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( i ) 

ABSTRACT 
: 

This projec is on Kenya Railway Sup rvisors' 
anagement Traini g its purpose is to examine the 

impact o the curren training programme on those who 
participate in i . 

The evaluation of the programme is carried out by 
analysing 

(i) The context of the programme 
(ii) The superv·sors ' attitude towards their 

training 
(iii) The supervisors ' performance during the 

training 
(iv) The supervisors' per ormance on the job after 

train"ng . 

Chapter one , apart from providing the theoretical 
framework , also gives a brief description of the 
development of Managerial role among the indege~ous people 
of Kenya . 

__ Chapter two includes the data collection methods and 
the analy ical ools used . Chapter three contains the 
information collected from the field and the analysis 
of this information . Conclusion and recommenda ions 
are ·to be found in the four h and final ch pter , that the 
programme has onthe whole a positive impact on those 
supervisors who undergo through it . But the curr · culum 
need some revision so that i contains only subjects that 
are of relevance to supervisory duties . More effecti;e 
results could also be achieved if considerations were made 
to f~ors such as age education and exp~rience of those 
who are to be selected to participate in the training 
programme . 

The author also emphasizes the importance of a constant 
evalua ion scheme in a training programme such as his . 
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CHAPTER I 

I TRODUCTIO 

In se~eral developing countries the role of supervisors 
is undergo·ng considerable change and gaining a lo of 
importance in organizations . This is mainly due to demands 
of the gro~·ng technology highly competitive nature of 
the economies and the increasing interest in industrial 
democracy that is taking place throughout the world . 

In the past "supervising " meant exerc1.s1ng judgement 
in taking decisions : how supervisors acquired this skill 
might well have something o do with their native intelli
gence supplemented by a long experience of solving problems 
on the job . But as organiza ions grew more and more complex , 
the problems of supervisors became increasingly difficult . 
The economic , technological and social development of the 
post - war world changed the role of supervisors f r om a local 
to a more cosmopolitan persp~ctive . 1 Training supervisors 
since then was not just on the organi7.ation •s values and 
practices . They had to be adequately trained and prepared 
to play the challenging role 0 management within 

11 the highly volatile changes that are occurrin~ 
in both the physical and social environment . •• 

In Kenya , the need to train supervisors is even more 
criticalbecause of historical actors . In colonial times 
the training that there was for indigenous people was 
mainly confined to jun·or level supervisors and artisans . 

2 . Donnelly Gibson & Ivancevich : Fundamentals of 
Manaqemen .Cited by Fred Luthans in Orqani7.ational 
Behav1.our . ew York ; 1acGrow , 1977, pg. 530 . 
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There as very 1:t~le need to conduct supervisory management 
training for the A ricans since expatriates dominated 
managerial posi ·ons and Africans were relegated to minor 
technical or clerical duties . However with 'ndependence 
came a mass exodus o these expatriates leaving the 
relatively non-trained Africans on the jobs . 3 Iron~cally 
this is also the time rom which a lot of international 
firms began investing heavily in Kenya by establishing 
local branches which meant hat the demand tor mana• erial 
personnel at all levels rose steeply. 4 In addition to 
these two particular situations in Kenya, was the global 

modernization and rapid economic and social development 
which required vell-trained and development oriented 
personnel . 

To complement training on the job, the Kenya Government 
in early 1960's institutionalized professional and managerial 
training by setting up institutes such as Kenya Institute of 
Administration at Kabete and Gov rnment Training Institu es 
in Mombasa and Maseno hich are mainly for training Civil 
Servants . - Some Parastat-al- Organizations like the Kenya 
Raiiways and the Kenya Posts and Telecommunications have 
also established their training schools which offer 
manage~nt training to their employees. But an important 
question one would like to ask is whether in the midst of 
this rush to supply rained supervisors e fective training 
is being provided . Indeed as one report aptly describes 
the situation 

3 . The ECA Secretariat, "Educalion and Training of Public 
Servants - An Over\ iew of the African Scene " 
Interna ional Re1iew of Administrative Sciences, 
Vol. XL - o . 2 1979. 

4 . Some o the firms established are summari zed by 
Raphael Kapllnsky in Readinqson the ul inational 
Corporation in Kenya airobi ' Oxford University Press, 
197~ pg . 209-21 5 . 
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It is however becomi g increas·ngly cl~~r ~ha 
'whils~ A rica's Insti ute of adminiscrat1on are 
playing a vital ole in respect of local managerial 
tr ·n:ng so e o them are still seriously shackled 
by the concepts ot he early sixt'es ................ . 
and ave yet to make the right type o impact as 
institutions created to acilitate the training 
and development of highly skilled and motivated 
admin:strators and managers . There is still a 
great need for restructuring o training programmes 
and to blend theory with practice . 5 

·~===-- ·- -

But , before we can decide whether a training programme 
is e f fecti e or not , there must be some evaluation system 

built into the programme to enable the trainers to obtain 

app r opriate information which would lead to the correc t 

structuring . In other words it is necessary that trainers 

design a mett]Qd of determining the usefulness o f their 
training programmes and taking corrective measures whenever 

necessary . In the case of Kenya Railways supervisory 
Training , there is only one assessment carried out by the 

instruc ors at the end of he training period . The author 
also learnt from the Senior Training Officer that he usually 
asks the trainees' bosses to assess the ex- par ticipants ' 

performance on the job 6 - 12 months after the training . 
But these two exercises are virtually for record keeping 

purposes . 

IMPORTA CE OF THE STUDY 

The theories and principles relevant to learning 

can be said to be relevant to training whether it is ----- ...,__.._ 

.. -- -
5 . The ECA Secretariat Op . Cit . pg 100 
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concer1ed with blue and· hite collar or managerial personnel . 

And one important aspect of learning heory i~ tne evaluation 

process of he learning experience . It is an important 

aspect because irstly i serves as an incentive to the 

learner and se~~ndly it helps the trainer adjust his 

programme accordingly . In some cases training programmes 

have been deviced but failed to have he intended effect 

on the trainees because of lack o f proper evaluation . 

It is therefore important that anyone involved in 

a training programme evaluates the trainin g to a ssess t he 

impact it is making on the trainees involved . This is 

necessary bot h for self- correction and future planning 

of such programmes . Without any systematic eval uation , 

there 1ould be no rational way of justifying training expenses . 

A case 1n poin is the Kenya Railways Corporation 

Superv isory Management Cours~ whic h was introduced in 1961 

to cover courses in Leadership Communication , Method~ 

Improvement and Accident Prevention among other areas . 

There is a general assumption Lhat the programme is use f ul 

and increases the effic~ency of every Supervisor who is 

exposed to its content . But-~he e f fectiveness o f this 

programme has not been systematically assessed and this is 

evidenced by the fact tha the same raining manuals have 

continued to be used for every group that comes to be trained 

since the inception of the programme . However perfet training 

techniques may be when first designed , they do need some 

modification as time chan~es . The findings in this project 
---=-- - =-- ----:---- -- ----- _·~--

should therefore b~ useful_to~~ yg_~ailways Tra~ning 

School when making future plans for their Supervise y 

Management Training . 
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THE OBJECTIVE OF TiE STUDY 

The object"ve of this s udy is to dete r mine he e f ec 
of the formal Kenya R ih1ays Corporation • s supervisory 
training programme by evaluating it at four levels : -

(1) Context Eval ation : This involves the assessment of 
trainir.g needs as a basis for deciding on the training 
objectives adopted . This will mean de ermining the 
extent to which both individual and general needs of a 
Kenya ail ays Corporation supervisor are ca ered for by 
t he training objectives . 

(2) Evaluation of Trainee's Attitude : Here he author will 
collect data on the supervisors • attitudes towards the 
programme and use this informa ion to determine the programmes • 
usefulness to the trainees . 

(3) Immediate Effec Evaluation : The third level involves 
computing the scores that trainees get in the training tests 
to reflec any changes in kno#ledge , skills and attitudes . 
Scores ob ained here may be signi icant in explaining the 
supervisors ' performance on the job . 

. 1.4L Intermediate or Delayed E ect Evaluation : This 
invo~~~~~orr~- ring any changes that take place in the 

-~r~inee'~ performance on the job as a result of the preceding 

LITERATURE REVIE·. 

E fective training for super isors is perhaps more 
essential than for any other cadre in an Organization . 
This is because of the unique nature or their responsibilities . 

A supervisor is considered in this study as a face o 
face leader who is immediately in chatge of getting a job 
done through the rank and file workers , according to 
Management ' s interes s . He has , therefore the task o 
building an effecti1e pork force and motivating his 
subordinates to perform thei r best . Although he is at 
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the bot om of management hierarchy he usually has a large 
span of control than any other pe son on the managemc 
level . But , like any other level of management the 
supervisor's authority is derived rom formal assignment 
of respo.sibili y or planning organi~ing, directing and 
controlling the tork . Many scholars have referred to 
supervisors as "men-in-the-middle ," "men-on-the-spot" or 
"shock-absorbers" between management and the workers . To 
quote Fraser 

The Supervisor - Manager stands between planning 
and action . If he is not in the confidence of the 
planners there will be no effective action . Similarly , 
if those on whose muscles th~ action depends cannot 
rely on him as their link 1ith the planners , the 
factory floor w'll begin to organise itself . And 
th~3 organi7.ation 1ill not be in line ith that of 

6 management nor will it have the same ends in vier. 

Apart from acquiring the skills in the relevant tradi 
that he is supervising , a supervisor must also have the 
abilityto manage people at work . It is usually 
assumed that by the time one is appoin ed a Supervisor, he 
already has a thorough knowledge of his trade . With such 
a multiple of roles to play _he problem that supervisors - - -

.constantly face is that of leadership and human managemen, . 
Stud· e..~!' ~l:-that several and recurring reasons behind 

ailure are : human relations difficulties · 
0 lity defects; improper atti~udes ; 

7 and lack of skill in carrying out the management functions . 
Abassi and Upadhyay8 prescribes two major solutions to 
thes~ failures . First is provision o proper training 

6. 

7 . 

8 . 

John Fraser ; Principles and Pra tice of Management~ 
Londo.1 1 eJ son1 1967 pg. 3. 

arren Richard Plunk_tt ; Sup· rvis'on : The Dire~ti0n of 
People at ·fork . Io a > wrv· . c . Bro "~ ~..ompany1 197 5, pg. '3 , 

.F . Abassi & D.P . Upldhyay • S per ·isor • Job . ew D~lh\ 
Natio, 1 Proauctivi~y Council 
December 1972 . 
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and second is re ognition by top management of the 

importance superrisors deserve . anagemen must therefore 

first find out the cause or any undesirable performance 
before they tak~ any action like sending their supervisors 
to a traini g session . 

The need to train may arise because of sereral reasons. 

Firstly, new technological changes in the firm or in the 

environment may demand a different kind of leadership and 

relationship among the workers . This is an important fac tor 

in a developing country like Kenya where the new technological 

changes are seething through the conservative or traditional 

practices . Brannen and Hodson argue that "attitudes and 

behaviour essential for industrial efficiency is usually 

absen in pre-industrial societies . There is need therefore 
for change in behaviour and attitude through change in self

image or view of t e world . "9 And since supervisors are 
the r:men-on-the-spot" to lead and influence \oJOrkers their 
attitude and behaviour must ~ffectively be modified through 

some training. 

--Secondly, training needs may arise becau'se of the 

stiff challenge from union shop ste ards' knowledge in 

leading, directing and helping employees . This will 

force management to train their supervisors t~ come to 

the same level if not to a higher level , with union 

leaders. 

9 . Ted Brannen and Frank Hodson: Overseas anagement. 

ew York) cgraw- Hill Book Co ., 1965J pg . 47 . 
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Individual supervisors will also be found to be 
~eficient in one way or another in heir responsibilties 
and his de iciency can easily be reflec ed through the 
performance of their departments . Jt is the responsibi
lity of anagement to identify such deficiencies and 
~ssess if they can be rectified through training . There 
are several methods an organi~ation can resort to in 
identifying such training needs . K3riuki gives a 
Jist of eleven methods which in the present author's vie~ is qui 
?~haustive and can be used by any type of organization . 

10 
These methods are : 

(1) Direct observation, observe and examine evident 
problems of poor quality of work and workers 
complaint . 

(2) Questionnaires especially in departments which 
have di ficulties . 

(3) Activity - sampling procedure . Get a sample 
of activity and study its working and pinpoint 
specific organizational deficiencies which .may. 
include poor supervision . 

(4) Informal discussion across the organization 

(5) - Structt.irar interviews 

. ,....(..fil..- Gronp discussion 

Studying records and reports on personal 
~~~s· · erformance standards, recruitment,etc . 

(8) Suggestion schemes where individuals will indi
cate their needs 

(9) Use of committees 

10 . A. K. Kariuki ~ " 
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(10) Use o c ns llors and consultants 

(11) Use of conferences seminars ,and workshops 

The identifica ion of training needs is essential 
because it is only by it that rel~vant raining activi y 
can be initiated and developed, and that money and other 
resources are not spent on training just for the sake of 
training . 

Once raining needs are identified here are 
several techniques organizations can use to train their 
supervisors . The most commonly used is on- the-job training 
method . This method can be very ef ective in that super
visors are made to learn exactly what they are required to 
do under the direction of the immediate boss . But several 
scholars have misgivings about the effectiveness of this 
method . Beach 11 maintains that the ability to learn by 
this technique is overated because sometimes the instructor 
does not give his whole attentiop to training as he has to 
get on with his daily work at the same time and the 's udent ' 
has got to bear with him hroughout the training period . 
He,further asserts that quality of training on the job 
is uncertain and one 10uld find it difficult to say whether 
any learning is taking place since there is usually no 
testing done to improve the lea ning experience . Koon z 
and O'Donnell do not recommend training-on- the-job for 
supervisory training . According to them, and the author 
s ~pport s this view. this method should no be used because 

11. Da-l-e S. Beach : 
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It is less effective in areas of in erpersona 
relationsh"ps, such as communica ion :nstruc ion 
and motiva ion of subordinat s ................ . 
In these areas one can only explain the techni4ues 
which work for them· they cannot instruct the trainee 
to go and do like ise because he techniques are 
personal, d pending p rtly o. charac er and 
personality and may not ork or others . 12 

The raining department , like any other department 
in the organi?.alion is expected to play its part in the 
achievement of the organization ' s objectives and this 
can only be done by demonstrating factually that it is 
providing e ective training to the supervisors . As 
stated above the quality o training-on-the- job is 
di icul t to ascertain . "There is no doubt that the 
first-level supervisor can gain much by attending skill
fully presented seminars or taking courses in these areas ." l3 
Formal training programmes carried outside the work 
situation are normally easier to assess their usefulness 
to the participants than wo~ld be on - the-job training . 
I should be he concern of eve~y organization that each 
training programme is evaluated in order to determine 
whether he money and t1me spent is was ·ed or not. A 
training programme which has no impact on the participants 
is not worth its salt and should be scrapped of . But 
the proposition in this project is that if tra_ining needs 
are properly identified and matched to the training 
objectives with constant and sys ematic evaluation no 
training programme should ever be completely ineffective . 

12 . Harold Koontz a d Cyril 0' Donnell : Management -
A Systems nd Contigency Analysis of Managerial 
~Gtions . Tokyo , Mcgraw - Hill 19/6 pg. 522 . 

13 . Harold Koon z & Cyril O' Donnell : Op . Ci . pg 523 . 



11 

.. 

There is a widely held view hat rainiJ,g e 1aluation 

is particularly di ficult when it involves management 
personnel . arr and otherSl- 4 propose wo m-:1jor reasons for 
this dif iculty . First it is brought about by the fact 
that unlike in operative jobs , supervisory work has greater 
scope for individual approaches to a job . Similar sets ot 

objectives can- be achieved through various approaches 

quite succJ~~y . -~~ain~, therefore can only offer 
alternative approaches or proposals of certain supervisory 

guidelines or individuals to integrate and apply them to 
their own job if found relevant . As a result of the 
foregoing, the nature of training makes it impossible to 
predict exactly what form the change will take since 
trainers cannot lay down rules on the "best" form of 
supervisory-behaviour and the criteria or satisfactory 
performance cannot be stated in objective terms . The 
second source of difficulty, is the fact that it is not 
easy to identify work behaviour brought about by a parti
cular piece of training and not by any other factors such 
as individual personality and moti ation nature of group 
being supervised and o her environmental factors . Essen

tially what these writers are trying to say is tha~ it is 
difficult to determine the nature and amount of kno1ledge 

gained by individuals through heir performance. on the job . 

Furthermore even i a piece of training has got some 
influence on a Supervisor ' s behaviour his work situation 

may not allow him to apply - tne knowledge gained . This 

14· 

- - - --............. ... ......_, 

Peter •/arr, Michael Bird & Neil Rackham ; Eval:..tation o f 
anagement Train"ng,London1 Gower Press 1970,pg 5-13 . 
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phenome on can be illustrated by using the Supervisory 

tests on nternational Harvester Company results which 
were summarized by Fleishman . l5 In this study a group of 
foremen were given a two-week trairting on Supervisory 
style . The objective .as o test he ef ect of training 
on Supervisory style , and the general findings were that : 

1 . Those who worked under considerate anagers 
were more cons"derate to their subordinates 
than those who worked under less considerate 
Managers . 

2 . Those who had trained were rated less considerate 
by subordinates two to ten months after the 
training than those supervisors who had not 
trained . 

3 . Training on considerate leadership style will 
not yield any permanent results unless the 
superiors were considerate and believed in the 
training programme . 

The conclusion that can be drawn from the above 
study is that the training programme did influence the 
supervisors' leadership style initially but they could 
not carry on 1i-h this human centered style due to 

frustration from their bosses . 

. J~_i!_not- always right to judge the success of a 
~ :~=-t~~~a_i_n_i_ng programme solely on its effect on job per f ormance 
~----as- $'?:-. ;:;.--0.- - ,.-h e f. ct:"s may be too subtle to be identi-

fiable . The other three levels of evaluation mentioned 
in this study ' s objectives would not only together give 
a fairer assessment of the programme, but also help 

15 . E . A. Fleishman , "Leadership Clima e Human Rela ions 
Training and Supervisory Behaviou~' 
Per onn 1 r~ycho ogy , Vol 6 , 1953 . , 
pg 205 -222 . 
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minimize some of the problems experienced when rainees ., 

go back on the · ~ jobs . In co elusion to his chapter hP 

author analyses he proposed our levels of evaluation 16 

and explains how the sys ematic use of ·hem can tacili a e 
an ef ective training programme . 

1 . At Lhe context level the trainer must look at the 
current operational conLext of the organization and 
identify the aspects which can be improved by training . 
Substandard 17 ?erformance before training is des irable 
other1ise the train"ng itself would be unnecessary . 
Oft en it can be misleading to assume that the training 
needs of all Supervisors are more, or less identical . 
Individual fac ors such as type of work and technology of 
the process, experience, age and so on contribute to 
unique training needs among individual supervisors , 
although job specifications may be similar . Individual 
appraisal is therefore necessary in most cases of 
identification . Once you know what deficiencies are 
there, then it would be easy afterwards to measure the 

_ impact ~ha~ your chosen ~raining programme Qas had on 
the trainers . 

The selec ion of a training input will depend on the 
already idenL· ied needs and the organization~ resources . 
But the most essential actor ·here is that the progrftmme's 
objectives ma-ch with the training needs as ar as possible . 

16 . The four levels of evaluation have been adopted 
f"f'"C5Jn Peter iarr, I· ichael B · rd and Neil Rackham 
Op . cit . pg 15 - 21 

17 . This will depend on the Organization's Standard s or 
individual potentiality . 
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2 . The second level o evalua ion is concerned with 

moni oring the training .e,. it is in progress . This 

is necessary because some of the administrative arrange
ments may ot be conducive to learning . The trainees ' 
reaction and attitude is a vital feedback at this level 
for immediate or future corrections . 

3 . In th"s level, the measurement of actual learning of 
knowledge skill or certain attitudes is recommended . 
This is normally done by administering a written or oral 
examination on the material covered during the training . 
The evaluation information obtained should enable the 
trainer to detect areas where changes have taken place . 
A series of courses evaluated in this way should also 
show the trend of the programme's effect . For example a 
similar examination can be administered at the beginning, 
in the m~ddle , and at the end of the programme and the 
different scores used as feedback on the success or failure 
of the programme . The diff~culty of determining the 
impact of training on the job performance has already been 
discussed . It is at this immediate outcome level that the 
effect- o- such a programme can easily be assessed . 

\ 

4 . Changes in work behaviour are unquestionably the 
primary goal of management training and it is. the training 
department • s responsibili Ly to demonstrate" actually " ha 
they are achieving this goal . lhatever approach is used, 
the overall aim of this intermediate outcome evaluation is 
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to disc ver a y ·mproveme ts h · ch may have arisen as a 
resul of he ra·ning . Despite the di iculties 
earlier mentioned, i is possible to measure the success 
of a training progra~~e at this level i · the programme is 
initially ailored to satis y some identi ied needs so 
that a supervisor is deliberately made to adopt some 
speci ic techniques of managemen·. . Prograrn~es which do 
not consider the work context are unlikely to yield 
profitab e outcomes a this level . 

If the four levels o assessment are to be success 
fully18 applied , they must be standardized and used for 
every group that goes to train . Prom this literature review 
one may conclude that generally there is priority need 
to train supervisors but this must be quality training . 
And the only way to determine that quality is maintained 
is to design some evaluation measurements and build them 
into the training programme to ensure that e ective 
training is provided all he time . 

. -1_&.. Successfully here means being able to reflect 
the true_pature of the situation . 

:. 

- -=-- -
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CHAPTER II 

Research Methodolgoy 

(a) Sanpling Procedure 

As proposed earlier , for an evaluation to bear some 
authenticity in the final analysis of a training programme's 
effectives, the procedure used should be applied at least 
at two different points in time . This will provide more 
than one set of information for comparison purposes . 
Better still two or more groups evaluated on similar 
programme ~ould give broader results than just evaluating 
a single group . But because of financ ial and time const
raints the author .will limit her study to those supervisors 
who attended Supervisory Management Course in 1980 and 
are deployed by Kenya Railways Corporation in Nairobi City .l 
This group forms a total of fifteen out of seventy nine 
supervisors trained that year . The author will not be 
able to meet the supe~visors personally . Scheduled 
Questionnaires will be handed to the Senior Training Officer 
who will in turn distribute them to the concerned supervi
sors tnrough departmental heads . Once completed by the 

S~P~T~i~Q~-I·he questionnaires will come back to the 
__ _?u_thor via the same channel. Immediate bosses of the --------...---sam!): ... · p -~" v-r.rors· · ·11· also be interviewed through 

scheduled questionnaires . These questionnaires will 
be forwarded to them through the Senior Training Officer . 

1 . This refers to Kenya Railvays' offices which are 
within the Geographical boundary of the City . 
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The only two persons tha the au hor will have 
personal interviews with are the Chief Person el Manager 
and the Sen1or Training Officer. 

(b) Data Collection ethods 

For Sub-objective I, he author will obtain training 
goals as set_o~t in the training manuals . These manuals 
are available from the training school . The Senior 

- ------ ____ ...,.. ___ _ 
Training Officer will also be interviewed on his expecta-
tions of the various training sessions . These findings 
will then be compare~ with the job description and 
requirements of a Super isor as laid down by the Kenya 
Railways Corporation . The purpose of the comparison is 
first to find out those aspects in the Supervisors • job 
description~hat can be improved on through training . 

Secondly t~~ author 1ill then determine if the existing 
training goals f lfill those training needs . · 

The data to satisfy Sub- objec ive 2 will be col- ected 
by sending out PartthreEbf the questionnaire to be comple

ted by the sampled supervisors . A five point attitude scale 
will be used in trying to wap the supervisors reaction to 
the four different sessions of the training programme . 

The scores obtained by trainees during the 

programme will be used to sa isfy Sub-objective 3 . These 
scores dll be obtained rom the trainees • confidential 

assessment forms which are retained by the train{ng school 

(Appendix 
- - -. .. - -At"-- - .. ·- - -·- -- ~-...____ - -
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Parts I & II o the questionnaire will be used in evaluating 
performance on he job . Supervisors' bosser will be asked 

questions related to performance of their subordinates 

before and after participating in the training programme. 

(c) Analytical Tools to be used 

Conten analysis will be used in analysing data for 
the first 1::-Wo ~ b-<?bjectiv~h_ Sub-obj~ctive I calls for 

a comparison betdeen the training needs and training 

objectives while sub-objectives 2 requires a collection 
of the trainee ' feel-ings towards the training programme . 

A measure of central tendency , preferably median 
will be applied on the scores obtained during the training 

sessions to-determine any improvement . Regression analysis 

will also be applied here to find out the functional 

relationship between p~rformance of the trainees and other 
factors such as age - educational level, and work exper_ience 
of the trainees . 

Finally the author shall carry out hypothesis testing 

of the difference between two means on the scores obtained 

before and after the training . The result should determine 

if there is any improvement or not . This will Qe in 
fulfillment of the last Sub-ojeclive which is to evaluate 

trainees' performance on the job after training .. 
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(d) Limitations of the Study 

It has already been stated earlier why such a small 
sample is going to be used in the project . The sample 
si~e may be responsible or some b:ases hat might be 
spotted later on in the analysis and conclusion of the 
work . 

A lot of the data here is based on personal rating 
method . This method is often criticised or weaknesses o 
subjectivity, fluctuations and distortions in judgement . 
But personal ratings can at times provide a broader 
assessment of e f ecti veness than can quantitative indices . 
For example, supervisory behaviour and personal attributes 
as in this case will influence the attitudes of workmates 
and these effects can readily be measured in terms of how 
they (workmates) feel about him . 
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CHAPTER III 

Data Analysis 

Part I 

In this part , the contents of the supervisory 
training programme as presented in Appendix III (a) 
is going to be analysed i relation to he supervisors ' 
responsibilities . The general administration of the 
programme for example,the choice o participants will 
also be considered as another important factor in determi
ning the e fectiveness of the programme . 

According to Kenya Railways' Senior Training Officer 
the overall expectations from this programme is that those 
supervisors who attend it would perform their supervisor~ 
functions (as defined in Appendix I) much better than 
before . The Corporation ' s policy is that every supervisor 
must go through this training only once in his career 
with the organi~atiorr . There is no specific time when 
one should attend as departmental heads normally choose 
among _th~se supervisors they can afford to release . 1 

-~h · s particular programme is run twice a year between 
~-~~~a ovember- December . The duration of a 

=-.::. ---Pr~ is tive weeks . -- -- ~--

Training Content . 

Looking at the content of the training , it can be 

1 . I enough practising supervisors cannot be released 
to fill a class , potenti 1 ~upervisors are chosen to 
at end the training . They cannor then later be 
given ano her oppor nity to be trained again hen they 
become supervisors . 
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noted that hal of the time is spent on actual knowledge 

of the job or skill one is supervising. Sessions three 

and four of he programme concentrate on this and yet the 

management expec s that by the time one is appointed a 

supervisor he should be conversa t \ri th all he skills 

of his trade which include improvement and safety measures . 
ew methods of doing a particular job do not come up 

regularly and so what happens is that instructors merely repeat . 
what the supervisors are already doing at their work 
places . 

Trainees are normally dra n from the five different 

functional departments ¥hich are Traffic, Civil Engineering , 
Mechanical engineering, Personnel and Accounting . Parti

cipants are taught as a group regardless of their depart

mental origin . Teaching job methods and safety to such 

a heterogeneous group proves difficult as illustratiQffi 

used are not going to be familiar to everybody . While 
it is agreed that these two aspects are basic and very 

important among supervisory duties and responsibilities 
they should not be prominent in a Management training . 
More important supervisory skills such as Planning is 

- mentioned in passing under Job Instruction and Job 

ethods-Sessions. Evidence from the survey show that 
= =-- --... ----se-supervi sors do so.me short range planning for their 
----- -- - -~--- - -. b. t 

respective departments and thesu Jec 5 should be given 

greater emphasis when they come to be trained . 



22 

... :.... 

Participants ar taught how to organi?.e and control 

the work and not the work force . There is no in-depth 

analysis of these two functions and how they can be applied 
in the art of managem •nt . 

Under Job Relations and Instruction Sessions (still 
on Appendix III (a)), the functions of Directing and 
Leadership are relevantly considered . But even here, 
there is some-inaaequecy~~-Communication is presented 
as a one way system and supervisors are merely taught how 
to give instructions but not how to handle feedback . 
This kind of approach may not foster 'good' relationship 
which is intended between the supervisors and ~heir 10rk mates . 

The only~ aspect of staffing function included in the 
programme is planning training requirement which is 
oddly enough tucked at the end o Job Instru tion Session . 
supervisors need to know som~thing on the Corporation ' s 
policy on hiring workers hO\v they strive to keep them 
on the jobs and what procedures are followed before one 
can be fired . 

Motivation Hhich ought to be an important subject 
for any supervisor does not fea ture in any session . Under 
job Relations , the subject of human behaviour should have 
enco1npassed team work and motivation to make it more 
meaningful . 

r f th _.§<iuisi ti e_~ eQ...-4.-n.--t-h_e_---
-- -----
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training programme is supposed to make participants better 

managers than they were before then greater weight must 

be put in teaching the functions of management . Further

more , studies have shown that employees normally rank a 

supervisor e ec ive by the extent in which he keeps his ' 
group inf•:irmed takes an interest in them and crea es an 

atmosphere of free discussion and not by the way in 1hich 

he arranges ork , supplies materials and enforces rules . 2 

The content of the programme ,as it is ,leans too much on 

the latter . The reason for this may be is because for a 

long time supervisory management duties have been regarded 

by many as more or less intuitive , what Thomason calls 

"native intelligence supplemented by a long experience " 3 

hence there is no need of formal training . 

The appraisal of the programme ' s content is based on 

the training manuals ' teaching guides . Although individual 

instructors are at liberty to modify these guides ,~ the 

author did not attend any li~e lessons nor have access to 

instructors • teaching notes to know how far the instructors 

do divert from the guid_elil}_es . Those manual.s were desig

ned about 1961 when the management training was started . 

The time factor alone should demand the overhaul of the 

manuals ' contents since everything inevitably change with 

the time . 

Choice of Participants 

Through discussions ith the Senior Training Of icer, 

2 . T~ is one of the five findings in a survey 
on supervisors in a number of Industries by the 
Survey Research Centre of the Inst·tute of Social 
Research - Michigan University . See or instance 
Rensis Liket : ew Patterns of anagement~ Ne~ York, 
McGraw - Hill Book Co . , 1961 . 

3 George F . Thomason Op . Cit pg 371 

4 . This is stated on the Preface o each Manual . 
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it was confirmed that there is no systematic way of 
assessing who needs the training and when . The choice 
is left to the discretion of depar~men al heads whose 
arbitrary choices consider neither the supervisors• nor 
the trainers~requirements . Those selected are more 
or less compelled to go since their future progress 
depends to some extent on attending such courses . The 
trainers have just as much 'faith ' in the bosses to make 
the right choices , as the bosses believe that the 
appropriate training is going to be given to those they 
send . 

No individual or group deficiencies or special 
abilities are taken into account before participants 
embark on the programme . The same curriculum designed 
almost twenty years ago continues to be used for everyone 
that comes . Although the first week is spent on orientation , 
the period is too short fo r t he instructors to know t he 
trainees well enough to be able to adjust the various 
courses . Much of this time is spent on both parties 
getting to know each other at human relations level rather 
than academic level-. -

- ~ T e analyses of the Training ~on ent and Choice 
:: - -- -FPart:lcioan sis in fulfillment of the first sub-objectives . .......... ~._--.. -- .... _:. ____ ... 

The sub- objective is referred to as Context Evaluation be-
causeit involves the asses~ment of these particular aspects 

of the general adminis ration of the training programme in 
relation to the total set up of the organization . 
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Part 2 

Trainees ' s Reaction 

In this second part of the analysis trainees ' 
reaction to the fo ur sessions of t he training programme 
will be discussed . Their reaction will be analysed 

. fi ved. cr . us1ng 1~ rent evaluat1ve sta emen s tabulated 
be l ow. o_s<;:.or s_vJere given to t hese stat ments and :::.....:..;:==:.._ . - - ---
t he analysi s is simply descriptive . 

T bl I a e - E . nJovment o f T ra1n1ng Sess1ons 
I 

Job Job Job Job 
Relations Instruction Methods Safety 

--
Exten t N % N % N % N % 

En j oy e d it very much 8 67 9 75 7 58 9 75 
-Enjoyed it - 3. 25 2 17 5 4~ 1 8 

Indi fferent l 8 l 8 - - 2 17 
Enjoyed it very little - - - - - - - -
Didn ' t enjoy it all - - - -- - - - -

- · ·- -~ - - - - - - -

To al 12 100 12 100 12 100 12 100 

From the table above it can be seen that at least 58% 

o f t he participants said that they enjoyed the tra'ning 
Session "very much " with Jobs __ ethods Session being 
the least ~~r . A- ;t...i_.---BaP-1..; r..t.,_ ;.he- ~- ).._~~~J ;_ 

of this session shouldbe' t>ec1i'use of the degree or 
- -amiliarity ~h t the - pervisors have with their SK.lls 

compared to other supervisory ·duties . 

Talking to some employees of the Corporation the 
author got the impression that there is quite s trong 
adherence to a sEr1ct- cha·n of command . Bei g an old 
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institution this is no t surprising because such was typical 

of the colonial administration . This value system may 

explain why Job Instruction is one of the two most 

enjoyed sessions . Since the course content stresses 

one-way form of Communication the trainees are likely 

to end up moulded as authoritarian rather than participa

tive leaders . That is they would tend to interpret 

their role as that of always telling others what to do . 

Job safety is also equally enjoyed "very much 11
• This 

may be due to the ilm that accompany the lectures . 

Looking vertically on each column of the sessions , 
no supervisor indicated that he did not enjoy any of the 

sessions . A general conclusion can therefore be drawn 
that the training programme is enjoyable to the majority 
of the participants . 

Table II - Amount of New Information Learned 

. 
Job Job Job Job 

Relations Instruction Methods Safet) 

Amount N % N % N % N % 
'• 

8 67 8 66 8 67
1 

Taught me a lot 9 75 
Taught me fairly much 2 17 2 17 2 17 4 33 
I gained something 1 8 1 8 2' 17 - -. 
Taught me very little - - - - - - - -
Taught me nothing 1 8 - - - - - -

Total 12 100 112 100 ll2 100 12 100 

~ . - The results in the table above confirms the find1ngs 

in the previous section (Table I) _that Job Methods 

Session 1s not as challenging as the other sessions 
The amount of new material tha one learns depends both 

on the teacher ' s presentation and the learner's selective 

process . Participants would pay more attention to and 

~bsorb more from those subjects they think are of greater 



27 

relevance to their needs . Hence, Job Ins ruction has the 
highest percentage and Job Methods Session the lowes . 
Since participantsperceive themselves as directors or 
instructors of their s~bordinates, they would concentrate 
on the Job Instruction more than any other session. 

Out of the four sessions it is only in Job Relations 
that one trainee stated that he had learnt not hing new . 
This particular respondent has worked for the corporation 
f or over fifteen years and has been a supervisor for 
about ten years . He may therefore be familiar with the 
content of this course due to his long experience on 
relevant field. job Relations is also one of those aspects 
of Management that people often feel they can master 
through "native intelligence " and they need no formal 
training to gain knowledge relevant to i . This may 

be another reason why 8% of the supervisors said that 
they gained nothing from the session while the other 
three sessions have all got something new to be learned . 

Table III - Relevance of Session to Own Duties 

\' job job Job job 
Relations Instructio Methods Safety 

RelevanJ:__e _N. % N % N % Nl % 

Of great relevance 5 42 6 50 7 58 6 50 
Relevant to my job 4 34 2 17 1 8 3 25 
Has some relevance 1 8 - - 2 17 - -
Of very little relevance 2 l6 2 16 . 5 - - 1 8 
ot relevant to my job - - 2 16 . 5 2 17 2 17 

- --
Totals 12 100 12 lOO 12 100 12 100 

As far as Table III is concerned job ethods Session 
is of the greatest relevance to supervisory duties . This 
is a basic requirement which cannot be disputed . 
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A supervisor must know the methods of doing he work he is 

supervising before he can apply other echniques of manage

ment . Only 42% of the supervisors stated that Job 

Relations was of great relevance to their duties . This 

does not compare {ell to the other sessions . We had asserted 

earlier that the training programme as it is does no offer 
management training which is vigorous enough for its partie·-

- - -
pants . As such the supervisors themselves are not aware 

of the impo~tafi~f ~ome· o tfiese skills to their duties . 

It is worth noting that none of the supervisors 

thinks that Job Relations is completely irrelevant . In 

every work situation human relations is a very basic issue 
and no supervisors can just ignore it . On the other hand 

at least 16% _o! the supervisors said that the other three 
sessions were completely irrelevant to their duties . In 
some sections5 of the Corporation supervisors complained 

that they cannot use their own initiative as all procedures 

are laid do~n or every employee . Such supervisors would 
find Job Instruction Sessions irrelavant . As for Job 

Methods and Safety Sessions, it is obvious that trainees 

would not be familiar to all the methods and illustrations 
that might be used by the instructors here . 

Table IV Amount of Time Allocated to Sessions 

Job job Job job 

Relations Instructio_r 11e_thodJ Sa fet_y 
- -~l_f= 

• ___;:::-1- ~- t::::il:: 1- - ,_ 
Length --- Nl % - - /0 - J' ·· - - :- -~. 

- -- 1- - - -- - -. --
Too much ime allocated - - - - - - - -
Enough t·me allocated - - - - - - 1 8 

JUSt enough time - - 2 17 3 25 2 16 . 5 

Very little time allocated 4 33 2 16 1 8 2 16 . 5 

Not enough time allocated 8 67 8 67 8 67 7 59 -- -

Total 12 ~00 12 100 12 100 12 tlOO 
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From the above table it can be observed t hat 

a t least 59% of the participants complained that 

time allocated to th e programme was just too shor t . 

Only 8% o the participants felt that enough time was 

a llocated and this as can be noted comes under Job Sa f ety 

Session . I t i s t he author ' s opinion t ha t t r yin g to 

squee~e too much in a short period of time as the 
- -

i ns truc t ors are appa r ently doing may humper t he lear ning 

process o ( -=-tne-mcten s . ---n·re- slow ones pa r tic ularly get 

frustra ted and may end up feeling even more inadequate 

than they were be fore . 

Table v - AQQreciation of ]'lew Ideas by t he Boss 

- ·- Job Jo b J ob Job 
Relations Instruction Method s Saf ety - -. 

. 

Amount o f Interest -
Shown N '% N % N % 1! % 

Very Interested 9 75 8 67 8 67 8 67 

Interested 1 8 3 25 3 25 2 16 . : 

Shows some in terest 2 17 1 8 1 8 2 16 . : 

Shows very little - - - - - - --
Interest -
Disinterested - - - - - - - -

Totals 12 l1oo 12 100 12 100 12 100 

From e=a 1 it n be - . 
supervisors ' bosses showed comPlctc .aisinterest: in the 

- - - -
new knowledge gained at the trd i ning school . At least 

67% o f the supervisors said iheir bosses were very inter

ested in their ne~ ideas . The rest were somewhat intere

sted in the ideas . From the survey it was noted that 

such appreciation was shown through general discussi ons 

or actual support to the supervisors when they tried ~o 

5 . This was mainly in some sec ions of Trat fie and 
Accounts Departments . 
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apply some of these ideas in the departments . 

Job Relations ideas get the highest appreciation 

from the bosses . The author did not go further to find out 

why this is so . One explanation that can be put forward 

is the fact that bosses would wish to see stable relation

ship in their departments and any new ideas to help 

maintain this stability would be more readily welcomed . 

A second reason why Job Relations have the highest score 
here is the fact that supervisors find more liberty to 

experiment and toy with ideas that would enhance better 

human relations than they would in procedural areas like 
Job Methods and Safety . Management ould find it impossi

ble to specify appropriate technique for supervisors to 

follo1 in human relations management whereas techniques 

for the other areas are specific , and, once laid down 

such procedures would be difficult todeviate ·rom ~ 

Table VI - Acceptance of New Ideas f:2y the Suboraina_les 
. 

Job Job Job Job 
I . -·- . . - i-= . Relat1ons Instruction ethods Safety -· 

--·- . ---
\.Jillingness to Change N % N % N % N % 
--

__ , __ 

et-y W.l. Ting·-- - - - 8 67 8 67 8 67 9 75 

Wi lling 3 25 1 8 . 25 - - 2 17 

Neither willing nor 
Reluctant 1 8 1 8 . 25 - - - -

Reluctant - - 2 16 . 5 4 33 1 8 
Very reluctant - - - - - - - -

Total 12 100 12 100 12 100 12 100 

As far as table VI is concerned new ideas related to 

the prevention of accidents appealed most to the subordinates . 

Sev~nty-five percent were very willing to try nc ' ideas in Job 

safety and ~nly 8% were unwilling . This when compared for example. 
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to 67%"very willing" and 33%" unwilling" subordinates under 
Job Me hods sow ho1 subordinates are very concerned 
with the safety of their jobs . From the surtey it was 
found out that subordinates are usually judged by the 
number of accidents they have been responsible to . Often 
strict d'sciplinary measur~ are taken against hem should 
anything go wrong in their sections . It is therefore 
in their own interest to safe-guard their positions by 
supporting what they think would enhance their image in 
the Organization. 

Job Methods ideas received the highest percentage 
resitance from the subordinates . The old wise saying 
that "you cannot teach an old dog new tricks" could be 
applicable here . The 67% who were very willing to try 
new ideas could have been fairly new intakes who are 
still receptive to changes . 

In conclusion td the analyses thus far. it should be 
noted that a lot of explanations given in the interpreta
tion o~ the tables e the author's own opinion . Where 

-~nformation was available from the survey to explain some 
of tire- I' d:C"""tions, then it has been specifically stated SO . 

_,...._.._.' 
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Part 3 

The Assessment During Training 

The evaluation at this level was going to be based 
on the scores given by instructors on the trainees ' 
performance during the training period . It was hoped 
that more than one set of scores would be available for 
each session . The author needed to compare the magnitude 
of at least two sets of data . to decide on the effective
ness of the training at this level . Unfortunately the 
assessment by the instructors is done only once at the 
end of the training session. It has been, therefore, 
decided that the scores and ratings on the job given by the 
bosses on these supervisors' performance before and after 
training shall be used to compare to those scores given 
by the instructors . 

The highest total score that can be obtained by 
each trainee during the training assessment is 102 points 

_ while the~aximum scor~ on the job is 390 points 
(Appendix va & VII) . These have been scaled down to 
1do%. Although the variables used by the assessors are 

·-

di fferent,the scores still may be validly compared as they both 
set out to measure the ability of same individuals 
and how they fit in their supervisory role$ . 
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Table VII - SUPERV~SORS SCORES I 

A B c D E p -
% % Total 

umber Score Score Improve- Score Improve- Im~rove-
of Be ore Dur·ng men A ter ment ment 

Super- Trai Tra - Train- D - A 
visor ino inq inq 

1 47 . 7 74 . 5 26 . 8 51 . 5 -23 3 . 8 
2 69 . 7 70 . 5 0 . 8 73 . 8 3 . 3 4 . 1 

3 77 . 4 70 . 5 - 6 . 9 80 . 5 10 3 . 1 

4 47 . 7 66 . 6 18 . 9 47 . 7 -18 . 9 0 

5 77 . 7 78 .4 0 . 7 77 . 7 - 0 . 7 0 

6 68 . 2 62 . 7 - 5 . 5 70 . 8 8 .1 2 . 6 

7 69 . 2 59 . 8 - 9 .4 70 . 3 10 . 5 1.1 

8 70 . 5 75 . 5 5 71 . 3 - 4 . 2 0 . 8 

9 67 . 4 65 . 7 1.7 75 . 6 9 . 9 8. 2 

10 60 . 3 63 . 7 3 .4 64 . 6 0 . 9 4 . 3 
11 59 . 2 62 . 7 3.5 63 . 6 0 . 6 4 .1 

2 79 . 7 77 . 5 - 2 . 2 81 . 8 4 . 3 2 . 1 

I 

~ ·· 1'able VII above sh9_ws that only two supervisors emerged rrom the 
-training·-una-if~ected . The other en appeared to have been 

- v- ~~ · :-1 v _.:._rl t lu.~n-~_9.- 9Y- the programme n arying degrees . 

. 



34 

Regression analysis was further used (Fig . 1 - 4) 

to explain the per ormances in relation to variables 

such as age, ducation level experience as supervisors , 
and total experience with the corporation . 6 

6 . The estimating equation used in the Regression 

analysis is .-

y = a + bx 

a = N E xY 
N<£ x2 

(~X) (flY) Where 
(t!X) 2 

and b = l:Y bZX 

N 

Details of the data computed are to be found in 

Appendix IV . 
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Age 

Looking at Figure I , it can be noted h~ here is 
no strong elationship between performance before training 
and age fac or . During the training :tself the younger 
supervisors appear to score higher marks than the older 
ones . B - back on he job a ter trai ing , the older 
supervisors do much be ter than the young supervisors . 
According Graphs A and C there is no difference be ween 
the per f ormance of ·he rained and u trained supervisors 
at the age ~f-ab~ut 3~ear~ Af wer his particular age , 
the perf ormance of those who have not trained appears to be 
higher than those who ha e undergone the training . 

The conclusion that can be drawn from this analysis 
is that when supervisors embark on the raining programme they 
have equal chances regardless o age . The younger supervisors 
a r e quicker to grasp the new ideas learnt but they are not 
as good in applying them in work situation as the older 
supervisors . This con f irms some o f the findings on Table 
VII . Taking f or example ·the scores of supervisors 0 . 9 
and 4 who have age differen~ial of about six years (Appendix 11) 

9 who is older shows a nega ive improvemen during the 
training but goes up by 9 . 9% after training . But o . 4 
improves by 18 . 9% during the training and deteriorates by 
the same percentage af erwards . 
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Figure 2 - Reoressing level of Educa ion 

According to Fig . 2 - Graphs A and C, those supervisors 

who are highly educated do not have any advantage over the less 

educated in performing superviso.y duties . The situation is 
infact to the reverse . According to Table VII , the best performer , 

before training , o . 12 is a C. P . E. graduate hile the worst 
performer ( 0 . 1 , and 4) are O' level graduates . The only A'level 
graduate ( o . 11) in the sample is among the wors performers . 

Similar negative correlation can also be observed in comparing 

the performance af er training of supervisors o . 12 and 4 

(still on Table Jrr) 

There is hardly any causal relationship between the 

educational level factor and performance during training , as 

far as graph B is concerned . But , according to Table VII the best 

student here ( o . 5) is an O'level person while the worst student 
(No . 7) is a C. P . E. holder . Supervisor No . 5 is the youngest of the 

lot and earlier on , it had been stated that the younger the 

supervisor is , the better the per f ormance during training , 
Supervisor o . 7 is not only older but has stayed in the service 

of the Corporation much longer , Later in Fig . 4 Graph B, it will 
be noted that he longer one stays in the Organization , the 

-
less _receptive one is to new ideas taught during the training . 

It may-~~ !~er~fo~e be concluded here t hat the dominant fact or 
-~~~erm"ning the results of o . 5 and o . 7 are age and experience 

- --in-~ "):-,., ~.:..~at.;i..Q)::l ra-t-her than level of education . 
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Graph A sho·ws -<:he _regr\:! 5·- n ..... t)7-v,E:\:!H -P rforman"'e befo_re-
training .'lnd--leng h ot service as a supervisor, where -
Y = 289 . 8- 3 . 4 X 

Graph B s ows <:he regression bet 1een p~rformance during training 
and length or serv:ce as a Supervisor ~here Y = 70 . 8 - 0 . 05 x 
Graph C shows the regression be ween per f ormance after training 
and length o f service as a Supervisor, where Y = 303 . 6 - 3 . 7 x 
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Figure 3 

OF SERVICE AS SUPERVISORS 

The graphs in Figure 3 indicate a negative rela ionship 
between the performance of the trainees and their experience 
as supervisors . They show that the longer the experience 
the worse the performance becomes at all the three stages of 
assessment although the correlation in B is not as strong 
as that in A and C. 

-~-~-

Looking back at Table VII , the trainees (No . 1 and 4) 
who scored loNest before training have about seventeen and 
twelve years o f experience respectively as supervisors 
while o . 12 who scored highest has about seven years of 
experience . During the training , the highest scores 
( o . 5) has been a supervisor for about two and a hal f 
years ~hile o . 7 , the lowest , has about twelve years ' 
experience . The same trend can be observed in the scores 
a f ter the training where tra1nees No . 4 and 12 are once 
again involved . 

Those who have worked too long as supervisors , 
therefore will not gain as much from the training as 
they would if they were sent to train soon after promotion 

or even before . 

--- - - ...s--a._...,_ 
. --- -.. _ 
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the regression betw en performance be fore 
leng h of service in the Corporation , 
13 . 5 

Graph B repr~sents the regression between performance during 
training and total leng h o f servic e in the Corpora ion , 
where Y = 80 - 0 . 56 x 
Gr aph C represents the regression bett,Jeen perfo r mance a f ter 
t r aining and total length o f servic e in t he Corporation , 
where Y = 102 + 9 . 6 x 
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Figure 4 REG ESSI G PERFORMA CE WITI! LE GTH OF SERVICE 
I. THE ORGANIZATIO . 

As far as Graphs A & C are concerned, supervisory 
performance before and af er ~raining are positively 
correlated to length of service in the Organi7.ation . The more 
years one is in service of the Corporation the better the 
performance . Although this may no be in keeping with the 
results in Table VII , other variables discussed before should 
be responsible for any discrepancy that may be noted here . 

Graph B gives a negative correlation which is not at all 
strong . It indicates that those who have worked shortest for 
the Corporation do much better during training than the old 
hands . 

A further analysis of the scores in Table VII gives the 
median score as 68 . 7% and 71 . 05% for before training , during 
training a.d after trai ing respectively . These figures 
indicate that there is progress in the magnitude of these 
three sets of scores hence the training as a whole can be 
termed effective . 

In the analyses above, an attempt has been made 
to interpret the scores obtained during the training in 
relation to the supervisors ' performance on the job . 
A further analysis of certain variables which were thought 
to influence performance has also been undertaken . 
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Par 4 

I 

Evaluation of Per ormance on the job 

In this final part o the s udy's objective an 
attempt has been made to find out what ef ect the training 
has on the participants• performance on the job . The 
score obtained before and after the training are compared 
to determine the impact . The author uses the t-test for 
the difference between two population means o samples 
which are related . 7 

The The hypotheses are 

where Di is the difference in performance rating scores 
be ore and after the· training . 

The .test stat~ics is 

;.. ·- -- t = - d - D 

--· -- ··-
SdAr 

t = 4 . 2 

Since the calculated t is greater than the critical 
t , (1 . 78) the hypothesis H

0
is rejected . On the basis of 

this test it can be concluded that the training programme 
has a positive effect on those supervisors who are exposed 
to it . 

7 . Appendix VI gives the details of the computation . 
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Chapter IV 

Summary, Conclus·ons and Recommend tion~ 

Summary 

The objective of his study was o find out the 
nature of impact that Kenya Railways ' Supervisory Management 
Training has on those who take part in it . The training 
programme was assessed at four levels . First there was 
an attempt to determine how far the programmes ,objectives 
satisfy supervisors' ~raining needs . ext participants 
opinion on the programme was sought as a basis of deciding · 
on t he usefulness of the programme . At the third and 
final stage scores made by supervisors before during , 
and a ter the training were analysed in order to establish 
whether there was any improvement on the trainees ' per for
mance . 

Out of the f i f teen supervisors who were to ~~ 
interviewed hree did not return their questionnaires 
and so only a sample of twelve was used . This sample 
may be too small to draw general conclusions . However 
the findi gs shou~ still be important . 

·- ...,..._sTn-cethe author needed very quick response f rom the 
~pervTsors and their bosses , the questionnaires had to -- .. . ,. - ·-
be administered through the Senior Training Officer . 
This fact may also have caused some bias in the responses 
as respondents might have felt obliged to give f avourable 
answers . 

Conclusions 

In the final analysis , in the previous Chapter , it 
was established that on he whole the training programme 
is e f fective , but somefla1s were detected in choice of 
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participan s, the curriculum and the evaluation system . 

The sys em as it is now has no uniform criter·a for 
choosing who should an:end the training and 'llhen. lei ther 
the trainers nor the trainees have any say in the choice 
which is left at the discretion of the heads of depar ments . 
No consideration is made to supervisors' training needs 
by their bosses . The only criteria used here is whether 
a particular supervisor can be dispensed with at the time 
the training programme is on . This is why it can be 
observed that some supervisors have worked for upto about 
seventeen years without attending the training wh ile others 
in the group have been supervisors for about two years . 

There is an urgent need to revise the curriculum 
used for this training . It leans too much on the actual 
skills of doing a job instead of teaching the techniques 
of management . The impracticability o using the manuals 
as they are for a group of trainees with different 
functional responsibilities was also noted in the study . 

Although an attempt has been made by the instructors 
to ibuild an evaluation system in the training programme 
there is no evidence that in formation obtained in both 
assessments has been systematically used so tar for improvement 
purposes . Both assessments are largely based on the 
assessors ' general observations and intuition and not on 
any concrete tests of abilities . 
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Recommend a ions 

Programme's Content and Choice of Participants 

The ultimate aim of sending a supervisor to training 
should be to improve or implant he skills which he will 
need to ~ork ithin the organization . It is the author ' s 
convic ion that any Supervisory training programme should 

- ---enable particip'an ·s toacquire the follO\..ring 

(1) Ability "to decide in advance what o do 
when to do it, and who is to do it . "1 

(2) Ability to work with and through people 
and be able to shoulder the responsibility 
fQ~ the direction of others . 

(3) Appreciation of the value of good human 
-
relations . 

(4) Ability to_ see each job in its proper 
relation to the total work effort 

which summarize the supervisory functions of Planning, 
Staffing, Organizing, Directing Leading, and Controlling . 
A modified curriculum is th~refore recommended in Appendix 
III (b) . It has been recommended that Job Methods and Job 
Safety Sessions should be removed from this programme 
which ought to remain purely for management training 
purposes. 

The objectives of the training should be communicated 
to potential:=--~rainees-r--ft.,_s~- Jl&t -9e_a~y- _t~--

-
bosses that the supervisors nave objectives that must cons~~ 

- - -
with those of the trainer. One~ training objectives are 
made known to the supervisors; their feelings should be 
sought as to whether they wish to be trained at a particular 
time . Together with the bosses' own appraisal, a mu ual agreemenL 

should be reached in deciding if one should go for training . 

1. Harold Koontz and Cyril O'Donnell, Op . Cit . pg 129 
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A more pos1t1ve att'~ude to ards the training will be 
developed by the supervisor if they are aware of the 

benefits hich might accrue o them from he training . 

This will also make the instruction given worththile . 

In one of the findings, the author established that 

the earlier a s pervisor is sent on training, ~he 

more he will gain . 

Evaluation of the Programme 

I n order to maintain a valid training programme , 
constant evaluation mus be carried out for every group 
of participants . 

I deally , assessment of participants ' ability to 
understand the sessions ' content and their attitude to 

the programme should be done just before , during and 

immediately at the end of each programme . This will not 

only enable instructors to make the necessary adjustments 

for each group but it will also provide a fairer assess-

_m~nt of each par icipant . The follow-up assessment on the 

~o~-~ft~ ~~k2 months training should be continued . But 
_____ instead of the school sending out their own assessment 

- ---- fo:-... .: ,--th-_- u.s 1 p _ forrnanc e appraisals at the end 

of the year should be made available so that the trainers 

can compare trainees ' performance before and after trai

ning . 

In view of the above recommendations the Confidential 

Assessment form (Appendixva) has been modified accordi gly 
(Appendix Vb) . There should be a prqper.examination on 

the actual work in e ery session . This examination 
should be held at leas~ twice for each session . It is 

not good enough to rely on informal observations of the 
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trainers . Under his latter system courses tend to 

solidify such tha their content and organi~ation 

cease to be ques ioned . The au hor tends to agree wi h 

arr & Bird2 hat statistical evaluation measures give 

grea er effectiveness . 

The author recommends that Pat ' A' of the assessment 

form remains as it is but participants should be appraised 

on the first and last week of the programme to obtain a 

fairer vieiJ . 

It is also recommended that part ' B' be completely 

changed . Each instructor will fill in the scores obtained 

in the three intervals recommended earlier . /hat he sets 

out to test would depend on what his group has covered at 

each particular point in time . 

The last part o f this f orm is designed to assess the 

trainees ' reaction or attitude to each session . 

The time allocated to this programme should remain 

as it 1s to begin w1th until the trainees ' future reaclion 

is assessed . _yhe orientation week should however, be 
·- '>"- -

reduced to one day so that each session gets an extra day 

of'_J:h~ . f · rs_!: week . . 

It is hoped that the above recommendations will help 

remove the image that supervisory training is something 

which happens off site at the training school and that i 

only involves the ins ructors and those who happen to be 

sent the.e . It must always be remembered that 

Instead of training ac ·ivi ty being conceived 

in and justified by faith it must be 

developed within a framework of planned 

2 . Peter Warr and others Op . Cit . 



.. 

·-~--

- 49 -

activity emphasizing objec ive -

setting and determin1ng appropria e 
means of evaluation . This should make 

it possible o integra e training 

activity with manpower planning 

within the organization 3 

, . 

3 . George F . Thomason , Op . Cit . pg 353 
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APPE DIX I 

1. Supervisor : 

The term Supervisor, in.the study refers to that 
person who represents Management a the first (bottom) 
level of the hierarchy . Sometimes he is called a 

foreman , sect·on-head, or overseer but these terminologies 
do not vary with the actual role of a supervisor which is 
to represent Management•s interests and guide the workers 
to function within these interests . According to Kenya 
Railways Corporation they are "those incharge of other 
people and whose responsibility covers the directing and 
controlling of work ." 

The difference between supervisor and middle and 

top management is a matter of degree . 

2 . Management 

Management has-been defined as that team of people 

in any formal.organization that occupies positions of 
":1-- _.... - --

formal authority and is charged with the coordination 
-_ _- -:---,.o"f'£~ hn'll n .~'IJ.<L.roater.i.al resources through the functions 

of planning, organizing directing and controlling of 
the work of others for the purpose of achieving stated 

goals . 1 

3 . Managerial Skills 

These are the set of tasks that faces a supervisor 
at work which includes the responsibilities of Planning 
organizing , Staffing, Directing and Controlling . 

1 . W. Richard Plunkett, Op . cit . pg 209 - 217 
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4.. Training 

Generally to train means to instruct or teach 

an art, profession , trade or occupation and direct one 

towards attain·ng some skill in these disciplines . 

Training also involves drilling one to acquire some 

habits of houghc or action . For the purpose of his 

project tho-~t.h!lr _adopted... Staley's definition that 

" training is instruction and learning concerned 

with good performance of a special task or 

set of tasks· making up a job or occupation . '' 2 

5 . Evaluation 

Evaluation has been defined as "the systematic 

collection.and assessment of information for deciding 

how to utilize available training resources in order to 
"3 achieve organizational goals . 

In other words it is an attempt to obtain feedback 

on the effects of a training programme and to assess the 

value of the training in the light of that information . 

2 . Eugene Stal~Y. · 

3 . Peter /arr 

--
ion and 

1970 -

An Introductory rourse in Teching and 
1~a1n1ng M 'tnods lor Manag~ment 
-Geneva , I . L. O. 1974 pg 21 . 
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APPENDIX II 

AGE , GTH OF SERVICE 

Supervisors' Age Level of Length of Leng h of 

Number Distribu- Education Service c ~ Service in 

. 

-

ote 

tion In Present the Corpo-

Years Position ration 
(in years) (in years) 

1 30-35 0 ' Leve1 15 - 19 15 - 19 

2 42-47 Interme-
diate 15 - 19 20 - 25 

3 36-41 Interme-
diate 1 - 4 20 - 25 

4 36-41 O'Level 10 - 14 15 - 19 

5 24-29 O' LeveJ,. l - 4 5 - 9 

6 36- 41 O' Leve1 10 - 14 15 - 19 

I -- 30-35 -rnterme-
diate 10 - 14 15 - 19 

8 36-41 O' Level 10 - 14 15 - 19 

9 42-47 Interme-
diate 1 - 4 20 - 25 . 

10 36-41 0 1 Leve1 10 - 14 15 - 19 

11 36-41 A• Level 1 - 4 15 - 19 

12 ~0-35 Interme-
diate 5 - 9 15 - 19 

(1) For Age and Length of Service , the mid-point 

f igure was used in the analyses . 

(2) When it came to claculating figures f or regression 

equations , each level of Education was given scores 

according to the number of years spent in school. 

Such that 
Intermedia.te 
O•Level 
A1 Level 

= 8 
= 12 
= 14 
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OBJECT! ·:: To s rive o ere se h 
t rou6h traini. in t e 

eff ci net of Sup rv·3or 
ollo in , • ields . 

-· · a) Dcvelo mcnt of lc dcrship qu lities 

b) Tr ininc in the field o! impar~in informuc1vn 
to others in an ~rr·c:ent m er . 

c) 
..- . . " . Training in the use of techniques for lmprov1ng · 

existin ·ork met ods . 

d) Emphasy on the ne d for an the Super isors' 
responsibility to ards accid nt prcven ion. 

PkRTICIPA.:TS: 

COURSE 

- ~- -

Participants ere drawn from all personnel in 
Supcrvi~ory grades , i . e . tlose incharge of other 
people and whose responsibility covers he d1rccting 
and controllin ~ork . Preferably , they should be 
in gr~des B. I and above, althoug~ personnel at the 
lower grade could be taken in by virtue of the fact 
that they perform supervisory duties . 

1 • JOB RELATI NS 

- The importance of leadership as one of the essential 
qualities of good sup rvisory m.n &ement . 

- Revie of the group members ' supervisory responsibility . 

- The foundations for good re tionsbip 

- The worker as an individual 

- The steps to be taken in ha~dling human relatior.ship 
roble:'ls. 

-Consideration of relat'onship problems betwee 
supervisors and ·,~;ork people . 

- The s erv1sors relations: irs ~ith Collea- es a~d 
seniors . 

-

The importnnce of good CO:"m :tic~ ion 

The airn of ins ruction . 

Examina t1.on of co:::r.c~ly use.:i r:lC hods of instruction . 

Demonstrat·on of an crd rly, pl nned method of 
intruction . 

Prepnr ion of i. rc~·ioc ~.d t~e de=on tration , 
coachi .g and pr ct'ce in pr~.arl g inatruo 'on. 

- The "~ow to I!![;'~-uc " r.l<•:t . £xnlonation , 
deoons r,t·o. :~c disc. ssion of. a 4-s cp pln~ for se 
in im. 'lr!:i:-. 0 ·:!:·o ·:::· ic .. • 

) P ' ) 'c) Try o t a re :tr'l~ic.. \t Pr ::;r· •. ·.:l icr. 
d ) •1 1 1.:. .-: •• t. · .:l n • 
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Practice by group members on "How to Instruct'' plan . 

Applic ion of e "Ho .o Instruct 11 plan to verbal · 
comm )cutio s . Deoonstrnt 'oo by tr~incr n d pra~y~c

by group members . 

Consideration of special instructio1 roblems . 
Ho to instruct on a long job, a continuous job , in 
a noisy place etc . 

Planni g trainin requirements . The presentation of 
a si.ple method hich a super•isor c n use to review 
the staff position in his section inorder to 
determine who shall be trained for hich job nd by 
what date . 

JOB HET .• ODS - (ELEMB TAnY) 

Introduction to basic steps of method i~provement . 

Scope of the supervisor and his role in method 
improvement . 

Demonstration of an existing method and how to 
improve it . 

Practice in analysing jobs prior to improvement . 

How to question the details ·n an existin method 
-and get ideas for improv ment . Expl9natioo, 
demonstration and practice. 

How to develop 
Explanations 

ideas for improvement. 
emonstrotioo and pr~c ice. 

How to submit sugges ed improveme. ts for management 
approval . 

Practice in h complete Job ~e hod lan . 
Group oe~bers apply the plan o JOOS from their own 
sections 

This progra .. me 
plus the folloving; 

.eludes all the forcgoir;g (elcm ntary ) 

y- syo:: 
in t ~oir se . 

How to .ake Outline Process Char s . 
Explanation dc~or.s ation a practice . 

Hov to make Flow Process Chorts (.an and 1a ~rial) 
Explanation,~cmonstra ion a.d practice . 

HoY o make wo ha d~d Process Chort, 
Expl~ ation , dcmo.stration o pr3ctice. 

Hew to make multipl' Acti•tit.y Chnrts . 
Ex l.:tu<t tion , demo stration 31l pr~ctic<..:. 
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Introduction to the principles of Motion Economy • 
. Explanation, demonstration ana practice . 

The application of Method S u y to clerical proced res 
and other jobs involvin paper NOrk •. 

JOB S FETY 

The need for accident ion . ~scussion on the 
------~--~~----~----~~--~~--cost of accidents to the irns, th country, the 
firm ·and the supervisor. 

How injuries are caused . Analysis o~ the causes of 
accidents to sho that they just don't happen - they 
are caused. 

Factors Common o -ost accidents 
A case history cf an accident ~s used to show that the 
usual chain of events is : 

(1) Faults of p~rsons; 
(2) Unsafe acts and conditions; 
(3) Accidents; 
( 4) Injuries. 

The suoervisors' th:-ce fields o r.s~onsibility 
in accident P'!".'te tic~; i.e. the .'ork Area, tlre Work 
Method and ~he Sorke:-. 

Safe~uardin5 the work ren. 
workers conduct, attire. e1e 
how to take action agai.st t 
and follow up 

How to spot danger in the 
ho of working etc . and 
e da gcrs by traini g 

on aspects of Safety 
Corpora t~ or. . 

Showi.$:; 

I!C'Od 

preve is a nacessJry rocucti 
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APPE DIX III (b) 

1. Job Planning Session 

To 

2 . Job 

include ( i) ature and purpose of planning 

(ii) Environment in which plans are made 

(iii) Strategies of planning 

(iv) How to make plans more effective 

(v) Staff Requirements 

Organizing Session 

Consider 

(i) 
(ii) 

(iii) 

(iv) 
(v) 

The nature and purpose of Organizing 

Power and Authority 

Delegating and 

Dividing task 

Labour. Laws 

3 . Job Relations Session 

This should encompass 

\' ( i) Leadership 

(ii) 

(iii) 

'iv) 

Human behaviour 
Team work and mo ivation 

Commu:1ica.tion 

4 . Job Control Session 

Course content to include 

(i) 
( i) 

(iii) 

(iv) 

System of controlling men and equipment 

Special techniques of controlling 

How to maintain quality 

Union - Management relationship 
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APPE!'DIX IV 

Scores made by Supervisors 

--
Supervisor~s -- Re_fore -- ~.uring _After 

Number Training Training Training 

-
1 i86 76 201 

2 272 72 288 

3 302 72 314 

4 186 68 186 
-

5 303 80 303 

6 -·. 266 - 64 276 . 

7 270 - 61 274 
. 

8 275 77 278 

9 263 67 295 

10 235 65 252 

11 231 64 247 
. -

12 311 79 319 
--

Maximum Scores 
. 

Obtainable 390 102 390 

.._.._ . ...,. . ..-..--
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~APPE'DIX V( a) 

TRAINEE ' S NAHE DEPART!ENT 
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Roil oy Trainin School , 
P.o . Box 42226 , 
NAIROBI , 

Dat e ••••••••••••••••••• 

--------------------------
GRADE DLSIG .ATIOU 

----------------------------
CHECK 0 : ___________________ _ DISTRICT _______________________ ____ 

Note : General re~arks on the student ' s reaction and participation in the 
~se are sho n belo in letter f or m. The grading is indicated by 
put ting "X" against the appropr iate let.ter s • 

. 

A = Outstanding 
D = Indiffer ent 

GENERAL 

pPEARANCE & MA~iNER 

IfiTER~T HI LE/,?.IIING 

S PEED OF U~I::JER::>T:.::niiiG 

P OWER OF SELF- EXPLA,IAT_IO!t 

EFFORT PUT WTO .. !S r'JO?.K 

RELATIOliSHIP WITP. OT_liE"R.S 

B = Very Good 
E c: Poor 

. 
PART 'A' 

: 

PART ' B' 

A 

C - Good 
F = Very Poor 

B c D I:; : 

_AfiG~sscnent of he • ay i n which the student h~s a similated ond proctis d 
._ ____ t he use .o~ _ u ervi~ y Skills (Tr n · ning bin In ust r y) 

• 
\ . , 

·I 

I ,. 

L EADERSRIP ABILITY N TFU:I DISCUSSION 
GROUP (JCS RE~ -'T:c•::;) 

Power of at:plyin~~; the leadership skills 

Ondcrs_tandin~_ of humar. p::-obh- s 

Capacity for re:l~onin..-

Self Confic ~~c ~ 

ABILITY TO co:·:~ 1i1C:.Tz ( JOB I::S:'RUCTICII) 

A ilit·r to d t:::Jo~s_!rate 

Attitude tow~rd~ instruction 

~b ility to express himself 

1\ B c D !: l 

k B c D E F 

J 

........ / 2 
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ABILITY TO r:t. . •: e: E'i'!iOO OF A B c D E ;· 
WORK (JOB !:EfilCDS) 

Ability to i.-.:nro ;e _w_ork _t!ethod 

Attitude towar:!:o- new ide~o .,n others 

ABILITY TO PP-:' !:' ' ACCIDE.:TS 
(JOB SA:.:..i'Y 

A B c D E F 

Attitude to~ard~ saf'!ty measures 

Knowlcd"e of snfet:r :-ulee 

--

Date ____________ _ 

Date 

I SENIOR TRAINIH OFFICI;R 
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APPE DIX V (b) 

Revised Confidential Assessment Form 

Part 'A' 

Remains unaltered b t this final grade should be 
based on several observations during the training period . 

Part ' B • 

Assessment of knowledge gained during the training . 

r----. 

Job Job Job Job 
Planning Organizing Relations Controlling 

First Assessment 

2nd Assessment 
3rd Assessment 

_,..._ ----
Final Grade 

Date .......... . 

Date ........... . 

GRADES 

- · 

GRADES GRADES GRADES 

, I I 

Comments on Progress 

Training Officer ...... . ...... . 

Senior Training Officer ......... . 
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Part C 

Trainees ' Reaction Evaluation Form 

Trainee ' s arne ................................. . 

Title of Session ............................... . 

Date ................... . 

Please complete the form below by putting a mark (x) 
in what you consider is the appropriate interval in 
each scale . 

1 . Enjoyment of the Training Session 

Didn ' t enjoy i 

at all 1 2 3 4 ' 5 Enjoyed it 
very much 

2 . Amount of new information picked up during session 

Taught me nothing L I -- _, 1 2 3 4 5 Taugh 
I didn't know me a lot ·- ~-- already 

- ----
:r. !<e evarice of . Sess·on to Own Job 

Not very relevant 

' I 
1 2 3 4 5 ··ery 

relevant 
to my job 

4 . Length of Session 

I 
Not enough time 1 2 ·3 4 5 Too much 
allocated tO Session allocated 
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APPE JDIX VI 

Computat'on of the Hyoo hesis Test 

The following assumptions are made 

(1) The populations are normally distributed 
{2) The parent population variances are 

unkno1n but are assumed equal 

1 . Statement of the hypotheses 

2 . 

Ho : D = 0 

H. : 
1. 

D 7- 0 

Identification of the test statistic and its 

dis trib.ution 

Under the above assumptions the appropriate 

test statistic is 

t = - d - D 
-sd/ 

/ [rl 
- ~- _.....,___ -- -

3 . Specification of the significance level: 
Let d = 0 . 05 

- --- ----~-

4 . Statement of the decision rule : 

If the computed value of t is greater than the 
critical t for n-1 degrees of freedom and 
~ = 0.05 reject Ho. 
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5. Data Collection and Per orming he Calculations 

Supervisors 
A 

sl 

52 

53 
54 

55 
56 

57 
sa 

59 
510 
511 
512 

Mean difference 

t 

And the standard 

Sd = 

= 

Calculated t is 

t = 

SCORES 
ter Training 

201 
288 

314 
186 

303 
276 

274 
278 

295 
252 

247 

319 

n 
~i 

-d =i=l = --n 

Before Training 

186 

272 

302 
186 

303 
266 

270 
275 

263 

235 
231 

311 

133 = H 
12 

-

error of the di ference 

j (di - -d)2 
.L=l 
n - 1 

=~ 

.J 82 . 6 = 9 

thus 

11 - 0 = 11 = 4 . 2 

%-2 2-:6 

6. Making the sta istical decision: 

Since the computed of 4.2 is greater than the 

Di 

15 
16 
12 

0 
0 

10 

4 
3 

32 
17 
16 

8 

critical t of 1 .79 59 , the hypothesis is rejected. 
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Th obj - ivc.• r,f tt 1:o; 111.:". iorTlair 1-. o f!l' lu, t: h !iU~rvi. r· 1 

r on'l n~"c ~ incc t.hc .;Bt 

area.r G. 

li:;!ht of · c~~ .inu r in tng pr~ . 

de h ·r '" · 

Pic 

int coroor-'1 ion . \ !!t'n<:r;tl r 

ocrfomV'c · f.:>r tr1in1nP pur~ .,... • \' 

t.o s (.; if <my 

1/C IO'A Y icJ f 1fy <II'IV 

c s1rlcrc:! in he 

be sh t.~J .nv on 

rill he . t.bni 

contti~ 1 II m~st ·lll I c:t ·fu 1 

asscs.srx-nt wo-...U:J b of 11' '"lOS t in.ilOrt 'U ' in order for t.hr· infonn ~ J. n tCi 

!>e usc r u.l. 

P:ut I 

For c.1c., ·' 1l.. .- ~L 

the p;u-t intl:u- .:;u:x:rv i. or 

chosen ~rd of the c.1l to the r · ~t of the. 

Put (x) u.nc:S.::r "dtlnl.. len " onl 1'h n "'' tn, c: no i.'J. f'(r.f>lc 1:1·, 

situ.1tior>. 

fl. scritx-.s 

some .1nf 1"'11\o1tion 1hootl your<;< lf. Thi would 

enabl II '' c! ,. ify tho iu onr:H lt)< u l.J I til r. r 1 1• t!Nlllp'>, va; r.., vf 

SCrl'l.Cc 1 ,vluc-'ltiu"l , o:tr . 
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H1a r.u b~rdin~ t~ ... ~-.,r~ iz w~ll 
t.n i z t.'<l • 

T(J-

13. Ho ~ll ·') ;,·s i~ cu b rdin~to::; t 11? tboir 16. 
oun <~ ·rk .,1 ~n inc . 

14 . ~! o i o . ~r ~c. t · v-, i n s l vi~ t: .. nflicts 
"'.1:11 n.: m !ilbcr:: of h i!! er · u • 

15 . Ho pl:ms f-;.-r ::n _,.rdllrly fl '>~; :-~f uc-rk . 
' 

·- - _ ___._ ·- . . 
16. Be io ro,, poctcd by io ,.,-, up . .lb -- r. 
11 . When :-no of his subordin·. tos c~ ·cs ~ _'?,_..._ _ _ J_· · · • 

oist".ke: L.. ' purni" ,. :.; hi / hor . ~ 

18. H ucu-.lly ~riv~~ O"'l.rl,j• "'I .ir :!!,)~r~ uia I! I ---l,__-l~ 
wor~ . I 

'--- +--- -'--_.,------·- •. . I 

19 . f!o trice t~ l ~t 1-.i ~ c ub·.>rdin·.tos f cul th:-. 
thl')ir ulJrk "'.ntl ~ff.,rt:. ~r :: w:-rt!mili 1o . 

tO. P.o -.Hoc.._ t3s ov:..nly tour,h ~a· icnm::n ts 
rmnn~ his ~ub! rdin -.t ~ . 

t,, 
Oo 
t . 
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! I ! I 
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I 
. I 
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21 . Ris ~· up w ·rkz · rc vith ut ·; :tchin_, him 

22. Bo dic.:cuss ~< ... ' -:. ls ~n:' obj ~c.tiv;::s · .. i h 
subordin · t~~ ' b~ &ur~ th~y IC unucr 
st-:v-d . 

23 . . no ei'l"'l :. hia oubl")r u in . o::; fr ·Au.:~nt -n I 

b·mcot critic ion l")t thdr .,. •::k . 

24 . ~h-.t h-.. p ·)C:"l:':: .... t. u~r!- :--.~r:'J th - im!'lortMt 
thin:o .,f hi~ lifo . .. 

25 . Hi-: f ll :1- 1' n . . rc !. ~·.r' ay1 ·t ·.:t~:- tic. 
(n., o r-:-. ~ic ) 

Ro i :: c:~nsiC...:r•. :-1. ·.n ":-x ::rt" in th ·. t bCJ 
lm~~R hi:: 11 r k v~rj' te ll . 

21 . fie 0 ms i ~ OT.J •; :"U pl .~nni:1 , ii::,1r:rt:-.n f ·1r 
G~nd ~-:r f :•rlil~.nc D . 

26 . Ho · ::~ ~bl ~: t .. :. ~t ""'~lr.. t:l iel: • . • o .. 
c b~ll~n:~ t J his sub~rUin · t~~ . 

29 . ··o i n ·.;~11 ini •>T' • ~bout 1!1 t -;. ~s .•n in 
th" Coo9-..n• • 

YJ . ff o tries t • ko. p tr ·d: · f ~ '.ilc ·n 0.1Ch 

j cb . . 
31 . Il o lC'I •l<n r, l ~ :-~ • JY • ncl. f =.:;l c lr.rl •: n b r. 

_do~:. nnt ::;u. c c c1 in ' n nf !- i :; .:-.c. ti ·ri tic=a 

)J . He i n o muit .. cx• t t :- C 'Op ny 1 c ,o .ls;m 
C'lujcc tiv . • 

34 . Ho :·:-.nta hi·· po ' l ~ t · .v. -~ f -.;olin;: · 
·""' ~r :;u.=. ..... ( .. :J~ · n ~ t ~i r- -.:,., r- . 

3:1 . ~ b .... ::; "lthcr ... :: t i viti ··:-; . :~ i r h c ~ r.:-i ~ r 
m ., r n ij~ "l:"'Jl·t ·n t: ;. · .. ; "" :. :...: . 
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)6 . Eio in ·\bl ~ t .- ~· .. . <;l::: · r c;. tll " .. n r hi 
~ubor i n :-. · .,. • 

:n . E:c uirx t::. h::.:: ...,r•"".l::> in h ndli:l[! .... :teh 
t .".:Jk hu s · c:;n • 

)8 . hO ._iV~3 St!' ·n r• 'W'.rnin _;!; if e')'.l B :\rO no t 
rc"'ch;:1 . 

39 . os t ll is pl! ~nin'J -..ctivitior.; ~x o d ·mo 
•n il . .., ::p . t . 

40 . It is o-.s;lr for hi:: subo in "'. t c:s t~ t .:l lk 
to bi."J ·.b--ut · 1<: pr ,L l fl . 

41 . He uE:::; :- •• ys t n -. r II "'.'J in l .·.n..,in:; -m<! 
or3:-.ni zin~ . 

43 . Pl .'..Mi:'l ::; i · d-:. "' ;oitb t !tc c?rp~r"'.ti n -, ~ 
hie up:::ri-:>r . 

44 . Tbcro ~r(f n., ch. li"t:~.;:: in ''O<T his j "' i& 
d~no. 

45 . Ho d ·;)C 71·"' !t"'.vc t • d"' ·,\y pl .nnin b-.c
~U!J: it i:.. d~,n ·· i ·r hi:1 hy !li:;!Lvr leve ls. 

46. Ho e co-not h '.V t; ) ri ·• "JlY \l.>rk •lr;;ni ;;-
:-.tLn b ~<. -.u"'o it i :. d · n ·;;:' hi... by his 
cu .>ociors • 

48 . Ho unt'l.cr:;t·.n :::; 1k. :. t i~ cx;~ ~ctc-U - hi:;: in 
his j'>b . 

49. Ho oh.-.tu .._ l:>t 'l i iti ... tiv · in p r..rfnrn
i~ his j · b . 

51. F.o ., t ::; .it;h v .lu.- • n dicciplin!'l . 

52. II n:-.k .::c .;.h ; nc;.~s -.o ::. r.:;ul t of li:.tcn
ine t his . u b•x,un ... t .. . 

53, llo . voids o~tr~ duti ' G r r:~ ~n~iuiliti-o , 

54. 

55 · 

5ti. 

58 . 

59 · 

60 . 

Ho i c ~bl :. t .· c onuuet "' otl mo .. in n . 

Y.o i c ov .:r•; .rk .:<l . --
Hi t> bch-·vi ) r i u --•"' IJ. ~r "pl .--.:>T-
diocip lin ~ .n1L I ::~rpO :l ' 'b li t y . ·-

Ho cn-.c hc.:J his fi<Y'?L t I "':1p l a m 
impr,~'JO t heir j b o ~rn"'nC .,. 

Ho ccC\r.lu.tic - t~s w~ll in : itinro . 

Her u:;cd ·) b :> r•>r o "Ullbi t.i·?Us in l • .. 
W.:>l "K th ;n h i ~ . pr• ... n t . 

Hou:>·o" f c;db""..c- c [~ t1v . l_y • t o r>ntr">l 
pu ·po•·cs; 
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61 . .Ho fcob or"l;..t•l . t:> !:lo ~"., cr.~pl::y c of 
tbi~ orc·ni~ .t ion. 

62 . Ho C.".n c:.: · ~, · t.~ •. sclf lCJ-rl.:r .·n<i ~dc:r
s t:--·d ~t- , 

. 63 . H- uo.:d!. c .rCI ~boct b !. •.Jrk bt:.t 1-'.ol· 
bs h:.s nth :r thin~s tHch h.J ~onuid re :nrc 
imp11r ::.:1 t. 

64. Be c.cc.::Junic- t c!» t . his s b'rdin: _,~ 'h~ 
im"(l:>rt :nc .: o vala .-n: rcopon::~ibil ~i::s, 

·-~- ~~--
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t..l . 
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blf 
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p ... r II 

Thi" sc.-cor. rcq i r ... . :,· .">u t .> rv - d cc~.n · 1t:~ t ~I. '-
~·, :. 'l rc · b J •-.!'lt. t ~ i ... t --.inir..-. 

n:: .·:; in p ~ r 1. -r. 1 "" I !j ( ~) 

1 . Uo th"ucnt. it :~s iop'Jrt ~.n +.n pl ~n ·t.v.-:d . 
fl ·:; r~~ J . . ~. ' c 
. ~ "':L ~~ >.._.:... -....;~ 
~ 2. ·I 5 o ,c.....J 

2. ·•o .·c.p tr~ ok :> hi::. "UbC'~ in"'. v:::' p;;rf ~r-
c ... ""'.l'lcu Oll c-. ..:h j)b ho . c=v· hn:-:. . 

3. Ho lh":t) .horr.u_hl · f -.:!\ili·~r ··i th th'.) n rviccs 
:md opcr ·ti!)n:: • ! is se-ction . 

4. Ho st.r~:cd in .:r.,:; in tolp ~ th:l sub~:-d"n
~tos in tb - i- c~roc7~ . 

5. He zt"'.yc4 ;:\f :lr 11or!: t . fir.i b },is Wlrk oven 
vhcn ~her- .. ::: r-:- "Vu.r ir~ · f r i ict . 

6 . flo "'. 11:~.ya r n.i:1<!o. biz :. ut. .~rdi..:-. co of 
do:-.dlin ... s . 

7. He ,,,·:; rmm:..c t~d f c r l i:- iol?~•1et:.:;.: ')f th :.: 
businoas . 

8. Ho g:wo hie pc-:plc r. rc..ii 11'1 - r. they n~in
t .:linod ~ iE;h c·1:.l:.: "'f pc.r:..;:-m :-..nc • 

lie cffxti·r:::l;{ ~ "> t :!is su1nrdin-:tot. t:- \:ork 
en o. tor .o • 

10. fr;:. sho11od c~r.c .~rr. -:bout uorvicc qu :1" t:,r . 

11. He Col lcl cneucr "' lc?st :m,y <.UC::>ti ~r. ~ -:>ut 
his ooc..r~ti::n . 

13. H0 nll?:t_r! t>i ::. ~ h· r.'.i-n-:t-. ~ t ~ d- hoir .11.-r. 

11or:< 1 :nnir.•1· 

14 . i'~ r"n ... r -:e-t~iv~.- i ::>'1 •it~: ~-,nnict.:: -.~o -
·- ocmb2rs ;j{ his _,;r rJU?, 

1. 
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/$' --~~-__ __,1,.,.. .. Hc _ :_.,1 -:~m· f ... r :- .., rd~r y .1-:: ~r 11.-ra: . I . 

16 . Co 1r:-..r: r~:opccto.1 by ~d~ : r ,up . 

11. tfh n on-: .:>f h ; .; :;ub.:rdin-t:~:~ 11-.u "\ miott ko 
_ he puni• h~ ':tir•/L-'- . 

18. 1lc ucu· .lly :>..rri·f~ -· rl,;; > pr.-:!l"r.: !nc -.:=rk 

l9o f.:C tri CJ t l l ~ t )! \ r; :;;• b,-.t'C . I .•.-;. :;; f~O l t . 
t~oir ~zork ~ cl :: ff ~"'r~· . 11 : t' .: l:"r !,·,:hilo . 

20 . He: . ll.x.:. _d ov~ ly :JU.)1 • :>ai CT";".!l ' . s :'.1:1· n;;: 
hio ou IY'lrr: i n - t .::. , 

21 . ' . ' lf.l . 

22 . i.to diOCU.:l.;~ .:l·•ls · n d • >l• j -"''~ h:ro. :zi"'::~ :::;\:.
orditl "" tc:> t ... t _ our ; t • cy .~rc unu .:,rt;i.?o • 

2) . . ~ cw· '· 1.·. s:·b, rii . · . .. :.; ft":q.t:- ·:t -n1 ,l;')f: .. ::;t 
cri ic i :.:-- "-- .!--:.r •: ... ,·~: . 

- ... - · ·-- . ,..__,.._ -... -. - .. 
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nt 
24. H ~. !'1. . -,~Pr:.d1 · r:. · _r 

thin!::o i:. ! · .. ur ... 
.. : i1 •i1' rt-u;. _ 

25 . fli:: i"'ll ; .. p ·otl-.o .• \:~r~ !iyat~ ~ :c 
( r.ot cr~~ tic) • 

26 . I c....-:-.:.; c~ .. .;· cr ~·· - r "c>:;::~ -::-l" in h·.t h ..; 
!cloor i .. · rk ;· .. U . 

n . Hll c ·,;~ci ::,r C1 

porfnrn··.:~c.: . 

28 . Ho .:u :blc .·, !ic; G . ls v;:ich -..:~ . -. ch.., ll-n 
t') hi~ .. uu •' in .:...· . 

29 . n W;'\.;JI:Iill inf.11-.1.d :' b 1 t;;! " t\'l~nt On i•l 
th J c .'l."o .r.y • 

)0 . He 1:-ricr! tJ kcCJp 

31. Ec 1 ; 11< .. -1..,0:-:;( 
SUCC.:lOC' in ,r.c I) 

32 . H~ t:.:J intct .:::: 
auccco icns . 

tr-c.l~ of d.:t:1.ilz in ~.-ch 

·r.- ~ •• 1 b-.d ~1!" C!'l • 0 dicl. 
i" .:c :. viticc . 

in '. · c: ::;ub., .. ·rlir, .. t::::s 1 

n . :· o . - cor.oi t ~ t~ tl.~ c -?"J\y 1 c ao:.l:J *11 

objt.:otb;Ja. 

34 . lie :r-_ t~~ ~i:-: pC'p l.J " h- r:: :l. f~<.li . .. • ~f 
succc:;- i -. t .. .::ir -:.. rk. 

j;,b. 

n·t 

3~ . Ro b.~.:i "'thc:r -ctivi tir,: 'J~.ir.b h.;: c:-n::id--rcd 
raorc iop,.,rt' nt t! .. ,, hi ... '~:Jr!< . 

36 . l!o \o~= ~bl:l 
cub·'!'d.L tee . 

ro~ ~ . 
- '>"-- -

zct cl.:-.r r.. · l"'. f r ~.::; 
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39 ·-C- !' !-.~:: pl-.nnin·: .:ctivitico w~. . - n t ' '" th 0 ~.., 

---- S""Ot . 

40 . It u·.:; ·)••;'l nr ! is ~.Jt r .n-..tr;c • t-.U: t'l :~ir-
c.b"1UL • >r ~r .~ .. : s . 

41. Rc U:i~ 

42. l'e in .... i: :d. h·· vvo-:7 ~·i n.• l:'l ~ .n.: I i:J ,.. .. . 

43. P1"l: n!. ~ .,, <l n::. 1:i l~t · .~ ~-r11nr·· i• ' !'\ f 
t-i~ oupcri r. 

44· Tf! ·· :r~' c.hicc::; 1"""' .. i.:;j .b w:-1! .. 

45 · He eli~ n' t. '~ t? 1l-: -n:, pl·- n · nc 'l·.c~u=- i. 
u::.u !!on ·..,r .li ::'l by • • .:.i.:..~r lc·::.l:: . 

6 • .• c. id 1 1 t:;.v .. t' :;- .. . • > .• ~r, :1i.'!.". ti ~ n 
bcc;:-.u .. .> it "'"'v ~?n. :· .. • 1, '-:1 ~-i~ ri-;,. :. . 

47 · , . .... lc.t 1' j')i.;l 1~1' \: l•l :; '~- hey . oQ. ··-
118 . : · 'l •. n ~ . r :·-: .· ' 'V" c· ~. . i 'l ' · \ ~ ·. t-.:; .... • If l• i 
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,9. :l ~ •. )ift::t. 1 t .J. i i i-. tivc 1!1 ~ ·r
f~r~inJ hi~ j0b. 

50 . He kept r;oo ~c .. ru•· . 

51. !ie ~ut hid v 'it:..; ~I"' di~ci?li ...• 

52. e \i""Ul . f'L'.l~r. r.. 'nrr·.:c ":,. r?cUl t ">f 
liotoninc t .-. :.i:-: ~. ub .... r.!.in -. t .::; . 

54 . He vtl".~ c.ble tn con~uc.t .r·.,nd n,:ot.i!1· c . 

55 . He u .. cd to be ovorwcr 1<"- • 

56. His bel .... ri ~ur ~ ~d 0zc~'lo . of disci~linc 
end res !)·")m;i bi li ty . 

57 . P...; C'>:".ehc.-:1 . . : · ~ p0~plr· '\. ' ljclp thor.• irv.r·. vo 
thoi. j .. ,u po fer: 'nee . 

59 . Ho -• .r~c vo!'y ~bi ti? ::> ir, :.is V:-Jrk. 

6o . P.o •,ns u oin.:; f.:- ~ db.-:c}: ff:.r.ti·T..:ly f .r 
cor,t!.··· l ..)UI£. :t:c..; . 

61 . Po f~l t p:-<Ju t·> to ~n Q'.1plny::lc .,f his or:;:mi
z.,tion . 

62 . . c. C'> l.l ox;n·..;::;s l ·~r..snlf' ~lc. r y "'.n~· 
und~.;rs k. nd· .bly . 

63 . H~J c~..r-::.:1 ~ lot ('.bout ' :if; w-'rk . 

64 . i-To c :-tr:tt:nic.·. l;~ t-- hio oub .:::· r1i.-~tr::s i:o 
ililp~rt;.;~cc ~ ..:;:'J :-:1!'.. : ,, .1 r ·:::~n~.~ibili ti -:. . 
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APPENDIX VIII 

Trainee's Reaction - Part III 

We would like to know what you think of the last supervisory 
Training you attended . This information will be very useful 
to us in planning future programs . 

Please complete the forms below by putting a mark (x) in 
what you cJn~~~ is--t-~e-~awropriate i-n-terval in each scale . 

(a) JOB RELATIO S SESSIO 

1. Enjoyment of the Training Session 

Didn • t enjoy it f I 
very much L-----._--~.-----~------~~ 

Enjoyed it very much 

2 . Amount-of new information picked up during session . 

3 . 

I I . I 
Taught me little Taught me a lot 

I didn·~ ~lready know 

Relevance of Session to own job 

Not very 
Relevant 

I I - _j 
Very relevant to my job 

4. Length of Session 

5 . 

Not enough time 
allocated to session 

---
Appreciation of -n-ew-

1 I 
Disinterested 
in my efforts 

Too much time 
allocat-ed 

_he boss 

I 
- -

Very interested 
in new ideas 

6 . Acceptance of new ideas by the subordinates 
Reluctant to 
accept changes 

~ry willing to 
try new ideas 
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Trainee's Reaction 

e r ~}d like ~o know hat you think o · the last supervisory 
trainin ~. ~ttended . This in ormation will be very useful 
to us in planning future programs . 

Please complete the forms below by putting a mark (x) in 
what you consider is the appropriate interval in each case . 

(b) JOB I STRUCTION SESSIO 
~=;;;........;;~. ---

l. Enjoyment of the Training Session. 
~idn ' t enjoy I .\ 
1t very much ~-----~----~----~----~-~-----~ 

Enjoyed it very much 

2 . Amount of new in ormation picked up during session . 

Taught me little 
I I Taught me a lot 

I didn'~-already know 

3. Relevance of Session to own job . 

. L...-1 ~I _- ----1.-.--1--...---L----L. 

No t very 
relevant 

4 . Length of Session 

I I 
Not enough time 

Very reletant to 
my job 

allocated to session Too much time 
allocated 

s . Appreciat ion of new ideas by the boss . 

Disinterested 
in my e orts 

Very interested 
in new- ideas 

6 . Acceptance of ne ideas by the subordinates . ---- - - -- .......__.._ - -- -----. t- · I -·t - I - -, - I --
-Reluctant to Very willing t o -
accept new changes try new ideas 
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ou hi..k of he last Super is.:>!"y 
~h:s 1~fo~~-~1c~ ~ill be very us~.u 

re prograr.ts . 

Plec5:? omp ete 
yo ~ons:der :s 

t e for s belo~ by pu ing a mark (x) 1n what 
~~ ·al !~ each sea e. 

1. 

cr JOB l·iE':'HOD5 S~.: S IOii 

D1dn't enjoy 
it very m;.~ch Enjoyed ! ve!"y m· ch 

2 . ~-r.o n _ of ne•.v -" orm.=. :o:"' ?icked up dur1ng sess1on . 

J . 

Tau g h t ._m_e___,:=--_..J.t-::-=~-e-__..;.. _ __ -~-. __ _..:;"--...,T""-a-u-...~g h ': me a 1 o ._ 

I did ' a·ready know 

R=:~v~~=~ ~ s_sslon :c ~~n :cb . 

-l I 
Not very 
rele·Ja. : 

., 
Very re evan co 
my job 

4 . L.ength of ;)essi~n . 

s. 

6 . 

J 
ot enough _ .::ne 

allocated ~o se~s·on 

Apprec_ation of new ideas by ,e boss . 

Too much ime 
allocated 

•~a rJ' ~:; ~c!'e3-: =.: 
in new idea:; 

Accep~..ance of ne'" ideas QY _ _!he :;ubordi ,ace::; . 

-""": e:E: :..:.____!._1-~_c' ;::=-.:.:.._-- _..l.:· =---__1____:~1:--· 
Reluct:;.rr. • .:i ·-- · _ Very will ·ng ~c 
accep -chang&s ·- try new ideas -----
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Trainee's Reaction 

We would like to know what you think o the las Supervisory 
Training you attended . This informa ion will be very use ul 
to us in planning f ture programs . 

Please complete the orms below by putting a mark (x) in 
what you consider is the appropria e interval in each scale . 

(d) JOB SAFETY SESSIO 

1 . Enjoyment o the Training Session . 

Didn't enjoy it 
very much 

I I .I 
Enjoyed it very much 

2 . Amount of new in ormation picked up during Session . 

I I 
Taught me little 

I didn't already know 

3 . Relevance o f Session to own job . 

Not very 
relevant 

4 . Length of Session . 

I - I 
Not enough time 

·- .,..=1_J.n.cat.ed to Session 

I 

Taught me a lot 

Very relevant to 
my job 

Too much time 
allocated 

Appreciation of new ideas by the boss . 

Disinterested 
in my efforts 

Very interested 
in new ideas 

6 . Acceptance of new ideas by the subordinates . 

Reluctant o 
accept changes 

I 
Very willing to 
try new ideas 
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