Pt'r:Hnir:;.r : J) S (~. t~ A S (! Cl N 
faction t•li th : -----··-------·--·-···--·-······---···----· :-·-··----·------·----: _____________________ _ 
present work : Number: Percen tage: Nwnber: Percent.age: Number: Pe·rcentageal 
place 1 

l I l 1 1 1 
------·-··-·-·--·----·······- 1 -----·------·-·· 1 ·---···-··----·····-·---·--· 1 -··--·--··--·-· 1 ···-···-·-·-------·--· 1 -··----- 1 ---·------
(:! ~- ·' .~ f • ".-1 ' ·1 fJ() 1 (") ., ... ) ' -~ l ' r:; q ~ i r.: F' i ,1 ..,- 3 0 a \.• .1. 0 .• 1 f;. ti 1 .. '·· • . - u -'· r ( : . 1 ,.l ,:, • ( 1 ,} ,) l '·i b .. 

1 1 1 l 
1 1 f. 1 

Not Satisfied O. 0 : 4fJ : ,Ml.'.:) : 65 : 5,3. 7 
1 1 J 1 1 1 

----··--.···--··--··--·- f .. ---..-------· 1 ---·--..----·----·--·--· 1 ----··--···----··-·- 1 ·-··-···--·-··--··-----------.. 1 -------·----·· f --------------·--
' 1 1 1 I 1 
f I f 1 I f 

TOTAL : 100 : .100.0 : 1Hl \ 100.0 : 1~!l : 100.0 

1 1 1 1 1 1 
•---w·---••·--·----·--•·----··---·-•- 1 --·-•""••••••-·- 1 ~·-·--·------·-·•- ••-·---•·•••- f •••"•-' ·-•; ____ .,_, __ 1 -·-·•••••M•--·-·-·--•-•··--••• f ·-•-••-··---··-·- f -·----·•·--••---------··- 1 

The relattveJy t3tabJe w·orkJorc.:} .i.n th,:J 

s.i.gnificant when it. :i:c; con::1:\de:rnd :from th.c po .. i.nt of v:i..-?w 

of t.hf1 1,-;,vcl of job ::1at..i.1:;fê'"\ntJo.t1 wh:tch our rec.pond.<:n1t.s 

table C.1G, 

obi.:.{. 

paints. whoro all 

percent, however, 

big indu:=,tria.1 city wiU1 over 100 indu:0Jtrier~ and workers 

in other 

estal.1li::1111nent.s n.rolind them. 

lfifj 
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.IMPORJ'.I\NCJLOF WO.RK V .I\U,JJ::}1 

An ins.ight in t,c) the at. ti tudes nnd prn·ceptions· of 

qua.l.i. ty· of work infr~ life among N .i tie:rJanG 1 n j_ ndur:,t.r ia1 

the v,J.r.ious w,;_1rl:. rHH.3 JJ:f1:1 att.ri.bute:.J in r,.13 much a:01 these 

importance whinh workerr, ·:.\ttach to the.i.J' qi..rnl:i.ty- of 

work.i.ng l 1fp .in part.icu1ar and quaLi. t.y of :.Li.fe. i.n 

ge.neral. ,ë:1nd are 

place. 

were ar=:ked 1.mder tc::.n d:i.f.for:ent ex!.:.rin0;Jc and int.rin.r:d.c 

obt.ained. 

The phenomenon of r:;at.i:~;fact.:ic•n nt wur.k have ;:,Ltracted 

a _grt:1at dea1 o.f i..nte.r;,.:>.::_,t :i.n the fie.ld:,5 of irt..-:lur3Lrial 

matE1gement and huma.n behavtour at wor.k. 
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irnporLéJnce .ëi.ttached to fr.let.ore r·r:,J.,,ting to bot.h 

extriri.Gic arid :i.11tririr::ic: ,:;,E:pccti::-:. of work life. 

importarit vwrk. 

satisfaction at work is seen as the posj_tive feelings of 

E1 i ·t.:.1J.ü_·t, ic;r1 _ .1. t: .. 

sign:Lf .i.c.·0.nt ro li':· to pla.y in d.eter-mining mn1,loyoe 's 

t . f" i . E:iEI . ... l. S : l:J.(.•. ~ J.<) fl a.t wor-k. Tl1:L:0; j_mp]. J.es tha t for ernployeee 

to show positive feelings about -~hei~ jobs, their needs 

have to be sa~isfied. But ern:ployeeEJ have often been 

viewed. t,o be unr:.:;tab.1.e. Th(:! re.ar:-_;::fr1 for this conrplex 

na.ture of emp.1.oyee 'E; :::itt:i.tu.d.e cou.ld be. r·ela.Led to the 

vary accordj_ng to ' 1 ·1 v a.r :i.a. :1 __ e 1:-; in .. the empJoym.ent sj_tuation, 

in the individual f:;i.tua.t:i.on 

thr:.• employmen.t i::;i.tua.tion (Oloko, lH/3:3). These vr:--i.riables 

ofte.n ex.plr3.irv:c.d in te rT!lB of 

intrinsicsatisfactions. The 

E:xtrinslc and 

of 

fringe 

r:.1enef its, EJecuri ty of job, promut ion pr·or::pectB a.rnong 

others .· The intrJ.n2;ic -L~Jcel..r:: incJ.1J.dc fet':·lingr; f;uch a.FJ 

interesting work, opportunity to develop abilities, 

freedorn n.t work and a.utonorny nnd GO on. It J.E! in the 

l ight of trd. f:i unr:lerr:;tandüig of the rn:u lt. 1.tac:ednesE; of 

sa.1.:.lf3fac:t ion r.c1.t '"Jc.n:·k tb.,:tt que1::rt ionc: were üElked on ni.ne 
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dimensions of work factors consisting of fifty-six items 

covering bath extrinsia and intrinsic faDtors of the 

job. 

r-e l.:i.t ionE.-i, ,,;t.a.tc i)f rn:i.n.d, 

respondent waa asked ta pick lhe hest option that 

Ve r·y r_:;,] t:. i Er[ J. e d 

:3atir:;f.ied 

I) i f:i.'3at i af iecl 

Very dissatisfied 

4 

;3 

•î 
J.~. 

l 

The values of very satisfied and satisfied were adcled 

to arrive ,J.t the proportiont=.::. of reBpond.enLE:i •.,;,h.o a.re 

satisfied with each of the factors while th0 values of 

very dissatisfied and Jissatisfied were added to arrive 

at the proportionB of those wb.o e·.Kr>resE,ed 

dissatisfaction with the factors. The overall responses 

of the workerEi ,::1.I'f:'.\ pre:=;er1Led J.n t.l:H:i tab lec:: be low. 
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ble 6.17 Index of Material/Rxtrinsic factor .. 

Premier paints D SC N A S C O li 

Important : Unlmportant Important : Unimpol't,ant Important : Unimportant 

No : %age : No : %age No : %11ge : tlo \ %age No :xage : No : %age 

terial/Extrlnsic factors 
------------------------
y 72 1 12.0: 28 28.0 93 1 78.2: 26 21. 8 104 1 1 

1 1 
1 1 

inge benef its 55 1 55.o: 45 ,15.0 68 1 57.1: 51 42.9 74 1 f 
1 1 
1 1 

od working hours S6 1 66.o: 34 34.0 93 1 78.2: 26 21. 8 82 1 1 
1 1 
1 1 

,b securi ty 60 so.o: 40 1 40.0 68 1 1,1.11 51 1 42.9 87 1 ' 1 

I n:f orm:::.1. t ion gatherr~d from worl:.erH .i.n the t.hree 

t 1. l · 1 1 ·1 :l t } t es ,ëlrJ .1.~:, u111.::1J1·:~t3 s. l(Jivel ~. Jfl -~. . ~ t . l l ~t.nciu;3 -. .r :ra. wor {f::r:=-; in Nigeria 

a t t r ibuted grea. l'. -1.mportancc' t.o ex tr .in:3ic a.:3pects of 

t.heir work. J\;3 r:,hor•,.n J.n t,,,l:,.lrJ C.17, a:=:1 }15.gh é.l.f.o 72.0 

per::(.m t. :in Premier pain t.s, '7D. ;: .P1,:!rcent. in D:3C and E\ti. 0 

percent, in NA:3CON a t. tacî,ed great .i.mpci.t· t;,,ul(}:.:i to the ir pa.v 

at work whi1e 55.0 prn'cent, f.i7.l p(:~rcent: and 61..2 

percent; in Premier pain t:.t=:.,, JX:.C étnd Nl\::-:ccm r,:':)spec t.i ve.ly 

attributed groat importance to their entitled fringe 

benof:i.ti3 at work. !3irn:i.1ar1y, arJ much BtJ Of.i.O pi:0rcent ,Jt 

Premier paints, 78.0 percent J11 DSC and 67.8 f~rcnet at 

NA2,CON attributed [f;J'.'(:,at importance to their working 

hours wh.ile more tlu:i.n hal f uf t.he r·e::.,pm1dents, Premier 

pain tt3 (60.0 percent), DSC (57.1 percent) and NASCON 

(71.f.l percent) f..\ttrJ.ln1ted great .importance to ,:,;ecurityat 

work. From t.he dr::d:-,a d.J r:::cu:'5:3:::H.i abcn.re, :i. L could . be argued 

t.ha t. amor1g the ·wo.rktJ.rr., co·vered 1n th.i. s st.ud}/', e;;-r.tr.inBic 

fact:.ur:3 aro é.H., .importard; a::., }1i:.::,w t.he:3::1e .factor,;-; rolate to 

16D 

86.0 1 17 14.0 1 
1 
1 

61. 2 l 47 ~fB 1 
1 
1 

67.8 1 39 32.2 1 
1 
1 

71.9 1 34 28.l 1 
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the re.spondencs~ act.ual or des:i.red qualit.y of working 

1:Lfe _ 
.rml40 

Table 6 .. 1él Index of Str1.i.cturt, l compe t.ence fac tors. 

D S C NASCON Premier paints 

Important: Unimportant Important : Onimportant Important : Unirngortant 

No \ %age : llo : %age llo : %age : No : %age No :1age : No : %age 

;ructural competence fil.dors 
----------------------------
1pervisor competent 61 61. o: 39 39.0 82 68.9: 37 31.1 78 

1 
1 

lequate information to do job 63 63.0i 37 37.0 7,1 62.2: 45 37.8 71 
1 1 
1 1 

isponsibilities clear 54 54.o: 46 46.0 69 57.9: !;/\ 42.1 80 \:v 

1 
1 

1ough help and equJpment 61 \ 61.0: 39 39.0 70 58.8: 49 41.2 73 
1 1 
1 1 

1pervisor able to get a work tearn 63 1 S3.o: 37 37.0 63 57.1: 51 42.9 56 1 

1 work together 1 l 
1 1 
1 1 l 
1 1 1 

1-workers campetent 60 \ 60.0\ 40 1 40.0 70 1 58.Ei: 48 41. 2 72 1 1 

Respondents ac:1,<Jss the st.ud.i.ed er:,tab1 h,hmen ts 

d1splayed s.im .. i. lar att .. 1.tude::; tuwards t:i truc tu1·al 

compete11ce fac t.or:3 as majori t;y of them believed t.ha 

structural compe t.1.:ince fac h)J'f~ are ve.ry important. facts 

of qua1ity of working Jife. Jnformat.i.on :i.n t.able 6 . .lô 

s}1owed · t.hat. man:./ rer,ponde.n t.s { Premier pa .i..nt.s f.;J. () 

percnet), DSC (68.9 percent ) and NASCON (64.5 porc.net)} 

bel1eved that :i.t. i::3 Vfiry .i1npot't.ant :for t.hem to have 

adequate informat.i.ori that wou.Jd be ne1~d•.::d to do thF?.ir 

,job. Sim.i.larly, ma,jod .. t:.y of the re::3pondents (fl4.0 

percent at. Premier ptd.nl-.:::;, Cl7 .n porcent in vr.::c and fü3. l 

perc1.:.,nt. .i.n NASCON) bel..i.ev1.:·:d that .it u:: sJ.i::m.ificantJ.y 

important for them t:o bav1:":! cJ.1.:'!ar respon:3.il.)i,l.iti.,_:is at. 

work. Aga.in, 6J.O percent ,'lt PremJ,·::H' paints, 

170 

64.5 43 35.5 

58.7 50 41.3 

66.1 41 33.9 

60.3 48 39.7 

46.3 65 53.7 

59.5 49 40.5 
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percent at DSC ,"::l.nd 60. 3 percent at Nfü3CON cont.encled that 

it is very :lrnpor·t,::1nt for thr::m1 to have (:;·nough he lp ri.nd 

equipmerrl~Ei at work whi le C:]. 0 percent at P.r·c·rnisor pa.::i.ntfJ, 

57.1 percent a.t Dt;c a:nd a U.ttle IJelow ha . .L:f (46.:3 

percent) at NM:~CON ;:;rgU('1d that i t i.r::; Vf'!X'Y irrrportant for 

t.hern to ha:ve a. f.;u:perviE-or th.=,i:t. could. get. a good wor·k 

te,:un. Further many of the respondents (BO.O percent at 

Premier painte;, 513 .13 perc.crnt J.n n::::c ~rnd 59. ti per·cent in 

NASCON) 4· J .] t l t • t • corJ. c,enr. eo. · ., :v.:i.:, 1 ~ JB important for them to 

:able 6.19 : Index of Human rel;_ition factors. 

Premier paints D S C NASCON 

Important : Unirnportant Important : Unimportant 

No :%age : Ro : %age No \lage : No : %age 

Importallt : Unimportant 

No :1age : No : %age 

1uman relation far;tor·s 
---------------------

10 -workers friendh' 64 64.o: 36 1 36.0 64 53.8: 55 46.2 78 64.5 43 35.5 1 

1 1 1 
1 1 1 

mpervisor friendly 59 59.o: 41 1 41.0 74 62.2: 45 37.B 82 67.8 39 3"2. 2 1 
1 · 1 
1 1 

~ances good to make friends 67 67.o: 33 1 33.0 68 57.1: 51 42.9 92 76.0 29 24.0 
1 1 
1 1 

~ - workers helpful 31 31.01 69 69.0 60 50 .4 \ 59 49.6 81 66.9 40 33.1 
1 
1 l 

Mpervisor concerned about 1e es 68. o: 'l'i 32.0 63 !i2 .P: 56 .17 .1 86 71.1 35 28.9 ',) t~ 

1 1 

' 1 

~ - workers interested ln me 29 29.o: 7.1 71.0 44 36.9) 75 63.1 94 77.7 27 22.3 

The dat::, in table C. lD .i.ndJc-ëi:ted tb-s.t the react.ionE:: 

po:31 t i ·ve, 

Jnfor.niflt..ion .i.n \J1c tc1b.le 
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Alr:o, 

·,::i E: .r.gnif icrin.t propor· t lun. r:., f th,':.' l'i? ,0:pnndF·n l:.E: in the 

02.2 percr=.•nt. in T)SG und r37.lJ :per·ccot 1..n NM3CON) believed 

tlFi.t lt in very 1rrrporta.nt. to have frii~nclly r:,upervi.Dor- at 

wor·k. (37 . 0 pe1·cent, 57.1 percent and 78.0 

pr:)rcent. in Pr-,'3rrd.er paird~f;, D13C a.nd M/\:-3CON reE·,pect ive 1y 

attribut.cd gr-er::.t importa:nce to ;iob tl:ia.t providr::,iE: good 

chances to make frien<ls. There was a significant 

difipa.rity in the a.tt:i.tudes of r,er::pr::indentrJ t,·..1wén:·dr:; he.ving 

helpfu1 co-workers as only 31.0 percer~ in Premier 

paintE: ;:u:; a.ga.:i.nst. 50. 4 percent H1 DSC a.nd f313. [J .Percent 

in N/\BCON r:m.ppo:r-ted the Jd.ea tlvtt :it lf; important t.o 

have helpful co-worker-s at work. Also. 68.0 percent in 

Prmnier p2d ntz.::. Ei2. !~ percf:rnt in D:3C a.nd 71. l percen r.:. in 

Nfü3CON r1tta.cb.ed gr-eat :i.m;porta.n.ce t<J a f:'.-Uper·vie.;or· which 

shows grèat concerns about their welfare while a. few of 

respondents in Prem:i.ee pë:1.int:.B ( 2D. 0 perce.nt) and DSC 

(:3f3.9 perc.erit) us aga.irn.'JL 77.7 percent in Nfü3CON 

bel:i.evi::id thé1.t i t i.ri very impoJ:·tant. for them t.o have co··­

workers who ar·e irrte.rosted in their- own a.et ions. 
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:1.ble 6.20 : Inàex of Instrinsic factors. 

Premier palnts D SC NASCON 
------· ---------------------

Important : Unimportant Jmportant : Unimportant 

No :%age : No : %age No :xage : Ho : %age 

Important : Unimportant 

No :%age : No : %age 

ntrinsic factors. 
-------------··--·--
1teresting work t>1 1 a1.o: 19 1 1P .0 E\1 1 68.1: 33 31.9 61 Ul 1 1 1 

1 1 1 
1 1 t 

ln see reeults of my 1ork 85 85.0i 15 1 15.0 €1() 1 50.4: 59 49.6 69 
' 1 

! 1 
1 1 

reedom to do job 80 so.o: 20 1 20.0 64 ! 53.8\ 55 46.2 75 ' 1 
1 1 1 
1 1 1 

ln do t.hlngs I am best able f)7 57.o: 43 1 43.0 110 1 92.4: 09 07.6 77 1 ' 1 1 l 1 
1 1 1 1 

~portunity to develop abilities 71 11.0: 29 1 29.0 110 l 92.4: 09 07.6 101 1 ' 

On the t·ié\::.:1.i. f3 of inf o t:m2. t.i on col lr?ct.ed in Ulis 

SUl'"f·./8":l, i t. could be argu12.d that. lll()!..73 t: ~,i/c.,_r]-re t' t~ in the 

t.hreo Ei s t.a.bl i shmen tr:: at.tributed great. importance to 

inGt.rin:::1.i.c factors of their ,jobs. Fcir instanc13, daat:a 

.in table Ei. 20 showed that. mos t. workers in the r:lt.ud.ied 

er:1tablishment.e {Prem:ie:r.' pa.in\:.s (81.0 percent), DSC (68.1 

percent) and NASCON (50.4 perce.nt)} be1.ieved that .it is 

.very :i.mportan t for them to hcrve interest:i.ng work. .Al so, 

El[).0 J/ercent at Prend.et• pa.1.nl;s, f>0.4 percent. at D~3C and 

57. 0 j,:,ercent a t NASCON at t.ached grea t .importance to a 

,job that would Allow them to m:1<::1 re:::,uJtr: of t:heir work. 

As nrncl.1 a:.':., f:10.0 percent. in Preni.:ier pë:d.ntr3, 5'..:l.c\ percent. 

in DSC ~nd 62.0 percent in NASCON attached significant 

:i.mportai1ce to .job whJch g.J.ve:3 t.hem a lot of control and 

freedorii t.o dec:i.de wben and hl.'::iw to CéH'rY out l:hrë:d.r i:iob. 

pa.i.nts 57.0 peDrcent, 92 . ..:! prirconl- .i.n DSC and 7:::i.G 

1 ,-r <:1 
. 1 • •. 1 

50.4 60 49.6 

57.0 52 43.0 

1 62.0 46 38.0 1 
1 
t 
1 63.6 44 36.4 1 

83.4 20 16.6 
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percent i.n r,J/\f;CON) . br-.• l :ieved t;h,, \:. i t. l~::: impor t:.;u1 t. for 

a.ble to do. 

(71.0 pi,·:rcent :i.n 1h:,?mier pEd.ntr1, D'.·:.4 pnt'\~ent :i.n D::3C and 

.1.!.l ,:1t:t.r:ibut.ed . :::,J&tt1ificéu1t 

1n1po1'tRncp great. 

t.ale11 t::-; and 

i.nt1.?.1lecL. 

Tnlile 0.?1 

Premier palnt.s Il S C N A S C O N 

Import.ont : Unimportnnt Impartant : Unimportant Important : Unimp,ort11 

No :Xage : Ho : lage Ho :%age : No : %age No \ %age : No : %ag11 

Socio - cultural beliefe. 
------------··------------· 
Tribal be1iefs 68 6B.o: 32 1 32.0 95 79.B: 24 20.2 103 1 

1 
1 

Favouritism ~ll 51.0: 49 4g_o 80 67.2: 39 32.8 102 
1 
1 

Nepotism 43 43.o: 57 57.0 70 58.8: 49 41. 2 88 
1 1 
1 1 

Family problems 46 4e.o: 54 54.0 92 77.3: 'J? 22.7 89 /,1 

cuJtural heJi.ef:3 and hncl1}?t·otmd .in H.i.i::rer:i.,a. As the data 

in table El.21 F;hc,w!:,d 1 .i.t. c:ouJdbe .i.nfact be argued t.hat 

• J t . ] 1nc1 u:=:, :.r J é.·l .. to the 

impor tanco of cr'!rtr:; .in foc•=:! \:.:.3 o.f t3oc--: .i o·-cul t.urt-i.1 be1 ief2, 

as they e .. ff,.?.e:L their qua]Jt.y c,:f 1:.-.rorldng life. For 
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85.1 18 14J 

84 .3 19 15 .',' 

72.7 33 27. :. 

73.6 32 26.11 
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:in D:3C and flf.i. 1 r:er-c:en L :Ln Nl\SCON r.J t. ta.cbed. great 

lmportance to the:î r· tr·iba . .l. bel iefE: abuu.t wor-k.. Fri.rther·, 

pa.intf;, 13'7.2 IY::,·.N:er.it :in D8C 0.nd. 134.:) p(!rccnt in NM3CON) 

r:Jttributed gr(::>è1.t. irrùiorta.nce. to thf::· be U tëd thë:i.t degree of 

favouritism Rt work affects goal of work life. Alr::io, 

about lFJ. lf o:f the worke:r·r-.:.: ""J -!~ r. ......... Prend. t::ff· r:-a.üi t· .. f.'i ( 4;3. 0 

P8T.'C(·;;•.n:t ë:i.nd. DI3C ~-;u.n percent i':J.S we.11 r.Jf::.: 7'.-2.? r: 1crcerit:, at 

NA:3C0i,J) attribu.te~d rügnlfica.nt :irripcn:·tancc to level of 

Ner:,ot:Î.!.'·.:m .::1.t ,•Jor-k .. 

and NASCON (?::l.6 pr:::n·cent)and about ha1.f at Premier 

paints (46.0 percent) believed that the levsl of their 

CODESRIA
 - L

IB
RARY



Premier rrdnts D S C N A S C O N 

Important. : Unimpo1·tant Jmportant : Unimportant 

No : %age : No : %age Nt1 : ,;nge : Ni] : %age 

Important : Unimportant 

No :1age : No : %age 

~onal state of mind 
-------------------
!}ing/mood 72 72 .0: 28 28.0 73 S1. 3: 46 38.7 95 78.5 26 1 21.5 1 

1 1 1 
1 1 1 •. 

1estic quarrels z;,; 
<Il. 52.0: -18 48.0 74 62.2: 45 37. 8 91 75.2 30 1 24.8 

:kness od immed ia te fami h' riembers 52 r~~:.o: 48 48.0 66 5~. f.,: 5~~ -14.5 94 77.7 27 22.3 
1 

' 

A fu.r· the l'.' thr-::· ntt.i. t1J,Jr:s ;::r.n.-J 

rd_. 1~ d i.c.· il C' r.:.:t-..a bl :i_r;;J·1rnent.2: 

their· qu.a . .l.:i f:.y o:f wc:.irk:l.ng li.:fe eJ.tl:1ou.gb thc·ir- J)crcept:\.onr-J 

pî::'I'CE'.n t, 

8imil2rJy, ubout half 

.=:-1.t NA:·3COH ;::.1t.t. ri but cd grea L :i.rnpor Lonce to whet}i.er or.· not 

any mernber of th;:;1 i.r :i.mrn.-1dj.at.8 farnU.:.v 1::=; r;ick in 

determining their personal state of mind at work place. 

1713 

CODESRIA
 - L

IB
RARY



ible 6.23 Index of Flexibilty of job. 

Ptemier paints D S C N A S C O N 

Important : Unlmportant h1portant l Unimportant Important : Ur.important 

No : %age : No : %age Nn : %3ge : No : %nge No ; %age : No : %age 

tlexibility of job 
~----------------
,dependent work and movement 55 : 55.0; 45 : 45.0 69 : 58.0: 50 42.0 78 

1 1 1 
1 1 1 

)rk free.dom 65 : ss.o: 35 35.0 55 : 46.2: 64 1 53.8 88 1 
1 1 1 1 1 
1 1 1 1 1 

1tonomr 59 : 59.o: 41 41.0 64 : 53.B: 55 : 46.2 76 : 
1 
1 

~sponsibili tr 80 ao.o: 20 20.0 61 51.3: 58 48.7 80 

A furt.her ins:ight i.nt.o worl:: attt.l twJef.:: and 

perceptions of ret=:,pondent:.=~ in th.is sur·v1::,~,r show,?.d t.hat 

they pJ.aced varyi.ng degrc''·~s u:f imporL,,,nee to flexibJ lit.y 

as ahown in table El. ~!,;:i, about hal f of the respondent.s 

( !SL1. 0 percent. in Premie1.· pain t.r, and 5D. 0 percent. .tn DSC) 

bel 1evt3d. t.hc\t .1. t 1.s imr•ortant t,o have 1ndependence a t. 

worl:: ,:rnd movement whi le as nmch a::; C.-1. 5 p\ë~rcent in 

NASCON supported the idea. Also, while 65.0 percent in 

Premier paintf~ and 72. 7 percent. in NA:::iCON a t t.r.i.butecl 

much importance to .fre1::)dom of work, only ,i1Ei.:? percent. in 

DSC believed so. Also, 59.0 percent of W1e respondents 

in Premier pa:i.nt:3, !:<::I. a percent. :i.n Df3C and 62. él percent 

in NA:3CON he1.i.eved that, it. is very import,é.rnt. .for them to 

have worli autonomy. Similarly, a large proportion of 

the ret3p1.)ndent.s in Premier paints ( 130. 0 percent), NASCON 

(66.l perc(:'.nt) and about 1rn.1f .i.n DSC (51..::.l percent.) a.hm 

bel.i.eved that. .it .H:5 very importê(nt for wcrkert:: to ·be 
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.64.5 : 43 35.5 
1 
1 

72.7 : 33 27.3 
1 1 
1 1 

62.8 : 45 : 37.2 
1 
1 

66.1 41 : '33.9 
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given ,3. 1ot of rer:;poru:dhi.JitiPr7., on how and when t.o do 

tb 0 .ir ~Jobs. Tbe infonntil:.ion above, wh'ë·n viewr~,d in terrnl':: 

of Herzber·g ~ r:; rno t lv ut·, Jciné:1 l i,û1d r:=.•rn· ic: hmr:,·nt. f ;:JctorE';, c:ould 

be argned tha.t qua .. ljJ::.7 of wurking li.fo ucc:u.rr"i whrc.·n a. ,:lob 

there L:::: oppcn:··l~u.ni ty for gr( .. ,wth a.nd whun J·c13;pc.1nr,::i b:i.J ity, 

advancemcnt and recogniti.an hrR providPcl. 

Tablr:-: 13 _ 2 11 

Prenler paints D SC NASGO~l 

Important : Unimportant [mportant : Unimportant 

No :Xage : No : %age No :sage : No : lage 

Important : Unimportant 

No :%age : No : %age 

hallenge of work 
----------------
1ariet.y in work routine 66 ss.o: 34 : 34.0 66 55.5: 53 44.5 56 : 46.3 1 65 -ti3. 7 

1 1 1 1 
1 1 1 1 

")eting/working with a ,·arie.t.y of people 40 40.01 60 : 60.0 60 50.41 59 1 49.6 50 : 41.3 : 71 58.7 f 

1 1 1 1 1 
( 1 1 , , 

·!am work 48 .rn.o: 52 1 52.0 49 : 41.2: 70 \ 58.8 44 36.4 77 63.6 
1 1 1 1 1 , 1 ' 

, l 

11operation at wo1•k 37 37.01 63 I 63.0 29 : 24.4: 90 : 75.6 45 37 .2 76 JJ2. B 

An insight lnto characteristics associated wlth 

challenge at work t3how,."!d tha t ma:j ori t~.r (Lf the workern in 

the studied establishments wanted to be a.llow,2d 

sign.i.f.icant. cont1,0J Hnd :freedorn t.o decJde hu1;-l t.bey· would 

carry out: t.heit· w,·.:irk. Ar:3 ~::;lwwn .i.n table El.::::4, 66.0 

percent in Premier pain ts, !:1("). 5 percent; in D::::c and 46. 3 

percent in N.A:3CON beLi.eved t11at Jt is :i.mport.ant for them 

to be allowed variet:y :in work routirn:1. A.1.so, ll"!SB than 

half of the re:.=:;ponclen t.E:, ( 40. 0 pe.t•een t. in P.rem.i.er p,:lin ts, 

50.4 percent in DSC and 41.3 percent in NASCON) att.ached 
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muah importance to meeting/working with a variety of 

peoplr:.\. Fur-thr:n·, 43. 0 perce.•.nt, 41.. 2 percent ;:u1d ;313. 4 

percent in l?r·ernie.r pi::i:Lnts, J):3C F.J.nd N/\f.;CON rec:p::cti.ve.ly 

way, only ;37. () percent in P:cern:ter ra.ln LE;, 24. 4 percent 

in rn;c Fi.nd ;37. 2 percc·nt, :in N/\ECON r:JLl:,ë,J.chcrJ f:dgnifica.nt 

impor·t:.a.nc(~ tu c.·oup,:::.ré:i.tJ.ori r:·,t wor·k. 

Ei.bove, • 1-
1. '·' 

chrü Lerige of wo.rk _ 

,ile 6. 25 : Index of Self - Esteem. 

Premier paint.s 

Frnw :i.:nforrnëJt:lon 

f.::tud:i.ed 

!) S C NASCOtl 

Unlmportant : Important UnJmportant: Important Unimport~nt: Important 

No :%age : Ho : %age No : %age : No : lage 

.f - Esteem 
·-----------
.side life affects work life 'l'i 

V~ 32.0l RH 58.0 39 32.B: 80 67.2 16 13.2 105 86.8 
1 1 
1 1 

"king wl th people froID my tri be always 32 32.0l 68 68.0 65 ~4.6: M 45.4 83 68.6 38 1 31.4 1 

'1 
1 

1trlbution to personal satisfaction 20 20.0: 80 80.0 33 21.1: 86 72.3 25 20.7 96 1 79.3 ' 1 1 1 
1 1 1 

f accomplishment. 13 13.0; 87 87.0 21 11. e: gs 82.4 50 41.3 71 1 58.7 1 
1 1 1 -
1 1 

~ognition from friends 21 21.0; 79 79.0 44 37 .o: 75 63.0 61 50.4 60 49.6 

1 appreciation by management 26 26~0i 74 74.0 33 31. 9: 81 68.1 30 24.8 91 75.2 
1 1 
1 1 

ent to ~·hkh present lHe style leads l 1 
1 1 1 

good future opportulntiee in llfe ,30 30. o: 70 70.0 21 1 17.6: 98 82.4 41 33.9 80 66.1 ' 1 1 1 

' 1 1 

ent. to wl1ich the work 1 do con tri but.e 1 l 1 
f 1 1 

soclety 28 2s.o: 72 72.() 13 1 10.9; 1(15 89 .1 43 35 .5 78 64. 5 1 

l\n insi.g11t. .i.nto sc1f c~3t,1:,r~;n c11.'.'.'tt':·:.1..:Ler'\.t-:,'.i,::c: r::}1,)wr:<d 

that. l)J,'J ,j O l' .:1 f:. Y ··) r \..,.1. th,) l:':·_,:,i_"•C :·;dr:' t 1 I_ :·.:, t.J1e t:l 11' e e 
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/\ .l f·'.1) ' 

~~'l. 7 

DSC a.nd 

NASCON re::;:.:pec'.tively who beil:i.eved otherwic-;r?. l'i.gain, 

majority of ~he respondents (74.0 percent in Premier 

painti:: ., fü3. l :pe.rce.nt :i.n DSC and 75. 2 perce.nt in NAJ3CON) 

at tac.bed importa.nce. to the degrce t.o wh i.ch thej_r present 

j O 1:i::; apprcciatcd the:i.r rrtr:1.nage.ments. 

Fu.rthermore, a. E,1.gn:L:f:1.cant propo:ction. uf the r·e1:;pondents 

in the three eE:t.al.d. l.r:hrn1:1ntG ( 70. () p1;ru.::en.t in Prern ier 

paintr:.:, 132. 4 pe.r·cent in D:3C and t3f3 •· 1 por-cent. in NASCON) 

attached grea.t :i.mportance. to the bel i.ef tha.t. present 

life 1;:;ty le lee.ds to good fut.u.r·e opportuni t ie1:; in. li:fe. 

In the s,1.rne vein, a. good proportion of the workerE (7? .. 0 

:percent in Premier paint.;=:-;: .. , l:3f). l percent :Ln DSC ;:J_nd. 1:34. 5 

percent hi NI\SCON be 1:Lnved tha.t i.t ls irn.pol'L:1FJ L fot· a 

wur·ker to k.now the cxti:~nt tn wh:i .. ch. hJ.;:;,/11c,-r:· work 
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contributes Lo i:;nr.:d.fd;y. Howevr:n·, thor were r:;i.gnificant 

,·,-F 
.-'A-

1. L .i. :::.: J n;p<'J lit.-::: ri 1-: f '·-' r· ,::: r11r_, r-k ,,. r t.c• 

. , 
liJr:".i::t. 

pe~ccn~) and DSG (B~.4) r0rcsnt) bclieve0 that present 

job ,0·.J:1ot:. ld l e-0:.dr; to e,;:;;e 1 :f --a.r:curn_p.l iuhmr::·nt wh. i ir:~ E.tbout 

Furt.her, mtiny repc:ndentr; ( 'hJ. 0 percent in Prc-=md.er 

and CJ. 0 percen.t in D::-;c) br::: l levud. th.a t it:, }
• c:• 

.,.:i 

important for a worker to seek recognition from friends 

while -'H). (3 per·c.ent in Nfü3C0i--i did not Empport ·Ll:d.B idea. 

SE:~.I ··- e:=::t,f.'(:!If1. c·c,1J.l.d. l')<-:;. r::1.r1 ~1>r,.c!t:~r:;(:;;'.J]cler,t, ·,1r.-1-r·i~JèJ].<:-;_, f]E~ \•Jell 

would be'happy wi~h their current work ]ifs status while 
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le 6.26 Index of Quality of life. 

Pm1ier paints 

Unimportant : Important 

lity of life 

good food always 17 17 .o: 83 83.0 

e a comfortable aand peaceful home 21 

e a government that is managlng the 
nomy well 18 

e a govern~ent that is providing 
1loyrnent and curbing inflation 28 

e a society that is free of corruptlon29 

~ a society that rewards the lndfvldual 
initiative and achlevementn life 29 

free from deadly diaeases 18 

e good relationship 1ith our neighbaurl4 

21.0: 79 

1 
1 

rn.o: 82 
1 
1 
1 
1 

2a.o: 12 

2s.0: 11 
1 
1 

1 
1 

29 .U: 71 
1 , 

1a.o: a~: 

14.0; es 
1 
1 

79.0 

82.0 

72.0 

71. 0 

71. 0 

82.fl 

BS.O 

~ close friends and conpanions 54 54.0: 46 46.0 

If every moment while not thlnking of 

1 
1 
1 
1 

,mow .rn 46.o: 54 54.0 

iked and appreciated by friends 

inner harmany and peace of mind 
a government that provldea basic 

'S such as good 'ifa te1', roads and 
":ricity 

~le to give my children the best 
fe 

Qualit.y 

Nig,Jr:in 

.. , .(:­
\_) .L 

1 
l 

se se.o: 32 s2.o 
1 
1 

29 2e.o: 11 11.0 

1 

15 15.o: 85 85.o 
1 
1 

1 
1 

04 04.o: gs rs.o 

l.i.fe 

D S C 

Unimportant: Important 

no :Xage : No : %age 

14 11.s: 10s 

.19 

18 

,')1"/ 
!,:.. 

28 

29 

60 

16. 0: 100 

15.1: 101 

1Et. f.): 97 
1 
'· 

23.5: 91 
1 ,. 
1 
1 

2.S.f; R5 
' 1 

24 .4: Pù 

fiD.4: 59 

51 42.9: 68 

2s 21.n: 93 
1 
1 

29 24. 4: so 
1 
1 

30 25.2: 89 
1 
1 

1 
1 

os 05.o: 113 

1 
1 

07 05.9: 112 

() .f 

88.2 

84. 0 

84.9 

81.5 

76.5 

71. 4 

75.6 

49 .6 

57.1 

78.2 

75.6 

74. 8 

95.0 

94.1 

NASCON 

Unimportant: Important 

No : %age : No : %age 

16 13.2 105 : 86.8 

15 

22 

29 

24 

27 

25 

48 

12.4 

18.2 

2-1. 0 

19.B 

22.3 

20.7 

39.7 

55 45.5 

53 43. 8 

106 

99 

92 

97 

94 

96 

'73 

66 

68 

38 31.4 83 

27 22. 3 94 

13 10.7 108 

09 07.4 112 

,_ 
1 

87.6 

81.8 

76.0 

80.2 

77. 7 

79.3 

60.3 

54.5 

56.2 

68.6 

77. 7 

89.3 

92.6 

i'1ppa l.L.i:t1g 

whi.le a 
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pûop 1 c D1J.bc; :i. etr::. un uu r:i --;c;:t,,.trida.rd .'J.c:cmrnr;uda. t :1. un, tuud, 

1. 1 mec .1.cr.i .. r::,are., 

qu.,:1lit.y u.C wocking J.ife of :î.ndn.,Jt.ri.,:il ',1:ur·lrcr~:.: _ 1:::1nc:e they 

they attributed to fourteen indicec of ~1ali.ty of life 

ai:1 they nf.Jectcd. the:l.r· q1J.tili.t.y of v1ork:Lng li:fe. 

tha.t m.]~i or·:i. ty the three 

of quality of llfe. 

cl i.c::pë:t.rity :l.n the percept:..i.onG of qn;:i.1. 'i.ty of lif e o:f the 

Informutlon i.n t:..a.b.le 13.26 i:;b.01.'i,r::Hl thr:1.t m,::.:,,:jor:i.t,y of th,:.> 

workef:c: coverf}d in t.h:i.1::: f.:;urve~ 7 
( e::s. 0 percent at P:r·ern:Ler 

believed that it is very import~nt to eat goud food 

alWf.3.')/8. Alr.=x1, 79.0 per·cent .-"Jt prerni.er· pa.:i.n.ts., 134.0 

percent. i::1.t D:-3C ,:1ml 137. f3 p<::•r.·cent a.t NASCON be l:i.e.ved tlv1t 

i t iG nigr1if icant ly irnpo:rto.nt t.o hu.v1:: ,'.:!. ccmifor· t.e.b le r:ind 

pe;::cefu l home. /A.'B high a.e /32 _ 0 fJF:1'.'CE!nt ~ 134. 9 per·cent 

a.nd 131.~1 percent ,-:it. Pem1.cr p.:::d.11t.:..s, 1:i:-;c und NASCON a.r.·Q;1.1ed 

that :L t :i.f3 Bign if icunt: . .ly importi:::.nt to ha.vc:: a. · guvernmer.it 
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responclente ( Prcm:1.ex· . L'a.Î :n l:,r;, 72. 0 p1,·ircen L, r,::;c: 01. 5 

per-cenl:. and N/\r;CON 'TG.O vr,!rcr~nt) cont.r:!ndr:,d thc,t, i.t J..s 

very impori_,.=.:1.n.t to ba.ve a ,0:,:ovr:~rT:1rrtent tba.t prov ideg 

pPt'Cl::'fÜ, in fX::,('. ;_i.nd nO. ::.~ T'('J·;:·r::HL i..n )l/\i::;(,:'.()l)) naid tJt,3t, :i.t 

1s sjgnific0nt]y importan~; to bav0 8 soclely th~t lt 

frr:!e of corr·u.r·tic,::·1 whilr:::· 71.0 :prJr·c1·!11t t1t Pr·crn:i.",t:' pnintc;, 

.l.ncli v :L dU.'J J ,,, f G1'' :L r1 j_ t :L::i t '.i.ve ·'J r1d é.·i.c: h i ï:.' vemen t:. _ f\ lr:.o, a 

at Pr,:·micr· :p.:::d.ntn, ?5. f> f··erc.ient .;:d:. D:3C ancl 7!.:l. :J pecc1::-nt 

o.t Ni\SCON p;uppor-t.c•.d. U:îhir:.;. :i.d.ea.. As: rnu.ch a.".: 013. 0 percent 

at Premier- ra.in L::;, 130. ;3 p0rcent a.t NAF;CON a.ml a.bout. ha.lf 

(49.13 I,erc,:?nt) at DSC f:J,éi.:Ld that it i2: r::d.gnificr:mtly 

import.a.nt to hnve good. rc l,y!·, :i.or1.r:.:h :L·p w:L th. our ne :igh boue;. 

Howe.ver, Bmne of th r<::1:::pondent[:i ( 41,-",. 0 percent. a.t Fr·emier 

p,3.int.E;, 5?. l 1,ercent 1:1.t Dl3C and ~j.:J. !:; rr:n:·cent a. t:-JA:3CON) 

argu.r:?d thn.t i.l:. 1u very jrnpurta11.t 1.;o bn.ve cl.ose fr:i.cinck: 

and. compa.nionc. There waa a significant disparity 

acro2,r;-; the El t.ud1 E·.d f :i..rrnr; in t.:.h.e at t. l tudee of U?spondents 

tow,,J.r-dn J.:i.fc er1joym1;:.nt. Arc:. chuwn :i.n tbc dr:i.ta. obtai.ned, 

aaE; rnuch af:; 7)3. 2 pe.,:·cent nt, DSC be.J.:i.,.:'!ved t...h.:::it j_ t if; very 

importcn:tt. to enjoy every rncrnent whi.J.E., not Lhinking of 

t.omor.row a.r-J aga:Lnst 64. 0 p1°:rcf:mt r::1.t Peerniem pa.intE; and 

56. '.2 percent. a.t NA:3COM. 
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p0rcent at DSC and 69.6 percent at NASCON aargued that 

it J.E~ f:;:i.grd.f ic:D.ntl y importa.nt to be liked .=-:i.nd 

appreci.i3.t.ed. by frj_enclf:; ,:i,:: a_g;:J_·J.n.1:;t. cn.ly :32.U per.·c.r::·.nt r:i.t 

by :l.'riends. 

NA:~.CON 77. 77 percentO contC:·ndcd tha.t it :i.r:.; E;.i.gnificnntly 

important to ;::: J..1.v.,,1ys ha.ve :inn.e.r ho.rrnony ,':i.nd. pea.ce of 

J.•a:i.nte, NASCON 

elecrlc:\.ty. In con(:·11.1.F,:i.c,n., ,,J.J.mo:,;t n.J.l. the inr.h.intri.al 

WCJrkr::?rr:; cover·,::•d in thi..r0; r::.:ur·vr;:y (Df:j.0 rcr·ccnt r1.t, Pr-emler 

b""lieved r::tr·ongly th;:it J.t 11,; vcr·y i.r.11por·tur1t. to· LH,1 ab].(, 

u.nr.ler qna.1:l. ty of l ife riur i ;ë:l :i.t .:1 n1Jrner ic:a l expre::::e;iun 

for 11tiru,,n1 wc•e bcing br-oa.dly cuvered ,;;1bc,ve. R.=:i.Lher, the 

. 1 · 4' 1 ! .1..nr 1cc•.r; l:'f.::' .i.: .e.c : .. o. combi.n,::~t:.ion of the E;ubjr:::ct-J.ve fr-;•r3lingr::: 

and the r::nv:i.rurnnent. .i rn•1h'i ch tl.·,.ey l :i.ve and •.•.?(Jr·k. Qnal:i.t~l 

of liff-J rr::.fer·s nut juDt to s1Jr 1liv,.1J nnd the at.Llnmi:·~n.t of 

a. good nLa.nd.a.rd of living, but a lr:;o t .. cJ the con~.:r::;·nt- éi.nd 
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Table 6.2'7 

Premier ~'RÏnt:s Il S C HASCON 
--------------------~· ------

Satisfied : Di3satisfied 

No \lage \ Ho \ %age 

Satisfied \ Dissetisfied 

Po :z2ge : No : %age 

Satlsfled \ Dissatisfied 

No :xaee : No : %age 

rial/Extrinsic factor-
-----------------··----

28 2s.o: 72 7Vl 32 1 26.9] 87 73.1 15 12.4 1 106 87.6 1 1 
1 1 

', 1 \ 

ge bene fi ts 27 27 .o: 73 73.0 26 21. 8: 93 75.2 10 08.3 111 91.7 
1 1 
1 1 

ing hours 70 10.0: 30 30.0 lû5 B8.2: 14 11.8 108 89.3 13 10.7 
1 1 1 
1 1 1 

security 32 32 .o: 6H 68.0 23 1 19.~) 96 B0.7 32 26. 4 89 : -73. 6' r 

One 1 . . c imen:=.-;.1.on ():!: work Jifn ter·rn,:')d ··ma.ter J1:1. l or 

(Peil 197?, ()l·.wol.i. J.::)fl'.-::) a:.~~ lwvJ11g an J.mportant. ef:f1:"Jct. 

on at work. 

sat.isfactior.1 ,;,rj th rnaterJa..l or ext.r.tn:3.ic E1,:?t:.=:,p1:,cts of 

the.i.r jobf.,;. 

nv,,jority of Uiern acroé1t3 t.he t.11re 1,ë! .f.i.rn.1::-, (7:::i.o percent: 

pay. On t:.}1cèl t.ho otl1e.r l:iflnd, on 1 )l n. few of them ( '.~8. 0 

percent., at. PremJ.::::.t' pa.î..nt:3, ?t3.9 percent e.t: DSC and 1~1.4 

pe.rcrn1t. at. NAE3CON) were E;at:.i.r,3.f.ied with tbe.Lr par. The 

low leved. c;,f sat.iafac t: .ion w.i. th pr,y found among the 

respondents 1s :not un1.:?.xpeet.ed. Evidence from a numbe.e 

1.3E3 
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frequently identify wages as a major source of 

di:::JEJa.tir:;f,:Jction wit.h th.eir jobf; (for ex.ample, l?eil H:!72, 

Mgbe :l)=oi!:::31). !\g.::d.n, in tl:H,~ NigerL:Hl ccntf:.ext, the picture 

may have been warsened by the harsh 0cunom1c conditions 

::::hot u.p wi..th tb~i worker·s biê<i.ng the wor1:::t for it. With 

the prF.waiJ.oing high cr::,:c::.t of U.•1ing, wor·kerr;· f3ala.r:i.es: r.-:u:; 

it wcre, can no .l.cngc,r a.fford thcir 'b,;F;ic nec.ef3sitie:::: 

like food, sh~lter and yet they still go to, work 

everyd.ay. 

Ar; w.i.th p-'.:,Y structure, 0111.-sr a mnn11 proportion of 

respond!:1ntH .in the Gt.rnUed f Jrms ( :~n. O percent for 

Premier paJnt::.;, '.?LD percent. nt DSC and n.;:1 prJrc:ent. at 

NASCON) exp.!'t:::;:,:sed Bat.i. G:faet.J on wi th the fr :ingr~ benef i ts 

whJch worker:.=:, in t}H:> three f.i...rm::, rece.ive cm the .job. On 

the oth,sr hHnd, a va:3t ma;ior.it.y o:E re0.1ponde.n.tf:, 

represent .ing 7:::. 0 percent at Prem..i.er p,-:'1.1.nt.f:1, 

were clJf::satl.sfJ.üd with t.hci.r pay. t11t::,c, '..:12.0 percent at 

P.renücn.' paintc3, JSJ.:.:J percent. at nr:·,c ;::wd 20.4 perce.nt. at. 

NAGCON G;{p.rflz:=:;ed r::atisfactiun w.l.t·.J1 their job r:. 1?.curity 

wherecH3 aB 1nuch -::.is fü:l. 0 r•ercent .for Prt,m.ier paint:3, 80. 7 

perce.nt for D::-:c and 7'3" G pe:rc:o:n t; a t. NASCON WE-H''I·?. 

dissatisfled with their job securlty. ./\.11 except1oné1 l 

response was reported in the case of working hours as 

expres~::::ed :3at1~~fact..i.on w:i.t:}1 l'.heir vrorking hou.t':3. Af:: 

shc,wn in t.abln C.27, 70.C p1.::t'Gent; at Premier pénnt.t=.i, 

:t.S7 
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e;atii:;fa.ct.ion w.i.Li:1. theLr ,,;rorking hc;1_1r·1::.. \)f1ly :30. O 

pe rcr:':'n t, · J .1. . U I"".'J'C en. t. n nd. 10. 7 p,.,cc J"<.:.r,,·nt: éd.:. P r·r.::•rrd.cr 

f'é:J inti:;, 

with Ll:1e ir ·working hn1n:·r:;. 

TabJ.e 

Prem.ir:r paints Il S C N 1\ S C O tl 

Sati3fJed : I'lssatisfied Satlff1e~ : Dissatiafied. Satisfied : Dissatisfied 

ructural coni:,~t.rnce f r1,ctor· 
--··-······--·······-----··---·---·· 
per~· i sor rcn~pe b:1l t: 

equate in.formation te do job 

pervisors able ta g1ve clear 
sponsibilit.ies 

•ough support and equiproent to 
b 

pervlsor able to get people t.o 
agether 

do t.he 

work 

Hi 

f.4 

86 

28 

72 
1 
1 

tif. .0; ? 1 
\1'1 

l 
1 

64. o: 3f. 
1 
1 

1 
1 

ss.o: 14 
1 
1 
1 
1 

w.o: 72 
1 
1 
1 
1 

12.0: 28 

1 
1 
1 

1 
1 
1 
1 
l 
1 

1 
f 

... , ~ () 
,:l•t.(J 

30. 0 

14.0 

72.0 

28.0 

P.5 

87 

89 

31 

106 

71.4 \ 

72' .1 i 

t 

74.8: 
1 
1 

1 
1 

2s.o: 
1 
1 
l 
1 

89.1: 
1 
1 

2-1 

3~: 

30 

88 

13 

2,S. ti 64 52. 9 

?f..9 107 88.4 

25.2 108 89.3 

74.0 31 25.6 

10.9 111 91.7 

-workers compe.tent 
Another 

71 : 11.0: 
... .. .. #~ 

c11.mens1.on 01: 
29 : 29.0 
work .LJ.fe 

106 : 89.1: 13 
te l'llll.':H.:1 " 

: 10.9 107 
S t.ructura1 

88.4 

compet.ence factor" Wélt3 meaE:rn.red by t"i"";. items. 

in.format.ion, equ.i. pment a..iJd të-:upport are ad.equa t.:e 

Thif3 

that 

t.o d() 

the job and t.hat supervü3orlë3 are able to r~pe11 out clear 

responsib1litles and to elicit the cooperation of fellow 

workert=::. It was Rssumed that the greater a worker sense 

reso,irce,'3 Hdnq_ua te, .re::c,pon::, i b iJ. .i. t ie,::. uncJ.ear, t.ho 

57 

14 

13 

90 

10 

14 

47 .1 

11. 6 

10.7 

74. 4 

08.3 

11.6 
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greater would he a wcirker·s sense of dissatisfaction 

wi.th the job a:n.ï.1 perl.w.p": the gre,èlter· the U kf.i UJ:ioc,d of 

ineffectiv1::· d.c1livery of r:;crv:i .. ce,:::. From the da.ta j_n 

E:t.ructura.l ccm.rpetencr::; fuctors. For e.;,:ample 13!3. 0 percent 

at NAL;coN E1.;{_[;r"(;','3E:Jr)d f?i::1t:l.~c.:fuct.:Lon wi Lb the perception 

that Uieir f;uperv:Lf-;or2: were com1:ie::.tent. 134.0 pcrce·i:lt at 

Pnë!.m1.e:r p,3.int.::.:, '1:J. l p1::'!Tc.en t .. nt DSC n.nd 13/J. 4 pr:n·cent . at 

Nfü3CON be.lJ.e.vcd tha.t inform.J.tj_on a.re ,.:idecpJ.::1.te to do 

their. jobs while BG.O percent at Premier paints, 74.8 

percent él.t DSG r.Jnd. 13:J. ;3 percent. at NA'.-3CON expresF.;ed 

E:ati::-;fact.ion wi th the a.bi li ty of the i r EJnpe.rvisors to 

spell Al.so, 

majority of the respondents (representi.ng 72.0 percent 

a.t. Premier ra.intf:;, 139. 1 ·per·cr::nt a.t DSC .::wcl 9.1.. 7 percent 

at NM3CON) eY:p,:·esf3Cd :-::a.t.ic::faction wit.h th!.:! n.bility of 

the:Lr E;uper.·vif:è:orB to elicit the cooperat:i.cm of otbers 

wh:i.lu 71.0 percc-:nt. at Pr·errder :pa.int;=.;.:_, :3:3. l percerd·. a.t 

D:3C and /3l3.4f.1 pr,Tc;:o'nt a.t NJ\.:~~CON were 1:;r:J.t:.is:f.ied. wt.th tlie 

t.ha.L 'felJow workerD com:ç,etent. 

However, only a few of the rePpandents (representing 

23.0 percent at Premier paints, 26.0 percent at DSC and 

25. 13 percent at NASCON) exrr:ces1.::ed fJéJ.t.i.sfrJct ion w:i.th the 

Pf."!rceptions thi:ü, tb.ey h.'J.d adequ.:=Jte support and equ.i:prnont 

to do their jobs. Majority of the responden·ts, 72.0 
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percent at Premier pai.nts, 74.0 p0rnont at DSC and 74.4 

and equipment to do their· jobr=:. 

TahJ.i.=i G. ?D D,,~ gree cf f'.i'\. t: \. ::3 f, ,.1.~ t .i ur1 ,,.., i. t .]1 H ,1m.0-,n J:'C! 1 c,. t. J 0.1 ·1 f n c tu r·, b ){ 11 

Human relation fa~tar 

Go -worke;w friendly 

Supervisor frlendly 

Chances gocd to make friends 

Co - workers helpfu1 

Supervisor concern!d about ae 

Co - wor}:ers lnteresl:ed ln Ee 

Satisfled i Disaatisfied 

36.û! 1 J 1 
l ·~ ' 14. 0 

1 
1 

H~!.-0! lH 
'. 1 
1 J 

a1:a1.o~ 1a 13. û 
I 1 
1 1 

03 83.o: 17 1? .D 

B3 63.o: 11 11.0 
1 
r 

97 97.o: 03 os.o 

10S ' 90.8; 11 

105 

109 
' l 

91.6: W 

108 90.S; 11 
1 
1 

109 91.f,; 10 

25. ~; 

09.2 

()f.i.4 

oe.2 

08.4 

The t-.:h.ird d.i.mens.i.nn of worJ.: 1.i:fé,, ...-.,11ccwip,_1f:'C:Î.il(~ 

.1.tenH3 di:=.ia11.11g with thei e.oc.i.2,l rel.,,1.·.l.(1n.Fhip:.'.' of 

Huméu1 r,::::1<:lt:1..::in:-:,.: 

N A S C O H 

Satlsffgd : Dlssatisfied 

f0 :iase : No : %age 

107 BEU 14 11. 6 

98 81.0 23 19.0 

111 90.9 11 09.1 

11~ 0 /, ,, 
1. '1. l 07 05.8 

93 76.9 28 23.l 

111 90.9 11 D9.1 

;:::-.. b~ 

l/i'() t' l.;: 

.f t' j en::1 c}1 _i j.:,, 11,::1 lp f,,, J.ric::::,c: i:uid co11nn r.t.l érn;unn t n l J C'-~···' wort r>r:J 

:! ~1(1 
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i temr'l covered in tlie i=~ tudy. lnfact. as large as 86.0 

percent ut Prr:,.micr pa . .l.nL:i, DO.n per·cent a_t !);::(~ a:nd. 1313.4 

pe:r.cs•.nt at. N/\:3CON und. 1:\'.?. 0 f!E'rccnt. a.t. Pre.rrd.•::,r pn.:Lntr:;, 

r.e1::.:pondentc::, 137.0 per-c1:::T1t, '.J0.13 percent a.nd 90.9 percent 

at Prunier pa.1nts:, f)f--;c r.Jnd l:îAr:coM r-eE.:pr?c:t:i.Vf:.'ly W!-'!J:""0 

satisfied with the belief that Lbelr jobs offer good 

cha.nceEi to muke tr 1.r:::•ru.lB. l\l so. u:3. 0 prn:·c:c:~nt n.t Prend er-

expressed satisfa~tion wi.th the kin~ of help they 

perc:.ent r::i.t. Pr-nmi.c:·r- r-,i:üntfè'._, 1)0./3 percf.?nt c"'J); D;:;c nnd 713.!J 

per'·'.?nt ::it N!\EC'.Oi:-i wer-e Bi:Jti;:;fied with th(-:- c:·cncer-n cr10wn 

by th.1-::: :i.r f.':uperv :iD<.H'E::, r:i.bou.t them. 

repund<:-:;n ts ( r·r:rprer:1ent:. 5.nr::; 9'1. 0 r,ercc-,nt at Prem:I.er pa.in t:,,;:;, 

Dl. 13 percent é:1.t DSC and 90. n p1:;•r-ce.nt F.1.t Mi\:~~CON) 

in thern by tbe:l.r fello\q worker·f: .. 
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able 6.30 Degree of satisf!ction with lntrinsic factor, br Industry. 

Premier painto D SC NASCON 

Satisfied : Diseatiefied Satlsfied : Dlssatisfied Satisfled : Dissatisfied 

No :%age : No : Xage No :Xage : No : lage No :xage : No : %age 

ntrinsic factor 
---··------------·--
nterest.ing work f.4 64. (): 36 1 36.0 46 38.7: 73 61. 3 34 28.1 87 1 71.9 1 1 

1 , .. 
f 1 

:an see resul t.s of iiiY 1..-ork él,1 84.0: 16 16. (1 54 45.4! 6:, ~··1. fr 112 92.6 09 1 07.4 1 
l 1 1 , 

' 
~eedom to do job 58 58.0) 42 42.0 53 44. 5 'r 66 55.5 46 38.0 75 62.0 

1 1 
1 1 

:an do jobs I ara best able 65 ss.o: 35 ~15 .0 34 29.4: t5 70.6 36 29.8 85 70.2 
l 
r 

1pportunitr to develop abillties 69 69.o: 31 31. (i 41 34. 5: 78 6:!.5 28 21.5 95 78.5 

Another imf~rtant dimenaj_un of work life covered in 

fi ve .i. te1m3 . 

to ,vh.tch work 1<-,; p1:~reeJveid as .i.nt:.r..i.nu.\.c;_\JJ.y .1.1;'.:.c1·,.-::,~t.ing, 

;:1s r3ufficientJ.y con·1plc1;{ n.t1d ,:.;u affe.·t·•J.i:l,:: c·r·1.·,c,:'f.·,,1.;,.t t.y to 

e:ueli 

l:.t0.1c11.n0Jogy. ir .... ,1 t:=~blc O. ]O, 

w.i. t.b 

v :i. t · t. u ~,, 11 y El 11 t 1.0 ,:: .i. ; 1 t .ri. n ,::: .i. c: f n c: 1. u r :t t ,:-:, m ;::; . the1·e 
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thair work was interesting unlike 38.7 pGrcent jn DSC 

painte: percGnt) 

expreE;r:;cd. E.HJt LE;fnct ion ·w:i.t.h tbe b~· l ief Lh.a.t thr:ry could. 

finding was not surprising nince bath Premier paints and 

prod1.1cf:..s which .'jl:'t,=: 1.J.eed by oth,2r 1:irrnc ~:!::rc;,.:.:r:.: Lhf', 

cou.ntry. 

percent) [:-JC:d. 

oppcrL1Jnity tr . .i d,·,v1,Jc:r tbeir :1.b.i.l:i.Licc.. 
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rable 6.3! Degr!e of sa~isf~ctlo~ ~lth resrondent's persanal state of œind, by Industry. 

Premler palnts D SC 

Satisfied : Dissatisfled Satisfied : Pissatiefied S3tisfied : Dlssatisfied 

No :xage : No : Xage 

Personal state of mind fact0r-. 
-------------------------·-----
Fee ling/iilood 33 33.o: 67 67.0 2'1 ,,~ 11 

,".. l. ~ 1 1 
(i~ 
._r/_, 77. 3 31 25.6 90 74.4 

1 

' Domestlc quarrels 3fi ss.o: fi4 S4. 0 25 n.o: fl4 79.0 34 28 .1 87 7l.9 
1 
1 

Sicl:ness of imrnediat.e faliiilY members 3:J 31.0: 67 67. 0 44 37.0; 75 63.0 37 30.8 84 69.4 
1 1 
1 1 

Family probJems 3'1 :J7. o: 63 63.0 ~!4 20.2: 9~i 19. a. 18 14.9 103 85.1 

fe.ctor item$. The .itemr, i..ncluded n wo.1.·ker··:3 fee.l..i.ng 

t.hat. î1e or 211,,3 wa::; "not: in the v;u.rJd.riq, mood'', preoence 

of 3 ~ • l " uo:ne:=<.L:,.1,.: r•:t:Q .,Jem:3 O.t' in 

tl1e i.mmed.i.at,:i fam:i.ly o.nd regular oc;::urence o.f problems 

in t:ho fandlr. 

j • t ' 1·· 1 ' (J .. t.r~f:18. ~,J_s:·:-2,c~ t.',J ().n (i. ]J , 

sat1.sf.1ed w.i th thf, .lnvel cf domest.:ic pt·,:,)l:.,Jem:3 or 
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pa i. nt a, 

na.tJc::,fiJ.ction. w:) Lr.1. the fT·P<:J:)r::·1·1c}' c,r i'Jc.c,.:i.i:-r:,ncr--; of ,c.::ick.nc1n,:~ 

:Ln the f ,:rnd ly . 

paintc ., 

f~1rni ly. 
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'Tr:-1.l1le 6_3~~ fiegrec:• of r:;at:L::.1f;:1.ction with flE•.:db:i lit~, of .:iob f;;ict.or, 11 

Pre!ler peints D SC N A S C û N 

Satisfied l Dissatl~fied Satlafied : Dissatiafied _Satisfied : Dissatisfied 

No :%age : No : %age 

xibility of job factor 
----------------------
ependent work and ûiover:e.11t 56 5s.o: 44 44. 0 50 42 .0: 59 f18. \Î 44 36.4 77 \"'63.6 

1 1 
1 ' .onomy 60 so.o: 40 40.0 45 37.B: i4 62.2 

1 
1 

:ponsibility 6fi fS.o: 34 34.0 43 ~6 .1: 76 6~·- 9 

27 22.3 94 77.7 

79 65.3 : 42 34.7 
l 
1 

the f:::tudy wuf::: ter-med "f 1.e}•.ib L 1 :i.ty ot: ;i crb factor·'' .::.~.n.d 1t 

of ind.epend.er1 t u.ntonc•rn:,.c .:J.nd 

Fecm t.bc• in:f r.,rrna t i..on in t.8.b le 

t3. :32, 

m.::i .. :iority 

di1;;::sa.tiBfied 1.-;,.i.th tlioir flt:•x:ibilJty ot .j,:ib fncLcir. Fc.•r-

513. U percP.rd:.. a.t n:-:;c él.nd 0:3. (3 a.t. N/\SCOM 

ex._preBsed di1:;E:a.tiF;f,0u.:·.t·Lon w:i.t-.h the dr::"gree of ind.epend.ent 

work r::ind rw.:ive.ment ·unJ. 1.kr::\ 44. 0 P,:ircent ,c1t. Frcrrci.er p.':1.1.ntE: 

against 37.3 percent at DSC and as low as 22.3 percent 

autonomy a.t. work whic:h they h.1::1.ve. Also, majority of the 

respondents rer~esenting 5B.O pGrcent at Premier palnts, 

the degree of job responsibility they are Bssigned wl1il0 

tha.n h.F;.lf ;:r_t D:3C (:3i3.1 

.19C, 
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sat.ii.::;facl: . .icm wit.11 resr)onE:ib:\ .. lity ,'lt v,nrk. 

Tab1e f1 "::!":'.! ... ... .. ~ ... , • .. .' .. 

Premier raints D SC NASCON 

Satls(ied : Pis2atisfied G;tlsfied i Dl~falisflcd Satisfied ; Dissatisfied 

No :%age : No : %age 

lenge of w:.:r-k foct::ir 
w-------~-----------
ety in work routine 40 4\\.0: {:(\ 60.0 l '1 '-?r, ':} 1 77 f.L7 28 24.0 92 76.0 vv ~:.. ······\•/ 

ing/working wi\:h a varler.3· of 
le 84 ~ A I'" 

,_i1.V1 % (,f, .0 4.l 34.5; 7B s&. r1 68 56.2 ~3 43.8 
l 

I 

wark 79 79.0: 21 21.(\ .gz f;.S. 8: ~i7 31. 1 113 93. 4 08 06.6 

eratfon at li'P!'k t!E ' BS.0) 12 12.0 84 7:).5: 3~ 2D.~ 1 os 89.3 13 10. 7 

Ch.:::11 J~;i11e.-::" () .f worJ,; .ft1ctot: \-',cl~~ ri.nu t.}1c r r.·J j_n,':"'inD j_ n n or 

dfigt.'C:o c,f v:::i.rif,tV in the:ir- ''dUt'.k 1·r11.1t.1n.ss. 

m-::1.J ur i t.y •.. ,. 
•.::~ \ ' ( G!:3. 4 
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work:i.ng , . .;it.h n ,u:1.r:Lel.y of. peor.<l(·'i. 

I',tJ i.n.t. . .:.-:i, 

•· ··-----··-----------··--
Sa\lsfied : Pleeatiefled 

Ho : lap~ : No : IAge 

Sdf - t' ::f nt.":'l f •.:-,l r,\' 
1..: ..:i t. .. ~ ••. ... :;L ·.·'.I.:. 

-----··- ----· ···-·· -········ 

Cut.side , . ~ JL1t' aff~cts WPJ'.k l!f&- Li 11 {l! 
.ll,\11 f\9 8P.O rn 15 .1: 1 ()1 84. g 30 24. 8 91 75. 2 

1 1 
1 1 

Contribution to persona! f:a l:i sfact;fon 19 19.0\ 81 81.0 41 34.5: 78 65.5 33 27 .3 88 72.7 
1 
1 

.Self accomplish~ent 11 11. (l: 8H 89.0 40 33.6\ 79 66.4 28 23.1 93 76.9 
1 1 
1 1 

l!lecognit.ion from friends 73 73. o: 27 27 .0 103 86.6; 16 13.4 103 85.1 18 :·14,9 
1 
1 

Nork appreciation 24 24. 0: 76 76.0 27 22. 7: n 77 .3 31 25.6 90 74. 4 
1 
r 

xtent to which present life. stylf 1eads 1 
r 

10 good future opportuinties in life i7 l7 .o: 63 83.0 32 25.9~ 87 73,j 27 22.3 94 77.3 

11-;tent to whicli the work do r.ontribute. 
) societ.y 84 84.ùl 16 1t3. 0 106 m1.1: 13 10.9 112 82.6 09 07.4 

An c:o \:.11 nt' .i.n·1r: 10.1~ tf:lr.l L .J inH:nH., :l ::·,n ne \,•l,_'\ l'l:.J _l ft, t·. (~ r· n v:.' ç1_ 

":3c 1 f f-~ t~; t, 01 t:': Hl .f fi.!'.) r~ .. ·J 1 ~ " \,1/ ::\Ci :iU:.·~,::\ :!:tl t~t:?çJ \·,,.: :'.' i O 
7 t";: C 1 {~. '.:? j! i ::::, . :J(?!] f ·-· . .: ·' 

J.n J-1- ! , ... 
... t t .L "··' 

J. ~-Jn 
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r·~:.1c·.CJfJ.(I "J.·t i<)I'I from 

r.>'r,rv) ·1·,,, 'I' p-v·;:-, f.·i_t._:·,y_~,,-_, ' •. ·.· t.·· .. 1J.·J··.,.1· ·!_·_.1·. ,·-.··.' .".-.: ë .. i ·,,-·Lr.l. e.·_:r,_ ! .. r:,,··.,_ !.. t.· .. c., w)··, i,_ c)·.1 r . .1l.·H_:.,~ 'f::: VJO r fr. ~~· ·' ••• '·· •• , .•• • ··'· ,_ _; " • - - - J 

d:i..sE,,c1.t:i:-:o:fact·,l:::)n wi. tl:1 -r1ea~··Jy nJ J l:.hc r,:r.:1lf eE;tcr:-,•m itC!lflG. 

24.8 percent far NASCON wsre satisfi0d with the extent 

tn whJ.c:h thclr ou.t.L::ide J.ife affectG t:.J:1c i r· ','-lork J.ife 

wl.1.ile l!J. 0 perce.nt ut Premier· p;:J.intE:.. :34. Ci ps.rcr:.n:1t at 

with tl:1e l.Pve J. of contribution of the i r J of:,;;-; to f.,;e l f 

t . t" t . sa .... ir:-;·.·.ac·. ~].cn1 .. 11.0 percent at Premier paints, 33.6 

r:i t- IYX'. ,.:J.n.d ?:3. l pc:r-ccnt ,:.1.t NM3CON 

dissatisfieJ with their lev81 of self accomplishment. 

Also, few respondents representing 24.0 percent at 

Premier paj_ntE;, 2?. 7 percent. n.t D'.3C and 2f~i. f3 percent at 

HASCON were nut ;:;;:,i_t,.j_r:-;fied. with the lcvc-d of appr·ec."u.ü,ion 

they re.c.f:~.1.ve from thei.r wur-k arid r:i.eJ liLt.l!'.:.\ .:-J.r-::: J.7.0 

pe.rcent ut Pri:,·rnier r·,':Lt.nt::-;, ::~n. !J percent. a.t l)'.:~C and 2:~:. :'3 

percent at NASCON exprcssed sati.sfB.ction on the extent 

to which tl1r:•.ir pr.-r::!E':.c•.nt l.Lfe DLy1E· le.r:i.dr:1. to goocJ future 
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oppor tun.i_ t,.i. e:~. As s~Ld earli0r nn. c·:-:r::·.erd.:. :i.on.:t l r.·· 8 E}(} ::.:~ 

(: n n t,: i. 1.J n L f: :' Li) 

:,n j(.11.J .':-:.i "L1Ju\::.ior1., (Jn.J.,./ f:ift,,,r the .lo•,,:,,cr· oi:-clr=,.r- r,.eed.f.i hF1ve 

:?.00 
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:ble 6.35 Degree of satisfaction with quality of life factor, by Industrr. 

~lity of life faetor 

iel good and be in good physlrRl 
1ndi tion 

tve a comfort.able and peaceful }wre 

i\le a goverm:ient tllat is !Ilanr,ging t.he 
iono;ny wr.11 

ive a goovernment thot is proriding 
1p]oyment and corbing inflation 

,ve. a societ.y t.hat ~s free of 
irruption 

Premier pints 

Satisfied : D13ratisfied 

1 
1 

17 11.0: 83 83.0 
1 

21 21.0: ï9 79.(i 

l O 10. 0: 90 9(!. 0 

1 
1 

07 01.0: 93 93.0 

Jit 
... 1.1 .10. (l: 90 90 .0 

1 

ive. a scciet.y tht rrnir<ls t:he i1,dividual 
ir initia t.i ve and acliJt,;·errnnt 16 JS.o: B4 84.0 

free from delicate Jnfecti~us 
seases 87 87 .o: 13 î~l./) 

re good relatlonship wlth !J nelghboGr 99 fifJ .V! 01 01. 0 
J 
1 

~e close frienda and rompan1ons 82 sz.o: 18 rn.o 

liked and appreciated br friends 

r1e inner harroony and rea(ie of mind 

11e a government. tnat. provldes b1sic 
~ds such as good water, roads and 
"ctricit.y 

able to gire my children the best 
life 

1 
1 

oo 9B.o: 02 02.0 
1 

' 10 10.0: 90 90.0 

1 
1 

1 
1 

07 (li .O; 93 93.(J 
1 
1 
l 
1 

Oî 07.0; 93 93.0 

1" .. / 

(!fi 

OB 1 

(,r, -~ 

10H 

D S C 

10.i; 107 

' 14.3; 1(~~~ 

(!f.,. 7: 1.! 1 
1 
1 
1 

' 
06.7; 1.11 

1 

' 1 
1 

o.u: 117 

! 

' 91.5; 10 
1 
1 

109 91.6\ 11) 
1 
1 

16 D.4: 1.03 

os o5.o: 113 
1 
1 

07 05.9; 112 

89.9 

23.5 

93. 3 

83.3 

30.3 

(l(' ') 
i..11..!,t, 

09.4 

0~.4 

36.6 

?5.0 

94.1 

~lASCOll 

SatlsfiPd : Dissatlsfled 

21 17.3 100 

20 16.5 101 

06.B 

07 05.8 

05.6 

10 08.3 

8.3 68.6 

110 

113 

90.B 

93.8 

113 

114 

113 

111 

38 

11 

08 

112 92.6 09 

22 18. 2 99 

06 05.0 115 

17 14.0 104 

8 
82.7 

83.5 

93.4 

94.2 

93.4 

91.7 

31.4 

09.1 

06.6 

07.4 

81.8 

95.0 

86.0 

.important 
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satisfieJ wi~h w0rk . •0i:::,··o r·cJ 1.rrg to 

F,,1.d_;Jycm1:i et. .:J]. ( J..UCsfl), :i c:: .:J ,_,;1_,b.:_icc·t.i.ve r:.• 1.r=.i.l11..::i.t.iun 

T01h i r::.h rJ .1 r;i:oi .i.n c J. 1J d. cr; c, r ,c :'.:. v .:::I J.1 .. 1.0.• c: , •'Uld 

c~ c.1n1r;,r·r11~1.f:.1. r1.r.:~ ·L \t ,~:.'. .=Jr1d a t.1(:., ut. 

wc:ir· l,hy, 

table O.:Jt'i conr1:..1tef::; cr·i.t..Lc·a.l lev: qn.al.ity of 1:ifr,,· -fnr· 

rna.,:ior·.Lty of !:.l·1c.• r·r:_:.r-:;_puf1d.er: tr:; in th•=.è t.1,r-,,,e, 1:; LncJied 

Int>i.c l:. t.•:..,i:c.r:.: .PL ur, f onr 

0.nd ther-e. waD no uign.Lfic.~n1t di ;_,._;parit.y :in t:.h":! reacl:.ions 

/\::.: tl:ir:~. dnta. c;how, ver-y t'.~c·w 

reponden'Lf:; ( l..7. 0 pr::rc.cnt . .:::-f:.. F'r·umi.er r•r; . .intu, LU. l. pr:-,rcr-Jnt 

at 

r;atir::-:.fa.cticin w.i..th tlie not..ton tho.t Lhe~r fr;;9J t{r:ic:id and. ;01.rr:: 

exr.ir·ef,;:=::ed. ntil..jf:-;f.=-:.cLJ.cn wit.It the notior, th;:,.t thr'!y have 

comf or t,.:.:ib le a.n.d. pi=:, . .=.1.cef1.1.l hcrrie ., wh.i. J..f:, m.uj ur·i ty of the-

wi th item. 'J'l j' . ·1.e c.EJ.Fif!. (", . J):·.J~~~ :Î.f3 Il(.' t Burprir;ing 

since t.b.e cr,;trrbl:i.r::l-uncnt. or,cratî::r·:: a. privat.e rer:.:ident.i.a.1 
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thelr c:hil..d.r.·cn. 

in:f lr1 !:.ion :in !:.bî:·' country. In '.~hr-· ,,.:.'Jffl•:.' v·(=::in, rn,'1Jor·it~, r:-1:f 

16. 0 

country. 

f:i lcct ici t.y. 
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t() 

u::i. vr) }.'f} .L:i.f r_., -

_r)r::\r·c:.c..1 ri t 

!.l!.f'.'ifJ by· 

t}1(ëi.i r· f1:·:le1.:-:J,::. 

Î'J,'.J.C- i.<_·. 

i;J. \TE·.~ T' Ei r:f.~ l...f J. J.:Y. f;' I' j_ ,:1.1·1 ~ 
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CHI\ PTEH SEV rm 

charFJCtf:' r- i::::; t :l.c.r:1 of the r·,, r=-::r.,onr..lent::,;. 

ma de to l cl.en t j f v an.d. r:1r::;r.,;r:1 r-,;r,; l.'J. cnwra.rë:1. t.. i... 'v''C-!. nn;;;_ .l y r::; ·i. r::. of 

t.hr· F:;t.u.d i F,d c r:tn b 1 :i. f:hrnré• n tr::1. 

r-1 f the ':Jor· h 1 i. :f I'-! f o.ct.c•r·r:-: cc11t1'=! 1:·,-:.·d in Lhc r:-· h;:; ç•Lç_,· r- j ri.,::· l 1..1dr.,·d 

rrt. i::·1.3.ct. nr.:i J h11rr,tJn. re J..;_lt. ion:3 

i rw, 1:.. r ·i.nc:. ·.i c:, r:::nc iu --eu ltuc.:,1 l, _r:F·r c;ont; .1. s.t.rJ te of rn .i..nd, 

fle::.:.:LL,j_J.j·t,y of ;job, c'.!-1.::! . .1.J. 1,:ngr:, of wnr·k, r;;e.1.f cr::teern r:lnd 

quul ity of life d:Lrr.:enr:::i..c,nn. 

st1J.c.l :i r::.-d fi rrric. :ç•lacE· h :i. gl1 v,::1. l. ue on. C}~t i· inB J c d.imenr::,: :Lonz.; 

of workl.ife. 

quality of work.l.ng .l_j fe ;:i.rqon.r~'. tlic: r-.:l:,1J.d:l.ed firrnfëJ \.'.1}:üch 

1:ifr:.· i.n genr::r·u.l. 

d:i.~::s;;1t'i.r=.::fj.r}<J. witl1 tbeir work anrJ thr:,rn[ot· 0:!, 

In thir1 (:h,'.'fpf:.r:•r, a.ttr:::inJ:t wa,:.: w:.:1,.1,,:· !:.c.1 :i.,:lc_,nf ... 1-f:.r., 

:=-1.nd - ,. 
1 ,\ J t.h.e f\dj:.1.r; LiW::•nL 

in the ::::Lud :Led Ci. r·Jnn. 
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w}1 i ch 1·Jcc ni:· l.· r:·r i r· ·; l· l, 
·,V '· . , • ·' 

r· F 

n .i c.r" 1· 1 .e::i • 

L. c, 

! .. Ji,:, 

(J:f job 

oppor t:.u.n .. i. t :) i"'! r,, 

purchnr;ing pow,::r of th1:':' Na.:i.ra .. Pr"' er::n.t.r-; a.r·r::,, un"Jb le to 

meet tt1e:i.r r::cimrnj_trnentc: to tl1r:-1:i.r cl:1ild.r..·f:n. 

ta the extorrt that there w~ie N0tian~l strikes in May 

(SAP) which rock•::d the F.:.cnnnrni.c and. Buc:i.Fi.l l:i f1:.•s of the 

country to he.•r founr.lat. ion. 

policy whi.cb ha.1:-; af Iecte.d r:11.l r:.:uc :Lo und t:'C.(Jl10mir:: 

The primary task in this chaoter thPrefore, 

is to :i.de.ntlfy i:i.nd d.iscuBs thr::i i:Jï.H.::.1al j_rnJ,act of thr:1 

a.cror::.:r.::. the tl1re.e 1::.d::u.d ied. f i.rmE;. To assess the in~act of 

the progr,;.1.rnme on tl:H::' qu.ality of life. and. qu":i.lity. of· 

working life, a set of close and open ended questions 

207 
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werP. i3.::'lked ln the qm:•stionna.ire (C)uer::tiomc; 32 -- 4.3). 

Also, .i.ndept.h _i.nterv:i.f:0 ,•.rs conducted for two \i'.0orJn?.rs on 

dLffet'ent occ·i:18:',:'~:t..-:ln:-3 Jn ,?~1cl.i of t.lH:, t.hre1.::, f:Lrmfi on t-.l1e 

men L~ioncd n:.3 :::1hown .i.n table 7. l. 

socia.l. prc.:,bJr:im n12Jor 

20 ;-:,, 
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TabJ.e 7.J. rc=.~·r·cent.,i.ge diF:t;r-ihnt:Lon c)f respon1:::es t.o ma;jo:r Govr-Trunent 
po 1.ic ies · do :=:·.r-0rv ing oer :i.ouf:; at \:.en t ion. 

Pr,::"!.m:ier· N .A S C O t·S 
··- ..... ··- -·- ••••• ··- -· 4 - -- - ·- -· - -·· •••• -. ·-· •••• "' ••• --- •••• -·- --- -- -- - • ··-· --· ••••• ·-·· -·· --- -- -· -·· -·· •••• -·· -- -·-· - - - - -- - - --· , ......... - --

1 

: l1rnnb,;n' \ I'1.:1t'C'è:m to.ge \ Nwnb(,r: Pc:rc1:'!ntnge: Number: Perc;:_~ntl:\g 

Agricul tur1:-~/fuod: 
short.ag,::1 

Educa t..iu.n 

Inflation 

Hea1t.h 

TOTAL 

OA ().). 0 

04 04.0 

1 -:'.! 
_1 •, .... 

100 :JJiO. U 

07 

,··1 1 
l, ! •. t.. 

30 . ::-1 

().-1 - ~2 . 

lOO .. 0 

.]1. 

ll.C 

;.l8 .0 

JO 

Otl ('.L'.7. 4 

OA 

()7 05.f-:l 

l.? J. 100.0 

! 1 1 1 1 l ~ 
----~------------·---·---·--·-····-···-·-·- 1 -·· .. ,.,_ .. ··-····· I . ---··· ... -·---· ---·· ·-· ···-·-··-·· 1 ·--· -·-···-··----··-· -- f -· __ .. _ --·-··--. -···-····-··~ •. ·-· 1 -- ···-······--· .- --··· .. t -··-·---·-··-·-··---··------- li 

cn.ncerni:1 .1.11 lif·r;, r:,ownd,Jy:J, J ,:1;:5.ked Jn tb:-1 quer:>i· . .i.qrnv:,i.rn 

t3er .i(.J1.1:3 v·.r(J t.!.t'V r::.it' c·~(J.r:l(}(:.:.t·r1 _ 

/~ :, : Ç! ("' () t · (1 i t .l f-~ t. ·, () 

( .!. Dl:\f-1) , , t.hr:, y m:,,:' 

r1::' :=o pot.idci11 t wan t. :::-, o L}11,,: .t'l:', \,,J .''\ppre...-.~ .i . .:-.-1. tr:1 !:.h ,.-; J.mp·.·, .1·· i·.,,.ncu a.11d. 

t,J.1c .f~{)\t1:)1·.·t·lrl.1,·:,"\r,t. 't:c~ .rf::(~C)gr1l.f:if::ï::.::~ t.h.i_n 

:unpor Ln i\C('~, in 
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g,1ve thern the rnoc:;t worry and cnncern. Th.ir=;. give.2, 

crsdence ta on eali.er ·[inding by Atlecin~ a.rnor:.f./ 

-. . ) t J na.ne -1.n. .• ma.ttcr:·c ., CJ ld 

r·e f.3J)c1nd_c} n_t.r; .. 14.0 rcrcr:n!:. fcrr.' Prcrn:i.cr pa.intf::, 10. 1 

for n::;c ai.';d 14. U purcc:·n t a.t H/\ECOH rrw:nt :i.onr,:,d 

f u. t.ur·r.:· of t. hc :i. r chi J. dr·e n r.•1h i .l1,1 e. 0 pr,,r,~· ,} nt ,::: t Pi·crn i ''°·' r-

raintE3, 

ment:i.otlf!d hî::'r'! 1. Lh rn;J t·.t.cr·r-:. 

14.1 percent 0t NASCOH) decJ.ared that social p~oh.lem 0nd 

concern nowadays. 

Tab}e 7.? Pr:1 t'Cf1ntaf'.e dJ r; tr .ibut ion of ronpnndt:1nt ·· ri moG t i"'F'.r :tous C( 
1n 1.1f1::'. 

Prom:i.nr p.1 i ri t:0
, 

F~.e i3 J}C).n t~(:~ f:i ? J<l u.nt°t)f? .t"" : I1
1~ .r r::: 1:: r1 t F1ffr~ { 1-1-; 1111l)e r ! ])c .rc~f:111 taf~(?: ! t·-11 .. ~n:lJe t~ : I' e .1:~c 

....... --- -·- --- - .......... -- .... ·-· ............................... : . - .. -· .... - ......... ·- ...... ·- ........... ···- ... -· .... ......... ... .... . ........ -· .. -·· ··- ...... ·- ... ··- ............ ··- - ...... ·-.--· 

Inf1:::,t.1on 2f..0 

~1ture of children 14 J.4 .0 1.? 

l".!oney 40 

oe Of.:J. 0 l :î 

Social p1:'ob1em 07 c1·7. (l OJ 

Personal fulfilment 

TOT{Œ, JOO 100.U 11D 

. ... . .. . . 

.hJ dd;_::n 1..;; t}.1c, 

10.1 

~::l-3. G 

00.[l 

.10.1 

:1.(10.0 

17 

OG 

11. 
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f n.mi 1 :i.u r· it::r. 'Ti:1t· ;· ... :l;·.,.: 

11r1c1 rnr:~lny·rnr~·r1·L c.·.11rnn~~.1 l L,' t.f:!C1. j T.:.-t·.c ;.;c_:c.· ir:11. t-1":.·r1t.:~1 c)n. rr1;-::i J.r1l:{ ~frorn 

dcmn. irin r u:. 1 ... h (1 j -~·- c1f 

J 1. 1 r~ 

t,0:iblr:.· 7. >:.1 w:\.!:.b. ri."-f\'.:.r·d·~-: '...-::, t.l·;c·:i.r· pr-nfer-r=,n.cr'i fc:,r exl..r:i.nf;ic: 

Lt:r., d.•.1:i. ly l:i.vc,1:-_: :LE:: ne.v,,-::c i1J d.onbt. 

/313. l pr::·1:-c·.t?..nt. r:it DSC ;::1nd f:30.3 per,::ent. a.t NM3CON 

br::, lie vr:.id l • 1" .. J. .. C' 

work, while 13[,.U 1,,,n:·cent, 7!:l.O percr:mt r:n-1.d 47 .1 pei:·cent. 

that thef'i::" :i.r:. nc.1 l ifc withont wor·k. 

were ar=; :fol.Lowo: li.·ve, F.·at:. nn.d brcn.tl-i.e y,:,ur worh: (GS.o 

PE:'I'CC'llt ,;J.t M/\i:;c.on), W()"f"k 'l.[3 1:.ht:' cnJ:,; :=::v:.,lut l.UJ.)• Lu :puv 1:,1·\.y 
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fW,.4 

Fi(, 

ry::,•.r.·cr,·r1 \-:.. 

·----·---------"------------------------------------------------
Premlel' palntr, 1 D s C ~l A s C 0 N 1 

1 ------------------------------------------------------------1 
1 Agree : DiGagree 1 1~gree \Di;,ôgret>, 1 Agree. : !Hsagree 1 
1 1 1 1 
1 --------·----------------------------------------------------1 

klomains of work 1 llo :xage: No :%age: N,_1 :%a~e: llo : X:l!lB: No :r.age: No :%3ge: ! 

------------------------------------------------------------------------------------------------------------
k,ife satisfâctio11 eomes/deve.Jops from work 63 : S3 .0: 37 :31.0: 81 !6B.1 ! 33 )3L9: 73 : 60 .3: 48 :39.7: 

1 1 1 1 1 1 1 1 1 
1 1 1 1 1 ' 1 

'· 
1 

~liere is no life wi t.hout work 65 : 65.o: 35 :35.0: 94 :1e.o: 25 :21.0: 57 : 4'(.1: 64 52.9: 
1 1 1 1 1 1 1 
1 1 ' 1 1 ' 1 

ILh·e, eat and brea the your work 66 \ 56 .o: 34 l'H /Il 
p.t 1LV1 74 ;62.2) 45 :n.a: 73 :eo.3: 48 39.7: 

1 1 1 1 : 1 1 1 1 
1 1 1 1 ' 1 1 1 1 

tiol'k is the Oilh' solt!tion to poverty 76 :1s.o: 24 : 24. 0: 75 :s3.o: 44 :31.0: 68 \56.2\ 53 43.8\ 
1 1 1 1 1 1 l 1 1 1 
1 1 1 ' 1 1 ! 1 1 1 

11erive more joy i !J your work than in le.isure 1 65 :65 .o: 35 :35.o: 79 : 66 ..1: 40 : 3.3.s: 73 :so.3: 48 39.7: 1 
·1 1 1 l 1 1 1 1 1 1 1 1 
1 1 1 1 1 1 1 1 1 1 1 1 

~ day at work is longer than a day at rest 1 34 :3.u: 66 :es.o: 52 :43.7; 67 :56 .3: 39 ;32.2; 82 67.8: 
' 1 1 1 1 1 1 1 1 1 1 

1 1 1 1 1 1 ' 1 1 1 

~ork is necessary but not col!lpulsory 03 : (!3. (): 97 :91.0: 30 : 2Ei.2: 89 :KB: 47 :3a.a: 74 , 61. 2: 
1 1 1 1 1 
1 1 1 1 1 

ou feel your real self when you are from 1 1 1 1 l 1 1 

' 1 1 1 1 1 1 1 

ork 23 :23.o: 77 :11.0: 31 :2s.1: 88 :73.9: 35 :zs.s: 86 ;71.l\ 
-------------------------------------------------------------
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1'.::tble 7. 4a ,Job ] ·iker,::, by lndu.,':':t.r·y. 

: Premier paints : 1 
1 NASCON: 

1 1 1 1 , _______ , _______ , __________ \ 
:Number:Percentage:Nunber:Percentage:Nqmber:Percentage: 
1 1 1 i I t 1 
1---1----·-' ---1----·-'---·-·--1------·' 
1 ,10R LIKES 

---------------------------------------------··----------------------··------
nagement 13 1:3' 0 63 52.9 2:J 19. û 

· lf are servicr;s 2' ,i 21. û !)7 O!i.9 10 03.3 

.les 24 2U) 11 09.2 GO 49.9 

y l.6 l.lLO 21 21u l !\ 11.6 

uipments 06 OA.O 10 0.9.4 1)3 06.6 

b i tself i.l) 10.0 (1:3 fi') r. ., ... J 04 03.3 

ill develorment 
d training t(I iû.O 01. 00. 8 02 01. 7 

TOTAL 100 J 0(1.1) l l.9 100. 0 121 l.()Q, 0 

~le 7.4b: Job dislikes, by industry. 

magcrnent. 

:y 

~ it.self 

irk illg conditions 

!ill development 
i training 

lipment 

TOTAL 

Tlir:' 

----·-----··--·-·----·---·-··---
: Premier palnts D S G 1 

1 NASCON: 
1 1 1 
1 ·-··-' ---------·---·----·-------··· r ---------- 1 

:Nurnber:Percentage:nGmber:Fercentage:Num~er:Perrentage: 
1 1 
'-----1---· 
1 
1 

13 

'!'> 
.o•J 

12 

rip 
'11.J 

11 

r' ,, 

10Q 

.1 ~l .0 

n.o 

lt.. 0 

28.0 

11. 0 

13. 0 

J(\(1. 0 

, 1 1 1 r 

'--·-' --------1----·-'------1 
1 

' 

3? 26.9 21 l'1 j 
1 • ·~ 

32 2ti. 9 38 -31.-1 

OG ()5.0 06 04 .9 

30 25.2 2~ /, 18. 2 

ù9 07.5 19 15.7 

10 08. 3 15 12. 4 

Jî8 100. 0 121 J [!0. 0 

:ib 1 /IJ!. v,:h·:lt \.h,•·, WC!l'k':cit'L' 

:: 1 :; 

nn.J 
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disliked about their present establishments always 

proved VEÜU.,'=1.blB in ·underE-;ta.nd.ing thei:c WOrk b.istGY'Y and. 

work life. A.s informa:tion in table 7. 4 1=;b.ows, the:r·e was 

no c•. C) r1 E.: e r1 s1J. E.: aJ:.,01.rt wha.t ·workers in the three 

establiE.;h.rnt311.t~s lil:::erJ. rr1c1s·t. Fen:· in:::,ta:nce, -i.•,:,rüle as much 

aE: 52. ;3 percent in D:3C liked. their ma:nagement, only 13. 0 

percent in Premier pa.intE; a.nd 19. 0 :percent in NASCON 

e:x.pressed Birrü la.r· view. Also 21. 0 :perc.e:o.t in Premier 

paints liked the social welfare services as against 5.9 

percent in m3C a.nd l3. ;3 percent in NA:3CON. 

in 1Y3C .. In tha three establishments, only few of the 

Infact, only 16.0 percent, 

i t. E~ 13 l ~f. /J.15 

AJso few 

10.0 

r, ·F' 
1._J .L 

20. :2 

the 

in 

Premier paints, 2.5 percent :n DSC and 3.3 percent in 

than in other establishment expressed the feelings that 

op:i:::iort-;J.Ji:l.tier:::, j_n. th.c:r· efft.,:i.blishme:nt.3 a.s 10.0 r,e:r·cent in 

. . ..... -. -, ·,··, ..... -. 1:-•.-:::. __ J_,._ \~· 1.:) aa against 0.8 percent in DSC and 1. 7 
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·worker-s were a.sked to ment.ion v?hat they dislike most in 

their esta.bli2.:hments, there wa.as no seriuos disp.9.rity in 

their expre:=.:.:sions:_ For ex.ample, whi le 2:3 _ 0 pEircent in 

Premier pai:n.ts, 2d. :3 percent in DSC a.nd :31. 4 per,cent in 

NASCON expressed the feelings tha.t they d.isliked most 

their pay systems, 28.0 percent, 25.2 percent and 18.2 

percent in Premier paints, DSC and NASC~N respectively 

expressed total clis 1 ikt=:.r1eE.~E.~ for their working 

con.dit ion.s _ 1:3. 0 percent in premier pa.ints, 26.9 

per·cent in DSC a.nd. 17. 4: per·cent in NASCON ccmt.encl.ed that 

the.y disliked. most their manage.ment while 12.0 percent, 

5. 0 percent a:nd 4. (j percent in Premier p,':i.ints, D:3C and 

NASCON reE,})e.ct. ive }_y ex.p:cessed. t.otal dü:.:likenesE:: for 

the j_r ,i o b E:', - 11.U percent, 7.5 percent and 15.7 percent 

in Pr·emier pa.irrt1=.:, DSC ;:-rnd NASCON r-espectively contended 

that they die.liked mos,t their- skill d.e\lelopment. a.n.d 

trairüng p1:·ogr,3.rnme.e 1i,h:U .. e 13. 0 percent in Premier 

pa.ints, 8.3 percent in DSC and 12.4 percen~ in NASCON 

eJZ};)r•ef3Secl T,ota.l for worlr.ing 

\7 a.11-1.r.:dJ l. 1~:! ir;. t. [1 E.1• i y· at t itu.cl.ei3 ,,:1.nd 

perceptions of their jobs. Pi f3urnrna.ry of th.e- f inclings 

indica.tes: of 

complaints about the pay, the management, the conditions 

a.nd facilitiee; a.t work ·which tb.e firm ought to su:pply. 

To gain insight into the dimension of worklife of 

respondent:=:.: Ni@:eria., 
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respondents were asked, "In the period of SAP now, wha.t 

factors will make you change your wor·k from thiB 

industry?" · As ta.blE=.'. 7. 5 showE~, rnost respondents 

a.ttached great :1.mpor-ta.nce to extrinsic fa.cet of jobs 

which are better sa.lary, job s:atiE'.faction a.nd job 

security. Also similar responses were recorded across 

the three firms, there was slightly higher disparity 

between res.:pondents in the studied f inns. For 

J.nstance, 48.0 percent at Premier paints, 29.4 percent 

at D:3C as e.ga.inBt 27. ;3 percent a.t NA:3CON a.t tached the 

highest importa.nce to better sa.la.ry. Next in r·a:nk wa.s 

better ;iob i - f t' Eia .:,J_s_ac·· ion for respondents a:t Premier 

paints ( :30. 0 percent) a.nd D8C { 27. 7 percent) whi le only 

much as 213. 8 percent of respondents at NASCON aE: against 

15. 0 percertt a.t Premier pa.ints and 12. f3 pe.rc.ent a.t DSC 

mentioned job :3ecurity as t.h.e factor that could make. 

them change work frorn the.b:· present firms. Also, 15. '7 

percent a.t. NASCON éH3 ag;a.::i.nst. 13. û perc.ent a.t Premier· 

paints and 10.9 percent at DSC mentioned better prestige 

while b.igh a.s H). 2 percent a.t DSC :::., c.• 
•.J.. ~-· a.ga.inst l.O 

percent a .. t Premier pa.intB a.nd '.:) .1 percent at NASCON 

a.ttached tb.e hJ_ghe.st irnporta.nce to better prornorti.on as 

the only factor that could make them accept offer 

of employment out2.id.e tb.eir pree.:ent work place. 
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ihle 7 .5 Factors tbat will make workers accept offer of employment 
elsewhere now, by Industry. 

: Premier paints D S C tl A S C O N : 
'---------------------------------------·--------------; 

Responses \ \;1rn'osr; Fsr.·centa o,: Nurnrm·: Percenta.ge: H1J.mbsr: Per·eentage: 

3tter satisfaction :30.û 46.3 

06 i.9 15.7 

33 27. 3 

Jb secur·i t.y 15. ü }.5 'r, '-, 
LL. ,J ;35 28.9 

3tt.er promotion. l:). 2 OS.1 

TOTAL I lilû ~00.û 1 119 100.û 121. ma. o 
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Table 7.G Percentage distribution of level of happiness among responc 
these days, by Industry. 

: Premier paints : D SC : NA SC ON : 1 _____________________________________________________ 1 

1 1 

Res1;,011ses :Number:PercentagetNumber\Percentage;Nurnber:Percentage: 

Very happy 15 15. () 16 1~}. 4 22 1 ,;:, ,-) 
_t.J.L, 

Happy ri'7 
,::.. t 27.0 41 ::;4. 5 42 '.34 ,., 

• L, 

Somewhat l1appy 2é\ 28.0 4H 41.2 ,to ~.._ .. -4.(J .5 

Very unhappy :3() ;'3(). 0 1 -":! 
_L ·--·· 

10. f) OE\ OEi. Ei 

TOTAL 100 100.0 1 lf.l 1()(]. t) 121 100.0 

) 1 1 1 
-----------1------ 1 -----1--~-1-------

The most frightening aspect oÎ Niger.i.a.n Structural 

adjust.ment programme is the adverse effects on living 

conditions of vulnerable groups such as industrial 

workers, children, women, students, the unemployed and 

surprüüngly enough, the rudiment.ary middle class which 

is being wiped out by the affects of SAP. .Against t}üs 

background, we asked the respondents the question 

"general.ly speaking, how happy are you the.se d.a:vs?" The 

respondents were given four options ( ·very he.ppy, happy, 

unhappy). 

As expected, C>:t1l>.l r.:1 fe~"' Clf t111e 1"l,s1;ir.:)r.1c1e11·t,f3 t1i1e.r~i2. ver3/ 

happy these days. As s}1own in table 7. Eî, 15. 0 percent 

.in Premier paints, 13.4 percent in DSC and 18.2 percent 

:Ln NASCON contend.ed that · they were ve.ry happy tlH3se days 

as against 27.0 percent, 34.5 percent and 34.2 percent 

in Premier paints, 

day:3_ As muchas 28.0 percen~ in Premier paints, 41. 0 
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percent in DSC and 40.5 percent in NASCON coontended 

that. the.y '.1Jere sc.irnewha.t happy while :30. 0 percent., 

percent and percent in Premier paints, DSC 

NASCON respec.t.ively were. ver·y unhappy these days. 

10.9 

and 

We further a.sked the rei::;:pondents: to a.ssesB the 

guality of life in Nigeria since when SAP was 

introduced. As: shown in ta.ble 7. 7, respond.er1ts in the 

three studied firms representing 71.0 percent at Premier 

paintss, 70, (3 perce.nt a.t D:-3C a.ncl. 7(3. () percent at NASCON 

felt that life was getting worse in Nigeria since when 

SAP was int.roduced. 1f3.0 percent, 21,13 pereent a.nd 21.5 

percent at Premier pain.ts, DSC o.nd NASCON respectively 

pe.rceived r10 cha.nge. wb.i1e a few repre1::;entir1g 1:3.0 

percent at Premier paints. 7.6 percent at DSC and 2.5 

percent a.t Ni\.:3CON believed that life wa.s getting better. 

ile 7. 7 : Perception of m;pond.ent · s çualit;y of life since SAP was 
introduced. 

: Premier paints : D S C N A S C O N : , _____________________________________________________ ! 

1 1 

l)onses )Numbe1•; Percentage /Number :Percentage \Number [Percentage: 
------------------'-----------------------------------------------------' 1 1 

ter ; 13 13.0 09 07.6 03 02.5 

TOTAL 

16 

71 

100 

16.0 

71.û 

100.0 

26 

84 

119 

21.8 

70.6 

100.0 
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able 7.8 

esponses 

Future expectations about the quality of life in Nigeria. 

: Premier paints : D S C 1 
l NASCOtl: 

1 _____________________________________________________ 1 

1 1 

: tfornber·; Percent age ( N@ber-: Per·centage: Number: Percen tage: 
--------------------'-----------------------------------------------------1 1 1 

ill ioprove : 14. 14. 0 12 10 .1 05 04.1 : 

i 11 rernain the. same 16 

ill worsen 70 

TOTAL 100 

lG.û 

70.û 

100 .0 

23 

84 

113 

19.3 

70.6 

100.0 

13 

103 

121 

10.7 

85.2 

100.û 

Looking a.t SAP a.nd ot.her a.sE.:ocia.t.ed policiee: in 

Nigeria. toda.y, 11,e aske.d our respondents if they tJ.1.ink 

q1-1.a.lity of life 7.-Jill improve, re.rn.ain the E:;ame or v;.,il.l 

worsen in the fut·:J.re. The question wa.s a.sked to find 

out wrl.at wcirk.ers; L1 the E:;tudied firmE: felt about the 

future .-
Ci I. the co1J.nt.'i.:·y in. genera.l. As sho·wn in table 

7.8, majority of the respondents representing 70.0 

percent for Premier paints, 70.6 percent for DSC and 

135. 2 percent a.t NASCON did not bel:Leve th.a.t qua.li ty if 

life ge.nera.l ly wil l im:prove a.Ei aga.inst 14 _ 0 percent a.t 

Premier PB.i1:1.t13, 10 _ 1 percent a.t DSG a.n.d. ai::; .low "'c.• ,_,,c:, .,,1_1 

percent a.t NASCON wb.o believed that quality of life will 

improve_ 16.0 percent, 19.3 percent and 10_7 at Premier 

paints, DEC a:nd NA:3CON respecti.vely believed that 

qualit:y of life generally in Nigeria will remain the 

sarne in the future_ The information above. ü,, not 

surprising. :3tructu.ral ac:.justment programme. (SAP) has 

boosted the inf la.tionary crisis in the economy and thus 

caurJing a. drastic increase in the cost of living. 

Besicles, the pu.r-cJ:-u3.:::.:ing power of the i•wrkers ha.s be.en 
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progressively eroded since wages and salaries are not 

allowed to a.djust to ke.ep pac'.e wi th tb.e genera_l pric.e 

level. Government ha2.: also 

subsidies on social services such 

dra.stically 

a c.• 
·'-' e.duca_t ion, 

reduce.d 

health, 

fuel and otb.er public utilities. A direct conseguence 

of this is the rapid d.eterioration of the slope and 

guality ot: the provid.ecl, leading to 

malnu.tr·ition, d.ropoutE.: at school.s and outbrea.k of deadly 

disease.s. It J .. s con.1:.:ta.rrtly being re:ported. in the 

newspapers that bB.sic d.rugs ca.n. no longer be provided. in 

government owned hospitals. With these unplea.sa.nt 

qua.lit.y of life n.ow., it. is d.oubtfnl :Lf the :f.u.turE! will 

not be worse off_ 

In my bid to assess respcmdent.s > 

percept.ion of their total life situatuion, t.hey were 

asked "How ofte.n do you feel you are really· enjoying 

life?". As shoi;,m in t.a.ble 7. 9, only few respondents 

contended that. they enjoy life all the tirne although 

there is a slightly higher disparity between respondents 

at Premier paints (5.0 percent), NASCON (7.4 percent) 

and DSC (13.4 percent). More than half of the 

respondents acrc,ss t,he t.hree firms representing 69. 0 

percent at Premier paints, 58.2 percent at DSC and 50.4 

percent at NASCON believed that they rarely enjoy life. 

40 percent, 11.2 percent and 8.3 percent at Premier 

paints, DSC and NASCON respectively declared t.hat they 

fairly often enjoy life while 22.0 percet at Premier 
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paints, 17.2 percent at DSC and a slightly 33.9 percent 

a_t Nfü3CON believed. tha.t they enjoy now a.nd then. Thi::. 

infor-ma.t ion above iE.: not u.nexpected. since i t is the poor 

of our E.:ocie.ty (which inclue moE.:t. workers) tha.t seem t.o 

be car·rying the bu.rde.n of Structural .:s.djustment instead 

of ,.. - 1 l tLJe 1J.:pper c laE.:1=.: :peop e. ,,, 10 ar·e res:pon,::;ibl.e for the 

c.o.lla.pse of the Nigerian economy. 

le 7 .9 Pr·oportic:t of workers who feel they are enjoying life. 

1 Premier paints 1 D S C 1 N A S C O U 1 
1 1 , 1 
1 1 1 1 
1 1 1 1 

Responses 1 Number; Perumtage: Number: Per·tentage: Number·: Percentage: 
--------------------------------------------------------------------------
the time 05 05.û lô 1:3.4 09 07.4 

:ly oftenices û4 OU) 14 11.2 1 10 08.3 1 
1 
1 

and then 22 22.0 21 17.2 1 41 33.9 1 

dy 
1 
l 

69 tl9.û 66 58.2 1 61 50.4 1 

TOTAL 100 100.0 119 100.0 121 100.0 

To furt.her exannne the respondent ·· s percept.ion of 

hj_s/her li.fe., a "Ladder of life" was int.roducecl in the 

questionnaire_ The q_uestion was structured and 

presented on a five - scale (1 - l.,.BSJ?C111Se category 

from \;•,r1üc}1 respondent was ëtSked to idE,ntify the best. 

poBsible status which represent.s his/he:r feeJ.ings. The 

five possi1.:.üe options were eategori:3ed as foll(Y,•:rs: 

Least possible position 

Bad possible position 

Average position = 

Good possible position 

1 

•/ .~ 

3 

4 
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Best possible position 

Tl1esé~ 

were (a) "at .éJ. time",, (b) "be.frn:•e SAP· wa:=; int:ï:'o,.:hiced" 

than half of the ~espc~dents acroas t~e studied flrms 

believed t~at they occ~py least and bad 

this time except that 

' ' ' .n.1.g.ne.r between 

percent) and NASCON (57.0 percent). 

while few resspondents representing 24.0 percent for 

Premier paints, 16.8 percent at DSC and 13.2 percent at 

NASCON believed that they occ:up1, good and best, p .. JsitJons 

on the lad.der of l .ife at t}üs time. The uc.,.t question 

attempted to measure ho,;,, respondents rated their 

positJ.CH1S on the ladder of 1ife before SAP was 

introduced Jn 1t.lf:\6. 11...s one would expect, only f ew of 

the respondents expressed the feelings that they 

occupied worst. and bad pofü3ible posi tins on the ladder 

of life then. As shrn,m .in table 7 .10b, 2~:.o percent, 

2c\. 4 percent. and 17. 4 percent at .Premier paints, DSC ans 

NASCON respectively believed Ll1at they occupy the least 

and bad posr:üble positions bfore SAP was introduced. On 

the other hand, majority of the respondents believed 

that they occupy the good and best possible positions on 
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the ladder of life before SAP was introduced except that 

there is slightly higher d.ivergenee betweeen respond.ents 

at Premier paints (54.0 percent for Premier paints, 43.7 

percent a.t D:3C and. 13;3. f:i percent a.t Nfü3CON) . The future 

of man iB a.lways full of new plans with the ex.pecta.tion 

tha.t the pla:as ·will come to fruit.ion. On the basis of 

this, respondents were further asked to predict their 

future expec.tationB on the la.cl.der of life. Majority of 

the respondents; 63.0 percent at Premier paints, (34. 13 

percent at D:3C and 57 .13 per·cent a.t NA.:3CON did not expect 

a.ny better fut;u.r·e for themBelves: a.s the.y believed. that 

they wil 1 occupy lea.s:t .:::i.nd bad possible posi tians in the 

futu.re a.s: showr1 in ta.ble 7. 10c. About one qua.rter of 

respond.er1ts: a.cross the thre.e studied firms ( Premier 

paints 2::1. 0 percent, DSC 1:3. 3 percent a.nd NASCON 24. 0 

percent) ex.pres:E.:ed t .. he h.ope that tb.eir future por:3ition 

will be a.t a.n average .. On th.e other hand, very few 

re.spondents (representing 12.0 percent at Premier 

pa.ints, 15. !:i percent a:t DSC and 113. 2 percent. at. NA.SCON) 

believed. tha.t the.y will occu.:py good and bes:t positions 

on the la.dd.er of life in the futn.re. The infor-rna.t ion 

above is not unexpect..ed .. For instance, the future of 

man in Nigeria nowadays is often face.cl by rna.ny 

situa.tionB he/she ca.nnot control and 1,.vhich the Nigeria.n 

governmentB, employers, friends and other relatives 

seemingly c.:.:i.rmot cont..rol e:Lther. For exa.mp}_e., he./s,he. 

may s;udden.ly be laid off be.cause of la.ck of ra.w 

224 

CODESRIA
 - L

IB
RARY



mater ial.s, broken down machineries which cannot be 

repaired be.cause of b.1.a.deg_uate foreign excha:nge. 'The 

government talks a.bout v,a:ys to irnprove tb.e economy and 

redu.ce the burdenings of SAP on the people, yet, 

inflation steadily erod.es workers ea.rnings ---1-
0. L, "jet 

Aga.in, government services su.ch a.s water and 

eJ..ecticity supplies, hea.l th servie.es and. roads 

freq1.1.ently brea.k d.own. Thus, u:nder ttu::\ a.bave me.nticm.ed 

predicaments, it ma.y be more rational to rna.:î.ntain ties 

wi th the pa.st and live in the present in ord.e.r to 

predict fu.ture. Onder th.e current economic 

hardsh:i.ps, it. doubtful if the 

Nigeria. will er1j 01.1 a. bette.r future 

operating no-r..,.J _ 

•1ble 7.10a: La.dder of)ifr of respond.ents at. this time. 

usponses : Premier paints : D S G tlASCON: 
'--------------------------------·---------------------' 1 l 

t1àder of life : ihmber; Pereenta.ge: thmber·: Per·c·r:mtage: Humber·: Percenta.ge : 
·-------------------------------------------------------------------------: 
tast possible life :31} 30.0 40 :3:3.6 OZ 01. 7 : 

1 
1 

kd i:1ossible 25 25. 0 32 26. S 67 55. 3 : 

•1erage possible 21 2U, 

Nod possible 15 15.û 

21 

13 
l 

14.3 

10.9 12 

29.8 

09.9 

•·st. possible (19 09.û 07 ; û5.9 04 03.3 
t 
l 

TOTAL : 100 100.û ; 119 : lliû.O : 121. 100.0 : 
-------------------------------------------------------------------------' 1 

225 

class in 

tha.n •,;,ha.t is 

CODESRIA
 - L

IB
RARY



ible 7. lOb: Ladder of life before SAP was introduced in 1986. 

esponses : Prenier paints D S C N A S C O N : 
1 _____________________________________________________ 1 

1 1 

adder· of life : Nuriber \ Percientage 1 N:1mber: Pew;entage 1 !hrnber: Percentage: 

east possible life 09 OH.û 11 mu 06 05.0 

ad possible 14 14~Ct 21 17~2 15 12.4 

verage possible 23 23.û 35 29.4 23 19.0 

ood possible 42 42.0 2:3 19.3 28 23.1 

ast possible 12 12.0 29 24.4 49 40.5 

TOTAL lOû 100.0 11S 100.0 121 100.0 

,ble 7 .10c: Future expect,1tions of œspondents on the ladd.er· of life. 

•isponses 

f.ast possible 

11d possible 

"erage 

,od possible 

st possible 

TOTAL 

: Premier paints 1 D S G M A S C O N ; 
_____________________________________________________ 1 

1 

: Nurnber; Percenta.ge; lfomber: Percentage: tfomber \ Per·centage: 

45 

25 

06 

06 

100 

rn.o 

45.û 

25.0 

06.û 

06.t} 

100.fJ 

22 

55 

23 

13 

06 

119 

113. 4 

46.2 

10 .9 

ÏJ5.0 

lOü.û 

26 

44 

29 

20 

02 

121 

21.4 

36.4 

16.5 

Ol.. 7 

100 .ü 

In form cd'. a summ.a.ry, responder1t.s v,er·e 

compare t.heir- qua li ty of life wi.tb. tha.t an average 

Ni.gerian a.t tb.is time of :3tru.ctur·a.l a.dju.1.;;trnent. The 

question wa.s asked., "Hm,;, i•muld you c.ompa.re. the qua.lit.y 
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of your life with that of an average Nigerian?". The 

question waas structure.cl. and preic:ented on a -five point 

scale from which respondents were asked to pick the best 

option which r·epres:ent. t.heir compara.tive positions. The 

options were ra.nke.d as, follows: 

Far- below a:vera.ge. = 1 

Below a.vera.ge .-, 
.G 

Avera.ge = 3 

Above a_v e r· a.g e 4 

Far· above avera.ge = 5 

As shown in ta.ble 7 .11, ma.ny of the respon.dent.s at 

Premier pa.int.s a.nd NASCON ra.nked the.mselves to be 

aver·age and. below_, '.ii7hereas ma.jority of r·espondents at 

DSC ranked t.hemE:,elve2. t.o be. average i3.nd. above. 

Disaggregating the.se responses, there -r.-:1ere slight 

dispa.rities in the responsee ac.r·oss the firms. For 

example, while ;37 _ 0 pe1:·cent a.t Premier paints; a:nd as 

m1...1.ch ,'3.s 45. 5 percent. a.t NA:~~CON :c·.::1nked t.hemselves far 

below and be lcrw a.ve.ra.ge Niger·ia.n, only 9. ;3 percent. a.t 

DSC su:pportecl tb.::i.s ranking _ Also, 37.0 percent for 

Premier pa.ints a.nd. 24. a percent a.t NASCON a.2. aga.inst 

12. r3 :percent a.t D:3C r·a.nk.ed themselveB to be members of 

"a.ver.:-3_ge Nige.r:i.a.ns". Aga.in, '..2f3. 0 percent at Premier 

paints a.nd. 2H _ 7 :per·cent t NASCON and a.s hi.gh 713. 1 

percent a.t. Df;G believed. th.:=1.t they were above a.n a.verage 

Nigerian. 
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Dle 7 .11 Showing percentage distribution Oil comparative analysis of 

responàents quality of lifo wîth tha.t of a.n ave,'?.ge tiigerian. 

nparison of respo,!dents Ufo wii;h r1 t1 ,,, 
!._, ;., t,, 

l 

: lh1.ï/,e.;., i Pe::·::,er1~~age ~ t~v.nb;: r· i Pe1·ceEtage. ! Kutber: ?.ereeHtage: 
' .. ,- ~ -· ........ ··-- - •, 

02 1.9 15.7 

34 34.0 !)7 _ ô 29.8 

;37 :37 .0 30 24.3 

ove average 24 24.1) 1%.7 19.8 

' r aoove a.ver1 age 02 02. G lû ûS. 4. L2 09.9 

100 Hlû.O rno.o lQC.G 
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As said earlier on, the following case studies 

rr·~p.,..·ec·.::.::1.t, tb.e. qua.11.ty of working life of sel.ected. 

respondents a.cross the three stu.died. f irms. 

QA:~;E STflDY 1. 

Mr_ Alabi, a. ~30 yea.r· old. mu.2,lim, gradu.ated from. a 

Unive.rsit .. y in 1i:1ac1 and joined the preeJent c.ompa.ny in 

19f3f3. He is single a.nd the third in a. family of 

thJ_rte.e.n, seven of whic.h a.re from his mother·. Both 

parents m:·e still alive and. they live in their family 

house in hi:::: home town. Both parents are traders 

al though he s-L i 1 J. g ive t.hem rn.one.y ·whe:n in need and 

during festi·vaJ.s. His salary per month is =N=2115:00 

excl1J.d.ing t.ax. where. he pays =N=400:00 

per- month, E;;iend.Ei =N=/300: ûû on food,, =N=140:00 on 

tra.nsport, =N=GOO: 00 on clothing a.nd keeps ,9. r-egular 

;:::.:a.vings of =N=150:00 per month. wa.s 

to ma.rry in 1892 but. u:p till now, he iE.: still IJ cla.1r 

dreaming". He ha.s :no ca.r·, his f la.t l.s.cks nece.ss.::i.r-y home 

furniture like mode1:·a.tei C'.!VJ.ir:::;, ne televiE::ion but has a 

modsra~e. radio/cassette recorder, no rsfridgerator and 

has less than =N=3,500:00 in his savings. His ·wor·ry is 

hm•1 to get mar:cied. a:nd. main.ta.in a pe.a.cef-ül home. He 

inte.nch::; t.o E,et u.p 3. ba.rbing Ea.loon a.s a. wa.y to ma.ke ends 

At the. moment, J:1e ha.B no other· source of inc.ome 

apart from his salary and occassional gifts from 
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rq}atives and friends. His concern is that the state of 

the economy toda:y leaveB little room for a brighter 

future. Accord.ing t.o hirn, "In.corne ié: dcn·Jrt 1,qhile priees 

are up". 

Mr. James, 41 years old, a pioneeer staff of the 

company, was first emploired I?.S a messenger in H)fü::, after 

completing his modern III school education. 

he bas ri sen t.o the pc,st of .a sales representati ve in 

1 • 
ülS 

. ~ 

,JC.1[) .. He 1s married and bas children. 

His wife t3ellt=, food at. the: mot.or park_ His monthly 

salary 1s =N=1650:00_ He pays =N=400:00 bouse rent, 

=N=700:00 for food and =N=300:00 as maintenance 

allowance for his children ~1ich includes =N=5:00 eaoh 

per da:v for the three in secondary school and =N=2:00 

each for- the remaining chiJ.dren in the primary school. 

He :=.;pends ,::1.bout =N=:.:JOO: 00 on hj_s parents on monthly 

basis and about =N=:.:l00:00 for }üs cloUüngs etc. He has 

a junior brcd_·J1er who is an apprentice and ta3rns about 

=N=l0:00 per day. 

bought about fi Vt) year:3 ago and be Ji:::eeps a pouJ. try which 

br.ings =N=250: 00 prcifi t He has no 

houee. To survive SAP, he 
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from being a sales representative. Yet, he says life is 

difficult for him. At 41 years, b.e. ·wonders v,7hether· he 

col.1.lcl. ertill lJ1J.i.lcl a. 1:-H)lJ.se ir1 l-1.is life.. 

worry i2; now to ed.uc.a.te a.nd. ca.te:e for hi::;; children vilhich 

he says ie; "not ea.ay _ For thr·ee yea.rs n0'.9, he could 

not buy r1ew clothes for his c.hild.ren a.nd. parents at 

home. Unfortuna.te.ly a.gain, hie parents: feel they a.re 

delibera.t.ely being neglected by him. His hope is that 

the economy wiJ..l improve so tha.t he ca:n d:L1=.:cha.rge his 

responsibilitie1=; to h.1.1::.: ch.ildren and :9a.rerrt.s: adequately. 

f inished his WASC a.t the age 

of 113 yea.rs a:nd completed a.n apprentice.ship in a 

techni.ca.l. t.r·r::..cl.e. a+ t,b.e a.ge of 2:3 ·years. He \~étS on 
, . 

.1 ... • nis 

technical tra.cle until H:l/34 when he 7.,qa_s employed in his 

presen.t. job a.s a. ma.chine ope rat.or. His original 

ambition wa.s t.o set up his own tra.d.e a.ft.er 1:mrking in 

the cornpany for a. ma.ximum of five yea.rs to save enough 

to ei::rta.bl ish his. own t.rad.e _ Unfortuna.tel:y however, this 

d.ream ha.E.: not. materialiBed beca.uE.:e a.ccord.ing t.o him, he 

has not been a.ble. to buy nec.essary toc ls _ He is the 

fir·st a.nd the most ";succesE;fu.l'' in a. fa.mil-y of nine and 

both parents are still l~ving. Mr. Michael has a wife 

who EH3lls: provision a.t Beni:n.-city and his fa.mily l
. c:, 

,;;;; 
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blessed with five children, one of which is already· in 

the ;::;ec:onda.:cy :::.:cb.c.1c1 vi1Ï:Ü1e another j_s 1earn:lng a tra.de. 

after hiE; prima:r·y school educa.tion. Tbe remaining three 

are in pr·ima.ry school. His sa.lary is =N= 1257: 00 per· 

mon th ( =N= lf.1, 0134: 00 per year). Every month, he spends 

about =N=l3!::i0: û on food i.ncludi.ng what he gives to bis 

children a.s "stipend", =N=250:00 for h.iEi parent1:::: in the 

village, =N=250: 00 -for transport and another =N=:3E10: 00 

for unex.pected occurrences. About =N=:200:00 goes to l' c:• 
'"' 

own brothers a.nd. 2;isters. Tb:o.13, his tota.l expenses per 

mont.h r·urH3 i·o.tc~ \3.l:.HJ1J.t =t~= 19(>(): CH), yet, he ea.rns 

=N=1257:00. When a.sked how he is "copir1g", he Ba.id he 

drives taxi cab and prr..1.c.tiee his original ra.de when 

opportuned to ma.ke end.s meet. Sa.vings is a.n. a.lien wor·d 

to him, ra.ther, he is only interest.e.d in the survival of 

his family. 

GASJL.J3TTJDY 4 

Mrs. Johnson, 45 years o1d, is a university graduate 

and joined her present job ni.ne years ago after 

resigning from a private firm. :3he is the only wife of 

her husband î•rbo d:i.ed about five years ago. She has four 

children, her mot.her and grandmother t.o care for. The 

husband J.eft. an uncompleted building, one old car, his 

gratuit:v and about =N=5,000:00 in his savJ.ngs. Apart 
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from being a graduate, Mrs. Johnson is also a trained 

hair dresEEff'. Her ta.ke home lS =N=2.B34:00. Eve.ry 

month, 2:he E.::pends about =N=1500:00 on food .. , =N=f300:00 on 

her childre_n.~s E;chool, clothiI1g .=:3:nct tra.nBport. since she 

could not take them ta their different sclwols regularly 

About =N=500: 00 is: spent on her 

mother a.nd gra.nd.rn.other· a.nd. =N=500: 00 iE.: spent ta 

rnaintain a:nd fuel the only ca.r in the. fa.mily. According 

to her, b.er life ambition 1s t.o complete her hu.sband'B 

bouse a.nd ed.u.ca.te. her .four ch.ild.ren up to university 

level. ~3l"lE~ :ce E.~u.rn.e :=~ work ,'3.t Cl 00 a.. m. a.nd lea.ve.s by 4. ,30 u. 

pm (Monda.y - Frida.y). Once she returns from work, she 

goes to her hair dressing saloon while her children sell 

soft drinks a.t home. Becau.E.:e of fina.ncd_al d.ifficul ty, 

she d.oes r1c:1t belong to a.ny f:;ocia.l club but resigned from 

the two She previously belonge.d. She goe.s to church 

regular ly to pra:y to Gad for His a.s.sist.ance and help. 

She spends everytime thinking on how ta survive SAP. 

Her childrer1 take v;rha.t she cou.ld provide but not what 

they prefe.r. She is a member of a cooperative society 

where she contributes =N=l00:00 aB savingB per month. 

Her hope i2, to take a loa.n afte.r ;3 years, open a 

provision shop a.nd a.llow her mother to mana.ge the shop. 
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CASE STUDY 5 

Mr. Ha.eEa.n, :52 yea:r:·1::.: old, ha.d n.o formal educa.tion but 

train.ed a.s: a. carpenter a .. t. the. a.ge of 14 yea.rs. He wa.s 

in the trade for five years be.fore he travelled to the 

Gold coaBt (now Ghana) to trade. He came back to 

Nigeria. in H:J72 a.nd went to hléi vil la.ge to farrn. He 

joined his pre.sent company in 19fü3 ,=3.E.~ a. g;ateman, 

al tb.ou.15b. he still keep hie; farm. Mr. H.=1sE1a11 has two 

wives and nine child.re.n. None of hiE: f irst four 

children re.a.d. up t.o WASC level altough the.y lea.rnt 

diffe:cent trade1::.: and t=œe pre.1=.:ently self-employed. Two 

other·s are a.pprentices while tb.e remaining are in 

second.a.ry 1::.:choo lE.:. HiE.: monthly E.:aJ.ary is =N=757: 00. He 

pays no rent since he l~ves in his house which he built 

when he came bF.J.ck from Gha.na. He spend.==.: a.bout =N=500: 00 

on food, =H=:220: 00 on t.ra.nsport :for both himself and 

five children who are with him. He. does not keep 

acccn.:rnt of his med.:i.ca.l expenses ri.or does he keep record 

on expenset3 on f.s.mily clotb.ingr:3. When a.sked how he is 

coping ',•,i th SAP, he sa.ys he still practise carpentary 

and work at construction sites as labourer w'J:1ere 

possible. Beside.s, his child.ren hawk fruits, be.ans a.ncl 

rice, and other petty goods. 

traders in front of his house. 

feed and clothe his c.hildren. 

Also, hiB wives are 

His 1•,(::.i:r·ry is on how to 

He has nev1::>.r thought of 

buying a c.ar· nor build another house since a.ccording to 

him, the.y a:r·e a.bove his reac.h. He a.dviE.:e Nigëria.ns to 
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leave everything in the bands of Allah because he alone 

understands our sufferings. 

C.f\SJLSTUDY (i 

Mr_ David, 4!3 yea.rs, is a. university gradua.te ar1d .joined 

the compa.ny in 1987 after resigning as a manaer in 

another compa.ny in H3/313. He is ma.rried. to a class 

te.a.cher· .,_:,.nd has: four cb.ildren. The family inc'.ome. is put 

at about =N=7,ü00:00 per month. The farnily lives in 

LagoB, a. dista.nce of a.bout 4:3 kilometres from b.iB work 

place. He has a personal car which his wife takes to 

work since he has an official car attached to his 

office. The family spends a.bcrnt =N=2,500:00 on food, 

=N=1500:00 on house rent and =N=14,000:00 per academic 

session school fees of his children who a.ttend a. 

privat.e pr:i.mary sch.ool. B . ' es1..aes, the fa.mily spends 

about =N=l,000:00 to fuel and maintain the only car they 

have. He keepE:: a. sa.vir1gs .s.l thougri. he says ~.-,ha.t is in 

the account iE.: just e-n1TLlgh to susta.in the fa.mily for two 

month1=.: wher1. sala.ries a.re not :pa.id on t.i.me. Another 

=N=l.500:00 Ls s:pent on gener·a.l e},:.pensei:; on their 

child.ren eve-cy mon.th. He d.oes n.ot keep a.ecount on. what 

He b.a.s B.n 

u.ncompJ.e.te.d building vfrüch h.e. abr:i.nd.c:ir1ed in HJ90 when he 

could not co:pe. v;;rith r:i.sd_ng c.ost of l::suild.ir1g ma.terials. 
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CHAPTER EIGHT 

This Btud:y ex.a.rn:l.ned the qu.ality of v;,orking life 

wi thin s:e.le.c.ted industries in. Del ta and Ogun staa.tes of 

Nigeria. The notion of qua.lit.y of working life in this 

study a.scribe.cl to the gulf tha:t e:,:iBts betwe.en the 

aspirations of the workers and the realities 
,. 

OI their 

working life as well as to the divergence between life 

at work and. away from it. The impclr·tanc.e of g_uality of 

working life lies in the realization that work is 

centra.l to h1J.ma.11. existence. 

In i ts broa.d. a.nd. moBt abstact DJ::;a_ge, it encompa.sEe:=;; a.J.1 

possible aspects of work related life including working 

career 

l.-:=1bou.r a.ri.cl. social r·elatior:;.s and qua.lity of 

life which rrœy be relevant ta worker·s satisfaction and 

self fulfilment. In e::c:E:ence, ,;i1J.a.1~ ty of working life 

a.lthou.gh rela.tively new, is d.e.fined. a.::-:, the i:.n.:nnmation of 

a.11 work related dimensions such rrn.rna.x1. i z at. ion 

work, job satisfaction, orientation to work, motivation 

and commit.ment., wc,rkin.g co·ncb_t 1ons 0.n-:::l. the ::::oc:i .. _a.l impact 

of socio-economic policies on work lifes. 

In a.E;r:;esE-;1.ng quaLLt.y of wcœking life, the l.e-ve l of 

available basic needs were considered be.cause it was 

assumed th.a.t theE.:e ba.s:Lc needt3 cont:r-itn;_te to ma.king it 

possible for the workers to fulfil the mission for which 

they exi2.t. The.se ba_E;:Lc needs :i.-nclud.e. food. and shelter, 
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employment, transport, health, education, clothing and 

other needs ·which are mi.nimu.m requirements :for the 

survival of a family in the country. Apart from basic 

needs, this s:tudy a.lso considered hered.itary factors, 

socia.lizatic.rn a:nd. other life exper·ie.nces. 

Chapter t1,i10 doc:umer1ts t.he revie.w of litera.ture 

focussing on the origin and definitions of qua.lity of 

working life as well as the operational de.finitions of 

sorne ba.E.:ic concept,s in the Btu.d:y _ The c.hapter also 

focusse.d. on t.J.-1e active grou.ps in the d.etermina.tion of 

qua.lit;l of working life and Emme of qu.ality of working 

life i.ndicator.s. Specifically, the cha.pter e.1::.:ta.blished 

the "newness" of the. concept in the acad.ernic literature 

as it was introd:uced. to ca.11 attention to the private 

and need.lessl-y poor qua.lit.y of life i3.t. the ·workplace. 

Qua.li ty of vmrking l:Lfe, in essence, wa.s developed as a. 

wa.y of apprèciating the rela.tionship between the ·worker 

and his working environment a.s a. whole a.nd. wa.s: intencled 

to empha.size the b.u.man dimension so often forgotten 

a.mong the techrücal a.nd soc.io-economic factor·s in job 

desigri. Due toits divergne.t cri.gins, it ha.s not yet 

have a clea.r-cut and. genera.lly accepted. de.finition In 

its br·oadest and moE.:t abstr-a.ct us:a.ge, i t sünply mea.ns 

the sum total of va.lues (materia.l and. non-mate.rial) 

atta.ined by a worker th.rough his life F.J.E, a wage or 

sala.ry ea.rner. On the other hand, in the narrowest 

senE,e of the term, g_u.alit.y of wor·king life r-efers to the 
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positive value of a given job as it affects the worker. 

however, i:n this study ., quality of working 1 ife. was 

operationally def:1.ned :::,c:.• 
•.J. '-> a.ttributee.: of functiona.l 

activities tha.t rna.ke for fulfilment of a:nyone whose 

. t :.l ' exis· ence rBpenas 011. working for living. 

The wea.pon of theory lies in its c.apaac.ity to guide 

social inquiry in pos:ing the qu.e.stion why a particular 

phenomenom ma.nifests the vJay i t d.oes. It. was a.gainst 

this ba.ckground t.ha.t cha.:i;,t.e.r three was: d.evoted for the 

dir::;cumüon of the theoret ical orientatior1 of the stu.dy 

which is a.et ion frame of refe.rence. By focussing on the 

notion that ',,;,orkers, like a.11 lTuma.n beir1gs, seek in 

their .jobs to sa.t.iE;fy des ires in accord.a.nce wi th their 

own interpreta.tions or cl.efinitions of the E.:itua.tion, the 

a.ction a.ppr·oach ha.s afforded a bet-te-c underE.:ta.nding of 

work a.ttitud.eB a.nd behavior. In.fa.et., it ha.E.: he lped to 

bring ba.ck the action tendencie.E; of the worker into the 

a.na.lysii;:.; of wo-ck beha.vior aE.: well as helpe.d to focus 

attention on the 1::.:ocia.lly pa.tterned motivationE.: which 

provide the basis for action. In essence, action frame 

of reference established a sociological tradition which 

em:phasized. und.er-E;ta.nding hu.ma:n. ac.tiori.E: through the 

analyEÜs of the subjective mea.nings der-ived. frcm1. socio-

cul t;ura.l a:nd e.c.onrn:nic sit .. 1J.atione. 

The action fra.me of reference was supported by the 

cont ingency approa.ch in this Btudy in orde.r to take care 

of some. of the limitation.E; of action theory. In 

particula.r, t.he contingenc.y approach is re.leva.nt in this 
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study because of the belief that there is no best wa.y to 

explain the beha.viors of workers. It is our belief that 

internal a.nd. externa.l fa.ctore.: aBsocia.ted to a. firm, the 

socio-economic policy of the country and. the qua.lity of 

life of people in the country ( a.mor1g oth.ers) are 

important determina.nts of qUF.J.lity of ·working Life and 

fortunately this is th.e core of thei contingente.y 

approach. Apa.rt f rom this, the major a.nd minor 

hypothesis _ gui.ding thiB E.:t.i.1.dy were a.lso d:Lscussed. in 

this cha.pter. This is in ad.di tion to the discussion of 

the basic a.E;surrr_ptions of the stu.dy which v,ere a.lso 

mentioned. 

One of the ' ' i::)aS.lC tenants of action frame of reference 

and contingency approach is that bath tends to favour 

quaJ.itat.ive rather than quantitative data and this has 

often led to the use of quaJ..i tative studies of 

particular case:.3 .. Thw.=:,, in "''ï eu~ to coJ.lect 

necessary and comprehensive i.nformation on quality of 

working life in Nigeria. a random sample of 340 skilled, 

semi-skilled and u.nskilled respondent.s were select.ed 

from Delta Steel Complex (DSC), Alad,ja, Delta state, 

Premier paints, Ifo and National sali.:; company of Nigeria 

Limited, Otta in Ogun state. 

Ther:3e firms ·were chosen after due considerations as 

dil:3cussed in (.':hapter four above. In particular, it was 

assu.med that 1vorker~=:, in our c:hosen industries would 

always compare their (:iw·n percept.ions, aspirations and 
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orientati~ns of work with those of their colleagues in 

other f:l.rrnB be.fore they a.EH3ess th.e:lr qua.lit.y of i;.Jcœking 

life. 

QlJ.6;3t,iC>l111étiJ:'"8S ~ 

discussions and indepth interview were the methods of 

About seventy-three 

covering bath objective and subjective 

Sorne of the questions covered J_n th.is research included 

life 

impact of structural adjustment progra~ne on qu~lity of 

working life in Nigeria. 

In i:-:l1a:ç,t.e1-i. f()ll!"'" .alsc,, Et .t1tunbert (Jf ste1:1s ta}re.t1 t-;o 

con-vert J:~,3.r,/; .. ," ~- ....... 
I...J..Cl L,c.t. int;o appropria te for 

gt1a.r1ti t:iati ·v·r::: a.t1al1rses \J~lel'.').e ~ftllly· c~1l-:ïc;u.ssec1. ... These 

included the design of acode-book, the actual coding 

the probleme, encountered J.n the 

In chapter five, we presented detailed historical and 

organisationel profilés of the three studied firms in 

t11is ;3t·.1J.c]~J/ ~ As i t tu:cns out t,o 1)e, tt,lO of the firms, 

in 1975. 

:Premier pa.ints, a pr:l:vately· cw1ned compa.ny, J.s located. 

in a village and has no official residential estate for 

233 

CODESRIA
 - L

IB
RARY



her E~taff .. Thus majority of the staff live around the 

compa.ny }_oca.t ions. -f e. d.e. T· a. l 

TI1e c·.fJrn~pa.r1.y 

F:;. c1u.c·. a. t. i c; -Cla. l. , health ar0 social 

eve~tual population of the tawns~ip 

excess of flfty thousaIDi people. 

cumpë:J.:n:y 

l 1- ' . fJC:a.·Ct:!U 

() VJ {l 1.::·: C~. 

the 

in 

s;alt 

compa.ny, 

t 11-a. t:. 

;=::.t .. a:f:f, 

thlJS, Jn scattered rented 

rnec: i.u.m of d.ifferent. 

froD the nbove differences. Premier pair1ts 

National sa.lt medium sca.led. production technology 

while Del.ta. :3tell represe.nts advanc.ed scaled production 

technology ·when the corn.plex.i ty of their production 

techniques a.re ta.kneri. i:n.to cons id.er·a.t ion_ Their 

selec.tion W8.E3 b.'3.sed on the a.ssumption tha.t since ·wor-kers 

in the three f irms ope rate 1.rnder diffe.rent socio-

economic conditions, we exr:)ect tha.t e.a.ch of the f irms 

woulcl. ope.rate uniqu.e qua li ty of wor·king life .. 
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SUMt1ARY OF M,8.JOR FIN121J:l\,,--:;S OF THIS STUD.Y 

Socio-demographic characteristics of respondente: 

provide opportunity for fitting the ~qorkers 

personality with their at~1tudes and perceptions of work 

towards asse:3sing their ,,;:i_uali ty of ,;,,orki:ng life. 

the labour force in the studied f.i.Tms ar,2. r,9Jz,tiv,::1ly 

young workers and there is little disparity in the age 

composition :i.n th:cee The 

i11:f 01">.ina t,i().'n n1ales Oï..rer· 

t:11e1ns(3 }-r.It~s 2.:10. t,J-1e i. t' }11.J·S1)c;. . .nc1::s 1nai11l1.t -33 t:1•ë:._(J.e1~::3 ét.'rl(l 

Îa.t.·H}G.L"i:::," 1bis could alao be attributed t,() the 

1~e l -=:t t: i 11·t:.~ l ~l te~c~ ic)1J ;:;; 't,cl (:J1~ -:.:, i.tï \."C) l ·,.recl _1;·1 1--=-ac: tor~~.r j Cj bs a1:3 

self-

employment dcrnand regualr heurs at work but without 

Infact, 

ov:Lclémce of ms.le;:::; predom.l.nance o,.rer .females in factory· 

1991). 

It was also established in this stud:/ that Premier 

NASCON and this could be attributed to tli.e fact tha.t 

paint factory uses relatively simple tending téchnology 

in DSC and NASCON. As said earlier on, marriage to an 
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linked to self actualization. Thus it is not surprising 

that majority of respond.ents in the stuclied firms: vJer·e 

marrie.cl except tr1.':é1.t NM3CON rec.ord.ed the lowest 

perc.entage of marriage life among the three studied 

firme;~ This exc.eption,3.l ca.se could be rela.ted. to the 

fact that a higher percent.age ( :37 _ 2 perc.ient) of 

respondents l'fl. NASCON fell between 113 - 25 yearf:.\ age 

grou.p. This a.ge group is re.lat.ively low for marriage in 

the modern S\Ocia.l sett.ing of an ind:o.st.r·ia.l c.ommunity. 

Ma.jority of tb.e re.:::.pon.dents in the st.udied firms ha.d 

clependants which includ.ed ·wives:/h1J.E.:ba.nd.E.:, chi.ldren a.nd 

relatives a.lt.hi:)1J.gh moB·t of the deper1da.nt;s: were ehildren 

of the. workers e..nd. not ne.c.eBsarily di.s:tan.t relatives. 

Also, majority of the respondents covered in this study 

often receive relatives as visitors from outside their 

workplaces. It has been established earlier that only 

few migra:n.t1::: eut thems,?.lves off frorn their relatives and 

townsmer-1. M.'3.jority of the respondents a.cross the 

stu.died. firm.s: had. one form of forma.l ed.uca.tion or 

another. Comp,3.r·ative.ly, worker·s at Premier pa.ints and 

D:3C vwre shown to be mor·e e.duca.ted. than thoBe of NA:3CON. 

It is the belie.f of this st.1..1.dy t.ha.t. educa:tion. is a 

necer:::e;ary Bocii:)-demogra.phic and. e.con.omic cb.a.ra.c.ter-ist.ic 

arnong irJ.dust:cia.l la.beur force in Nîgeria. bec.a.use it 

builds .-::1.n enlightened a.nd ratic:na.1 cit.izenry. Also, it 

provides basic background inforwation whic.h help the 

workey,s: to determ:i.11J:': and. a.e:::.:ess their q1.1.a.lity· of working 

2:3i3 
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life in the country. The incarne ea.rned by rnost 

respond.entE.: :Ln th.1:=., Btudied. firm,3 a.re verv lcrw b:v 

international standard and the reality of econociic 

(J()[lCl .i. t:i i(JTlE~ in the c.cn1.n:try nc,wa.c.l.a:y:3. Com:parat.lvely, 

This study believed t.hat 

income 

in.corne 

different.i2:.ls a.r,:o~ a.n importa.nt. re.ason for evaluat.ing one 

job more than the other. 

One of the major concerns of this study was to learn 

more about the perceptions and attitudes of respondents 

across occupat1onal structures in the studied firms. 

Information from t}üs study showed that there 1:o,1ere more 

skilled workers in rn3C and NA:3CON tha.n those at Premier 

paints. The reason adduced for this divergence io1,ras that. 

Df,C and N/-1,SCON exhibi t. more advanced technologies than 

Premier However, r,,,ridespread 

disparity 1n the occupational status of respondents 

across the studied firms. J: t w·as fund out that. most of 

the 1:-mrkers in the studied firms came from the immediate 

tribes a.round their establishments. 

major tribes in Nigeria (Igbo, Hausa and. Yoruba) VJ8l")E: 

present in each of the firms al t}10ugh their percent.ages 

vary f.:.:-·om c,:ne fïrm t".o another. the 

respondents in the studied fi~ns expressed happiness 

~1en they work with indigene and non-indigene alike. 

Thus, there was no element of tribal discrimination in 

any of tbe tl.1.ree firm;3 studieô. Alt.hough English 

la11gLJ.ag·e is t}1e official 1nea11s:3 c1f C()nunti11icect:iori i11 
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every modern organisation in Nigeria especially where 

the ·workers a.r-e mu.lti-triba.l in c:.omposition, Clnly J)~3C~ 

workerEi demonstï~·2,.te.d. this featu.re. of the 

reeponcle.n.t.s in the stud.ied industr-ieB ha.cl worked 

somewhere before joirüng their' pres:ent e,s:tabliE.fr1ments 

alth01...1.gh NAS();)N ha.d the highest number of nm·J c-m.tra.nts. 

Also, ma.Jo:ci ty of the rrë:'.spondent.s F.J.croE:,s the fft.udied 

f irms had. sta.yed for more than one year without work 

be.fore joinL1g thei·r· pres:sent pla.ces of wor·k, t.huB, it· 

could be. a.,3Emmed. tb.a.t most of t.hem ha.cl. ex.perienced the 

a.gony of une.mployment a.t one t.ime or the othe.r in. their 

work lifes. 

Information gathered on length of service in the 

studied establishments sugges~s a relatively stable 

workforce. T ,2_ 
.L L, ' ,... .J.O the belief of this study that length 

of serrvice has some affects on work experiences, 

perceptions and attitudes and more import.antly cm the 

qua li t,y of v,od;:ing- life among industrial ~,rorkers. The 

relatively stable workforce across the studied firms 

bec~otnes n1c~1·1-e ~3j_g11ifi.-.]a:tJt, -ç,1}1e11 it 1s considered in 

relation te, the degreee of job satis.faction which the 

respondents expresaed in their present worlt places. 

From that angle, info~nation gathered on the degree of 

job satisfac:tion suggests that most of the wo:rkeers in 

the studied firms were satisfied w·i th their present 

. , 
JOOS. The le·vel of sa t.isfaction, however, ~,,ras highest 

among worke.rs at. .Premier paints t.han t.hose of DSC and 
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NASCON. 

The phenomenon of satisfaction at iv·ork have attracted a 

great deal of interest in the fields of industrial 

manageme:nt and human behavior. an important 

component, it is seen as the positive feelings of the 

employees about t}üer jobs, t.heir needs have to be 

satis.fied .. T ,-
- L, is .in the 1ight of his t.}1at que:=::t.ions 

t\re1,...e a1.3]s:et1 fJJ1 11i.r1e cli.n1e.r1sic,.11s C)f ~vi:J1-.]r f,::1.c~to1~s, c_;c1~le1"). ing 

both extrins.1c and intrJnsic factor:3 o:f worJc As shown 

in ohapter six above, respondents in the studied firms 

attributed great importance to extrinsic sapects of 

t}1eir~ jc)l)s. 1-3t110E:'f.le:r~, otit ()f t.}11.~ :fi::)tz1~ i11tii=':.?~ (Jf 1nat.e~r~ial 

important across the ci1ree firms ~rl1ile fringe benefits 

wa:::: t}1e least .important. 

Respondente. ::..1cross the :.:.,tudied firms displa;;,n.::H:1 similar 

attj_tudes toward:.:c, structural competence factors. 

Availability of competence factor among workers at 

Premier paint<3 and Del ta Steel Complex whereas having 

c lear re,:::~ponsi bi.li ty Wfü3 the most important among staff 

of Naticnv,ü Sa1 t Company. Ho\,;ever, availabil i ty of the 

superviso.::' to assemble or organise team work waL=; the 

least important among structural competenoe factors at 

Delta Steel and National Salt company. The reactions of 

respondents to their co-workers and supervisors are 

generally positi·ve a]though t-.here were significant 

dispa1")i t;:/ in the attitudes and perceptions of 

respondents to few index of human relations factor. The 
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most important indice of human relations factor across 

the stu.died f irrns 1,>Ja.21 the cha.nce.B to make friends. 

Also, a higb. percenta_ge of reE;i:,ondents in the three 

firmE; at.tracted grea.t importance to the a.ttitude of 

their snJ.pervisors towa.rds them. In the ca.Be of 

intrin2.::i.c fa.c~tor·s, most respond.ents a.t Delta. Steel and 

Natior1a.l Ea.lt Company at.tributed high importance ta 

freedom to do 1,qhat th.e could do best while ma.jority at 

Premier pa.irrts a.ttached great importa.nce. to ability to 

see the res-u.lts of their ,•mrk. 

One of the basic: a.ssumptions of this stud:y is that 

qua.lit.y of '\>Jorking life ·,.ra.ries a.crosB socd.o-cu.ltural 

beliefs. .A . .-=:; shovvn in C'.fU:3.pter six, i t co1.J.ld. be argued 

that workers in the stu.died ee.:ta.blishments attacb.ed 

significant. value to certain fa.cets of ,3ocio-cultural 

beliefs_ MEJ . .jori ty of the reapc·,ndents at DSC and NASCON 

argued tha_t their tribal beliefs influ.ence the 

assessment C)i tb.eir qua.lit.y of ·work:l.ng life while 

respondentE:. a.t Premier paints a:nd. Deltec Steel complex 

at-t.a.ched 1.east importari.ce t.o effect of nepotimn in. their 

determj_nat.ion C)f qua.li ty of wor·king 1:i.fe. 

A further j_nE.d.ght a.bout the attitu.des a.nd. :perceptionE, 

of workers in the studied firms showed that resr~ndents 

place high premium on their personal state of mind in 

the determ.ina.t.ion of the,ir qua.lit.y of v;rorking life _ 

A t . · l f 1 ... t mong rie 1.nc.1::.,.x (Y. :persona. s-1.,a. e of mind. majority of 

:r·eBpondente a.tt.a.ched grea.t importance t.o thie.r persona.1 
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mood or feeling. An insight into index of flexibility 

of job shuwed. that respondents pla.ced Vé!.ryin.g de.gr·ees of 

importa.nce to flex.ibility of Job fea.tures. Respondents 

placed h.igh importa.nce to level of respons:l.bility at 

work, inde.pendent work, a.nd freed.om a.t Premier pa.ints, 

Delta. steel a.nd Na.tiona.l sa.1t compa.ny in tha.t order. 

However, respo1:1dents a.t Premier pa.1.nt.s, and Na.tiona.l 

salt compaxi.y a.tta.ched the lea.st importa.n.ce to work 

a.u.tonomy. The information abovis!, when ·v iewed. from the 

point of view of Herberg·s ) 1Sl5!3) motivat:Lona.l and 

enrichrnent factors, i t could be argued. th.a.t high <Jua.lity 

of working life occurs where a job is challenging, when 

achieve.men.t is e.-ncouraged., when there. L3 opportuni ty for 

growth a.nd. r,,;,h1::.r•e re.sponsibility, a.dvancement a.nd 

recognition are availabel. 

An insight into cha.ra.cteristicB a.ssoc i.'3.te.d with 

cha.llenge of work sbowed. tha.t ma.jority of the sa.mp1e 

a.cross the 2,tud.ie.d. estabJ.i2,hme-nts d.:i.d net a.tta.ch grea.t 

importance to index of challenge of v;ic.1rk. They attach 

moderate J.mport2,_nee. to va.riet.y in work r·outine. 

Infoy,ma.tion a.bout self eE;teem index 2-howed tha.t manu 

r·esponr.:le:nts placed high premiu.m on. self estee.m fac tors. 

Also, there was no serions dispa.rity in the level of 

ünporta.nce a.t tach.e.d. most self ,3steem 

characteristics across the studied firms. From the da ta. 

disoussed above, i t is s1-1.gges:ted. that self esteem 

coulcl be a.n ind.epe.nd.ent varia.bls i3.s well as a.n outcome 

of qua.lit.y of working life its:elf. ThuB, it. seems 
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reasonable that persans who vie·w themselves in a 

pos.i t ive ma:nne.-.c would. be ha.ppy wi th t.he ir current 

worklife statua while those with low self - esteem would 

be happy. It is common knowlecl.ge tha.t tb.ere l' -:::• ,=> 

crü::if3 in the Nigeria.n eco:ncrmy wb.ich have aeverly 

affected. the qu.a.lity of life of Nigeria.n people, most 

especially the warkers. On the basiE; of clata covered in 

this study, majority of the respondents in the studied 

f irms place high value on the. indices cf i:;ruali ty of 

life. The ind.ic.es reflect a. combina.tior1 of the 

subjective feelings and objective status of the well­

being of the workerE; a.2. \•,ell a.s the environment in which 

they live and work. 

Having identified and discussed the level of importance 

attached to se.1.ected factor:3 of quali ty of working life 

across the studied f irms, ,·,e went forwe.rd to assess 

whether or not. our :respondents were sati.sf1ed wit.h these 

dimensions of quali ty c.,f working life. This effort 

became necessary because it alJ.owed us to determine 

whether or not quality of working life among our sample 

is low or high. 

From the informBtion covered, ~,m.rKers in the studied 

firms low satisfac~tit.~11 certain 

material/extrinsic aspects of their jobs. For example, 

they we:-ce least sat.isfied ,<1i th financial rewards from 

their jobs,. most espeeiaJ.ly ,;,;dth their pay· and fringe 

benefits. They however expressed high sat,isfaction wi th 
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their hours of work and security of job. Also, ma.jori ty 

of responde.nts a.croE:s the three firm13 ex.pressed high 

satisfaction ·wi th rna.j or aspects of structura.l compet:,ence 

factors although there were signif ica.nt dl-verdences in 

the percer-rta.ge of respondents ac'.ross the e.sta.blis}:1ments. 

They we.re particuJ.arly sa.tisfied with t.heir supervisors. 

The only except ional ca.se Wfü3 in the a.rea of sup:port and 

equ.ipment whe.re ma..jority of responden.ts express low 

satisfaction. l1nother dimension o:f qua.l:i.ty of ït,orking 

life covered in tl:ÜE-; stud.y wa.s the hu.ma.n relationE:: 

factor in which the respondents high 

satisfaction. In pa.rticula.r, respor1d.errt,:i a.cross the 

t'b.ree firms expressed. high Batisfaction ·wi th the cordial 

re; ati.onships tha.t e.x.isd:, bet;we1::!n their co·-,1,orke.rs a.nd 

·thernsel\res .. ma,jority of 

respondents ::..-_,_..;_ DSC ar1.d NAE\CON a.ttachhed low sa.tis:faction 

with virtually all the intrinsic factors covered in this 

study while the reverse was t~e case in Premier paints. 

This ir::; not 1J.ne:zp.ected b.uwever- _ Foc inc::_;ta:nc.e ., if ·we 

intrinsic faBtor·s are associated with 

worker~s ' ,3.f""lC. f>c.~ 2.: 1- t .i () :n. a:t. 

workpla.ce, that there would 

~~ the degr·ee of satisfaction ac~oss the 

studiecl f irrnE;. 

dissatisfaction with their pars0nal state of mind and we 

" pe~Iormance among 
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Another of worklife covered in the study wa·s 

termed flexibility of job factor. From the da.ta. covered. 

in the stu.dy, it wa.E: obviou:::: tha.t ex.cept a.t. Premier 

paints, ma.jority of reE.:wpondents a.t Df3C a.nd. NASCON 

express d.L3sat isfë:,ct ion ·with thei.r f lexibili t.y of ,job 

factor. Maj ori.ty of respondentE.: a.t DSC a.no. NASCON 

express: lea.st dim,;at iE.:f act icm wi th the leve l of a.u.tonomy 

they possess at work while respondents -.+ 0.•J Premier pa.ints 

express satisfaction with the level nf responsibility 

they shoulder at work. Respondents at Premier paints 

and Delta Bteel c.omplex a.lso expres.s d.issa.tisfaction 

with their ,'3.mount of work routine. Hm>Jeve.r, respondents 

in the three f irrns t . f t. sa . . J is a.c: ... icJr1 level 

of cooperation they rece~ve at work. 

Self - estee.m ,•,as orig1.nally introduced by Ma.slmv in 

his hierarchy of ne.eds as one of the higher order needs 

of individuals at work. In th.is Btnd.y, i t wa.s made more 

explicit a.s 1:::even diffffcent i t1:mts were. used to measure 

it. On the ba.EÙB of the da.ta obta.ined., ma.jority of the 

respondents expressed. dissatisfact.ion with nea.rly all 

the se. lf-esteem i tem1::: introduce.d.. Except iona.l cases 

were recorded in items such as recognition from friends 

and the extent to which their jobs contribute to 

society'B developrnent. This widespread evidence of 

dissatisfaction could not be divorced drom the harsh 

economic and socio-political situations in the country 

as of the time tr1e e;tud:y v1as car:{ied. crut. 
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ÇJuality of life was another important dimension of 

g_uality of wo:r·king: life. c.overed in '1 • 
T.-[LlEi st1J_(Jy. Ac.• u 

Ba.rrett. ( H)72) · a.nd. Weitz ( 1952) obser·ved., there lEi a 

s igni f ica.n t corre la.t. ion between a.t. t i tudes tcri.•Jards life 

and attitudes towards work. Both concluded tha.t an 

is satisfied with life tended to be 

satisfied with work. A look a.t the data. covered. in 

chapter six shm·md a cri tica.l lovJ qu.a.li ty of life a.mong 

our respondentf~ in the stud.ied establishments. Also, 

there wa.Ei no ;3igrüfica:nt d.iBpa.rity in the r·eaction.s of 

respondents a.cros.::::I the studied. f i-r-rns. 

Attempt was a.L3o ma.de to a.ssess the social impa.c:.t of 

the stru.ctura.l 21.djustme.nt pr·ogra.rnme in Nigeria. on the 

qua.lit-y of working life a.mcing ,•mrkers in the EJtudied 

fir-rns. It vm1J.ld be rec'.a.lled. that the impa.c.t of SAP on 

the Nigeria:n. people is rema.rka.ble to the exterrc tha.t 

there weN:- nat iona_l strlkes ln 1Sfü3 and H392 a.E.: protests 

aga.inst the progra.mme r,vh:i.ch rock.ed. the socio-economic 

life of the cou:ntry to her founda.tion. Tc.1 a.ssess tl1e 

impact of SAP, a. set of open and c 1ose ended. quee.t ionE; 

were a.sked. Al:::\O, ind.epth interviewE:: were conducted 

among Borne sta.ff of our stud.ied firms. The findings in 

cba.pter seven .showed the typica.l ecrnd.itions of work.ing 

1:1.fe :i.n the c.01J.nt·r·y u.nd.e;r· the stru.ctura.l a.djustment 

progra.mme. For ex.=.:imple, when ou.r- re.spc:rndents were asked 

to ider1tify go-vernrne.nt, s policy whic'.h de.serve serious 

government rev ie.w, inf. la.t ion, food short.age and 

educa.t i.on :L-n t-ha.t. or-der wmre the frequ.ent.ly me.nt ioned 
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policies. There was no ser1ous div~rgence in the 

rea.ction1::.; -of workers a.cross the stud.ied. f1rm2i. Our 

respondents: a.L3o decla.red tha.t. high L1.f la.tior1. and la.ck 

of rnoney ga.ve them ~::.he most worry o.nd. cor;_c.ern novrn.da:ys _ 

The sharp increasss in the prices of basic foodstuffs, 

t:r-a.nsport fa.res. .=.rnd. ho~_J;38 rents :Ln ma.ny prtl:3 of the 

co1Jnt.ry ·n.m,rn.,Ja.yds c1J.mm1J.la.ted. witb. the rising ra.te of 

unemployme.nt met. th.a.t workers might need. to redefi.ne a.nd 

rea.2;se2:.:::; the releva:nce of 1-·mrk in. their· lifes. It is 

in.t,f}.r·e.r=.:t.ir1§.~ t.ci r1.c.1t.e ~ }1<.),,.;;f::.,1r::.~--c, tl-1a.t cle.s:r;:~i·t.t:?. t,11-e seernir1g: 

in this 

study with regards to their preference for extrinsic job 

factor2;, the importa.nc.e a.nd r:::.entra.li ty of ,•Jork in their 

da:Lly li-r../8Ei is never in doubt_ When thei:.:· responses 

were disaggregated across the studied firms, only few 

disparities were recorded. 

The question.B about ·what wo1~·1u:;:c;::.\ liked. .3.nd disliked 

about t.heir prase.nt eE;tablishmsntE:; nowa.days a.lways 

proved valuable in un.de.rstanding thei:c qua.lit.y of 

working life. As ,Jhown in ch,:::tpter seven, t.l1er·e t,;;a_s 

litt.le disagreemrm.t a.bout wha.t workei:·E- in. the three 

establ iahm.ent.s dis l iked rw:i,.,rt.. Pay, wc.n:·kLng c.ondi tions 

a.ne:. rnaI10.gerne.rL-GEJ r/Je.:r-e §:eri_e.r·a.117/ rne.:n.t,:i.c.1r1e(I __ l\lso ., 

now, mot:rt of them a.t.ta.cht?..d grea.t importa.nce to extr·insic 

job f a.c)t.f..)Y·;s which are also better job 

sa.t.,isfa.c~ticJr:. a:r1cl f:.:ec·.·c.ri·t~l-
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Majority of our respondents expressed the feelings that 

adverse e:ffec.ts of :3AP on their ·,·Jork life.E.: f;.nd standard 

of living. Infa.c.t since SAP vJa.s introd:.uce.d many 

respond.entr:.: conterid.ed th,:i.t. life ';rn.s getti-ng worse in 

Nigeria. Only few r-e.spondent:::; conte.nd.ed. that they ,Nere 

enjoying life all tb.e. time nuwad.a.ys. AL::.:o, maj ority did 

not beli1::'Ne. that qua.1:Lty of life in Nigeria ·wil1 improve 

,. t l 1.n ~ .I '18 The in-forrna.tion above. is not u.nexpected 

since it is mostly the poor of our society (which 

inch:i.d.e rnost wc.1rk.er·s) t.h.at seem to be. carr·ying the 

bur·den of str·uctu.ra.l a.djustment irn::;teo.d. of the u.pper 

class people who people believe, are responsible for the 

colla.pse of tb.e ec.onomy. The purchasing power of the 

workers has been progressively eroded sinoe wages and 

salaries are not allowed to adjust to keep pace with the 

genera.1 proce le-vel. gover·nment has 

dr-a.E;tically r·ecl:u.ced su.bsid.ies on socia.l services such as 

educa.tion, he.3.lth, petroleum produ.cts and other public 

utilities. 

To further assess the impact. of SAP on the quality of 

working life in Nigeria, a ladder of life was introduced 

to the respondent:3 and they were asked to ident.ify their 

positions on it at this time, before SAP was introduced 

and their future expectations. majority 

believed t,hat t.hey occupied the least possible position 

at this t.ime except that there ü:.i a slightly higher 

disparity between respondents at Premier paints and 
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Delta steel company. On the other hand, only few 

respond.ents eY.pressed the feelingE.: that the.y occupied 

worst possible position on the ladder of life before SAP 

was iritr·ocb.J.c·.,~rJ j_r1 1FJ13l3 .. There is slightly higher 

di vergence be.tween respond.ents: a.t Del ta. steel and 

National Ba.1 t compa.ny. 

The :future of an average man J.s always full of new 

hopes witl1 the expectation tl:iat the new hopes ·Nill come 

to fruit.ion. Unfortunately, in this study, majority of 

the respondents because of their experiences about the 

effects of SAP in the country, did not expect any better 

future for themselves. This is not surprising. For 

instance, the future of Nigerian \qorker.s is c•ften faced 

by man:i,r si tuat.i.ons which the.y ce.nnor, control, and 

unfortuna tley whic:}1 the g-overnm,::::nt,. employers, friends 

and relati1.res seenüngly cannot controJ. ei ther. For 

example, they may suddenly be laid off because of lack 

of raw materials, broken dovm machineries ~iliich cannot 

be rep.s.ired due to inadequate fore.ig:n excnange. Also, 

the gover.nme.nt, talks about ways to imprO'.··e the econonw 

speec1 .. Under the above mentioned predicaments, a direct 

consoquonca is the rapid deterioration of the scope and 

qna1.it,;/ of life J.ead:\ng to malnutrition, low commit.ment, 

lc:vl sat_tsfr.:::c':tio.n éi't, v.rt11~}~ ,3.11c1 so i:J11 .. It may be more 
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than what is operating now. 

As a form of summary on the q_ua1ity of w-orking 1ife in 

Nigeria, the most appropria te a.ssessment should. be; 

"We (Nigerian i;,,'orkers) are all dying 1.n 

si ler1c19 .. 

government, fake people, fake product. 

~e}1e rnar.,.]{et~ t~l1e1.r té1lJr .étl)C)t~t: is ·~l.t;.tificial .. 

Things are gener~ll_y hard but the 

government knows what is happening and they 

a1~e c1c>.ir1.rJ 11ot}1i.r1g 13_1:.1c)1-lt .it .. The present 

hardship ,;<,d. l J. come to an end when the 

government regains 1ts sense of direction. 

I am m.,r-,.rivin_g it all but the fac:t is that 

I just have to struggle through various means 

to ma},:e ends meet. We d.on ·· t need a seer to 

tell us that we are worki.ng- under terrible 

environments. lnfact our quality of working 

li.fe is very poor. Our predicament is something 

t}1a t. should be gi ven an urgent e.ttentJ.on if 

t.his country must progress and develop." 

Mr. A. .John Eton ( Fi(>:ti t.ious name) 

Delta Steel Complex, Aladja. 
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1Jll2..l.ic...at..ion for fnrther research 

No doubt., th.is study is a pioneering wor1i: in the annalE: 

of efforts a , .. 
1., tu1derstanding work a t: t~ i t l.li.:1e s and 

Infact 

é1S sa.ic1 (3ar,.J.ieJ .. C).L1, t}1t) c~c)r1cei;1t iltlô:li t,}r c)f i,lo.r}ri11g· life 

itself 1s relatively new in the literature. When it 

it was lirnited to the developed countries of 

t.11e ~,10.r~ 1 c1 _ Becall~3e cif i ts 11evl.r1es~3 i11 l'·Jige.r·ict, it .is 

envisaged that more scholars will be interested in 

following suggestions will be useful: 

working J.ife i.n such a way thnt our ;3ocio-econc,nüc nnd 

( ~!.). 

work.ing .... , .... 
C'tt2t sugg2sted above, should be 

r:1pf11"·c)ac:}~!e li ~~:..11c1 ~)1:1',3.C~t: .i }3eci t}1.rc)1.Jg'}1 cs,~l la 1Jol">él t i ,.,..e :i;:,l ai111i:ng 

ar1ct ac::t~i.cJJ1î.3 1.),et.t~1ee:r1 goi.,re1~.r11nt:.r1t,, Il1éll1,3.g·e1nE:11t, a11d ÎiJOJ:")1{e1"ls 

alike .. 

Doul:d .. ~less, problems m.ight. 2 .. r ise Jn coordinating 

the activities and recommenc1.ations of government, 

managen,ent and workers as sugge:3ted above, hoi•,ever, such 

difficulties mi~1t be a reasonable prioe to pay to tap 

the creatj_·ve potentia.ls of Nigerian people and thus help 

reduce U:ieil• perv·asive feeling that present q_uali t1r of 

wor~ing life do not provide Nigerian workers with 

interesting and challenging work. It may even reduce 

250 

CODESRIA
 - L

IB
RARY



the unguided high rate of industrial strikes in the 

country a.t present. 

( 4) . In add.i.tion, there is the need to reconstruct. 

working arrangements in direction that. addresses both 

the social relations and intrinsic nature of quality of 

working life in t}1e country. 

( 5). Ft21~t.}1e 1")111().t.,.,2. , studies like the one reported in 

this survey may pro,/e w3eful to the country in so far as 

.t.hey help government to apprec:iat.e the need for 

improving workers productivity.~ 

( 6). There is also the need to develop an appropria.te 

yardstick w1uch can be used to determJne what minimum 

quality of wor}::ing life should be in Nigeria. This 

poses serious methodological problems for further 

studies. 

( 7) . ·we look upon thie study as a l,eginning both 

theoretically and methodologioally_ Introduced are 

theories and methods which require involvement and 

participation of experts in the determination and 

understanding of ,:;i_uali t:v of vm.d:ing life in Nigeria. In 

our m1m ·vie·w, t}1ese ex_perts are t.hose ,,1ho live by i t 

the workers. There is the need to aJ.ways consult them 

on issues that. affect them most. 

( B). I t mw:::t be emphasized that this 
. , :31:",uay was purely 

explora tory. There is the need in the future for 

predictive or casual research to .î:.'elate quality of 

working life to ot.her important compo.nents of life such 
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as biological, health, legal, crime and so on. 

( 9). Finally, for any research on quality of 'Norking 

life. to have practical applications, most of the 

dimensions covered in this study need to be developed 

further and locally validated across the country and 

probably in other cievelopi.ng count.ries of Africa. It 

must also be an integrated research which must inelude 

political 

science and other humanities as well. There are costs 

as well as benefits in this approach. 

CONCLUSION 

The present generation of workers in Nigeria based 

upon findings of this study, have unnique 

perceptions and ~ttitudes to work. They have been 

undu1y denied of :3everaJ. r 1ghts. allrnA•ances and 

benefit.s, they nm,r work under serious down-turn economic 

candit.Jons - all in the name of ritructural adjustment. 

Welfare schemes are suspended when not elinünated, 

.retrenchment, compulsory leave and ear1;v retirement have 

become inst.i t,utional.i.zed, wh.ile dismissal has become 

preferable by soma organisations on flimsy excuses. The 

latent and manifest implicat1ons of these actions make 

an average 1;,1orl:er in Niger1a nowadays to want the best 

that his or her jol1 can offer wi th.in a short possibJ.e 

time, yet the management wants him to 1,:;.e p:coductive to 

retain his job. As saia earlier on, the case now is 

"insist on your right and lose your Job or agree with 
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1,1émagemen t an.d retain your work". At the centre of this 

di lermna iE: the ,:,:rorker. 

It L:, t}1e belief of thL3 study that qual1ity of work.ing 

status of the worker and make conditions more realistic 

J .. r1 t~l~ :rn1:~3 ci f c~}1.:\.?1tJ ir.r1J ];1E: 1~c~e !?t i. C).t1t.=3 a.n.c1 a t: t i t.1 .. ~cles 2,. t·, Vlc)r·Jr .. 
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QB.fŒEl:il ___ _filiD~LQWO UNIVE_RSTTY, DEPAETME=N-T __ ___Q_E 
_S.0C1QLOGY /ANTiiROPQLGY, ILE___- IFE 

Dear :3ir/Ma 

I am carrying out a research p:roject on the quality oÎ 

working life in seJ.ected Industries in Nigeria and I 

would like you t.o fill this questicmnaire apprc,priately. 

I will like ta assure you that any infonnation given to 

me will be trea.ted as confidential and your name will 

:not be used or mentic,ned in the resul t of the study. 

Your cooperation is greatly appreciated. 

Thank you very much. 

Yours sincerely, 

A. L. Adesina. 

Please f:i.11 in. the approprie.te informa.tion a.nd. ma.ke a 

tick [ J where necessary in the boxes provided. 

1. Ma.le 

( a.) 1/3 - :25 year·s 

(b) 26 - 35 years 

(c) 36 - 45 years 

(d) 46 - 55 years 

(e\ Above 56 years 

:3. Ma.r-ital :3ta.tue.:: 

Fema.le 

(a) single ........... (b) Married ........ . 

(c) Divo.rced ......... (d) Wido,ved ........ . 

4. how· many people stay wi th you in your room/house 
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(a) Children ......... (b) Wives ........... . 

(c) Relati ·ve:.=:: (Please sspecify) 

Total 

5. State of origin: 

i3. Tribe: 
(a) Hausa ........... . (b) Ibo ............ . 

(c) Yoruba ........... Others (Specify) .... . 

7. }Ughest Educational/Professional Q.ualification 

Att.ained: 

( ~\ 
Cl • 

·' No for.mal education 

(b) Primary/Modern Cert.ifiate .................. . 

( d) NCE/OND/HND ................................ . 

_(e) TJ1:üversity degree Certifj_cate .............. . 

( f) Others (Bpecif;v) 

8.. I.11co1ne i;:112!1"\ a.1111tun: 

(a) Below =N=4,500:00 

{b) =N=4,500:00 - =\n=E\,500:00 

(c) =N=B,501:00 - =N=12,500:00 

(d) =N=12,!5.CJ1:00 - =N=16,500:00 ................ . 

(e) Above =N=l6,500:00 

tl. What is ;vour .job ti tle in tJüs industry . ~ ......... . 

10. Your Department/Section 

11. t\7hat languag;?. do you :::ipeak most.ly at v-mrk? 

Englis}1 

hausa 

Ibo· 

Yoruba .................... . 
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Others (Specify) 

SECTION B: WORK..J:IIST.CJKi.,__Ni:.IBLLIEE AJ:-H:LL1_FJ~ STYLE 

Have :{OU ever ·worked. before? Yes ...••... No ...... . 

14. If Yes, what kiri.d. of work have. you done? (3pecify) 

15. For hovJ long we.-ce you ,,Jitho,1.t ,·wrk bet·ween thiB job 

and the previous job? 

1f3 .. d.id. you tt1is job? 

17 
J_ 1 .. Do you feel happy a.LW,'3.ys ,:mrking ·with : 

(a) a rt:-Jrl- ir1cl ige.r1e Happy . . . . - - - Not ha.ppy _ . - - . . . 

(b) ind.iger1e Happy - . . - . - - . Not hap:py _ - . . . . . 

18. Do you ever meet people you work with in the 

evenings or on weekends (t.o drink together or go 

to foot.ball matches, or sit and talk etc.) 

):eE:~ 

18. If \"es, a.re the:i.r your rela.tives or di::.i the.y come 

from the same locality or the same tribe with you? 

:20. L-3.E:,t one year, how man.y t. irne2.: have 

relatives from outsside corne ~o visit you? 

21. AE, a N ig1:n:· :L:u1 VJO r· k.er, you. are awa.re of some. 

governrr1f.rn.t policies tha.t have been ta.king place in 

thiE; count:ry ove.r the past five. years. Please 

ment:l.on three. ( ;3) impor·tant ones in order of 

importanc.e to y01-1 .• 
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(a.) 

(c) 

( b) 

22_ Are you satisfied with the conditions of worklife 

in this compa.ny? :{es ........................... . No 

Wha.t d.o you lik.e most in this c.ompany? 

, 
('.î() )lOll dislike most i11 this company? 

25 _ What c}1anges would you like to see? 

oÎ a job do }lfJt! c:-c,.:1.side:r· ntost 

important? (Rank in order of importance to you). 

27. Froa you!' socio-cultural bellefs, }iow would you 

react to the following stâtements: 

_________________________________________________________ ! 

1 

Sti'ongly agree ; Agree l Disagree : Strongly disagree: 

Life satisfaction comeB/develops from wo!'k 

The1'e is no life witlwut 'irn!'k 

Live, eat and brnthe your work 

Work is t1ie only solutiûl1 to goverty 

Derive more joy in fOül' work than in your leisurn 

A day at woi'k is longe!' tl1an a day at rest 

Wo1'k is only necessary but not cmipulsory 

You feel your real self when you are away from work 

2B. ·wha t. are the three ( ::1) most iJm.::,ort.ant goals which 

you are t.rying t.o achieve in J.ife? 
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29. How satisfied are you with the progress you have 

me.de towards ac}üeving these goals up to this point 

in your l.i.fe? 

(a) Very satisfied [ J 

(b) 13at.isfieà [ J 

(c) Dissatisfied [ J 

(d) Very j' t. f' :1 \. issa -:is J.ei:.. [ J 

30. What are the most se:r.ious worry thst :J/OU face the:3e 

31. Generally t3J;,eaJ.r:i11g·, how happy are y-ou these days? 

(a) Ver~t happy [ J 

(b) Happy [ J 

(c) TJnhappy [ J 

(d) Ve:ry unhappy [ J 

since SAP was introduced? 

(a) Bett.er [ J 

(b) Same [ J 

(c) Worse r J L 

33. Do you think your life will improve with this SAP? 

Ye:3, a lot [ J 

Yes, a litt.le [ J 

No, it will not [ J 

34. Ho'vl often do you feeJ. you are really enjoying life? 

AlJ. the t~in1e [ J 

Fair l:v often [ J 

Nov." and t.hen [ J 
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Rarely [ J 

35. Belmv is a pictu-ce of a. la.dder c.a.lled "the ladder 

of life". At the top of tb.e la.dd.er is the best 

possible life for you. a.nd at. the bottom is the worst 

posBible life you ca.n imagine. 

0 

Wo:cst possible 
Life 

2 4 

Best pos:sible 
Life 

(a) Vf.here on the lad.der wouldyou place your life at 

this time? Step No ....................... . 

(b) Think about your life be:fore :3AP, where did you 

stand then? Step No ...................... . 

(c) Now, think about your future, where do you think 

you will t3tand? :3tep No .................. . 

36. Do you think life bas become better or worse since 

;,rou become a worker in this industry? 

Better [ J Same [ ] Worse [ J 

better, worse or :remains the same? 

Better [ J :3a1ne [ J Worse [ J 

that. of an average NigerifüL [CircJ.e the appropriate 

number]. 

0 1 
-----------------------

Far below above 
average 

CODESRIA
 - LIB

RARY



SEC'i'ION C: 

RANK THE IHPORTA!iCE OF TH& FOLLOïmlG VALUES OR GOALS TO YOUR WûRK LIFE AtlD QUALITY OF LIFE. 

A. Material/Extr-insic Fa.ct1ns 

î. Pay 
2. Fringe benefits 
3. Good working hou.r·s 
4. Job security 

B. Structural Competence Factor-s 

5. Superviser competent 
6. Adequate informa.tion to rlo job 
7. Responsibilities cle;œ 
8. Enough help and equipliient 
9. Super·visor able to get J1eo1•ie to work 

together 
10. Co-workers competent 

C. Human Relations FactoI·s 

11. Co-woI"kers friendl:, 
12. Superviser· friendly 
13. Chances goorl to make friends 
14. Co-workers helpful 
15. 3upervisor· concer-ned aboout me 
16. Co-workers interested in me 

D. Instrinsic Factors 

17. Interesting work 
18. Can see resnl ts of my work 
19. Freedom to do job 
20. Can dfJ things I am best able to d.o 
21. · Opportu.nity to d.evelop abilities 

E. Socio - Cultural Beliefo 

22. Tribal beliefs 
23. Favouritisra 
24. Nepotism 
25. Family problems 

: SCALK : Not Impor·tant: Nüt : Moderately: Very : 
: : .:it a.11 : Impor·ta.nt : -Impor-tant : Impor·tant : 1 _________________________________________________________ _ 

1 

: Score/ : 0 1 2 3 
: Grade : 
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F. Personal State of mind 

26. Feeling/Hootl 
27. Domest ic qua ne ls 
28. Sickness of immediate family member 

G. Flexibility of Jo~ 

29. Independent wor·k and i:iOVel'tlffnt 

30. Work freedom 
31. Autonomy 
32. Responsibility 

H. Challenge of work 

33. Variety in woî'k routine 
34. Heeting/working with a va1:•iety of 

People 
35. Team 1·10rk 
36. Cooperation at wori 

I. Self - Rsteen 

37. Outside life a.ffects wor-k life 
38. Working wirh peoJile from. riy t·!:'ibe 

always 
39. Contribution to pernonal s,itisfaction 
40. Self-accomplishment 
41. Recogni tian frma 11:-iend.s 
42. Work appreciatian 
43. Extent to which PN,sent life style 

leads to good future op:portunities 
44. Extent to which the wcH-k r do 

contribute to society 

J. Quality of life 

45. To feel good and be in good physical 
condition 

46. To have a confortable ar.rl peaceful 
home 

47. To have a govermnent that is nanaging 
the econorny we 11 1 

48. To have a goverm11ent that is providing: 
amployment and curbing inflation 

49. To have a. societ.y th2.t is free of 
corruption 

50. To have a society that I'P.wards the 
individual for initiative o.nd 
achieveraent 

51. To be free from delibitating 
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disaases 
52. to have a good relationship with my 

neighbo1:r·s 
53. To h2.ve close frienès a.nu r:om~ianions 
54. To enjoy ever·y 12ïJnrnt while not. 

thinking of toaorrow 
55. To be liked and ,(p;n:-eei.ated by my 

friends 
56. To have innst har·nuny and. pea.ce of . , 

mna 
57. To have a. goverrm2nt that wovides 

basic needs such as good w.,.tr:>I', r·oads 
electrici ty 

58. To be able to give my r;hildren the 
àest in life 

SECTION D: Degree of satisfaction with work life dimensiQ.M. 

To what extent do you feel t}rnt you have been Satisfied with each oÎ tlrnse values and goals in your life? 

Again rate the Satisfacio!J. of eac11 value or goal on the scale below. 

A. }laterlâl/Extl'insic Factors 

1. Pay 
2. Fringe benefits 
3. Good working li ours 
4. Job security 

B. Structural Corupet.ence Factors 

5. Supervisor competent 
6. Ade~uate informatior, to do job 
7. Responsibilities clear 
8. Enough J1elp and equipment. 
9. Supervisor able t.o get people t.o work 

toget}ier 
10. Co-workBJ'S coapetent 

C. Human Rela.tions Factors 

11. Go-workers friendly 
12. Supervisor friendly 

\ SCALE \Not Satisfied\ Not ; Moderately\ Very : 
at all : Satisfied : Satisfied : Satisfied : ! _________________________________________________________ _ 

1 

:score/ : 
: Grade : 

0 2 3 
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13. Chances good to make friends 
14. Co-workers helpful 
15. Supervisor concemed aboout me 
16. Co-workers interested in me 

'D. Intrinsic Factors 

17. Interesting work 
18. Can see results of m.y work 
19. Freedom to do job 
20. Can do things I am best able to do 
21. Opportunity to develop abilities 

E. Socio - Cultural Beliefs 

22. Tribal beliefs 
23. Favouritism 
24. Nepotism 
25. Family problems 

F. Perponal State of mind 

26. Feeling/Mood · 
27. Domestic quar·rels 
28. Sickness of immedia.te family member· 

G. Flexibility of Job 

29. Independent work and !!ovement 
30. Work freedom 
31. Autonomy 
32. Responsibility 

H. Challenge of work 

33. lJariety in work routine 
34. Meeting/working with a va1·iety of 

People 
35. Team work 
36. Cooperation at work 

I. Self - Esteem 

37. Outside life affects work life 
38. Working wirh people fron my tl'ibe 

always 
39. Contribution to personal satisfaction 
40. Self-accomplishment 
41. Recognition from friends 
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42. Work appreciation 
43. Extent to which present life style 

leads to good future 01,:portunities 
44. Extent to which the work I do 

contribute to society 

J. Quality of life 

45. To feel good and. he in good physical 
condition 

46. To have a comfoI'ta.ble and Jieaceful 
home : 

47. To have a government that is mana.ging : 
the economir well 

48. To have a govermnent that is providing l 
employment and curbing inflation 

49. To have a societ.y that is free of 
corruption 

50. To have a society Uia.t ·teward.s the 
individual for initia.tive a.nd 
achievement 

51. To be free from. delibihting ( } 
àiseases 

52. to have a goo<l relatiünstii11 with my 
neighbours 

53. To have close friends ai!d corrrpanions 
54. To enj oy ever.y moment while not 

thinking of tomorrow 
55. To be liked and appreciated by my 

friends 
56. To have inner· harmony and 1,eace of 

mind 
. 57. To have a goverrment.. that provides 

basic needs su.ch as goorl wat.er, r·oads 
electricity 

58. To be able to give my d!iiàren the 
best in life 
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